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Our Commitment 
to Attracting, 
Developing  
and Retaining 
Female Talent

At CBRE, diversity, equity & inclusion are more than core values — they 

are a competitive advantage. By creating an environment where each 

individual is valued for who they are, recognised for their contributions 

and given a chance to grow, we open our business to new perspectives 

and opportunities.

With a shared foundation of Respect, Integrity, Service and Excellence — 

values we call “RISE” — our approach is to positively impact:  

• Our culture: strengthening our inclusive culture so our people  

are safe, valued and heard

• Our talent: increasing the diversity of our workforce through ongoing 

recruitment, training and retention initiatives

• Our marketplace: investing in diverse suppliers and increasing  

our philanthropic activities to impact the community.
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Background

CBRE serves its clients through different business lines, 

delivering services for all property types and asset classes. 

This report presents the Gender Pay data and analysis for 

CBRE GWS (Ireland) Limited ('CBRE GWS Ireland'). CBRE 

GWS Ireland provides industry-leading facilities management, 

project management and transaction and portfolio property 

services in Ireland.   
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Gender Pay 
Gap Reporting
For the first time in Ireland, the Gender 

Pay Gap Information Act 2021 requires all 

companies with 250 or more employees to 

report on their Gender Pay Gap — which 

is the difference in the mean and median 

remuneration of men and women within the 

organisation over a 12 month period prior  

to a chosen snapshot date. 

Gender Pay Gap Reporting should not be 

confused with equal pay for equal work. 

Paying men and women equally for equal 

work is of paramount importance at CBRE 

GWS Ireland and the existence of a Gender 

Pay Gap does not mean that men and 

women in the same roles are being paid 

differently for the same work. 

For the purposes of this Gender Pay Gap Report: 

• The 'mean' Pay Gap is the difference 

between men and women’s average 

hourly pay across the organisation; 

• The 'median' Pay Gap is the difference 

between the hourly pay of the middle 

paid woman and the middle paid man 

i.e. if the men and women are listed. 

separately in order of pay, it is the 

difference in the hourly wage between 

the person in the middle of each list; and

• The 'relevant snapshot' date is 30 June 

2022 and we have therefore collected 

data regarding the remuneration of all 

CBRE GWS Ireland employees for the 

previous 12-month period, i.e. 1 July 2021 

to 30 June 2022. 
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Our Results and 
Understanding  
the Gap

A key reason for our Gender Pay Gap is that we have more men 

in senior roles. This profile is characteristic of the wider facilities 

management sector, which is impacted by 'occupational segregation'; 

the tendency for men and women to work in different professions.  

Overall, the facilities management sector has traditionally attracted 

fewer women. Management and technical roles are typically 

undertaken by men and these are on average more highly paid roles.  

Conversely, females fill a greater proportion of general administrative 

roles (which on average are less well remunerated). Initiatives to 

address these challenges are set out in the section below titled  

'Our Activity'.    

There are three categories of employees for the purposes of calculating 

the mean and median hourly Pay Gap: 

• All Employees — this includes all employees, whether they are 

permanent or temporary, full-time or part-time.

• Part-Time Employees — this includes all part-time employees, whether 

they are permanent or temporary.

• Temporary Employees — this includes temporary/fixed-term 

employees, whether they work full-time or part-time.
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Hourly Pay Gap

17.48%
ALL EMPLOYEES 
MEAN

22.94%
ALL EMPLOYEES 
MEDIAN

As explained previously, a key reason for our Gender Pay Gap 

is that we have more men in senior roles. 

The mean and median Pay Gap for part-time and temporary 

employees is greater than for all employees because the  

part-time and temporary employee groups contain fewer people 

overall and a greater proportion of these groups are men in 

senior roles. The median Pay Gap for temporary employees  

is lower than the other median Pay Gaps because, although  

in this group there are men in senior roles, there are also more 

men in this group than the part-time group and these men  

are distributed more widely across the pay scale.    

26.34%
PART-TIME EMPLOYEES
MEAN

36.66%
PART-TIME EMPLOYEES 
MEDIAN

29.39%
TEMPORARY EMPLOYEES 
MEAN

13.95%
TEMPORARY EMPLOYEES 
MEDIAN
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In this Gender Pay Gap Report, we also share the percentage 

of men and women in each pay quartile. Quartiles are 

calculated by listing the pay rates for each employee across 

CBRE GWS Ireland from lowest to highest, that list being then 

split into four equal-sized groups, and the percentage of men 

and women in each being calculated.

There are more men than women in the business overall and we 

have more men in senior positions. Female distribution is higher 

in the lower and lower middle quartiles. As explained at the 

outset, a key reason for this is occupational segregation within 

the facilities management sector. 



IRELAND GENDER PAY GAP REPORT  |  2022

 
 

Employees may be entitled to different types of bonus. The Company has a 

discretionary bonus scheme for which eligibility is dependent on job grade, i.e. 

seniority. As we have more men in senior roles, more men than women receive 

discretionary bonus payments, although it is women who receive some of the 

highest awards. Other bonuses that are included in our data are bonuses for 

employees on certain client contracts and other ad hoc bonuses. Generally, 

discretionary bonus awards are typically higher than client contract  

or ad hoc bonuses.     

A slightly higher percentage of the female population receives bonuses than the male 

population, although overall, more men than women receive bonuses. A key reason for 

the mean bonus gap is that women are paid some of the highest awards. A key reason 

for the median bonus gap is that more men receive bonuses than women and the 

awards are generally higher.    
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Bonus Gap
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7.19%
ALL EMPLOYEES MEAN

43.43%
ALL EMPLOYEES MEDIAN

28.12%
MEN

34.06%
WOMEN

Proportion of employees receiving a bonus  

Bonus pay gap 
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Benefits  
in Kind 
Although we have fewer women  

than men in the business generally,  

a higher proportion of those women 

receive benefits in kind than men.   
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53.91%
MEN

62.01%
WOMEN

Proportion of employees  
receiving benefits in kind
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We have introduced and will continue to roll out a number of 

strategies and initiatives to address the Gender Pay Gap by 

focusing on attracting, developing and retaining female talent 

within CBRE GWS Ireland, as well as the facilities management 

sector more generally — in particular:

Attracting Women  

• The Ireland Chapter of the Women’s Network launched a 

partnership with the charity, 'Inspiring the Future'. Members 

of the network attend events in primary and post-primary 

schools in socially disadvantaged areas to discuss different 

career paths with female students to help support and attract 

underrepresented groups.

• We have developed market-leading talent attraction 

principles to guide our hiring and promotion of diverse talent. 

We will mandate diverse candidate slates and interview 

panels for management and leadership roles. 

• We will work with the Talent Acquisition team to ensure  

we are partnering with agencies that support  

diverse recruitment. 

Our Activity

IRELAND GENDER PAY GAP REPORT  |  2022 19© 2022 CBRE INC.



IRELAND GENDER PAY GAP REPORT  |  2022

 
 

Developing Women  

• We have seen a 44% increase in membership of our 

 Women’s Network. 

• Our Women’s Network launched its learning and development 

series, 'Learn, Grow, Develop' and we will hold monthly events 

on a range of topics to support development. For example, 

bespoke training sessions with external organisations  

on overcoming Imposter Syndrome for members of our 

Women’s Network. 

• We launched a mentoring scheme through our Women’s 

Network that will ensure women have access to mentoring 

from senior leaders . 

• Our Talent Review and Succession planning will provide 

visibility and insights into our diverse range of talent, 

including female talent. We aim to promote meaningful 

Development Planning to invest and advance in our top 

diverse talent across the business. 

• We will use behavioural assessments rather than 'traditional' 

career paths or skills sets to help identify a stronger pipeline 

of female talent. 

• We endeavour to enrol female team members in the Institute 

of Leadership and Management courses, fully funded by CBRE.
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44%
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INCREASE IN MEMBERSHIP  
OF OUR WOMEN’S NETWORK
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Retaining Women  

• We have recently made significant improvements to Ireland 

enhanced maternity pay entitling primary carers to six 

months of full pay and launched new family friendly policies 

to support this. 

• We will run female centred sessions on topics such as the 

menopause and consider policy initiatives for the same.  

• We made a formal partnership with the Women in 

Engineering Society and we will work in conjunction with  

the Society to celebrate events such as International Women 

in Engineering Day with a view to attracting more females  

to work in our industry. 

• We launched a new global series of DE&I learning modules 

and will hold various events to continue to raise awareness 

and embed an inclusive culture throughout the year. Our 

Inclusive Leadership Workshop has over a 90% completion 

rate. Our 'Fast Track' programme will ensure effective 

development and coaching for under-represented groups, 

including women. 
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CBRE.COM

This disclaimer shall apply to CBRE Inc. and to all other divisions of the Corporation (“CBRE”). All information included herein 
pertaining to CBRE – including but not limited to its operations, employees, technology and clients – are proprietary and confidential, 
and are supplied with the understanding that they will be held in confidence and not disclosed to third parties without the prior 
written consent of CBRE. CBRE and the CBRE logo are the service marks of CBRE Inc. and/or its affiliated or related companies 
in other countries. All other marks displayed on this document are the property of their respective owners. Photos herein are the 
property of their respective owners and use of these images without the express written consent of the owner is prohibited.  
CBRE © 2022 All Rights Reserved.  

© Copyright 2022 CBRE Information contained herein, including projections, has been obtained from sources believed to be reliable. 
While we do not doubt its accuracy, we have not verified it and make no guarantee, warranty or representation about it. It is your 
responsibility to confirm independently its accuracy and completeness. This information is presented exclusively for use by CBRE 
clients and professionals and all rights to the material are reserved and cannot be reproduced without prior written permission  
of the CBRE Global Chief Economist.


