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The Environmental Protection Agency (EPA) recognises that to fulfil our
vision and mandate, we need people with different backgrounds,
experience and perspectives. We are privileged to have talented,
dedicated and professional staff, who are immensely important in
delivering our mandate and our purpose to protect, improve and restore
our environment through regulation, scientific knowledge and working
with others.

We are committed to building on our culture of excellence, where our
colleagues are supported, and where everyone can give their best. Our
organisational values and behaviours are placed at the core of our work.
A diverse and inclusive culture can lead to the emergence of great talent
and expertise in the EPA.



The Environmental Protection Agency (EPA)
is committed to creating an environment
that promotes equality, diversity and
inclusion (EDI), and to treating all
employees equally, regardless of gender,
civil status, family status, sexual orientation,
religious beliefs, age, disability, race,
membership of the Traveller community or
socio-economic background.

The EPA is an Equal Opportunities
Employer with core values and behaviours
of being:
. Professional.

Trustworthy.

Customer and stakeholder focussed.

Collaborative.

Innovative.

The EPA workforce is made up of a wide range of employees
with diverse backgrounds, circumstances and skills. We believe
that by having a culture that seeks, respects, values and
harnesses differences it will:

increase employee satisfaction.

foster a creative and innovative workforce.
attract and retain top talent.

enable employees to share varying points of view.

This report outlines our gender pay profile and representation
levels over the period 1 July 2022 to 30 June 2023. It also
summaries the key initiatives we are taking to enhance the
diversity of our workforce and to creating an environment that
harnesses difference.
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The metrics highlights...

A high hourly mean gender pay gap of 10.7% and median gender pay gap of 10.3% in
favour of male employees is due to the higher number of males serving at senior
management grades and at the higher end of the salary scales.

The part time mean gender pay gap of 1.8% and median gender pay gap of 1.6%, is
much lower due to the greater number of females availing of shorter working time
arrangements.

The temporary contracts mean hourly gender pay gap is exaggerated due to the
low number of temporary contracts in place, most of which are filled by females.

Employees on secondment, career break and long-term sick leave are not included in the analysis.




In 2023 our overall gender distribution between males
and females remains similar to the 2022 figures,
showing a higher female representation of

60% versus 40% male.

The table provides a gender profile by
salary scale / grade. This distribution highlights:

a 40% female representation at Board level.

an increase in female Programme Managers

from the 2022 data.

the gender balance at the combined middle
management grades (Level 2s and Level 3s).

a slight increase in the number of males serving

at the grades of Level 4 - 6, whilst showing a
considerably higher number of female employees in
in these grades.

All grades have parity with Civil Service salary scales. Pay progression within those grades is incremental for all employees, subject to satisfactory performance.



The EPA has a wide range of area orking environment and culture.
















In addition to continuing the initiatives already in place the EPA will introduce a menopause policy and toolkit in 2024.
We also commit to introducing additional family friendly policies and further enhancement of our recruitment and
selection processes. A pilot mentoring programme will be launched in 2024 to assist staff across a wide range of areas

including career progression.

We will measure the impact of our initiatives when we carry out our employee engagement survey in 2024.







