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At Ki lkenny Design we create an environment and culture for a l l 
col leagues to feel  va lued and suppor ted to achieve their  ful l  potentia l .  

K i lkenny Design has been representing women in business for over 60 
years .  Nur turing and suppor ting our female col leagues is  the foundation 
of  our being ,  and we’re proud over 86% of our senior team is  female-led. 
Elevating women inside and outside the business to inspire each other 
to succeed is  a  va lue we actively  encourage.  We also champion a host 
of  Ir ish female makers and designers whose brands we showcase to our 
customers ,  and we share in their  passion and creativ i t y.  

We welcome the spotl ight  on gender pay gap and str ive to do even bet ter 
in this  space for a l l  col leagues across our teams from retai l  and food,  to 
logist ics and head of f ice.  

Our of f icia l  Gender Pay Gap Repor t  init iates honest conversation within 
our workplace,  adding trust  and transparency which are key values of  our 
core business .  This  review wi l l  outl ine how we progress equal i t y  amongst 
col leagues,  set t ing clear sustainable goals  to achieve within the coming 
years .  

The below char t  shows the Gender Representation of  women that we have in 

Ki lkenny Design
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“Empowering and nur turing women to 
grow in business is  something I  feel 
ver y passionate about and I ’m proud to 
say 86% of Ki lkenny Design’s  leadership 
team is  female.  I t  is  a  joy to par tner with 
amazing female makers and designers 
from around the countr y who help make 
Ki lkenny Design the fantastic experience 
i t  is  today.” 

O V E R  8 6 % 
O F  O U R 
L E A D E R S H I P 
T E A M  I S 
F E M A L E

N o t e  f r o m  o u r  C E O 
E v e l y n  M o y n i h a n
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In  this  repor t  we share our gender pay gap for a l l  col leagues within 
Ki lkenny Design,  for the 12 months up to 30th June 2022.

WHAT IS GENDER PAY GAP?

Gender Pay Gap is  the di f ference between men’s and womens average 
hourly  rate across the company regardless of  their  role or seniority.  The 
mean and median are expressed as a percentage.

WHAT IS MEAN AND MEDIAN?

Mean is  def ined as the average hourly  pay for a l l  men and women. The 
median is  the midpoint  in the hourly  pay for both men and women

REASON WHY THIS IS/WHAT IT IS  TELLING US:

•  More men in mid posit ion roles e.g. ,  Chefs
•  More representation of  men in our logist ics function – (today this  is  67% 
vs 37%)

7.7% 4.6% 5.5% 3.6%

PAY G A P M E A N
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PAY G A P M ED I A N PAY G A P M E A N PAY G A P M ED I A N

4



BONUS & BIK REMUNERATION 2022

The tab le  shows  the  percentage  of  men and  women that  rece ived  a 
bonus  as  a  por t ion  of  headcount  dur ing  the  year  end  of  June  202 2

REASON WHY THIS IS/WHAT IT IS  TELLING US:

•  The  percentage  of  men that  rece ived  a  bonus  such  as  ser v ice  awards 
and  incent i ves  was  h igher  than  women,  however,  the  va lue  of  bonus 
rece ived  by  women was  much greater  than  that  o f  men . 

9% 5% -68% -644%

% O F M EN TH AT 
RECI E V ED A BO N US

% O F WO M EN TH AT 
RECI E V ED A BO N US

BO N US PAY 
G A P M ED I A N

BO N US PAY 
G A P M E A N

2 0 2 2  B O N U S M E N W O M E N

% WHO RECIEVED A BONUS 9 % 5 %

% WHO RECIEVED BIK 1 % 9 %
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REASON WHY THIS IS/WHAT IT IS  TELLING US:

•  Due  to  the  nature  of  our  reta i l  env i ronment  and  f lex ib i l i t y  we  of fer  a l l 
women be  i t  co l lege  or  fami l y  a  h igher  propor t ion  of  women are  a t 
entr y  leve l .

•  A  h igher  propor t ion  of  the  men in  the  midd le  to  upper  work  in  Food or 
Suppor t  ro les  wh ich  of fers  compet i t i ve  remunerat ion .

HOW WE ARE TAKING ACTION TO CLOSE THE  GENDER
PAY GAP:

•  To  improve  the  representat ion  of  women throughout  a l l  l eve ls  o f  the 
bus iness  in  par t icu lar  our  food  and  log is t ics  func t ion . 

QUARTILE CRITERIA

The char ts  show a l l  our  co l leagues  d iv ided  into  four  equa l  s ized  groups 
based  on  hour l y  pay  rates .

LOW ER Q UA RTI LE
LOW ER M I D D LE 
Q UA RTI LE

M I D D LE U PPER
Q UA RTI LE

U PPER Q UA RTI LE
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•  We cont inue  to  ensure  that  b ias  i s  mi t i gated  through  the  recru i tment 
and  se lec t ion  process . 

•  We w i l l  cont inue  to  ensure  that  a l l  co l leagues  a t  a l l  l eve ls  and  gender 
are  g i ven  feedback ,  t ra in ing  and  deve lopment  in  l ine  w i th  our  cu l ture .  

•  We w i l l  cont inue  to  of fer  f lex ib le  work ing  hours  &  days  w i th  our 
co l leagues  to  suppor t  them wi th  the i r  work  l i fe  ba lance.  

•  We w i l l  cont inue  to  bu i ld  a  cu l ture  of  t rus t ,  openness  and  inc lus ion  in 
the  work  p lace. 

K i l kenny  Des ign  i s  commit ted  to  us ing  the  gender  pay  gap  to  dr i ve 
cont inuous  and  meaning fu l  change.  Repor t ing  on  th is  fos ters 
accountab i l i t y  and  awareness  prov ides  us  w i th  the  in format ion  we 
requ i re  to  improve.  The  gender  pay  gap  a l lows  us  to  fu l l y  unders tand  the 
dynamics  of  our   company  and  i t  ac ts  as  an  incent ive  to  bet ter  enab le  us 
to  a t trac t ,  recru i t  and  reta in  the  bes t  peop le .
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