
GENDER 
PAY GAP
REPORT 2022 

T H I S  R E P O R T  D E T A I L S  
O U R  1 S T  J U L Y  2 0 2 1  T O  
3 0 T H  J U N E  2 0 2 2  R E S U L T S



01 Foreword

06 Statutory disclosures & declarations

Summary of key findings02

03 What is the Gender Pay Gap 
and how is it calculated?

04 Our results

05 What are we doing to close the gap?



FOREWORD
As part of our Brew a Better World Sustainability 
strategy, HEINEKEN Ireland are on a journey to 
becoming a more inclusive, fair and equitable
company. This means achieving gender balance
at all levels throughout the business, paying all 
employees a fair and equitable wage and ensuring fair 
working standards for our third-party employees.
HEINEKEN Ireland have been continuing our 
commitment and focus on our Diversity, Equality 
and Inclusion (DE&I) agenda, with gender representation 
and gender pay an important part of this. Our mean 
Gender Pay Gap is currently at 0.7% and our median Gender Pay 
Gap is 6.2%. Our current Gender Pay Gap compares very favourably with 
the European Union average of 14.1% in 2021 
and with the average Irish Gender Pay Gap of 11.3% for 2021.
However, despite being in a better position than many of our peers, 
we still have much more to do in relation to the Gender Pay Gap. 
Our ambition is to make HEINEKEN Ireland a truly inclusive 
and diverse organisation and, despite the challenging external 
environment, our commitment to this ambition is stronger than ever.
It continues to be one of our strategic priorities and is evidenced, 
in part, by our plan to have Equal Pay for Equal Work in place by the end 
of 2023.
We are, and have been, very active in this area not only because the 
Irish Government require companies to publish their Gender Pay Gap 
information, but instead because we know that it is the right thing 
to do. In 2020 we also committed to Business in the Community’s 
Elevate Pledge, whose ultimate ambition is for a workforce 
which is representative of all members of Irish society. 
Internally our DE&I taskforces are doing fantastic work and we are 
starting to see great progress on our progressive policies and practices 
across the business.
Over the next few pages, we provide more detail on our Gender 
Pay Gap results and the range of steps that we are taking to address the 
gaps.

Best wishes,

________________________
Maarten Schuurman
HEINEKEN Ireland Managing Director



OF KEY FINDINGS
SUMMARY

Why is the Median gap higher 
than the Mean Pay Gap?

There are a higher percentage of 
females on lower hourly rates of pay 
versus male, due to a difference in 
seniority in the business across males 
and females. This in turn drives the 
median of the pay range higher in the 
male population vs the female 
population, hence the gap. HEINEKEN
Ireland have a small percentage of 
colleagues who work part-time hours. 
Those colleagues fulfilling these part-
time contracts are all female. With 
zero male representation in this 
category, the results become skewed 
in favour of males when examining 
the overall median.

What is driving the 11% Mean 
Pay Gap and 36% Median Pay 
Gap across temporary contracts?

HEINEKEN Ireland have 12 
colleagues who are employed on a 
temporary basis; 6 females and 6 
males. Within this category, 50% of 
males occupy mid to senior roles 
while 33% of females in this 
population occupy mid to senior 
roles. We have a clear ambition to 
increase the proportion of women in 
leadership roles and while we are 
making progress in this area, 
we acknowledge it will take time to
achieve our ambition.

HEINEKEN Ireland employs 320 people across a range of operational, 
commercial and support functions including Sales, Brewing, Marketing, 
Finance, D&T, Supply Chain and HR

Under the Irish Government's Gender Pay Gap Information Regulations, 
all legal entities with more than 250 employees are required to report 
their Gender Pay Gap. In this report we report on the median and mean 
(average) pay gaps between men and women’s hourly pay

Overall, the mean pay gap in HEINEKEN Ireland is 0.7%.
This tells us that there is a marginal mean pay gap in favour of males across 
permanent, temporary and part-time employees. For permanent employees, 
who make up 96% of our employee base, the Gender Pay Gap is 0.1% in 
favour of females.
This compares very favourably with the EU average which is 14.1% 
(2021), and with the pay gap reported in Ireland (2021) of 11.3%. 
(Eurostat).

The HEINEKEN Ireland median pay gap is 6.2%. This gap is driven by 4% of 
temporary employees where there is a higher male representation at more 
senior job grades than females. This result also compares favourably to the EU 
average, which was reported in the EU for 2021 was 13%(Eurostat)



OF KEY FINDINGS
SUMMARY

OTHER NOTABLE RESULTS

Note: A minus % result denotes a pay gap that is in favour of females.

This tells us that females on permanent contracts have 
slightly higher average rates of pay than males and 
also that the median hourly rates of pay for females is 
higher than males for those who work full-time hours.

*Results relate to 1st July 2021 to 30th June 2022

HIL Median Pay Gap of -3% 
3% (Colleagues who work Full Time 
hours)

HIL Mean Pay Gap of
-0.1%. (Colleagues on 
Permanent Contracts)

Overall we are pleased with our results and confident 
that we are heading in the right direction. We are 
committed to driving more balanced gender representation at 
all levels in our business whilst at the same time driving 
investment to reduce our overall gender pay gap.

Given the nature of our business, the make-up
of our workforce continues to be predominantly male, 
with 34% female and 66% male colleagues. 
Currently 42% of our middle and senior leadership roles are
occupied by females. We have a clear ambition to increase 
the proportion of women in leadership roles to 50% by 
2024 so we are making great progress in this area.



WHAT IS THE GENDER PAY GAP 
AND HOW IS IT CALCULATED?

The Irish Government’s Gender Pay Gap 
Regulations require companies to report 
their gender pay gap for all legal entities 
in Ireland with more than 250 employees, 
with the aim of creating transparency and 
encouraging employers to explore any 
gender pay gaps identified by the process.

The gender pay gap shows the 
difference in total average hourly 
rate of pay between women and men. 
It differs from the concept of Equal 
Pay, which measures the difference 
between pay for women and men in 
comparable roles, job grades and 
functions.

How we calculate the Mean difference

÷

÷

Number
of Male 
Colleagues

Number
of Female 
Colleagues

The mean gender pay gap is the percentage difference between the total hourly pay of all male employees divided by
the total number of males, and the total hourly pay of all female employees divided by the total number of females.

=

=

Mean 
Male 
average pay

Mean Female 
average pay

=The % difference

How we calculate the Median difference
Lowest hourly pay Median hourly pay Highest hourly pay

=The % difference

If all female colleagues were lined up in order of hourly pay and all male colleagues were also lined up in order of hourly pay, the
medianpaygapisthepercentagedifferencebetweenthehourlypayofthemiddlefemaleandthehourlypayofthemiddlemale.

Why the difference?
Because different job grades pay differently and 
the number of men and women performing 
these jobs varies, a gender pay gap can exist. For 
example if there’s a higher proportion of men in 
senior roles and/or a higher proportion of women 
in junior roles the gender pay gap will be bigger.

Why is gender pay gap 
reporting important?
Gender pay gap reporting is an important 
step forward in shining a spotlight on where 
companies may have gender imbalances 
within their workforce, to assist them in 
understanding what’s driving it and 
importantly, what to do to improve it.

*Total Remuneration: All reckonable earnings for colleagues including Overtime, Cash bonus, allowances, sick pay, etc

Mean hourly 
pay gap

Median hourly 
pay gap



S U M M A R Y
OUR RESULTS 

Mean Pay Gap
0.7%

A snapshot*

Permanent 
Colleagues
- 0.1%

Temporary 
Colleagues

11%

Mean bonus Gap
- 0.1%

Median Pay Gap
6.2%

Permanent 
Colleagues

5%

Temporary 
Colleagues

36%

Full Time 
Colleagues

0%

Part Time 
Colleagues (Note:

no male part-
time colleagues)

Mean bonus Gap
- 0.7%

Full Time 
Colleagues

-3%

Part Time 
Colleagues

(Note: no male part-
time colleagues)

Note: A minus % result denotes a pay gap which is in favour of females.



OUR 
RESULTS 
THE DETAIL

€39.63 €39.35

0.7%

Male (€) Female (€)

Mean Pay Gap

Mean Pay Gap – Permanent Colleagues

€40.21 €39.96

Female 
Perm Contract

Male Perm 
Contract

-0.1%

Mean Pay Gap – Full Time Colleagues

€40.87

Female 
Full Time

Male Mean 
Full Time

-3%

€39.63

Mean Pay Gap – Temporary Colleagues

€24.61 €27.79

Female 
Temp Contract

Male Temp 
Contract

11%

Mean Pay Gap – Part Time Colleagues

€28.62

Female 
Part Time

Male Mean 
Part Time

HEINEKEN 
Ireland do 
not have 
any male 

colleagues 
who work 
part-time



OUR 
RESULTS 
THE DETAIL €35.55 €33.33

6.2%

Male (€) Female (€)

Median Pay Gap

Median Pay Gap – Permanent Colleagues

€34.29 €36.09

Female 
Perm Contract

Male 
Perm Contract

5%

Median Pay Gap – Temporary Colleagues

€28.52
€18.13

Female 
Temp Contract

Male 
Temp Contract

36%

Median Pay Gap – Full Time Colleagues

€35.35 €35.55

Female 
Full Time

Male Full Time

0%

Median Pay Gap – Part Time Colleagues

€31.72

Female 
Part Time

Male Mean 
Part Time

HEINEKEN 
Ireland do 
not have 
any male 

colleagues 
who work 
part time



OUR 
RESULTS 
THE DETAIL

Proportion receiving *Bonus

97%

Females
who 

received 
Bonus

94%

Males who 
received 
Bonus

Proportion receiving Benefit in Kind (BIK)

57%

Females
in receipt 

of BIK

65%

Males in 
receipt 
of BIK

*All HEINEKEN Ireland colleagues are entitled to a bonus, there would have been a small number of colleagues who would 
not have been employed in the reference period and therefore would not have received bonus



Upper Upper Middle Lower Middle Lower

35%

Pay Quartiles 

65% 27% 73% 51% 49% 18% 82%

HEINEKEN Ireland's Pay Quartiles 
illustrate a higher male workforce 
(66% male vs 34% female overall).

What are Pay Quartiles? 

Pay quartiles illustrate the proportion of males and females in each pay quartile, 
ranging from the lowest hourly rate of pay to the highest. 

Each quartile has an equal number of colleagues

It is key to note that the % of males in the Upper 
Quartile occupy predominantly senior roles which is the 
key driver of our median pay gap, particularly amongst 
our colleagues who occupy temporary contracts.



WHAT ARE WE DOING 
TO CLOSE THE GAP?

In 2021 HEINEKEN relaunched our global Brew a Better 
World Sustainability Strategy, which clearly sets out our DE&I ambitions 
across all HEINEKEN operating companies. This includes our Equal Pay 
ambition to reduce our Weighted Pay Gap to 0% by the end of 2023 and 
our gender representation ambition to move to 50% of women in leadership 
positions by 2024. We continue to make significant progress towards these 
ambitions and are absolutely committed to drive further change towards 
becoming an even more inclusive, fair and equitable company.

Gender Pay Gap

We have accelerated our ambition 
to close our HEINEKEN Weighted Pay 
Gap to 0% by the end of 2023
We complete bi-annual internal pay 
equity analysis and invest heavily in 
pay-related actions in order to 
consistently support our pay equity 
philosophy.
We have targeted pay progression 
plans in place to deliver phased 
increments over the medium-term to 
further support this philosophy.
We continue to be fully committed to 
upskilling our leaders on gender neutral 
salary negotiation.
The launch of our Compensation 
Equity Tool and updated Reward 
policies in 2022 enable us to manage all 
reward moments across new joiners, 
promotions and other movers in the 
business from the perspective of internal 
gender pay equity.
We have committed to championing 
a female mentoring programme with 
the aim of consciously developing 
female succession plans



WHAT ARE WE DOING 
TO CLOSE THE GAP?

Gender Representation

We are committed to an internal 
leadership target of 50/50 gender 
representation split by 2024
Hybrid working is now an 
entitlement included in our job 
advertisements along with flexible
working hours
We are developing progressive 
family leave and life-stage policies 
to launch in 2023 with a combined
focus on gender and inclusion.
We are in the process of developing 
a graduate programme in our Sales 
function with the aim of 
actively promoting those roles which are 
historically heavily represented by males.

Women in sales initiative - Our mission 
for this initiative is to build an inclusive 
and diverse salesforce and workplace 
where everyone feels empowered to be 
unique and to achieve their full potential 
(with 35% female representation by 2025).
Our ambition is that we commit to 45% 
women in senior sales manager positions 
and to improve our position in 
middle management positions 
from 18% to 20% by the end 2023
The implementation of blind CV’s 
and diverse interview panels to mitigate 
any unconscious bias in recruitment
has been implemented .
We aim to embed a culture which embraces 
gender neutral language in all that we do.



HEINEKEN 
IRELAND 
S T A T U T O R Y  
D I S C L O S U R E S

Legal Entity
HEINEKEN 
IRELAND LTD

GENDER PAY GAPS

EMPLOYEES WHO RECEIVED A BONUS PAYMENT

94%
Males who received 
a bonus payment

mean97%
Females who received 
a bonus payment

mean

0.7%
Difference in hourly rate of pay

mean

6.2%
Difference in hourly rate of pay

median

-1%
Difference in bonus pay

mean

-7%
Difference in bonus pay

median

EMPLOYEES BY PAY QUARTILE
Upper quartile

65%35%

Upper middle 
quartile

73%27%

Lower middle 
quartile

51%49%

Lower quartile

82%18%

Declaration
I confirm the information and data reported is accurate 

as of the snapshot date 30th June 2022, and in line 
with the Gender Pay Gap Information Act, 2021.

Alfonso Aunon Garcia
People Director 
HEINEKEN Ireland

Maarten Schuurman
Managing Director 
HEINEKEN Ireland
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