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As a socially responsible employer, we at 
Clearstream, Deutsche Börse Group are 
committed to continuously promote and 
foster diversity and inclusion as valuable 
aspects within our corporate culture 
and throughout all dimensions.  We take 
pride in employing over 9,000 colleagues 
with a wealth of cultural backgrounds at 
around 60 locations around the globe. 

As a global organisation, we stand 
for recognition, appreciation and 
inclusion in the working environment. 
We advocate for and thrive through 
openness and fairness. We consider the 
wealth of backgrounds and ideas to be 
key to our success. Our commitment to 
diversity &inclusion is a fundamental 
part of our corporate engagement and a 
statement by our company on tolerance 
and mutual respect.

We are convinced that this diversity is 
decisive for our global success. We see 

the wealth of individual characteristics 
and strengths as the key to fulfilling 
our corporate purpose. For this 
reason, we strive to create an inclusive 
working environment in which everyone 
feels welcome and where they feel 
comfortable about contributing their 
ideas.

For us, gender topics play a major 
role in the objective of our diversity 
management to break down stereotypes. 
This applies to all biological genders 
and gender identities. We support a 
culture of openness in which gender 
and gender identity have no influence on 
the distribution of resources, tasks, or 
responsibilities. 

As part of our commitment to gender 
equality, Clearstream Cork welcomes 
the opportunity to publish its first Ireland 
Gender Pay Gap report, in accordance 
with the Irish Government’s criteria.

The snapshot date for the 2022 analysis 
is 30 June 2022. Therefore, the reporting 
period is 1 July 2021 up to 30 June 2022.

Measuring a gender pay gap is not the 
same as measuring equal pay. 
Gender pay looks at the difference in 
the average pay between all men and 
all women, regardless of their role or 
seniority.

Equal pay, on the other hand, is the 
difference in pay for the same role, or 
similar work of equal value. We conduct 
regular and consistent reviews of pay 
levels across all comparable roles in the 
business to ensure that men and women 
are paid equally for doing equivalent jobs 
with similar levels of experience and 
skill. 

The gender pay gap is the difference in 
the average hourly wage of men and 
women across a workforce.

Introduction



Useful definitions

Gender pay gap
A gender pay gap (mean or median) is 
the difference between the hourly rate 
of pay of male and female employees. 
The figure is expressed as a percentage 
of male pay. 

Gender bonus gap
A gender bonus gap (mean or median) 
is the difference between the bonus 
paid to male employees and that paid to 
female employees. This is expressed as 
a percentage of the bonus paid to male 
employees.

Proportion of employees 
that receive a bonus
This calculation shows the proportion 
of employees (male and female) that 
receive a bonus during the reporting 
year.

Percentage of male and female 
employees in each quartile of
the pay distribution
This information reflects the balance of 
employees in four pay quartile bands. 
The bands are established by listing 
all employees from the lowest hourly 
pay rate to the highest and dividing the 
entire workforce into four equal parts. 
Once the quartiles are established, 
the proportion of male and female 
employees in each is calculated.

Mean
A mean average is calculated by adding 
up the pay of all relevant employees 
and dividing the figure by the number of 
employees.
For example, the mean gender pay gap 
is calculated based on the difference 
between mean male pay and mean 
female pay.

Median
The median is the figure that falls in 
the middle of a range when the pay of 
all relevant employees is lined up from 
smallest to largest.
For example, the median gender pay 
gap is calculated based on the difference 
between the employee in the middle of 
the range of male pay and the middle 
employee in the range of female pay.

Hourly Pay
This includes total remuneration per 
hour i.e., salary, bonus, any payments 
processed divided by the hours worked 
during the snapshot period.



Data

Quartile

The quartiles split our employees into four equal groups ranked from the highest to lowest rate of pay and show the relative 
percentage headcount of each gender in those groups.

Mean and median hourly remuneration for all employees

Analysis of our gender pay gap shows it is influenced by a greater proportion of men than women insenior, higher-paid
roles. As the bonus pay gap is calculated on the amount of bonus/incentive paid, and not on the full-time equivalent,
it is influenced by the greater proportion of women occupying part-time roles and taking extended periods of leave. 

Pay and Bonus Gap between Male and Female Employees

Hourly Pay - MEAN Hourly Pay - MEDIAN Bonus Pay - MEAN Bonus Pay - MEDIAN
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Data

Pay Gap between Part Time and Temporary Male and Female Employees

Bonus Proportion

All Ireland employees have an equal opportunity to participate in our incentive programmes and we actively monitor and 
review decisions made in our annual pay-for-performance cycle.

Benefit-in-Kind Proportion

All Ireland employees have an equal opportunity to participate in our benefits programme upon meeting eligibility 
criteria. Benefits-in-kind includes any non-cash benefit of monetary value provided to an employee. This would include 
the provision of voluntary health insurance and share purchase schemes.

Mean and median hourly remuneration for Part Time and Temporary employees

Analysis of our gender pay gap for part time employees show there is no gender pay gap as it is leaning female positive.
It is greatly influenced by a greater proportion of the part-time population being female (97%). Our temporary pay gap 
mean and median are also trending female positive, this is heavily influenced by our early career graduate / intern 
programmes whereby a lot of our temporary workforce are entry level with a set baseline. 

Proportion of Males and Females receiving Bonus and Benifit-In-Kind

Part Time
Hourly Pay - MEAN

Part Time 
Hourly Pay - MEDIAN

Temporary Staff 
Hourly Pay - MEAN
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Hourly Pay - MEDIAN
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Addressing the Pay Gap

Ensuring equality of opportunities for 
men and women has long been part 
of our corporate social responsibility, 
because we do not want to do without 
the knowledge and competences of 
female managers and the performance 
potential of diversified teams. Increased 
focus and momentum around inclusive 
career progression will contribute to 
closing our gender pay gap over time.

In this spirit, our aim is to increase 
support for women in all stages of 
their careers but one of our particular 
aspirations is to increase the proportion 
of women at the management level. 
Our various programmes for promoting 
talent contribute to the long-term 
advancement of women.

To help reduce our gender pay gap we 
are committed to: 

Training / Mentorship 
We have an array of Diversity
and Inclusion internal trainings
available to all employees. Our
Diversity and Inclusion Learning
Journey includes modules on
delivering practical strategies
to mitigate the impact of bias,
communicating about culturally
sensitive issues, and developing
cross-cultural intelligence. Of
particular importance, our Gender
Diversity training topic includes
leadership strategies for women and
becoming a male ally at work.

Other measures include focused
succession planning, as well as
internal and external mentoring and
training programmes.  

Support / Leaves
We recognise the need to support
our employees through significant
life events and to moderate the
potential impact a period of absence
can have on an individual’s pay. We
encourage all employees to take
advantage of maternity (26 weeks
full-salary pay), adoption and

shared parental leave – flexible
and accommodating patterns are
available. We support working
parents through family-friendly
policies. We are exploring
establishing a parental / return-ship
buddy programme.

We have a family room on site to
accommodate the adhoc situations
that family life may give rise to while
balancing day to day work.

We are helping support the future of
the workforce with a flexible hybrid
approach. This gives our employees
the freedom and responsibility to
determine the mix of remote and in
office experiences that will enable
them to perform at their best. 

Councils / Resource Groups 
We have a Diversity & Inclusion
Council, to ensure Diversity, Equity
and Inclusion is kept at the core of
our talent experience and embedded
in our strategy. This group aims be a
pivot of excellence where tolerance,
mutual respect and appreciation
fosters innovation and growth.
The main task of the Diversity &
Inclusion Council is to consolidate the
Diversity & Inclusion framework to
enable Deutsche Börse Group to
achieve this goal.

A key affiliate is the Women@DBG
resource group. Women@DBG,
in the first place, is a network
for ambitious and like-minded
women and individuals who identify
as women or non-binary. We
want them to make new and
closer connections, inspire one
another and share and learn from
each other’s experiences and
perspectives. In doing so, we aim at
fostering unity, empowerment and
support among all those colleagues
throughout the Group.

Recruitment 
The greatest opportunity for
impacting diversity is our hiring.

We will continue to implement best in
class hiring practices by increasing
transparency and objectivity and
enlarging the pool to be considered
for a position to make sure we are
connecting to as wide a candidate
base as possible. 

We are committed to ensuring a
minimum standard for diversity on
interview panels to make sure our
interviewers are representative of
the workforce we are seeking to
attract.

In line with our corporate social 
responsibilities, we are committed 
to championing gender diversity 
transformation and will seek to 
strengthen the part we play in this by 
working with our Trade Associations 
and aim to contribute to our industry-
wide initiatives to actively promote 
diversity across the financial services 
industry through thought leadership, 
best practice sharing and peer 
collaboration forums.

We are proud of our Gender Diversity 
initiatives currently at play, but we 
know we have more work to do in this 
space to actively reduce the Gender 
Pay Gap. We will continue to showcase 
strong leadership by ensuring gender 
balance is recognised as a priority 
in management teams and hold 
ourselves accountable by actively 
using the facts and figures available to 
monitor and course correct. Listening, 
learning and changing to better 
understand diverse needs within the 
organisation and adapting accordingly 
with the aim to bring women into roles 
and not just onto programmes is our 
priority. We are aware that meaningful 
results arise from sustained action 
over time.
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Data

Quartile

Male Female

Lower 52% 48%

Lower 
Middle

50% 50%

Upper 
Middle

39% 61%

Upper 67% 33%

The quartiles split our employees into 
four equal groups ranked from the 
highest to lowest rate of pay and show 
the relative percentage headcount of 
each gender in those groups.

Gender Pay Gap Overall

MEAN Hourly

All (PT, FT, Perm & 
Temp)

Total Population 19.21%

MEDIAN Hourly

All (PT, FT, Perm & 
Temp)

Total Population 2.49%

Bonus Pay Gap

MEAN Bouns

All (PT, FT, Perm & 
Temp)

Total Population 36.35%

MEDIAN Bonus

All (PT, FT, Perm & 
Temp)

Total Population 20%

Mean and median hourly 
remuneration for all employees

Analysis of our gender pay gap
shows it is influenced by a greater
proportion of men than women in
senior, higher-paid roles.
As the bonus pay gap is calculated on
the amount of bonus/incentive paid,
and not on the full-time equivalent,
it is influenced by the greater
proportion of women occupying
part-time roles and taking extended
periods of leave. 

Gender Pay Gap Part 
Time

MEAN Hourly

Part Time

Total Population -0.18%

MEDIAN Hourly

Part Time

Total Population -0.83%

Gender Pay Gap 
Temporary

MEAN Hourly

Temporary

Total Population -2.90%

MEDIAN Hourly

Temporary

Total Population -0.78%

Mean and median hourly remuneration 
for Part Time and Temporary 
employees

Analysis of our gender pay gap
for part time employees show
there is no gender pay gap as it is
leaning female positive. It is greatly
influenced by a greater proportion
of the part-time population being
female (97%).

Our temporary pay gap mean and
median are also trending female
positive, this is heavily influenced by
our early career graduate / intern
programmes whereby a lot of our
temporary workforce are entry level
with a set baseline. 

Bonus Proportion

Male Female

Bonus 79.27% 90.55%

All Ireland employees have an equal 
opportunity to participate in our 
incentive programmes and we actively 
monitor and review decisions made in 
our annual pay-for-performance cycle.

Benefit-In-Kind 
Proportion

Male Female

Bonus 78.18% 89.76%

All Ireland employees have an equal 
opportunity to participate in our 
benefits programme upon meeting 
eligibility criteria. Benefits-in-kind 
includes any non-cash benefit of 
monetary value provided to an 
employee. This would include the 
provision of voluntary health insurance 
and share purchase schemes.



Data

Quartile

The quartiles split our employees into four equal groups 
ranked from the highest to lowest rate of pay and show 
the relative percentage headcount of each gender in those 
groups.

Mean and median hourly remuneration for all 
employees

Analysis of our gender pay gap shows it is influenced 
by a greater proportion of men than women in senior, 
higher-paid roles. As the bonus pay gap is calculated 
on the amount of bonus/incentive paid, and not on the
full-time equivalent, it is influenced by the greater
proportion of women occupying part-time roles and 
taking extended periods of leave. 

Gender Pay Gap Overall

Bonus Pay Gap

19,21% 2,49%

36,35% 20,0%
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