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At SSP we continue to increase efforts to grow a diverse team and inclusive
culture where different backgrounds come together as one team. Essential to
our success is listening to our people, recognising their achievements, and
providing a safe, empowering, and inclusive environment where we can all
make a difference.

The Gender Pay Gap

The gender pay gap is a measure of the difference in the average pay of men
and women, whatever their role is, across an organisation. It is different to
equal pay, which directly compares men and women carrying out the same or
similar work.

By law, all companies in Ireland with more than 250 employees are now
required to report on gender pay. This report details the pay gap as of 15th June
2022 and is reflective of Select Service Partner Ireland Limited.

To understand the gender pay gap, there are eleven key indicators on which
companies are required to report: the mean and median differences in hourly
pay for full-time, part-time, and employees on temporary contracts; mean and
median differences in bonus pay; the proportion of men and women employees
who received a bonus; and the proportion of men and women employees in
each of the quartile pay bands; and the proportion of men and women
employees who received benefits in kind.

Introduction
What’s included in our hourly pay?
At SSP, hourly pay includes (but is not limited to) base pay, premium payments
(e.g. unsociable hours), and travel allowances as applicable. Excluded are
payments for redundancy and benefits-in-kind. Employees on family or sick
leave are also not included. Those on COVID-19 Related Lay-Off Payment
Scheme are not included in the calculation.

What’s included in our bonus pay gap?
Bonus pay comprises of (but is not limited to) profit sharing, commissions,
long-term incentives, and long service awards. All relevant employees who
received a bonus within the 12-month period that ends on the snapshot date
are included. The regulations require us to exclude team members who did not
receive payment in the relevant period, which excludes those team members
who were participating in the COVID-19 Related Lay-Off Payment Scheme.

What's included in benefits in kind?
Benefits in kind include any non-cash benefit of monetary value provided to an
employee. This would include the provision of a company car, voluntary health
insurance, stock options, or share purchase schemes.

What is the mean?
The mean is the arithmetic average of the numbers. It’s calculated by adding
up all the numbers, and then dividing by how many numbers there are.

What is the median?
The median is the middle number. It’s calculated by listing all the numbers in
numerical order and picking the one in the middle.
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PAY GAP BETWEEN MEN 
AND WOMEN

PAY GAP BETWEEN MEN AND 
WOMEN PART TIME

PAY GAP BETWEEN MEN AND 
WOMEN TEMPORARY CONTRACT

Median

-0.1%
Mean

0.4%

Median

-2.1%
Mean

-3.3%

Median

-3.7%
Mean

-1.3%

Hourly Pay

As this is the first year that we have been required to report in Ireland, this will be our first internal
benchmark on the gender pay gap. Covid-19 has continued to have an impact on our business and
at the time of the snapshot date, 15th June 2022, we still had business units that were not back to
full capacity.

We remain committed to ensuring that our pay gap remains low and feel there are several key ways
we can achieve this. Our biggest contributing factor is the even balance of men and women across
our job roles and levels. This includes the even spread of men and women across our management
roles and we are dedicated to ensuring there are equal opportunities for our female colleagues to
continue being considered for these positions. In addition to this, due to the nature of work in our
Ireland business, we have built a consistent approach to job levels and have a fair and equitable
compensation structure that underpins this which we will continue to review to ensure fit for
purpose and competitiveness. Lastly, our results show a balance of men and women who are
working part-time in our business, and we will continue to support flexible working and ensure that
all colleagues have access to the right work options.

*Where we have a minus, our results are in
favour of women.

2



Bonus Pay
PAY GAP BETWEEN MEN AND WOMEN

Median

6.5%
Mean

9.7%
Within SSP, hourly paid colleagues are incentivised to work certain or additional
hours by schemes which pay a premium in addition to their hourly rate of pay, such
as the premium payable for working ‘unsociable’ hours. Such premium payments
are included in our calculation of hourly pay and are therefore not included in our
bonus pay calculation. Our salaried colleagues are incentivised by an operations or
management bonus plan which are included in our bonus pay calculation.

The biggest contributing factor to our bonus gap is due to colleagues who are
supporting our business but are considered in our support office population and
are part of the management bonus plan which is tied to different performance
metrics. Whereas, the majority of our salaried population are considered in an
operations bonus framework that has key metrics tied to the performance of the
unit/s that they work in. We build a strong foundation for growth by attracting and
retaining diverse talent. This includes considering the full range of diverse
candidates as part of the recruitment process. Noting this differentiation, we are
confident that our roles are being treated fairly and equitably.

THE PROPORTION OF EMPLOYEES RECEIVING BONUS PAY

Benefits in kind 

THE PROPORTION OF EMPLOYEES RECEIVING BENEFITS IN KIND

8.7%5.3%

1.3%0.0%

MENWOMEN

MENWOMEN

Our benefits offering at SSP, while aligned to local legislative requirements, are not
part of standard packages. We have a small difference in men receiving benefits in
kind due to roles that require a specific kind of benefit, and are therefore not
comparable to the rest of the population. Our Welcoming all in Hospitality, Travel
and Leisure partnership is just one of our global programmes that aims to support
the development of women into leadership roles, which will in turn aid the
reduction of our benefits in kind gap. As the business grows we will continue to
review local market practices and approaches to benefits to ensure
competitiveness.

3



This demonstrates the percentage of men and women in each pay quartile. The pay quartiles are calculated by splitting the whole workforce into four equal-sized
bands based on hourly pay, from lowest to highest. We have a balanced distribution of men and women across all four quartiles.

As the majority of the workforce in is at the team member level we have a balanced distribution of men and women across our quartiles.

Pay distribution by quartile
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Summary

We remain committed to ensuring that our pay gap remains low and ensuring opportunities for our women
colleagues to continue to grow into more senior leadership positions as part of an inclusive and integrated People
Plan. At a Support office level, we have launched our DE&I strategy and framework. We are now working with regions
to develop locally-led action plans.

Within SSP, we also have four employee-led networks including LGBTQ+, Women in Tech, Menopause, and Women’s
Network. DE&I Support office strategy also includes: developing a comprehensive learning plan for Group Executive
Committee and our Top 300 Leaders, creating an inclusive hiring toolkit for our hiring manager population to help
drive awareness and understanding, and delivering 4 global development programmes for high-potential colleagues
through our partnership with Welcoming all in Hospitality, Travel and Leisure. We are confident that our reward
policies, and practices, will continue to support the reduction of a gender pay gap.

Operationally, we continue to place much effort on engagement, through our colleague survey and listening groups,
as well as on talent development, with business wide reviews, and greater visibility on job opportunities, to give all
the greatest chance to realise their combined and individual potential. The business has seen strong growth this year,
doubling its headcount and opening more brands, and as we continue to expand, our DE&I journey will remain an
area of focus. As a business, our people purpose continues to be: “A great place to work where everyone can fulfil
their potential”.

Liz Philips, HR Director UK & Ireland
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