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Foreword  

 

As Minister for Public Expenditure and Reform, I hold the responsibility for the Corporate Governance 

guidance for all State Bodies whose responsibilities touch on many important aspects of our lives in 

Ireland.  It is vital, therefore, that the State Boards who lead these public bodies are balanced in terms 

of their composition. Evidence suggests that greater diversity in board membership improves 

outcomes and produces better, fairer results for everyone in our society.   

In September 2020, I amended the Code of Practice for the Governance of State Bodies to 

introduce  new measures to expedite progress on State board equality.  Subsequently, I asked my 

Department to prepare this report on equality at State Board level to ascertain how successful various 

measures introduced over many years have been in achieving board equality.    

In relation to its findings, I welcome the fact that at the end of 2021 females made up nearly 46% of 

all Sate Board members, exceeding the 40% target in aggregate. It is also positive to note that the 

trend to achieving full equality under this metric has accelerated in recent years.  

However, I am disappointed that only 55.6% of State boards are currently meeting the target and 

particularly so that of the 16 Stateboards.ie campaigns in 2021 for a board chairperson, only 33% of 

appointments 2021 were female and that 4 campaigns received no female applicants at all.    

As Minister, I endorse the report’s actions for delivery in order to increase accountability for gender 

equality across all State Bodies as well as putting further structural measures in place to expedite 

gender balance equality. 

 

 

 

Michael McGrath TD 

Minister for Public Expenditure and Reform 
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1 Introduction 

 

State Boards play a hugely important role in delivering vital public services to citizens across Ireland.  

Diversity on Boards, which includes gender, skills and expertise, age and nationality, is critical to the 

leadership and success of a business and its interests. Bodies such as the Institute of Directors have 

noted that “A diverse Board is more capable of understanding potential risks and identifying the impact 

of such risks to the business and its various stakeholders
1
.” As such it is important that, in considering 

membership for those Boards, all talents and capabilities are considered for selection and indeed are 

properly represented on such Boards.  

The purpose of this report for the Minister is to consider one such dimension of diversity, namely 

gender diversity on State Boards. 

Successive Governments have, since 1993
2 committed to increased female representation on State 

Boards to at least 40% of such positions on each Board. In 1995
3
  women made up only 22% of all 

State Boards. 

Since that time, there has been considerable progress in this regard. This report will provide an update 

on the position, note outstanding issues, and set out some actions to further progress.  

Section 2 will describe the recent initiatives to improve gender equality on State Boards
4
. Specifically 

it will note the operation of the State Boards process, and the recent Annex to the Code of Practice 

for the Governance of State Bodies. 

Section 3 will analyse some of the data around appointments to State Boards, trends in gender equality  

at an overall level, and in terms of Board gender diversity.  

Section 4 will set developments in Ireland in a wider and international context, including initiatives in 

the private sector for improved gender equality, initiatives at a European level, and some international 

benchmarks around gender equality on State Boards. 

Finally, Section 5 will set out recommendations to further improve gender equality in the coming years.  

 

 

 

 

                                                             
1 Extract from Institute of Directors in Ireland – Women on Boards in Ireland, 2013,  available here .     
2 Programme for a Partnership Government 1993-1997. 
3 Report of the Inter-Departmental Group on Gender Balance on State Boards, March 2019,  available here 
4 It should be noted that some Boards do not f ill vacancies through the State Boards process. In such instances, the 

rules regarding appointment of Board members are set out in specif ic legislation, or are subject to international 

agreements (such as North-South bodies).  

https://www.iodireland.ie/images/uploads/downloads/Women_on_boards_in_Ireland_-_2013_Final.pdf
https://www.gov.ie/en/publication/2b80b3-report-of-the-inter-departmental-group-on-gender-balance-on-state-bo/
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2 Initiatives to improve Gender Equality on State Boards 

 

Government has taken a number of important initiatives to accelerate greater gender diversity on State 

Boards. Some of the key actions taken by Government are:- 

- Make the process of applying for membership of a State Board more transparent, and 

accessible through the State Boards application process.  

 

- Create specific requirements in the Code of Practice for the Governance of State Bodies to 

create a particular focus on levels of gender diversity, and to create impetus for action where 

such levels fall below benchmark levels.  

These actions are outlined in more detail below. 

 

2.1   Guidelines on Appointments to State Boards  

In 2011, the Government introduced new arrangements to increase openness and transparency in the 

selection of appointees to State Boards. Under these arrangements , a new State Boards appointment 

process was put in place. Expressions of interest were to be sought where a vacancy arose on the 

Board of a State Body, with vacancies advertised on the relevant Department’s website or by the 

independent Public Appointments Service (PAS). In order to support the new approach, the website 

portal www.stateboards.ie was established to offer a single dedicated point of contact for Government 

Departments to assist in the selection procedures for members of State Boards.  

Building on this initiative, the Government in 2014 decided that the Minister for Public Expenditure     

and Reform should prepare guidelines for appointments to State Boards setting out requirements  

which would apply to all State Board appointments. The guidelines incorporated the long standing 

target to achieve 40% representation of women and of men on State Boards.  

 

2.2    Measures taken to support Gender Balance in appointments to State Boards  

The State Boards appointments process and website  www.stateboards.ie are operated by the Public 

Appointments Service (PAS). The process covers all new appointments to State Boards, excepting 

certain ex-officio appointments, candidates nominated by stakeholders or re-appointment of Board 

members. 

The Public Appointments Service (PAS) provides comprehensive information on the State Boards 

website to explain how the selection process for State Boards works. In particular,  

- They set out high level expectations for the role of a Board member on a State Board. 

- They identify a range of key competencies which are relevant to a broad range of State Boards . 

- They outline clearly the key steps in relation to both the application and appointment process.  

https://www.stateboards.ie/en/
https://www.stateboards.ie/en/
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The State Boards process also provides a facility to allow interested members of the public to register 

their interest for future State Board roles. The Public Appointments Service will alert registered users 

when a new State Board role is advertised. 

In addition to managing the State Boards process itself, PAS also takes further actions to promote 

increased gender diversity in State Boards. In particular, PAS 

 Ensures assessment panels are eminently qualified, and trained to demonstrate the required 

rigour and professionalism, awareness of relevant legislation i.e. equality and avoidance of 

unconscious bias. 

 

 Ensures fair assessment process through appropriate weight being given to relevant skills, 

underlying competencies and personal capabilities, and not just proven career experience.  

 

 Ensures all job and person specifications prioritise gender neutral language and specify that 

regard will be given to gender balance when appointments are made. 

 

 Advertises all competitions for Board appointments openly on www.stateboards.ie  

 

 Promotes all competitions on digital media, specifically LinkedIn and Twitter. 

 

 Ensures the PAS Executive Search process endeavours to have at least 30% of potential 

candidates from either gender on long lists. 

 

 Promotes the State Boards process at targeted events to openly share information on 

gender composition during recruitment and to promote successful case studies . 

 

 Provides an accessible website, enhancing content available to anyone interested in a State 

Board appointment, with information on the vacancies, the process, how to apply, current 

Board members and why they chose a State Board and, 

 

PAS also engages with key stakeholders in relation to gender diversity including: 

- The 30% club 

- The Institute of Directors 

- Board Diversity Initiative 

- National Women’s Council of Ireland 

- Dublin Chamber of Commerce and  

- IBEC.  

 

2.3    Annex Gender Diversity - Code of Practice for the Governance of State Bodies  

Mindful of the importance of gender diversity on State Boards, in September 2020, the Minister for 

Public Expenditure and Reform published an Annex to the Code dealing with Gender Balance,  

https://www.stateboards.ie/en/
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Diversity and Inclusion. The Annex updates some existing requirements and introduced some new 

measures to assist in promoting better gender diversity at Board level. 

Key requirements included in the Annex 

 Subject to compliance with the relevant body's establishing legislation, Board terms should be 

between 3 - 5 years, which may be renewed once to a maximum of 8 years (previously this 

was 10 years). 

 No member of a State Board should serve more than 2 full terms of appointment and no 

member should hold appointments to more than 2 State Boards at the same time. 

 The Chairperson’s Comprehensive report to the Minister should include: 

o Details of the gender balance of appointments made to the State Board in the previous 

year. 

o Where the Board stands vis-à-vis the 40% gender balance requirements and 

measures being take to address where the 40% requirements are not met.  

o Key elements of the Board’s approach to promoting gender balance diversity and 

inclusion and progress being made in this area including the approach being pursued 

to promote gender balance and diversity in Board membership.  

o Measure being taken to address the situation where a Board is either all male or all 

female. 

 The current gender composition of the Board should be highlighted when making submissions 

to the Minister on Board appointments and re-appointments and when writing to the Minister 

in connection with Board appointments and reappointments the Chair should draw attention to 

the current gender balance on the Board. 

 Each Board should carry out an annual self-assessment evaluation and this process should 

incorporate a detailed analysis and critical assessment of the gender, diversity and skills mix 

within the Board, including where relevant a critical assessment of the reasons why gender 

balance in Board membership has not yet been achieved. 

 The annual report of the Board should give an account of the approach being adopted in regard 

to the promotion of diversity and inclusion, including with regard to gender, in the specific 

context of the organisation; and on the progress and achievements in this regard.  

The initiatives outlined above are important actions to create improved diversity in gender equality . 

While the changes in the Code of Practice are relatively recent, the State Boards applications initiative 

has been in place for over a decade, and in addition to being an important driver of improved diversity  

of itself, also provides a wealth of data to examine trends in gender diversity. These trends are 

examined in further detail in the next section.  
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3 Review of Trends in Gender Diversity  
 

3.1   Analysis of Gender Balance on State Boards  

For the purposes of this report, the Department reviewed State board membership as at 31st 

December 2021. The data is set out in Figure 3.1 below.  

The data reveals that the overall State Board composition is now at 53.9% male and 46.1% female for 

the 226 non-vacant
5
 State Boards. 

This relatively positive picture is somewhat diminished when an analysis is undertaken at the level of 

individual boards. Only 59.3% of boards meet the goals of at least 40% male and female members. 

Figure 3.1 Analysis of State Boards membership  

 

The dataset used for the above analysis comprises of data in respect of the 201 State Boards for 

which data is recorded on www.stateboards.ie and the 30 State Boards for which the rules regarding 

appointment of Board members is set out in legislation or is subject to international agreements such 

as the North-South bodies.  

Having established the general picture with regard to gender balance for the 231 State Boards further 

analysis was undertaken in respect of the two subsets of data making up the 231 State Boards. 

The first subset of data examined was in relation to the 30 State Boards for which data is not recorded 

on www.stateboards.ie. This analysis reveals that the group is broadly in-line with gender balance 

targets, of the 30 Boards making up this data subset only 3 Boards missed the 40% gender target by 

any significant measure. Given that many of these Boards in this subset have specific provisions 

relating to gender diversity as part of their founding legislation this result is not surprising.  

                                                             
5 A non-vacant Board is a Board w ith at least one active member. 

February 

1995

December 

2011

December 

2018

December 

2021

* 272 232 231

* 268 225 226

*
84 107 134

31.7% 47.6% 59.3%

3,367 3,162 2,610 2,610

740 1,073 1,082 1,204

2,627 2,089 1,528 1,406

22.0% 33.9% 41.5% 46.1%

78.0% 64.1% 58.5% 53.9%

Source: Report Inter-Departmental Group on Gender Balance on State Boards, March 2019.

Year

Number of Boards

Non-vacant Boards

Boards meeting target

% Male

Board 

Membership

% of boards meeting 

targets

Boards  

Meeting 40% 

target

All Serving Members

Females

Males

% Female

https://www.stateboards.ie/en/
https://www.stateboards.ie/en/
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A similar analysis was carried out on the second data subset - the data in relation to the 201 State 

Boards for which data is recorded on www.stateboards.ie. We would expect this data subset to be 

more complex in that many of the 201 State Boards in this subset were established at a time when 

concerns about gender diversity were not significant. This analysis is presented in Figure 3.1(a).  

Figure 3.1(a) Analysis of State board membership data from www.stateboards.ie   

Analysis of State board membership data from 

www.stateboards.ie 

December 
2021 

Number of Boards 201 

Boards  
Meeting 40% 
target 

Non-vacant Boards 
196 

Boards meeting target 109 

% of boards meeting targets 55.6% 

Board 
Membership 

All Serving Members 2,014 

Females 923 

Males 1,091 

% Female 45.8% 

% Male 54.2% 

 

In contrast to the very positive results from the analysis of the first data subset (the 30 State Boards  

not on www.stateboards.ie ) the analysis of the 196 non-vacant State Boards on www.stateboards.ie 

revels that just 55.6% of the 196 non-vacant State Boards meets the 40% gender targets.  

The key driver of gender diversity on State Boards is the gender diversity in the applications made to 

serve on those Boards. Ideally therefore, applications to State Board membership should also reflect  

appropriate levels of diversity, so as to maximise the opportunities for ultimate diversity at Board level.   

Further analysis was undertaken of the applications made to the Public Appointments Service (PAS) 

for State Board positions for the years 2015 – 2021. The analysis is broken down by the different  

components of the recruitment pipeline from applications received to appointments made and in the 

following section we present the related data tables and commentary.     

  

http://www.stateboards.ie/
http://www.stateboards.ie/
http://www.stateboards.ie/
http://www.stateboards.ie/
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Figure 3.2(a) Analysis of Applications Received for State Board positions.  

  Applications received 

 Number of vacancies Male Female 

2015 304 70% 30% 

2016 163 67% 33% 

2017 245 65% 35% 

2018 185 68% 32% 

2019 160 64% 35% 

2020 178 66% 31% 

2021 142 65% 33% 
       Note: The above table excludes those candidates that did not indicate a gender preference. 

 

3.2   Issues affecting Gender Imbalance in applications for State Boards  

It is clear that there remains significant issues around the levels of female applications for State 

Boards. As part of its role in managing the State Board application process, the Public Appointments  

Service (PAS) gather data, (by means of the executive search process), on the possible drivers for 

this imbalance. Among the reasons cited were the following:- 

 

 Onerous time commitment of Boards of State agencies. 

 

 Low remuneration – not competitive in terms of State appointments for Boards in other 

jurisdictions. 

 

 Requirement for previous Chairperson experience or large scale commercial Board 

experience. 

 

 Specific sectoral knowledge e.g. transport. 

 

 Time of Board Meetings not conducive to those with caring responsibilities . 

 

 Lack of Coaching / Mentoring programme for new Board members.  

 

These issues are considered further in Section 5 as part of conclusions and future recommendations.  
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Figure 3.2(b) State Board Applications forwarded for Consideration 

 

 

It is clear from the data that this stage of the recruitment campaign sees a higher proportion of males 

than females being forwarded for consideration, however in each of the years considered, the 

proportion of males being forwarded for consideration for appointment is lower than the proportion of 

males who originally applied, and conversely with female applications.  

 

 

Figure 3.2(c) State Board Applications Appointments made 

 

 

Finally, in terms of appointments made, the data shows that while male appointments exceeded 

female appointments in the first two years of the data presented (2015 and 2016), this situation 

changed in 2017, and in each of the following four years, with female appointments representing the 

majority of all appointments. Clearly, given the gender balance at the stage of ‘applications’ and 

‘forwarded for consideration’, there is significant change at this final stage of the pipeline as female 

appointments are being made at a much higher rate than the earlier data would have suggested.  
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3.3   Chairperson data  

The review also considered data in respect of the position of chairpersons of State Boards, as set out  

below.  

Figure 3.3(a) Analysis of Chairperson Data from www.stateboards.ie 

 

Only 31.5% of chairperson positions were held by female members. This is significantly less than the 

rate at which female members are represented on State Boards.  

In order to consider this issue more comprehensively, the review examined further data from the State 

Boards database. Similar to the analysis detailed earlier in relation to membership of State Boards,  

data in respect of chairperson recruitment campaigns was analysed by: expressions of interest ; 

applicants forwarded for consideration; and actual appointments made. 

  

Figure 3.3(b) Expressions of Interest for Chairperson Positions 

 

In respect of applications, the first noteworthy finding is that of a total of 77 campaigns for chairpersons,  

17 of those campaigns had no female applications at all. More generally, female applications as a 

whole were consistently and considerably lower than male applications, never exceeding one third of 

all applications received, and in some instances being less than a fifth of the applications received.  

 

184

58

126

31.5%

68.5%

Source: www.stateboards.ie
1 Note: A vacant chair is a chair that has not been formally appointed/re-appointed by the relevant Minister

Chairperson Data @ April 2022             

Source www.stateboards.ie

Number of Non-Vacant1 Chairs

Female Chair

Male Chair

% Male

 

% Female

Number of 

Campaigns

Campaigns 

receiving 

no female 

applicants

Male Female 

2015 11 0 68% 32%

2016 3 0 77% 23%

2017 15 7 78% 22%

2018 15 3 81% 19%

2019 8 1 74% 25%

2020 9 2 69% 29%

2021 16 4 77% 22%

Total 77 17

Data Source: Public Appointment Service (PAS)

        Chairperson Recruitment Campaigns Years 2015 - 2021
Expressions of Interest

Note: The above table excludes those candidates that did not indicate a gender preference 

http://www.stateboards.ie/
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It is clear that there remains significant issues around the levels of female applications for chairperson 

posts. As outlined earlier as part of its role in managing the State Board application process, Public 

Appointments Service (PAS) gather data, (by means of the executive search process), on the possible 

drivers for this imbalance. The primary reason cited for the lack of female participation in chairperson 

campaigns is the onerous time commitment of Boards of State Bodies. 

 

Figure 3.3(c) Applications for Chairperson forwarded for consideration.  

 

The data shows that in 5 of the 7 years considered, the proportion of women shortlisted was higher 

and in one case considerably higher, than the proportion of those who applied. The pattern is therefore 

similar to that noted for ordinary Board members in Table 3.2(a) in that in each year reviewed the 

proportion of women shortlisted was higher than the proportion applying.   

 

Figure 3.3(d) Chairperson Appointments made 

 

In terms of appointments made, the pattern observed is similar to the shortlisting noted above. In 4 of 

the 7 years reviewed, the proportion of females appointed as chairs is higher than the proportion 

Number of 

Campaigns

Campaigns 

receiving 

no female 

applicants

Male Female 

2015 11 0 71% 29%

2016 3 0 67% 33%

2017 15 7 84% 16%

2018 15 3 72% 28%

2019 8 1 73% 27%

2020 9 2 54% 46%

2021 16 4 73% 27%

Total 77 17

         Chairperson Recruitment Campaigns Years 2015 - 2021

Applications forwarded for 

Consideration

Note: The above table excludes those candidates that did not indicate a gender preference 

Data Source: Public Appointment Service (PAS)

Number of 

Campaigns

Campaigns 

receiving 

no female 

applicants

Male Female 

2015 11 0 64% 36%

2016 3 0 100% 0%

2017 15 7 100% 0%

2018 15 3 69% 31%

2019 8 1 71% 29%

2020 9 2 67% 33%

2021 16 4 67% 33%

Total 77 17

Data Source: Public Appointment Service (PAS)

Chairperson Recruitment Campaigns Years 2015 - 2021
Appointments Made

Note: The above table excludes those candidates that did not indicate a gender preference 
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shortlisted. However, in the other 3 years, the proportion was significantly lower, (in 2 of those years 

no female candidate was appointed at all).  
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4 International Context - Gender Diversity at Board Level 
 

4.1   EU context for improving Gender Diversity at Board level  

The focus on improved gender diversity on Irish State Boards is not happening in a vacuum. Actions 

are also underway in the private sector, both in Ireland and at EU level to drive further improvement 

in gender equality.  

Within Ireland, the Government sponsored, business-led Balance for Better Business Review Group  

established under an initiative of the National Strategy for Women and Girls in July 2018, set 

actionable and progressive targets for gender balance on listed companies in Ireland in its first report  

published in May 2019. The most recent report6 published in November 2022 highlights the continued 

progress being achieved towards the targets and for the first time Ireland has surpassed the critical 

milestone of 30% female representation across the boards of all listed companies as well as exceeding 

the EU average for female representation on the boards of the largest listed.   

In October 2021, in the EU as a whole, just 30.6% of Board members in the largest publicly listed 

companies, and a mere 8.5% of Board chairs, were women7. 

On foot of this data, and previous initiatives in this area, EU member states have now agreed a new 

approach to improve gender balanced among non-executive directors of listed companies. The 

directive aims to set a quantitative target for the proportion of members of the under-represented sex 

on the Boards of listed companies. Companies would thus have to take steps to reach, by 2027, the 

minimum target of having 40% of non-executive director positions held by members of the under -

represented sex, or 33% if all Board members are included. Companies that fail to reach these targets 

would have to apply clear, unambiguous and neutrally formulated criteria when appointing or electing 

directors. 

Member states will also have to ensure that companies give priority to candidates of the under-

represented sex when choosing between candidates who are equally qualified in terms of suitability, 

competence and professional performance. 

The Commission has noted that “Increasing the proportion of women in economic decision-making 

positions is expected to have positive spill-over effects throughout the economy. Furthermore, around 

60% of new university graduates in the EU are women. Improving the gender balance on company 

boards would thus also allow the large number of highly qualified women in Europe to realise their full 

potential.” 

The next step in implementing this new approach will be negotiations between the Council and 

European Parliament to agree a common position. 

                                                             
6 Balance for Better Business, 5th Report, November 2022 available here 
7 Indicator: Largest listed companies; president, board members and employees representatives Gender Statistic 

database European Institute for Gender Equality (Europa.eu) available here. 

https://www.betterbalance.ie/fifth-report-november-2022/
https://data.consilium.europa.eu/doc/document/ST-6468-2022-INIT/en/pdf
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4.2   International benchmark for State Boards  

In considering gender equality on Irish State Boards, it is also helpful to have regard to some 

international data, which sets a context for the current progress made in Ireland.  

4.2.1  The UK  

In the UK, the Commissioner for Public Appointments Department and the Public Appointments Policy 

Team in Cabinet Office work to help achieve greater diversity on the Boards of public bodies. Data 

from the most recent report shows the trend in relation to public appointments by gender.  

    

Female representation on UK State Boards 

  Year 2019 Year 2020 Year 2021 

Percentage of female Board Members 45% 46% 48% 

Percentage of female Chairpersons 28% 29% 33% 

Source:  Public Appointments Data Report 2020/21 (HTML) - GOV.UK (www.gov.uk)  

        

    

4.2.2  Australia 

Since 2016, when women held 41.7% of Australian Government Board positions, Australia has 

monitored progress towards its 50% gender diversity target. Under this target the Australian 

Government committed to women holding 50% of Australian Government Board positions overall, and 

women and men each holding at least 40% of positions at the individual Board level. Approximately  

342 Boards are subject to reporting, which include the bodies covered by the Public Governance,  

Performance and Accountability Act 2013 (PGPA Act); ministerial advisory committees; review 

committees where the appointments are made by a minister or Cabinet; and Commonwealth statutory 

authorities. Average female representation increased from 41.7% to 50.2% between 2014 and 

December 2021. The proportion of chair/deputy chair positions held by women increased from 30.8% 

to 40.0% over the same period
8
.  

 

 

                                                             
8 https://w ww.pmc.gov.au/off ice-women/leadership/gender-balance-australian-government-boards 

   Year 2014     Year 2021

41.7% 50.2%

30.8% 40.0%

Female representation on Australian Government Boards

Average female representation

Proportion of chair/deputy chair positions held by females

 

https ://ministers .pmc.gov.au/payne/2022/women-hold-record-number-austra l ian-government-

board-pos itions

https://www.gov.uk/government/publications/public-appointments-data-report-202021/public-appointments-data-report-202021-html#gender-analysis
https://www.pmc.gov.au/office-women/leadership/gender-balance-australian-government-boards
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4.2.3  Canada 

Canada operates an open, transparent and merit-based process for selection of individuals for 

appointment to commissions, boards, Crown corporations, agencies and tribunals. Women accounted 

for 51% of the approximately 1,870 people appointed as of February 2021
9
. 

 

4.2.4 Sweden 

Sweden has a relatively long history (since early 70’s) of recognising gender equality as a separate 

policy area and has made strong progress towards achieving these goals.  

 

Chairperson data for State-owned companies in Sweden from 2018 shows that approx. 48% of 

chairperson posts were held by women. 

  

                                                             
9 https://w ww.canada.ca/en/privy-council/programs/appointments/governor-council-appointments/results.html  

https://www.canada.ca/en/privy-council/programs/appointments/governor-council-appointments/results.html


18 
 

5 Conclusions and Recommendations 

 

5.1   Findings emerging from the data examined  

In a general context, significant progress has been made in achieving gender balance on Irish State 

Boards. At an overall level, female membership of State Boards is now at 46.1%, comfortably  

exceeding the benchmark rate of 40%.  

Looking at the international benchmarks set out in section 4, Ireland again performs well, at a level 

with the UK and Australia and Ireland performs well when benchmarked against comparable data from 

listed Irish companies and more broadly across public companies in the EU.  Actions taken in the past, 

such as the Guidelines on Appointments to State Boards, initiatives by the Public Appointments  

Service (PAS), and amendments to the Code of Practice for the Governance of State Bodies , have all 

made contributions to support these improvements.  

However the data also reveals that this good performance hides a number of concerns and some 

challenges remain:- 

- Firstly the level of applications remains skewed towards male candidates. If appointments to 

State Boards were being made in line with the proportion of male/female applicants, then 

Ireland would be regressing, rather than progressing, gender diversity on State Boards.  

 

- Secondly, the data shows that gender diversity is not spread evenly across Boards. Only 

59.3% of Boards reviewed met the 40% benchmarks in their Board membership.   

 

- Finally, in terms of the role of the chair, the factors in relation to applications and appointments 

noted are even more pronounced. Female applications for chairs are much lower than for 

ordinary Board positions. The levels of serving female chairs is very low, and much lower than 

the international benchmarks cited above.   

The challenge now is to enhance our capacity to monitor and support changes in these sectors where 

progress has been slower than desirable.  

 

5.2   Actions identified for delivery  

 

The following actions have been identified for delivery.  

 
1. Improvements to the central database for recording and reporting gender equality data.  

The Department of Public Expenditure and Reform will consider further development of the 

database containing details of State Board appointments. In particular improvements will be 

considered to enhance the public facing elements of the stateboards.ie database such as providing 

more information on the actual State Board, its role and its existing board members.  

 

The Department of Public Expenditure and Reform will also consider developing a reporting module 

to automatically report on the following metrics at mid-year and at end of year :- 
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 State Board composition – gender balance across all serving members. 

 State Board composition – gender balance at the level of individual Boards. 

 Chairperson – gender balance across all serving chairpersons. 

 

2. Department Annual Reports to refer to gender diversity on State Boards.        

Departments would as part of their annual report specifically identify any State Bodies under their 

aegis where the Board gender balance was consistently (i.e. for more than 3 years) below the 40% 

standard set by Government. 

 

3. Information awareness raising campaigns 

The Department of Public Expenditure and Reform will host an information awareness raising event  

to re-engage with other Departments specifically on the requirements included in   

- Guidelines on Appointments to State Boards  and  

- The Annex Gender Balance, Diversity and Inclusion to the Code of Practice for the 

Governance of State Bodies.  

4. Further research - a toolkit of measures to support progress in designated areas 

The impact of the State Boards appointment process, and the 2019 Annex to the Code of Practice 

for the Governance of State Bodies, have been important contributions to further gender diversity  

on State Boards. But the data suggests that further actions may be required to sustain and indeed 

improve this performance.  

To this end, the Minister will commission further research to look at additional mechanisms that 

might be considered to enhance gender diversity on State Boards. These measures will target  

areas such as recruitment, building pipelines of talent, and improved accountability arrangements .  

The measures could include, but are not limited to areas such as:-  

 Opportunities for enhanced recruitment processes, including a longer timeline for recruitment,  

and enhanced publicity measures for such recruitment.  

 

 Measures to enhance applications from prospective Directors, including options such as a 

shadow Director, Apprentice or Returners programmes. 

 

 The promotion of appointments at sub-committee level which would provide an opportunity to 

draw expertise and develop experience of reporting to and working with a board.  

 

 The development of a reserve pool of Directors, who have met a high standard of generic  

Board level skills. This pool will be used as a reserve from whom Board members can be 

drawn to support improved gender diversity in bodies where gender imbalance is consistently 

high.  

 

 Identification of common roles, for example the audit chair where it may be feasible to have 

established panels that could be availed of by multiple State Boards.  


