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Foreword
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At Riverside Park Hotel, our people are at the heart of everything we do.
The culture we have built together is one grounded in Care, Doing the Right

Thing, Always Getting Better, and Energy & Drive — values that not only
guide how we treat our guests but also how we support and empower one

another.

Our Gender Pay Gap Report provides an important opportunity to reflect
on where we stand today and how we can continue to evolve as a truly

inclusive workplace. While the data highlights areas of imbalance, it also
reinforces the dedication and progress of our teams — particularly the
strong representation of women in management and leadership roles

across the hotel.

This Action Plan outlines our commitment to continuous improvement. We
recognise that achieving gender balance and pay equity is not a one-time

goal but an ongoing journey that requires openness, learning, and
accountability. By investing in transparent recruitment, fair reward

systems, and equal access to development opportunities, we are ensuring
that every team member — regardless of gender — has the chance to grow

and succeed.

We are immensely proud of the Riverside Park Hotel team for their
continued energy, passion, and drive to make this a workplace where

everyone feels valued and supported. Together, we will keep doing the right
thing, creating a culture that celebrates equality, nurtures talent, and

reflects the very best of who we are.

Dara Cruise

Dara Cruise
 Group General Manager

 Neville Park Hotels



2024 DATA AT A GLANCE
Gender Pay Gap Terms Explained “Mean” refers to the average.

 “Median” is the value in the middle of the data. “Benefit in Kind” refers to any non cash
benefit of monetary value. “Bonus” is a sum of money added to a person’s wages as a

reward for good performance.
 The difference between an organisation’s mean and median pay gap can provide valuable

insight. 
The presence of very low earners can make the mean smaller than the median. A group of

very high earners can make the mean larger than the median

The organisational headcount equates to a total of 204 employees (64% female & 36% male)
and covers the mandatory reporting period of June 2024 to June 2025. For the purpose of

this report we note the gap between female to male.

Received Bonus
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0% 0%
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The 2025 Gender Pay Gap report provides valuable insight into the gender balance across
Riverside Park Hotel’s 204 employees.

 Our workforce is 64% female and 36% male, reflecting the strong contribution of women
across the hotel and particularly at 58% in management roles.  

This action plan sets out how we will address these gaps and build a more balanced,
transparent, and inclusive environment—guided by our values of Care, Doing the Right

Thing, Always Getting Better, and Energy & Drive.

Context & Progress

Key Priorities for 2025

1. Strengthen Gender Balance Across All Quartiles

2. Reduce the Bonus Pay Gap

3. Develop Career Pathways and Progression Opportunities

4. Build an Inclusive Culture Through Awareness and Engagement

5. Strengthen Transparency and Accountability
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Riverside Park Hotel – Gender Pay Gap Action Plan 2025

Aim: Increase representation of women in upper quartile roles while
encouraging greater gender balance in operational departments. 

Actions:
Review gender distribution across all departments quarterly and
identify areas for focused recruitment and development.
Ensure job advertisements use inclusive, gender-neutral language.
Partner with local employment agencies and training providers to
attract diverse candidates into underrepresented roles. 
Include at least one gender-diverse candidate on shortlists for
supervisory and management roles wherever possible.
Encourage internal movement and job-shadowing between
departments to increase cross-gender experience and progression
opportunities.

1. Strengthen Gender Balance Across All Quartiles

2. Reduce the Bonus Pay Gap

Aim: Lower the mean bonus gap from 45% and the median bonus gap
from 33.5% by ensuring transparency and consistency in bonus
allocation.

Actions:
Conduct a full audit of bonus structures across all departments to
identify and correct any inconsistencies.
Standardise bonus criteria for comparable roles and ensure these are
clearly communicated to all employees.
Introduce a transparent communication campaign explaining how
bonuses are determined and who is eligible.
Review participation rates quarterly to ensure equitable access across
genders.
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Riverside Park Hotel – Gender Pay Gap Action Plan 2025

3. Develop Career Pathways and Progression
Opportunities

Aim: Establish clear, accessible routes for career advancement to
support women’s progression into senior roles and promote gender
diversity at all levels.

Actions:
Introduce a “Future Leaders” internal development initiative
focused on leadership readiness and gender balance.
Encourage equal participation of men and women in QQI or
management training programmes.
Hold twice-yearly career development conversations for all team
members, ensuring visibility of internal progression routes.
Launch mentoring and coaching partnerships between senior
leaders and aspiring supervisors/managers.

4. Build an Inclusive Culture Through Awareness and
Engagement

Aim: Foster a culture of equality, inclusion, and respect where every
team member feels valued and has an equal opportunity to thrive.

Actions:
Deliver gender equality awareness sessions for all leaders and
supervisors.
Highlight gender balance and inclusion as part of the hotel’s annual
“Team Education Celebration” and Employee Appreciation events.
Recognise both male and female achievements equally across all
communications and internal recognition programmes.
Integrate equality, fairness, and respect messaging into onboarding
and team meetings to reinforce shared responsibility for inclusion.
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Riverside Park Hotel – Gender Pay Gap Action Plan 2025

5. Strengthen Transparency and Accountability

Aim: Embed gender equality goals into ongoing business review
processes to ensure long-term, measurable progress.

Actions:
Publish annual Gender Pay Gap results and commentary internally
and externally.
Report progress against this action plan at management meetings to
maintain accountability.
Reassess gender pay gap metrics annually to evaluate impact and
inform next year’s action plan.

Our Ongoing Commitment

At Riverside Park Hotel, Care defines how we support our
people, Doing the Right Thing ensures fairness and

transparency in everything we do, Always Getting Better drives
us to continuously improve, and Energy & Drive reflects our

shared commitment to creating a workplace where everyone
can succeed.

This plan represents the next step in our ongoing journey
toward genuine gender equality. We are proud of the progress

made so far, we will remain dedicated to achieving a more
balanced, inclusive, and rewarding workplace for all.


