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Introduction 
This report marks the second year of our organisation’s gender pay gap reporting, 
in line with the requirements of the Gender Pay Gap Information Act 2021. Building 
on the insights from our inaugural report, we continue our commitment to 
transparency, accountability, and meaningful action in addressing gender-based 
pay disparities. 

The gender pay gap is a complex issue influenced by multiple factors, including 
representation across roles, career progression pathways, and working 
arrangements. Through this report, we aim to provide a clear overview of our 
current pay gap metrics, the underlying causes, and the steps we continue to take 
to promote greater equity. 

We recognise that closing the gender pay gap is not a one-time initiative but a 
sustained effort requiring collaboration, policy refinement, and cultural change. 
This year’s report includes benchmarking data and a renewed focus on strategic 
actions to reduce the gap and foster an inclusive workplace for all. 

About NSAI 
NSAI drives and supports excellence for enterprises and societal protection, while 
embracing innovative solutions and systems. NSAI serves a global Irish network of 
interconnected stakeholders to enable improvement in productivity, capacity, 
scalability, and innovation, aligned to embrace emerging and future technologies. 

We are a knowledge-based organisation and in order to deliver for Ireland and our 
global business community, attracting and retaining our most important resource, 
our people, is critical to our success. A crucial aspect of this strategy is developing 
innovative ways of ensuring the retention and recruitment of the best people 
available.1 

Developing NSAI’s organisation, talent and brand identity, as well as harnessing 
specialist knowledge to create and sustain value is a strategic project initiative 
where we undertake to structure the organisation while incorporating diversity, 
inclusion, and sustainability in a way that reinforces our core values. 

1 Source: NSAI Strategy - ‘NSAI 2022-2026 – Innovating to Shape a Safer, Better, and Sustainable Future’ 
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NSAI is taking a proactive and thoughtful approach to fostering an inclusive 
workforce, guided by our core values of respect, integrity, and collaboration. 
Reflecting on and developing strategies informed by gender pay gap data is a vital 
part of this commitment. We are dedicated to thoroughly analysing and evaluating 
the data presented in this report with accountability and expertise, ensuring our 
actions are evidence-based and impactful. By delving into the gender pay gap 
figures, we aim to uncover meaningful insights that will shape innovative and 
equitable resourcing strategies. This reflective process not only highlights areas for 
improvement but also reinforces our commitment to excellence in creating a 
workplace where everyone has equal opportunities to thrive. 

Embedding NSAI Values into Gender Pay Gap Initiatives 
 Respect 

We foster a culture where every employee is valued and treated equitably. Respect 
underpins our commitment to identifying and addressing disparities in pay, 
ensuring all voices are heard in shaping inclusive policies. 
 Integrity 

We are transparent in our reporting and honest in our evaluation of the gender pay 
gap. Integrity drives our commitment to evidence-based decision-making and 
accountability in implementing change. 
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 Collaboration 
Closing the gender pay gap requires cross-functional teamwork. We engage 
employees, managers, and stakeholders in developing and delivering initiatives 
that promote gender equity across all levels of the organisation. 
 Innovation 

We embrace new approaches to workforce planning, such as flexible working 
models and inclusive recruitment strategies, to remove barriers and create 
opportunities for all genders to thrive. 
 Accountability 

We take ownership of our gender pay gap data and the actions that follow. By 
setting measurable goals and tracking progress, we ensure that our efforts lead to 
meaningful and sustained improvement. 
 Expertise 

We apply HR and data analysis expertise to understand the root causes of pay 
disparities. This enables us to design targeted interventions that are both effective 
and aligned with best practice. 
 Excellence 

We strive for excellence in creating a fair and inclusive workplace. Our gender pay 
gap initiatives are part of a broader commitment to continuous improvement and 
organisational excellence. 
  
 
 
 
 
 
 
 
 
 

Linking Organisational Values to Equity Initiatives 

NSAI Value Supportive Initiative 

Respect Foster a culture of equity and inclusion 

Integrity 
Transparent reporting and honest 
evaluation 

Collaboration Engage teams in shaping inclusive policies 

Innovation Adopt flexible and inclusive work practices 

Accountability Set measurable goals and track progress 

Expertise 
Use data and HR insights for targeted 
actions 

Excellence Commitment to continuous improvement    



 
 

 

 
5 

 GUARDED 

NSAI Structure and Gender Profile 
On 14 April 1997, NSAI was formally established by legislation as an autonomous 
body operating under the remit of the Minister for Enterprise, Trade and 
Employment. As the leading state agency charged with responsibility for the key 
technical services of standardisation, conformity assessment and measurement 
traceability, NSAI is a complex organisation with a long history dating back to 1946. 
The amalgamation of a number of services and mergers in part or whole of certain 
public agencies has led to NSAI’s current structure which is not only diverse with 
respect to the specific activities carried out by NSAI, but also to the workforce and 
associated operational areas. The figures, charts and tables below show our 
structure (at June 2025) in terms of Divisional, Departmental and Grading 
breakdown. 
 
Organisational Structure  
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NSAI Grading Breakdown 
 

NSAI Breakdown by Grade Category 
Professional Grades Technical Grades Administrative & Support 

Grades 
Senior Principal Scientific Officer 
(SPSO) 

Experimental Officer (EO) Level E 

Principal Scientific Officer (PSO) 
 

Technician Grade 2 (T2) 
 

Level D 

Senior Scientific Officer (SSO) 
 

Technical Assistant (TA)  
 

Level C 

Scientific Officer (SO) 
 

Laboratory Attendant (LA) 
 

Level B 

CEO/Assistant Secretary Equivalent 
(ASEC) 

 Internship (INT) 

 
 
NSAI Overall Gender Profile 
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NSAI Headcount Breakdown by Gender and Grade Category  
 

 
 
NSAI Headcount Breakdown by Gender and Grade  
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Gender Pay Gap Metrics  
The ‘snapshot’ date for 2025 was 20 June 2025. The reporting period is from 19 
June 2024 to 20 June 2025. 
 

2025 Gender Pay Gap Information Act 2021 Reporting Requirements                             
Mean hourly gender pay gap (All Employees)  
 

17.6% 

Mean hourly gender pay gap (Part-Time Employees)  
 

-4.7% 

Mean hourly gender pay gap (Temporary Employees)  
 

38.6% 

Median hourly gender pay gap (All Employees)  
 

22.6% 

Median hourly gender pay gap (Part-Time Employees)  
 

-6.9% 

Median hourly gender pay gap (Temporary Employees)  
 

59.1% 

Mean bonus gender pay gap   
 

Not applicable 

Median bonus gender pay gap  
 

Not applicable 

Percentage of employees in receipt of bonus  
 

Not applicable 

Percentage of employees in receipt of benefit in kind  
 

Not applicable 

 
Headcount Profile in June 2025                           

Headcount Full-Time 
Employees 

Part-Time 
Employees 

Total 
Employees 

Of whom 
temporary 

Male 119 1 120 6 
Female 101 6 107 5 
Total 220 7 227 11 

 
Pay Band Quartiles 

Quartiles Total Male Female Male Female 
Lower 
Quartile 57 16 41 28.1% 71.9% 
Middle  56 30 26 53.6% 46.4% 
Upper Middle 57 36 21 63.2% 36.8% 
Upper Middle 57 38 19 66.7% 33.3% 
Grand Total 227.00 120.00 107.00 52.9% 47.1% 
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Explanatory note on metrics: 

In June 2025 at the snapshot date, our workforce consisted of 47% women and 
53% men, with a Gender Pay Gap of 17.6%. 

Although women are well represented across most levels of our organisation, 
including senior management roles, we continue to have a higher concentration of 
women in administrative positions and an imbalance at the technical grade tier. 

The Gender Pay Gap (GPG) measures the difference in average gross hourly 
earnings between women and men across the organisation. It reflects gender 
representation at different levels, rather than identifying unequal pay or 
discrimination. Unlike equal pay—which compares earnings for similar roles—the 
GPG highlights structural imbalances. In NSAI, pay scales are transparent and do 
not result in unequal pay based on gender. A positive GPG indicates that women 
are underrepresented in higher-paid grades and more concentrated in lower-paid 
roles, while a negative GPG suggests the opposite. 

The GPG for the NSAI using the overall mean hourly rate for reporting was 17.6%, 
and 22.6% when using the median hourly rate. This means that, for the reporting 
period, females earned 17.6% an hour less than males using the mean measure 
and 22.6% less than males when using the median measure.  

• The mean is the average, and it is calculated based on the difference between
the average hourly rate of pay for males and the average hourly rate of pay
for females

• The median is the figure that falls in the middle of a range where the salary
of all relevant employees is listed, from the lowest to the highest. This can
provide a more accurate representation of the ‘typical’ differences in pay

• Bonus and Benefit in Kind does not arise as we do not have any non-cash
benefit of monetary value that is provided to employees.

• When grouping employees into Quartile Pay Bands, we list all employees
from lowest to highest, based on their hourly rates. The employees are then
divided into four equal groups or Quartiles based on this - lower, lower
middle, upper middle and upper. We then show the proportion of male and
female employees in each quartile as a percentage.
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Reasons for Remuneration Differences 

The NSAI Gender Pay Gap is 17.6%. 

Remuneration in NSAI is set in line with Public Service pay scales and is governed 
by the Department of Public Expenditure, NDP Delivery and Reform Pay Policy. Pay 
is afforded to men and women in accordance with their relevant grades, and the 
associated incremental points relating to service and allowances specific to a small 
number of roles.  

A significant contributor to our gender pay gap is the occupational segregation 
leading to a disproportionately higher number of female employees in 
administrative and support roles, contrasted with their lower representation in 
professional and technical positions. This imbalance highlights a broader issue 
within our organisation, where women are more likely to be found in lower-paying, 
traditionally female-dominated roles, while men are more prevalent in higher-
paying, technical and professional roles. 

This over-representation of women in administrative and support grades can be 
attributed to various factors, including historical hiring practices, societal 
expectations, and potential biases in preceding recruitment and promotion 
processes. Women in administrative roles often express limited interest or face 
limited opportunities for advancement into technical posts, which perpetuates the 
cycle of gender disparity in technical positions. 

On the other hand, the under-representation of women in technical grades 
suggests barriers to entry and progression in these generally male dominated 
fields. These barriers might include a lack of access or interest to relevant 
education and training, historical gender stereotypes that discourage women from 
pursuing technical careers, and workplace cultures that have not traditionally been 
supportive of women in these roles. 

While female representation in technical and professional grades has increased in 
recent years, the gender pay gap also remains influenced by the structure of pay 
progression. Women entering these roles are often positioned at the lower end of 
the payscale, typically at entry-level points. In contrast, many of their male 
counterparts have been employed in similar roles for a longer period and have 
progressed further along the payscale, reaching higher pay points. This disparity 
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in tenure and progression results in a lower average hourly pay for women, even 
within the same grade categories. 

Other factors influencing the pay gap include: 

Working patterns – full-time and part-time work. More females than males seek 
part-time work or career breaks which impacts on their hourly/annual rates of pay 
and may ultimately reduce participation in career progression opportunities. 

Length of service – incremental pay increases generally mean that new joiners 
are paid less than more experienced employees. 

Time of year – temporary workers (i.e. interns) may be recruited for different 
roles which may attract a lower rate of pay. At the snapshot date NSAI had four 
interns engaged in a temporary capacity. The internship roles are compensated at 
minimum wage, their inclusion in the overall calculation lowers the average hourly 
pay figures and should be considered when interpreting the data. 
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Benchmarking and Contextual Analysis Based on 2024 Data 
 
The information in this section was collated with the use of AI (Copilot). This 
information is publicly available on the websites of various Public/Civil Service 
organisations. The sole purpose of this section is to inform NSAI of where we are 
positioned in terms of our GPG Figures. 

 
 
The NSAI’s 2024 mean gender pay gap was 12.82%, with a gender balance of 46% 
women and 54% men. This figure is above the typical range for Civil Service 
departments (generally between 0% and 5%) but comparable to other state 
agencies such as Fáilte Ireland (12.2%) and below the Health Service Executive 
(14.5%). The higher mean gap reflects structural factors such as the distribution 
of men and women across grades and roles, rather than unequal pay for equal 
work, as all employees are paid according to gender-neutral pay scales. 
Median gaps, which better reflect the midpoint of pay distribution, are generally 
lower than mean gaps across the public sector. For NSAI, the median gap was 
7.8%, indicating that the overall difference is influenced by a relatively small 
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number of higher-paid roles occupied by men. Similar patterns are observed in 
other organisations, such as the HSE (mean 14.5%, median 0.5%) and Revenue 
Commissioners (mean 1.89%, median −1.0%). 
 
Key drivers of variation across organisations include: 
 
Role and grade mix: Agencies with specialist or technical roles (e.g., engineering, 
medical) often show higher mean gaps due to historical gender representation in 
these fields. 
Allowances and overtime: Certain operational or senior roles attract additional 
payments, which can widen the mean gap. 
Workforce composition: Organisations with a higher proportion of women in 
administrative or support roles tend to have lower median gaps. 
 
NSAI’s gender pay gap is broadly in line with similar state agencies and reflects 
structural workforce characteristics rather than pay inequality. Ongoing actions to 
improve gender representation at senior levels and in technical roles will help 
reduce the gap over time. 

      Ongoing Actions to Address the GPG 
While gender pay gap reporting alone cannot address structural, cultural, and 
policy-related causes behind gender disparities in participation rates and 
employment gaps, it remains a crucial driver of change. Effective measurement 
and reporting can serve as diagnostic tools, pinpointing specific issues within 
various organisations and industry sectors. This in turn, can expedite the necessary 
actions and enable more targeted interventions by all stakeholders.2 
 
In NSAI we take seriously all the possible areas where we have the requisite 
knowledge and power to act to affect the GPG. 
 
We remain committed to taking meaningful action to reduce the gender pay gap. 
While progress has been made in recent years, the 2025 reporting figures show an 
increase in the gap compared to the previous year. This change is primarily 
attributed to factors outside of NSAI’s direct control, notably the continued gender 
imbalance within certain professional and technical roles, which remain 
predominantly male-dominated across the sector. 

 
 
2 Ibec Gender Pay Gap Guide 
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Looking ahead, NSAI will continue to strengthen its efforts to address these 
structural challenges. This includes promoting inclusive recruitment practices, 
supporting internal career development, and actively participating in initiatives that 
encourage greater female representation in technical and leadership roles. We 
remain focused on creating a more equitable and inclusive workplace for all 
employees. 
 
Our main initiatives are summarised below: 
 
Women in Leadership  

At the snapshot date, NSAI’s Executive Management Team (EMT) had a gender 
balance of 66.7% Male and 33.3% Female. Our Leadership Management Team 
(LMT) had a gender balance of 66.7% Male and 33.3% Female.  
 
While female representation at both Executive Management Team (EMT) and 
Leadership Management Team (LMT) levels has improved in recent years, the 2025 
snapshot reflects a temporary decline in female representation compared to the 
previous year. This change is primarily due to the retirement of a female LMT 
member, whose position remained vacant at the time of reporting. Additionally, 
the EMT saw an increase in male representation with the appointment of one new 
male member. 
 
NSAI remains firmly committed to monitoring gender representation at senior 
leadership levels and to actively engaging in Women in Leadership initiatives. 
These efforts are aimed at fostering a more balanced and inclusive leadership 
structure over time. We will continue to explore targeted actions that support 
gender equity in succession planning, leadership development, and promotional 
pathways. 
 
IMI 30% Club Mentoring Programme 

NSAI continues to participate in external mentoring programmes that support 
professional development and cross-sector learning. These initiatives connect 
employees with mentors and peers from a broad range of organisations, fostering 
growth, confidence, and leadership capability. Participation is guided by 
programme criteria, including a strong emphasis on gender balance where feasible. 
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STEM Passport for Inclusion Programme 

The STEM Passport for Inclusion programme is a national initiative led by 
Maynooth University in partnership with industry and government to tackle barriers 
faced by underrepresented groups—particularly young women from disadvantaged 
communities—in accessing STEM education and careers.  
  
By offering Transition Year students a university-accredited qualification (Level 6 
NFQ), structured mentoring from industry professionals, and targeted education 
supports, the programme empowers participants to pursue STEM pathways with 
confidence.  
  
NSAI's involvement in this initiative aligns with our strategic commitment to 
diversity, inclusion, and talent development. Participation on this programme 
strengthens NSAI’s brand as an advocate for equality, fosters future-ready skills in 
the workforce, and builds a pipeline of diverse talent essential for innovation and 
competitiveness in standards, certification, and metrology. 
  
NSAI Recruitment and Selection Process 

We ensure all recruitment campaigns are fair, open, and transparent, guided by 
principles of merit, equity, and best practice. All appointments comply with 
employment and equality legislation, and candidates are treated consistently and 
without discrimination. This commitment applies across all aspects of employment, 
including recruitment, promotion, pay, and benefits. 
 
Some examples to underpin this commitment include: 
 

• provision of training to all interview panel members 
• gender balanced interview panels 
• provision of interview training to internal candidates 
• ensuring gender balance in shortlisting  
• use of gender-neutral language in job specifications and advertisements  
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Below is a summary of our recruitment statistics for the reporting period: 
Headcount changes by grade category in reporting period  

19 June 2024 to 20 June 2025 
 Male Female Grade Category 
Staff turnover 11 10 Professional 
 4 0 Technical 
 1 3 Administrative 
New hires 14 9 Professional 
 3 1 Technical 
 2 8 Administrative 
Internal promotions 5 1 Professional 
 2 1 Technical 
 0 3 Administrative 

 
Recruitment continues to be closely monitored to ensure alignment with our gender 
equality commitments. Despite our efforts, a review of recent recruitment data 
indicates that the majority of applicants for technical and professional roles—
particularly in areas such as automotive engineering, cybersecurity, and auditing—
are male. This trend reflects broader labour market dynamics, where these fields 
remain male-dominated. Additionally, the nature of many technical and 
professional positions, which often involve extensive domestic and international 
travel, may act as a deterrent to female applicants. These factors contribute to the 
gender imbalance in applications and appointments and highlight the need for 
targeted outreach and inclusive recruitment strategies to attract more women into 
these roles. 
 
Review of Structures and Succession Planning 

NSAI continually reviews organisational structures to ensure transparency and 
fairness in career progression. As part of this, we will review our grading framework 
to ensure that it supports both career development and succession planning. By 
introducing entry-level grades for technical and scientific roles, we aim to create 
clear pathways into areas where female representation has traditionally been 
lower. This approach will strengthen talent pipelines, foster balanced 
representation across disciplines, and help reduce pay disparities through 
structured, merit-based progression. 

Gender Equality, Diversity, and Inclusion Policy 

As part of NSAI's continued commitment in these areas, we strive to create an 
environment in which all employees can thrive, be respected, and have 
opportunities to participate in, and develop within the organisation. We embrace 
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having employees who are male, female, LGBTQ+, have disabilities, are from 
different life stages and socio-economic backgrounds, and/or are parents and/or 
carers and/or may be diverse in many other ways. 
 
NSAI is committed to ensuring that everyone who interacts with the organisation 
is:  

• Treated fairly and without discrimination. 
• Treated equally in a healthy and safe environment free from hazards. 
• Treated with dignity and respect. 
• Treated fairly and consistently in an environment where inappropriate   

behaviour is not accepted and is called out. 
 
We provide training, which is available to all employees, with the aim of ensuring 
the successful implementation of the EDI policy and creating greater awareness 
and understanding of gender equality, inclusion, and diversity in the workplace. 
 
Performance Management and Development (PMDS) 

Our approach to Performance Management and Development is primarily focused 
on building a partnership approach between employees, their line managers, and 
the organisation.  
 
NSAI recognises that the performance of every individual has a direct impact on 
the success of the organisation. The organisation believes that by investing in each 
employee's skills and development, the organisation and its employees can achieve 
greater outputs, improved outcomes and increased job satisfaction, while 
performing at high levels in a rewarding and enriching workplace environment.  
 
The process guiding the performance management and development system and 
the associated feedback is carried out sensitively and in a non-discriminatory 
manner. Employees are offered equal development and training opportunities to 
achieve high-performance standards. This endeavor is highlighted in our Strategy 
and specifically underpinned by Strategic Project 7.2. 
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We are committed to continue facilitating internal collaboration initiatives aimed at 
supporting and empowering existing NSAI employees to develop the knowledge, 
skills, attributes, and (where essential) qualifications required to meet the eligibility 
criteria for professional and technical roles. 
 
These initiatives form part of a broader talent development strategy and may 
include: 
🔹🔹 Targeted Learning & Development Initiatives 

• Role-specific upskilling programmes (e.g. technical writing, data 
analysis, regulatory frameworks) 

• Accredited training pathways aligned with professional body 
requirements 

• Support for external qualifications through study leave and funding 
assistance 

🔹🔹 Career Progression Support 
• Career development planning sessions with HR or line managers 
• Competency framework workshops to help employees understand role 

expectations and how to meet them 
• Mock interviews and interview training tailored to internal promotional 

opportunities 
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🔹🔹 Mentoring & Peer Learning 
• Mentorship programmes pairing employees with experienced 

professionals in technical roles 
• Knowledge-sharing forums or communities of practice for peer-to-peer 

learning 
🔹🔹 Inclusive Access to Opportunities 

• Transparent communication of eligibility criteria and pathways to meet 
them 

• Flexible learning formats (e.g. online, hybrid, self-paced) to 
accommodate diverse needs 
 

 
Dignity at Work 

NSAI is committed to fostering a respectful and inclusive workplace, free from 
harassment and bullying. All employees are expected to treat one another with 
dignity and respect, and the policy applies to interactions with colleagues, clients, 
contractors, and others encountered during work. Breaches of this policy are 
treated seriously and may lead to disciplinary action, up to and including dismissal. 
In Q4 2025 a new group of Contact Support Persons will be trained and a Dignity 
at Work e-module will be launched to raise and maintain awareness. Completing 
this e-module will be mandatory for all staff as part of our training programme. 
 
Flexible Work Practices 

The NSAI is committed to remaining an employer of choice, promoting a diverse, 
innovative, and progressive work environment that offers flexibility and values 
work-life balance, including the right to request remote working.   
  
NSAI recognises that a flexible working model can be beneficial for its employees 
and, to this end, will seek to accommodate it, where possible whilst sustaining 
strong standards of performance and high levels of productivity.   
  
By way of our Flexible Work Practices, we are also committed to ensuring 
compliance with the provisions of the Parental Leave Acts 1998-2023, the Work 
Life Balance and Miscellaneous Provisions Act 2023 and any other prevailing family 
leave and/or employment legislation. 
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NSAI deals with each alternative working arrangement application objectively, 
fairly and reasonably, in line with procedures set out in the relevant Codes of 
Practice. 
All alternative working arrangements submitted within the reporting period have 
been approved.  
 
Enhancing Employee Voice and Inclusion through Engagement Initiatives 

In 2025, NSAI will conduct a comprehensive Staff Engagement Survey covering 
the following areas: 
 

🔹🔹 Working Environment 
🔹🔹 Leadership & Communication 
🔹🔹 Hybrid Working 
🔹🔹 Support & Wellbeing 

 
Following analysis of the survey results, Focus Groups will be established to invite 
employees from all departments, grades, roles, demographics, and locations to 
participate in discussions. These groups will review findings and co-create action 
plans that reflect the diverse experiences of our workforce. 
As part of this process, each Focus Group will include a dedicated discussion on the 
Gender Pay Gap (GPG). Employees will be encouraged to identify practical actions 
within each survey theme that can help reduce the GPG and promote equity across 
NSAI. This commitment ensures that staff voices directly inform strategies to close 
the pay gap and foster an inclusive workplace. 
 
Health and Wellbeing  

At NSAI, we are committed to creating and sustaining a workplace where employee 
health, wellbeing, and work-life balance are actively supported and prioritised. This 
commitment is reflected in our Health and Wellbeing Initiatives, which are 
continuously evolving to meet the needs of our people. 
 
Our commitment includes access to a confidential Employee Assistance Programme 
(EAP), regular health and wellbeing seminars and webinars, targeted training and 
resources through platforms such as Wrkit or the VHI Wellbeing Hub.  
 
We also foster employee engagement through our Wellbeing Committee and 
network of Wellbeing Champions, who help drive initiatives. These initiatives are 
employee led and have full management support. 
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In 2025 we engaged with Work Well Community to deliver the Better Workday 
Momentum Series with topics ranging from learning short-term strategies for 
improving focus to building resilience and supporting well-being. 
 
We remain dedicated to promoting a positive, inclusive, and healthy work 
environment where all employees can thrive—both personally and professionally. 

Conclusion 
Addressing the issues identified requires a multifaceted approach. Initiatives such 
as targeted recruitment efforts, mentorship programs, professional development 
opportunities, and promoting family friendly work practices can help increase the 
representation of women in technical/professional positions. Additionally, 
reviewing and revising our policies and practices to ensure they are inclusive and 
equitable is crucial for creating a more balanced workforce. 
 
By tackling these underlying issues, NSAI can work towards reducing our gender 
pay gap and fostering a more diverse and inclusive workplace where all employees 
have equal opportunities to succeed. 
 
 
 
 

Related Documents 
• HR-EQ-08 NSAI Gender Equality, Diversity, and Inclusion Policy 
• P-HR-20 NSAI Dignity at Work Policy and Procedure 
• P-HR-5 NSAI Recruitment & Selection Policy and Procedure 
• NSAI Strategy - ‘NSAI 2022-2026 – Innovating to Shape a Safer, Better, 

and Sustainable Future’ 
• NSAI PMDS / Training and Development Policy and Procedure 
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