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The terms of reference for the Citizens’ Assembly on Gender Equality charged the Assembly with 
bringing forward proposals that…’in particular, seek to ensure women’s full and effective 
participation and equal opportunities for leadership at all levels of decision-making in the workplace, 
politics and public life’. 

This statement focuses primarily on three themes – politics (Rec 20), public boards (Rec 21) and 
family-friendly practices (Rec 23). It then makes brief comments on social media (Rec 24) and 
workplace equality (Rec 25). Recommendation 22 is addressed in my written submission. 

Politics 

The gender quota recommendation came in two parts: one, to extend the candidate gender quota 
to all political electoral contests (Rec 20a), two, to increase the candidate gender threshold from 
30% to 40% applying to all elections (Rec 20c). 

An analysis of the gender pattern of candidates at general, Seanad, local and European elections 
showed that female candidates comprised at least 32%. The share of male candidates was a 
maximum of 68%.   The analysis concluded that a relatively small number of additional female 
candidates would be required to reach the 40% threshold, based on the total number of party 
candidates at the elections listed. Thus, having females comprise 40% of all candidacies is an 
achievable objective. It was noted that the 2019 European Parliament elections had an even split of 
male and female contestants. 

Therefore, based on the most recent set of elections, it would be feasible for parties overall to meet 
the 40% candidate gender quota. It is also realistic to have it extended to local government 
elections.  

A related recommendation focuses on increasing penalties for party non-compliance (Rec 20b). 
There are two aspects relating to this recommendation – the need to increase the party penalty in a 
general election context, and the application of a meaningful penalty or sanction for Seanad and 
local elections. In terms of the former, the issue has not arisen to date. In terms of the latter – 
especially for local elections - a financial penalty could be linked to party funding. It would need to 
be of consequence to provide sufficient motivation for parties to conform to the 40% candidate 
gender quota. The Seanad elections are more complex still, given that parties do not, or do not 
directly, nominate candidates.  

Public boards 

There are 194 public boards with an overall female membership profile of 45% in February 2022. 
This positive profile masks wide variation in board gender representation. For example, 63 (32%) 
boards had less than 40% female members at that time.   



While an overall profile of 40%:60% gender balance on state boards is a long-standing (and 
achieved) ambition of successive governments, getting the 63 boards to come up to this level is not 
straightforward. Some boards have a tiny membership that militates against a 40:60 gender balance 
(eg Army Pensions Board, and Credit Union Restructuring Board with 3 members each). At any time 
there are a number of board vacancies (eg Irish Water has 12 members, of which 7 are filled: 3 
females, 4 males). In February 2022 this amounted to 165 vacancies from a total of about 2089 
board places. Were these vacancies filled by females, the overall gender proportion of board 
members would come close to equal.   

Recommendation 21a is to make funding to these boards contingent on achieving gender balance by 
2025. Boards at risk of a funding penalty need to examine closely ways of improving their gender 
balance. While the target date of 2025 is feasible, the increase required needs targeted action by all 
involved. This could include encouraging nominating bodies to put forward female nominees or 
signalling interest from female applicants through a strong statement in the advertisement for 
members. It also requires a risk analysis by each board on the viability of its work in the context of 
reduced funding consequent on not reaching the 40% target. 

Family friendly practices 

On 28 June 2022, Minister Peter Burke TD (Minister of State at the Department of Housing, Local 
Government and Heritage) received Cabinet approval to introduce maternity leave for city and local 
councillors. This goes some way to implementing Rec 23(a) Making maternity, paternity and 
parental leave available to all elected representatives, including Ministers (through legislation or 
constitutional amendment as required). This is a positive beginning to bringing elected 
representatives into the ambit of family-friendly practices that apply to other working parents.  

Applying this provision to TDs and Ministers could require a referendum of Article 11, and possibly 
Article 42. Lessons and practices from COVID-19 on remote meeting attendance and decision-
making could offer a way of routinising flexibility in parliamentary working practices and disrupting 
gender stereotypes before a referendum is undertaken.  

Social media 

Recommendation 24 addresses the urgency of providing a legislative and policy framework for 
making technology and social media companies accountable for their publication and dissemination 
of online sexual harassment, bullying, and other abusive behaviour targeted at women and girls. The 
Harassment, Harmful Communications and Related Offences Act 2020 addresses the individual 
experience, but there is further safeguarding work to be done by making social media sites 
accountable for the publication of such abuse. In that regard, the Online Safety and Media 
Regulation Bill, 2022 could address this Recommendation. 

Workplaces 

Recommendation 25 relates to ensuring that workplaces implement gender-neutral recruitment and 
promotion policies. This includes policies targeted at promoting gender equality in leadership 
positions, operation of gender-sensitive and anti-discriminatory selection and promotion policies 
and procedures, and equal opportunities for training, mentoring and assignments for all workers, 
including those working part-time and remotely.  

It would be helpful in promoting gender equality for the Committee to reiterate the importance of 
this Recommendation to employers, unions, employees and the general public. Current good 
practice in human resources and people management practices incorporates these issues. 



Encouraging widespread adoption of good practice in this area would enhance equal opportunities 
between women and men, especially as women are more likely to work part-time, and possibly 
remotely.  

 

 

 


