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Recap: Pay Transparency Directive 

• Adopted in April 2023, deadline of transposition: Spring 2026 (three year transposition 
period) 

• Key objectives: 

• Establishing pay transparency within organisations (such as: mandatory pay 
reporting, joint pay assessments, workers’ rights to individually request 
information on pay,…)

• “Facilitating the application” of the key concepts such as equal pay for work ok 
equal value 

• Strengthening enforcement mechanisms



ETUC priorities for the Directive

• Strengthening the role of trade unions and ensuring the right of 
women workers to chose their representatives.

• Guarantee that the right of trade unions to bargain to close the 
pay gap.

• Enforcing equal pay for work of equal value, incl. hypothetical 
comparator

• Remove the restrictions on pay transparency.
• Making sure that women workers are not left to themselves, 

alone up against the employer.



ETUC campaign for the Directive







What did we achieve?



• Article 5 / Pay Transparency prior to employment

• Article 6 / Transparency of pay setting and pay progression policy 

• Article 7 / Right to information

1. Workers shall have the right to request and receive in writing […] information on their individual pay level and 

the average pay levels, broken down by sex, for categories of workers performing the same work as them or work 

of equal value to theirs.

[…]

5. Workers shall not be prevented from disclosing their pay for the purpose of the enforcement of the    principle 

of equal pay. In particular,  Member States shall put in place measures to prohibit contractual terms that restrict 

workers from disclosing information about their pay. 

Transparency measures



• Article 8 / Pay reporting 

o Employers with 250+ employees - reporting every year (as of 2027)

o Employers with 150 to 249 employees - reporting every three years (as of 2027)

o As of 2031, the obligation to report every three years will be extended to employers with 
100 to 249 employees 

+ voluntary reporting for companies under 100
+ labelling (in recital)
+ Review clause in 10 years

• Article 9 / Joint Pay Assessment 

Gender pay gap of 5 % triggers Joint Pay Assessment

Transparency measures



• Article 4 / Equal Pay for Work of Equal Value 

o Employers to put in place pay structures that ensure that men and women receive the same remuneration for the 
same work, or for work of equal value.

o These pay structures need to be based on gender-neutral criteria that enable us to determine whether a worker 
(say, a woman) performs ‘work of equal value’ to that performed by a worker of the other sex (say, a man). These 
criteria must include – but are not limited to -  skills, effort, responsibility and working conditions. 

• Article 19 /Proof of equal work or work of equal value (“hypothetical comparator”)

3. Where no real comparator can be established, any other evidence may be used to prove alleged pay discrimination, including statistics or 

a comparison of how a worker would be treated in a comparable situation.

→ In some cases, a woman worker in a highly feminised job may find it difficult to find a real male comparator, because there is no 
such person employed by her employer or whose conditions are determined by a single source. Where this is the case, paragraph 3 
provides that the worker can bring forward other evidence to prove discrimination, or show how a male worker would be treated in a 
comparable situation. 

Equal pay for work of equal value



• Article 3 / Definitions 

3 (l) ‘workers’ representatives’ means the workers’ representatives in accordance with national law and/or 

practice. 

• Article 13 / Social Dialogue

1. Without prejudice to the autonomy of social partners and in accordance with national law and 

practice, Member States shall take adequate measures to ensure the effective involvement of social 

partners, through discussing the rights and obligations under this Directive, where applicable, upon 

their request. 

2. Member States shall, without prejudice to the autonomy of the social partners and taking into account 

the diversity of national practices, take adequate measures to promote the role of social partners and

encourage the exercise of the right to collective bargaining on measures to tackle pay discrimination

and the adverse impact on the valuation of jobs predominantly carried out by workers of one sex.

Article 3 and Article 13



• Consultation for determining categories of workers doing the same work or work of 
equal value by the employer 

• Gender-neutral criteria for pay structures to be agreed with workers’ representatives

• Support workers in the individual request on pay, incl. to request additional 
clarifications from the employer

• Access to pay reporting methodology + requesting clarifications, + involvement in 
possible remedial action 

• Cooperation in joint pay assessment 

• Receiving pay information and advising workers in case of data protection concerns

• To engage in any administrative or judicial procedure on behalf or in support of a 
worker

Roles for workers’ representatives (depending on national law + practice) 



Equal pay & collective bargaining 







Source : EU Pay Transparency Directive: which countries 
have implemented? - Ius Laboris

https://iuslaboris.com/insights/eu-pay-transparency-directive-which-countries-have-implemented/
https://iuslaboris.com/insights/eu-pay-transparency-directive-which-countries-have-implemented/


Proposal for an Act to amend the Discrimination Act (2008/567)

Swedish example (draft law)

Co-operation

12 §

Employers and employees must work together on 

pay surveys.

The criteria for job evaluation and the criteria for 

justifying pay differentials should be developed in 

consultation with the employee organisation to which the

employer is bound by collective agreements.

Information needed for co-operation

13 §

The employer shall provide an employee organisation to

which the employer is bound by a collective agreement

with the information necessary for the organisation to 

be able to cooperate in the work on pay surveys and in 

the formulation of criteria for job evaluation and 

criteria for justifying pay differentials.

If the employer is not bound by any collective 

agreement at all and an employee organisation with a 

member at the workplace requests to cooperate in the 

work on wage surveys, the employer must provide the 

organisation with the information needed for 

cooperation. However, this does not apply if the 

employer is only temporarily not

bound by any collective agreement.

Special rules for employers employing 100 or more 

workers

Wage reporting

14 §

Employers who employ 250 or more workers must 

compile an annual pay report. 

Employers who employ between 100 and 249 workers must 

compile a payroll report every third year.

Wage reporting must be done in cooperation with the 

employee organisation to which the employer is bound 

by a collective agreement.



Next steps : To support ETUC affiliates towards an ambitious 
transposition of the Directive

• Briefing note and toolkit
• Working Group on Pay Transparency
• Wage-Up project











Thank you!

abrueser@etuc.org
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