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Poll 1:

What Is your
primary driver
for adopting pay
transparency?

Compliance with legislation

To meet employee expectations and retain employees

To demonstrate we value our employees and reinforce culture
As a tactic in the competition for talent

We are not adopting pay transparency at this stage

None of the above
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Legislative recap



The pace of pay legislation is building and Is a force for
change
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Keep up to date with legislation here!


https://www.payscale.com/research-and-insights/pay-transparency-legislation/

North America



Pay Transparency US Legislative Landscape
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@ Active pay transparency @ Proposed pay transparency laws
laws currently on the books that are working their way through legislation
Washington D.C. became The U.S Congress has proposed pay transparency

effective on June 30, 2024 laws that are working their way through legislation



lllinois
Effective: January 1, 2025

« Who: employers with 15 or more employees, posting a job that will be
physically performed, at least in part, in lllinois or will be physically
performed outside lllinois but reports to a supervisor, office, or other
worksite in lllinols.

« \What: wage or salary or wage or salary range + general description of
benefits and other compensation
« E.g. bonuses, stock options, or other incentives
« Range: look to any previously determined range for the role, the
actual range of others in equivalent positions, or budgeted amount
for role.

« Proposed Penalties: $500 first offense, $2,500 second offense, $10,000
third or subsequent offense. Curing period/warning—14 days to remedy.
* No cure period for 5 years after third offense.




Minnhesota

Effective: January 1, 2025

 Who: employers with 30 or more employees working in Minnesota
 Silent on remote work

« What: good faith salary range + general description of benefits and other
compensation
» “Other Compensation™. not limited to any health or retirement
benefits

 Proposed Penalties: Minnesota Dept of Labor and Industry and
Minnesota AG have authority to investigate and enforce the law. No
specific penalties outlined.
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EU Pay Transparency Directive

® March 2021
Proposal on pay transparency introduced

EU Commission and EU Parliament reach an agreement on directive with two key parts
1) Pay Transparency Measures
2) Better Access to Justice for Victims of Pay Discrimination

® March 31, 2023

EU Parliament Passes Directive on Pay Transparency aims to strengthen equal pay for
equal work (or work of equal value) through pay transparency, gender pay reporting, and
other enforcement measures.

® June 2026
The EU member states deadline to implement the
requirements into local law with reporting commencing in 2027




Fédération Wallonie-Bruxelles

 January 1, 2025: pay transparency
measures begin

 Throughout 2025: employers should

establish pay structures and recruitment
practices
« June 2026: Annual Gender Pay Gap
reporting and employee information -
] WALLONIE-BRUXELLES

« Ongoing: employers should ensure that
employees have access to information
about pay structures and wage levels for
transparency.



UK Employment Rights Bill

e The Employment Rights Bill, introduced to
Parliament on 10 October 2024.

« A comprehensive bill covering zero hours
contracts, flexible working, unfair dismissal rights,
statutory sick pay.

« The bill will be implemented in phases, with
consultations and secondary legislation expected.

« It will strengthen gender pay gap reporting to
cover outsourced workers and will require
employers over 250 employees to produce
equality action plans.

« Aregulatory unit will be established to enforce
Equal pay measures.


https://assets.publishing.service.gov.uk/media/67125a75386bf0964853d7ff/employment-rights-bill-overview.pdf

UK (Race and Disability) Bill

« EXxpected to be published in 2025

« Will extend the legal requirement of equal
pay for equal work to both ethnic minorities
and disabled people (Beyond the current
Equality Act 2010).

« Will also extend the current Gender Pay
Gap Reporting regulations to include race
and disability for organizations over 250
employees.

« To prepare ensure you are set up to collect
ethnicity and disability data, in line with
applicable legal safeguards, so you can
analyze your equal pay risks and calculate

pay gaps.

« Assess the quantity and quality of the
ethnicity and disability data you have
collected and disclosure rates.



Poll 2:

We assessing our compensation strategy/philosophy
« We are improving our job architecture for alignment across the

organization

What are you doing
to prepare for pay
transparency?

We are reviewing our pay structures and frameworks
 We are conducting pay equity analysis
 We are focusing on manager capability to communicate pay

» Other (let us know in the chat!)



Harnessing Pay Transparency to
Build Trust and Increase
Retention

payscale



Pay transparency Is a powerful lever
to build trust, foster equity, and
Improve employee engagement.



Employees Don’t Know if They Are Paid Fairly

People who are actually paid abova markst bolleve they'ne pald:

People who are actvally pakl at markst belleve they'me pald:

People who are actvally paki below merket belleve they're peid:

ammms  Below merket o At market ammmmn  Above market

Payscale: The Impact of Fair Pay Perception on Employee Retention



https://www.payscale.com/research-and-insights/fair-pay-impact/

The impact on retention

Pay transparency decreases likelihood
to seek a new job by 30 percent (varies
by generation)

Perception of fair pay impacts
Intent to leave

Pay transparency &)

L)
70% — How pay is determined at my company is a transparent process.
Pay transparency decreases
60% — likelihood to seek a new job by
30 percent per level increase
50% —
eeeeeeee
40% —
E-
L
H
30% — 5
e 3
[
o
U
o
2
20% — 3
=]
£
°
<
-
10% —
0% —
People who believe they are paid People who believe they are paid
below market atorabovemarket |

Sentiment level

Source: Payscale Fair Pay Impact Research 2023 Source: Payscale Retention Report 2023


https://www.payscale.com/research-and-insights/fair-pay-impact/
https://www.payscale.com/research-and-insights/retention-report/

Pay transparency drives high
performance



11 habits of top performing companies

Compensation Maturity

Are more likely to prioritize
investment in HR, including
compensation activities and
modernizing HR software.

Are more likely to have a formal
compensation philosophy/strategy.

Payscale: Top Performers Report

Pay Transparency & Equity

Are more likely to embrace pay
transparency and share pay ranges
even when not required by law.

Are more likely to provide always-
accessible information to employees
about the “why” behind their pay.

Are more likely to use total rewards
modules within purpose-built
compensation technology.

Will line-item pay increases into
distinct types when communicating
pay raises to employees.

Are more likely to address severely
underpaid employees proactively.

Data and Technology

Top performers are more likely to
use five or more sources of market
data to price jobs.

Top performers are also more
likely to say it is important to them
to invest beyond traditional salary
surveys.

Top performers are more likely to
be using, purchasing, or
evaluating compensation
management software in 2024.

Top performers are more likely to
use Al to benchmark, price jobs, or
predict pay ranges.


https://www.payscale.com/research-and-insights/top-performers-report/

Top performers are more likely to embrace pay transparency
and share pay ranges even when not required by law.

Describe your organization's current position
on the pay transparency spectrum

57 percent sharing pay ranges with
at least individual employees up
through sharing all pay ranges
publicly for all active, incumbent

13% 19%
roles versus not sharing pay ranges
L or only doing so when required by
law.
This is a 14 percent difference
compared to non-top performers
overall, and a 19 percent difference

COrwerall Smaller ongs (<750 EEs] Larger orgs (750 EEs) for Iarg e O rg an |Zat| O nS .

Answers: Individual through Public combined

Diffarance 14%

e Top performers Hon-top parformerns

Payscale: Top Performers Report



https://www.payscale.com/research-and-insights/top-performers-report/

Top performers are more likely to provide always-accessible
information to employees about the “why” behind their pay.

Does your organization provide always-accessible
information to employees about your organization's pay
philosophy, strategy, and the "why" behind how you pay?

Answer: Yes

Differance

17% One of the biggest differentiators in
our study between top performers
and non-top performers was that top
performers provide “always
accessible” pay communications.

Overall

Smaller orgs

{750 employees) 16%

Larger orgs
(=750 employeas)

17%

. Top performers Hon-top performers

Payscale: Top Performers Report



https://www.payscale.com/research-and-insights/top-performers-report/
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Your pay transparency playbook

Get buy in and commit to build transparent and consistent pay practices with a
compensation philosophy that embeds fair pay

Create a road map factoring in regulatory deadlines, requirements, your current
state, and your change readiness for compliance

in your organization and make
sure this part of your compensation philosophy

Ensure you have the job architecture and pay structures that allow for appropriate
comparisons between groups of employees

Conduct to understand the impact of wage gaps and
biases

Train managers and other stakeholders to have effective conversations with
employees about their pay



Interested in a demo of how
Payscale can help you in the
wake of emerging pay
transparency legislation?

e Let us know in the polling tab of
your dashboard!

Q&A

Feel free to ask any questions in the Q&A sectio

2222 payscale
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