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Guidance for Organisations Striving for Pay Transparency

Recognising the Imperative of Compliance

Organisations must swiftly internalise that compliance with pay transparency legislation is
not optional. The consequences of non-compliance are both significant and painful. The
material costs include the expense of addressing pay equity claims, such as paying arrears
and penalties. Beyond financial ramifications, non-compliance can lead to reputational
damage both internally among employees and externally in the broader market.
Additionally, there is a considerable resource burden associated with managing pay equity
claims, making non-compliance an unwise and costly strategy.

Embracing Pay Transparency

With global regulations increasingly mandating pay transparency, it is prudent for
organisations to embrace this change. Leveraging the requirement for pay transparency can
positively influence employee engagement and morale. Resistance is futile and will only
result in wasted time and resources; it is better to proactively adapt to the inevitable shift
towards transparency in compensation practices.

Cultural Change and Managerial Upskilling

For many organisations, pay transparency marks a critical inflection point that drives cultural
transformation. Organisational culture is defined by behaviour, and the increased availability
of pay data—both within the organisation and externally—will shape employee expectations
and behaviours. It is essential to upskill managers so they are equipped to effectively
address employee concerns regarding pay transparency. The scope of the required effort
should not be understated; whatever time is estimated to manage manager and employee
pay transparency requirements, it should be multiplied by ten to reflect the true scale of the
commitment needed.

Dynamic Nature of Pay Transparency and Gender Pay Equity

Pay transparency and gender pay equity are highly dynamic, especially at the level of specific
work categories. Compliance can fluctuate from month to month due to factors such as
employee turnover, hiring, promotions, and changes in gender composition. To navigate
these complexities, organisations must invest in robust data analytics and reporting
capabilities. This infrastructure enables leaders to make informed decisions about equal pay
practices and maintain compliance over time.
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Sharpening Organisational Practices

Effectively managing pay transparency requires disciplined project management, rigorous
stakeholder engagement, and a degree of clarity and honesty in pay-related matters that is
often lacking in many organisations. The era of relying on generic statements such as "we
pay for performance" or "our pay is market competitive" has passed. Robust and well
communicated job sizing/classifications frameworks will be the order of the day.
Organisations must now communicate transparently and substantively about their pay
practices to meet the demands of employees and regulatory bodies.

8th December 2025 www.gurren.ie Page 2 of 2



http://www.gurren.ie/

