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Gender pay reporting: a summary across 23 countries

australia   
austria   
belgium   
Canada2    
China   
denmark   
Finland   
France   
Germany   
Hong Kong   
italy   
Japan   
Mexico   
netherlands   
norway   
Poland   
romania   
russia   
spain   
sweden   
Uae   
UK3   
Us3   

1 In many countries, the duty will only apply where a certain employee threshold is met 
2 Certain states in Canada only  
3 Assuming current proposals are implemented

Country
is there a duty on 

private companies to report on  
gender pay differences1

is the company required to make 
the report available internally to 

employees and/or reps?  

is the report required to be or 
likely to be published externally 

or made public? 
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aUstraLia

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

yes, private organisations with 100 or more employees must submit an annual report to the Workplace Gender equality Agency 
(WGeA) that includes details of aggregated average base salary and total remuneration of male vs. female employees.

which employers are 
covered?

Private sector employers with 100 or more employees are covered by the reporting requirement and private sector employers with 
500 or more employees have an additional obligation to meet certain minimum standards for gender equality.

what are the key 
assessment/reporting 
obligations? 

Annual workplace profile and reporting questionnaire to be produced, signed by the Ceo and which may be published on the WGeA 
website. report to show information including: 

 ■ aggregated average base salary and total remuneration of male vs. female employees in various occupational categories;

 ■ gender composition of the workforce and whether any policies are in place to support gender equality;

 ■ gender composition of the board of directors and whether any targets are in place for representation of women on the board; 

 ■ details of gender pay equity objectives and policies (if any);

 ■ whether any gender remuneration gap analysis has been undertaken; 

 ■ availability of flexible working arrangements; 

 ■ consultation with employees on issues concerning gender equality in the workplace; 

 ■ sex based harassment and discrimination policies; and

 ■ the number of new appointments, promotions and resignations during the reporting period by gender, employment status and 
manager/non-manager categories.

no data on actual individual pay rates is required to be disclosed to the WGeA: all amounts are aggregated and individual data 
de-identified. Further, remuneration data provided to WGeA by employers is confidential. employer-specific remuneration data will 
only be disclosed publicly by WGeA in aggregated form and if the data does not disclose, directly or indirectly, information about a 
specific person.
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does the duty apply only to 
employee pay or also to the 
pay of other workers? 

employees only. 

does the report have to be 
provided to employees and/
or employee reps? 

the employer must inform employees (and shareholders) that it has lodged the report with the WGeA and the way in which it may be 
accessed (whether electronic or otherwise). the employer must also take all reasonable steps to inform each employee organisation 
(e.g. a union) that has members who are employees of the employer, that the employer has lodged the report.

does the report have to be 
published and if so where? 

the report may be published by the WGeA on its website or in whole or in part in a report to the Minister, in which case it would 
then be tabled before Parliament.

if a pay gap is identified is 
there any duty to take steps 
to close the gap? 

no

what is/are the sanction/s 
for non-compliance (if any)

no legal sanctions/fines, but employers who do not comply could be named and shamed by the WGeA in a report to the Minister 
or by some other means (e.g. on the WGeA’s website). the employer may also be precluded from tendering for Commonwealth and 
some State contracts, or from receiving Commonwealth grants or other financial assistance. 

what has the impact 
been of any pay reporting 
measures introduced in your 
jurisdiction? 

the introduction of the WGeA Act 2012 brought about significant changes to the WGeA and introduced more onerous reporting 
requirements than had previously existed. the reporting requirements have also become more onerous in the current reporting year 
(1 April 2015 to 31 March 2016). 

the impact of the measures has been that many leading employers seek to be recognised as an employer of Choice for Gender 
equality by the WGeA. there is also a trend in Australia towards greater public scrutiny around under-representation of women in 
executive positions and on boards.

aUstraLia
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are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

n/A

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

the WGeA employer of Choice for Gender equality citation is designed to encourage commitment to achieving gender equality. 
organisations can apply for a citation by applying online and answering additional questions and providing additional information and 
examples.

aUstraLia
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aUstria

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

yes, since March 2011 there has been a duty for employers with more than 150 employees to prepare a report showing gender pay 
differences.

which employers are 
covered?

Private employers with more than 150 employees. 

what are the key 
assessment/reporting 
obligations? 

the report has to be produced every two years and must contain the following information:

 ■ number of male and female employees and their positions in salary schemes according to collective bargaining agreements or 
internal salary schemes and their seniority (“verwendungsgruppe” and “verwendungsgruppenjahre”) and

 ■ average male vs. female salary

total remuneration including benefits, payments in kind, special payments (Christmas and vacation pay) and other forms of payment 
must be included in the report. 

does the duty apply only to 
employee pay or also to the 
pay of other workers? 

employees only.

does the report have to be 
provided to employees and/
or employee reps? 

the report must be provided to the works council. If there is no works council, the employees must be made aware of the report. 
the information must be provided on an anonymous basis. 

does the report have to be 
published and if so where? 

If there is no works council, the employer must provide the report in such a way that the employees are aware of its existence (e.g. on 
an intranet site or notice board).
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aUstria

if a pay gap is identified is 
there any duty to take steps 
to close the gap? 

no

what is/are the sanction/s 
for non-compliance (if any)

the works council or employees themselves may bring a claim within three years relating to the provision of the report at the 
labour Court.

employee representatives and employees themselves are obliged to keep the report confidential. If an employee breaches the duty of 
confidentiality, the employee can be fined (up to eur 360). 

what has the impact 
been of any pay reporting 
measures introduced in your 
jurisdiction? 

n/A

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

n/A

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

no
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beLGiUM

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

no

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

n/A

are there any other 
relevant developments/
measures in your 
jurisdiction relating to the 
gender pay gap? 

employers are required to provide equal pay to male and female employees. An employee who files a complaint or a claim before the 
employment tribunal against the employer for equal pay enjoys specific protection against dismissal. 
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Canada

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

Pay equality legislation in Canada varies depending on the province in which the business operates and the nature of the business. 
Some jurisdictions do not have any legal duties*, some have just assessment obligations**, and some have reporting and assessment 
obligations***. the only jurisdictions with pay equality legislation that applies to the private sector are Quebec and ontario. 

* Alberta, British Columbia, newfoundland, Saskatchewan, northwest territories, nunavut and yukon.

** Manitoba, new Brunswick, ontario, Prince edward Island, and federally regulated private sector employers and commercial Crown 
corporations.

*** nova Scotia, Quebec and the federal public sector.

which employers are 
covered?

Generally, all employers in the private sector who employ 10 or more employees.

what are the key 
assessment/reporting 
obligations? 

Quebec:

 ■ When an employer reaches 10 employees or more, the employer has 4 years to implement a pay equity exercise. After the exercise 
is completed, the employer must conduct a pay equity audit every 5 years.

 ■ employers must submit a report on pay equity (referred to as DeMeS) generally within 6 months after the end of the fiscal 
year. this must be filed online in original French version (www.demes.gouv.gc.ca). this report generally contains the number of 
employees working for the employer and if applicable, the date the pay equity exercise results and pay equity audit results were 
posted in the workplace.

ontario: 

 ■ employers are required to create pay equity plans. these will include: 

 – the gender neutral comparison system used; 

 – the results of the comparisons carried out; 

 – all positions and job classes in which differences in compensation are permitted; 

 – how compensation will be adjusted to achieve pay equity; and 

 – the date on which the adjustments will be made.

http://www.demes.gouv.gc.ca
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Canada

does the duty apply only to 
employee pay or also to the 
pay of other workers? 

Quebec:

 ■ “employee” does not include students working during vacation period, trainees undergoing professional training recognized by law, 
senior management officers, police officers or fire fighters, and independent operators.

ontario:

 ■ “employee” does not include a student employed for his or her vacation period.

does the report have to be 
provided to employees and/
or employee reps? 

Quebec

 ■ the results of the pay equity plan will be posted for 60 days in prominent places easily accessible to the employees concerned, 
together with information concerning the rights exercisable and the time within which they may be exercised. Pay equity audit 
results (conducted every 5 years) will be posted for 60 days in a similar manner. 

 ■ employees must be informed of the posting and provided with details such as the posting date, the posting period and how they 
may access its content.

ontario

 ■ the employer shall post a copy of each pay equity plan prepared or amended in a prominent place in each workplace to which the 
document relates and in a manner that can be read by all employees.

does the report have to be 
published and if so where? 

n/A

if a pay gap is identified is 
there any duty to take steps 
to close the gap? 

Quebec 

 ■ yes: adjustments in compensation can be spread over a maximum period of four years. the employer will make the first 
adjustments on the date by which the pay equity plan must be completed. If the employer fails to do so, unpaid adjustments shall 
bear interest at the legal rate from the time as of which they were payable.

ontario

 ■ the date by which adjustment in compensation must occur depends on the number of employees working for the employer and 
whether the employer has posted a notice.
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Canada

what is/are the sanction/s 
for non-compliance (if any)

In Quebec, if the employer fails to file a report, the employer is liable to a fine of CAD1,000 to CAD45,000.

In ontario, there are no sanctions specifically related to failing to report or assess. If an employer intimidates an employee in relation 
to the Act or impedes with a review officer carrying out his or her duties under the Act, the employer is guilty of an offence and on 
conviction is liable to a fine of not more than CAD50,000. 

what has the impact 
been of any pay reporting 
measures introduced in your 
jurisdiction?

Quebec:

 ■ the government reports that the application of pay equity legislation in Québec companies has yielded significant results. 
Preliminary data indicates that one third of the completed pay equity exercises will lead to salary adjustments representing 
on average salary increases of between 3.9% and 8.1%. other positive results include improved working climate and relations, 
increased productivity, a more positive perception of fairness within companies, a better understanding of jobs involved and 
updated or newly introduced wage policies.

ontario 

 ■ there is a continued focus on the gender wage gap. Based on the most recent Statistics Canada data, ontario’s gender wage gap still 
ranges from 14% to 32%. the gap is more pronounced for Aboriginal women from racial minority groups and those with disabilities.

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

Some jurisdictions with no pay equity legislation have developed policy frameworks for negotiating pay equity, but typically just with 
public sector employees and/or unions.

are there any other relevant 
developments/measures in 
your jurisdiction relating to the 
gender pay gap?

equal pay for equal work provisions can also be found in human rights and employment standards legislation in some jurisdictions.
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CHina

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

no

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

no

are there any other 
relevant developments/
measures in your 
jurisdiction relating to the 
gender pay gap?

no. the gender pay gap is not a well-developed concept in China and no direct rules/measures have been introduced to date. 
In China, the laws and regulations set out general principles around eliminating any pay gaps, but these do not specifically focus on 
pay gaps caused by gender.  
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denMarK

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

yes. employers are required to send in information regarding pay to Statistics Denmark, who will provide the employers with gender 
segregated pay statistics.

which employers are 
covered?

Private and public employers with 35 or more employees and at least 10 employees of each gender with the same work function. 
the employees are categorised in regards to work function with a 6-digit “DISCo”-code. employers are required to send in 
information on pay for all employees who are paid according to the amount of time they have worked. employees who are paid 
according to performance are not covered by these rules.

what are the key 
assessment/reporting 
obligations? 

employers are required to send in information regarding pay to Statistics Denmark, who will provide the employers with a gender 
segregated pay statistics once every year. the statistics show the difference as a percentage difference between the salary of men and 
women in each employment category with at least 10 women and 10 men. 

By agreement with employees/employee representatives, employers can choose to make a statement on equal pay instead of the equal 
pay statistics. the statement must contain:

 ■ a description of factors that have an influence on the remuneration of men and women at the company,

 ■ a plan for how the company intends to prevent or reduce the pay gap between men and women and

 ■ a follow-up procedure.

does the duty apply only to 
employee pay or also to the 
pay of other workers? 

employees only.

does the report have to be 
provided to employees and/
or employee reps? 

employees are entitled to receive information regarding the pay statistics and/or statement under the general rules on employee 
information and consultation.
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denMarK

does the report have to be 
published and if so where? 

no

if a pay gap is identified is 
there any duty to take steps 
to close the gap? 

the employer is not directly obligated to close the gap, however the statistics may give an indication that there are grounds for legal 
proceedings against the employer for violation of the equal Pay Act. 

what is/are the sanction/s 
for non-compliance (if any)

If employers fail to report to Statistics Denmark, the employers are then obligated to produce their own statistic on equal pay. 
An employer may also be subject to a fine, if the employer fails to comply with these rules.

what has the impact 
been of any pay reporting 
measures introduced in your 
jurisdiction? 

there is still a pay gap between men and women corresponding to approximately 13-17%. In 2015, the scope of the rules on equal pay 
statistics were changed to cover even more employers due to the fact that the rules did not have the desired impact. only one third 
of the employers covered by the rules complied with them. the rules were changed back to the original form at the beginning  
of 2016.

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take.

n/A

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap?

the Danish Institute for Human rights is especially appointed in connection with further equal treatment of all people regardless 
of gender, race or ethnic origin. In 2014, the institute published a report on the issues of equal pay and provided recommendations 
on how to solve the problems. the institute has a mandate to bring cases before the Danish Board of equal treatment on its own 
initiative. 
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FinLand

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

yes. According to the Finnish equality Act, employers are required to produce an equality plan every second year particularly with 
relation to pay and other terms of employment.

which employers are 
covered?

Private and public employers with 30 or more employees on a regular basis.

what are the key 
assessment/reporting 
obligations? 

the equality plan shall include a pay survey ensuring that there are no unjustified pay differences between women and men who are 
working for the same employer and engaged in either the same work or work of equal value. the pay survey must include:

 ■ details of the employment of women and men in different jobs;

 ■ a survey of the grade of jobs performed by women and men; and

 ■ the pay for those jobs (including bonus etc.) and the differences in pay.

the disclosed data cannot be linked with any individual employee.

the equality plan must include:

 ■ analysis of the state of equality at the workplace and in different areas of employment;

 ■ necessary measures planned for introduction or implementation with the purpose of, inter alia, achieving equality in pay; and

 ■ a review of the extent to which measures previously included in the gender equality plan have been implemented and of the results 
achieved.

does the duty apply only to 
employee pay or also to the 
pay of other workers? 

the duty applies to all employees in each personnel group.
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FinLand

does the report have to be 
provided to employees and/
or employee reps? 

yes, the employer has a statutory obligation to inform the employees about the equality plan (including the pay survey), its content 
and any amendments to it. Further, all employee representatives taking part in the pay survey must have access to the information for 
carrying out the survey (including the information in line with the classification system used on the average salaries of women and men 
as well as more detailed information on salaries according to salary component if required).

does the report have to be 
published and if so where? 

the equality plan must be available to the employees.

if a pay gap is identified is 
there any duty to take steps 
to close the gap? 

At first, the employer must account for reasons behind any pay gap. If no acceptable reason is found for the pay gap, the employer 
shall take appropriate corrective action.

what is/are the sanction/s 
for non-compliance (if any)

If an employer neglects to produce the equality plan several times, the national non-Discrimination and equality tribunal may impose 
an obligation on the employer to prepare an equality plan within a defined period, under threat of a fine if necessary.

what has the impact 
been of any pay reporting 
measures introduced in your 
jurisdiction? 

the equality plans and the pay surveys included thereto are deemed useful in furthering gender and pay equality. Many employee 
representatives have started drafting a missing equality plan or updating an existing equality plan together with their employer. (In 
2010, 62 % of workplaces reported a valid equality plan, 14 % reported of an equality plan in the making). However, according to some 
employees, the handling of and discussions on equality plans have been inadequate or even non-existing in the workplace.

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

n/A
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FinLand

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap?

no such measures or developments have been initiated.
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FranCe
are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

yes. In companies with at least 50 employees, a written comparative, male-female status report must be drawn up every year. All the 
information provided by the report shall be made available through the company’s database (“base de données unique”).

which employers are 
covered?

Private employers with at least 50 employees.

what are the key 
assessment/reporting 
obligations? 

For employers with at least 50 and less than 300 employees: the report must analyse the situation of men and woman for each 
professional category regarding remuneration. 

For employers with 300 employees or more: the report must address additional matters prescribed by the labor Code. It is possible 
for the company to add other indicators regarding its particular situation. the indicators are: 

 ■ the Company’s pay range;

 ■ Average or median monthly pay; and

 ■ number of women in the top 10 highest paid roles.

these indicators provide both figures and explanatory data. Figures shall be given by gender, by seniority and by age. 

the Company’s database (on which the report is available) must also provide a diagnosis and an analysis of the situation of men and 
woman for each professional category regarding remuneration, and an analysis of pay disparities according to age, job, and seniority. 

does the duty apply only to 
employee pay or also to the 
pay of other workers? 

the duty applies to all salaried employees.

does the report have to be 
provided to employees and/
or employee reps? 

employee reps have access to the information made available on the Company’s database. 

If the Company has no collective agreement on gender equality, it must implement a unilateral gender equality action plan in order to 
define progress targets (in companies with at least 50 employees). An overview of this action plan must be provided to employees by 
mean of posters in the company’s premises.

the employer is also bound by a legal obligation to inform and consult the works council every year on gender equality. 

the employer must convene every year the union representatives to negotiate on gender equality and in particular on closing the gender pay gap.
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FranCe
does the report have to be 
published and if so where? 

If the Company has no collective agreement on gender equality, it must implement a unilateral gender equality action plan in order to 
define progress targets. An overview of this action plan must be published on the company’s website (if one exists) and kept available 
for any person requesting it. 

if a pay gap is identified is 
there any duty to take steps 
to close the gap? 

Any provision according to which employees are paid less than employees of the other gender for the same work or for work of equal 
value is null and void. therefore, these employees can benefit from the highest remuneration paid to the comparable employee of the 
other gender. 

Closing the pay gap may happen through a negotiation regarding objectives of gender equality and pay equality.

what is/are the sanction/s 
for non-compliance (if any)

Financial penalty: 
Companies with at least 50 employees can be fined if they have no applicable collective agreement on gender equality (including 
measures on pay equality), or a unilateral gender equality action plan. the amount of the fine is set by the labor administration, 
depending on the efforts made by the company to comply with its obligations, but can be up to 1% of payroll.

exclusion from the public procurement procedure: 
Companies with no applicable collective agreement on gender and pay equality can be excluded from the public procurement 
procedure for up to 3 years.

remuneration: 
Any provision according to which employees are paid less than employees of the other gender for a same work or for work of equal 
value is null and void. therefore, these employees can benefit from the highest remuneration paid to the comparable employee of the 
other gender. 

Penalty in case of non-compliance with provisions regarding pay equality: 
the employer can be fined up to eur 1,500. For corporate entities, the fine may be up to eur 7,500. the sanction is doubled in the 
event of a repeated offence. the fine is payable as many times as there are non-compliant paid workers. 

what has the impact 
been of any pay reporting 
measures introduced in 
your jurisdiction? 

Pay equality is a highly topical issue of major importance for successive governments. national legislation on this is being strengthened 
on a regular basis.

According to the labor administration, it appears that larger firms are the more compliant. 79% of companies with at least 1,000 
employees covered by a collective agreement or an action plan regarding gender equality (including pay equality) vs. 32% of companies 
with between 50 and 300 employees.
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FranCe

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

n/A

are there any other 
relevant developments/
measures in your 
jurisdiction relating to the 
gender pay gap?

no
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GerMany

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

no – there is no express legal duty for employers to assess and/or report on gender pay differences.

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

n/A

are there any other 
relevant developments/
measures in your 
jurisdiction relating to the 
gender pay gap?

 ■ Discrimination because of gender is prohibited, however it can be difficult to prove that the pay difference is based on gender 
discrimination.

 ■ German Family Minister Manuela Schwesig wants to help close the gender pay gap with a law forcing companies to reveal details of 
their salary structure, however this was proposed at the beginning of 2015 and so far her initiative has not received much support. 
Consequently, it is not very likely that it will be enacted.
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HonG KonG

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

no

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

the Hong Kong equals opportunities Commission encourages employers to perform a self-audit as a proactive approach to achieve 
equal pay in the workplace. 

the self-audit should: 

 ■ examine the actual pay practice within the company

 ■ identify equal work and work of equal value

 ■ conduct pay analyses and 

 ■ formulate a pay equity plan

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay? 

no



24 | Gender Pay Reporting: An International Survey

itaLy

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

yes 

which employers are 
covered?

Private and public employers with more than 100 employees.

what are the key 
assessment/reporting 
obligations? 

the employer must draft a report on the situation of male and female personnel in the following areas:

 ■ Hiring 

 ■ training 

 ■ Professional promotion 

 ■ enrolment level 

 ■ Changes of category or qualification 

 ■ redundancy events 

 ■ Intervention of wage integration fund 

 ■ Dismissals 

 ■ early retirements and retirements 

 ■ remuneration actually paid 

does the duty apply only to 
employee pay or also to the 
pay of other workers? 

employees only.
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itaLy

does the report have to be 
provided to employees and/
or employee reps? 

yes, the report has to be provided, at least once every two years, by 30 April, to the work councils and to the “regional Counselors 
for equal treatment”. the report is then reviewed by the Counselors and sent to the “national Counselors for equal treatment”, 
to the labour Ministry and the equal treatment Department of the Government.

does the report have to be 
published and if so where? 

no 

if a pay gap is identified is 
there any duty to take steps 
to close the gap? 

In order to close the gap the employer may adopt appropriate measures (take positive action) with the aim of removing any obstacles 
to equality between men and women. employees who believe they have been discriminated against may also start individual or 
collective legal action themselves or through the “Counselor for equal treatment”.

what is/are the sanction/s 
for non-compliance (if any)

Italian law provides the following sanctions for non-compliance: 

 ■ If the employer, at least every 2 years, does not send the report to the persons indicated by the law, the regional labour office 
may ask the companies to provide the report within 60 days;

 ■ If the employer does not fulfill this obligation it must pay an administrative sanction from eur 103.00 up to eur 516.00;

 ■ In case of proven discrimination regarding hiring, professional training, equality treatment for pay, duties and career and retirement 
age, the employer must pay an administrative sanction from eur 5,000.00 up to eur 10,000.00;

 ■ If the employer does not comply with the Court order subsequent to the individual or collective action the sanction is the 
imprisonment up to 6 months or a fine up to eur 50,000.00.

what has the impact 
been of any pay reporting 
measures introduced in your 
jurisdiction? 

this is not a matter of public record.
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itaLy

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

n/A

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

no
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JaPan

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

no. the labor Standard Act of Japan prohibits discrimination in salary based on the fact that the employee is female  
(Article 4). However, there are no obligations for employers to do any assessment of, or report on pay differences.

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

the Ministry of Health labor & Welfare carry out statistical research every year on employee salaries in Japan. In such research, 
the Ministry ask employers who are randomly selected to answer questionnaires regarding salary (i.e. type of business, type of 
employment, gender, full-time/part-time, school history, age, length of service, title salary/bonus/overtime amount etc.). However, 
there are no penalties for employers even if the employers do not respond. According to the Ministry’s web page, in 2015, out of 
65,747 companies with 10 or more employees, 50,785 answered the survey.

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

See above. 
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are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

no. Although the Mexican labor law establishes an equal pay obligation, there is no obligation to report.

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

no

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

no

MeXiCo
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netHerLands

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

no

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

Currently, Dutch law provides no special legislation that obliges employers to assess and/or report on gender pay differences. there is 
legislation that imposes general restrictions relating to discrimination. Based on this legislation, employers are prohibited to make a 
distinction between men and women. this includes terms of employment, so equal pay is covered by this as well. In case an employee 
is of the view that a distinction is made (wrongfully), he/she can to go to court. 

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

A legislative proposal on transparency regarding equal remuneration is currently progressing through the Dutch parliamentary system. 
the proposal would impose a legal duty on employers to report on equal pay in the annual report. In addition, the works council 
would have a right of consent with respect to policies conducted within the company on equal treatment of men and women with 
respect to (all aspects of) remuneration. Also, the works council will be allowed to conduct an inquiry to the equality of payment 
within the company. there is a lot of debate on the legislative proposal and it is uncertain if/when the legislation will come into force.
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1 Jf. likestillingsloven § 24

norway

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

employers who are subject to certain accounting obligations and public employers have a legal duty to report on gender pay differences. 

which employers are 
covered?

employers who are subject to certain accounting obligations and all public authorities and companies who are not required to prepare 
annual reports. 

what are the key 
assessment/reporting 
obligations? 

the employers that are covered by the legal duty to report on gender equality shall every year create a report on the actual state 
when it comes to gender equality in their operation.1 the report shall also include a description of equality measures that have been 
implemented and equality measures planned for implementation. 

the employer shall include information that is designed to reveal unintended and undesirable differences between men and women 
in the corporation. the information should describe the gender ratio, preferably by percentage, in the following areas: wages and 
employment levels. 

does the duty apply only to 
employee pay or also to the 
pay of other workers? 

the duty is likely to include both employee pay and the pay of other workers. 

does the report have to be 
provided to employees and/
or employee reps? 

no, there are no obligations to give the report to employees or their representatives. However, depending on the company’s structure, 
the Board may be obligated to present the report to the General Assembly and the Corporate Assembly.

does the report have to be 
published and if so where? 

no, the report does not have be published. the report shall, however, be “public”. everyone has the right to see the report upon 
request. Additionally, the report shall be filed together with the annual financial statement to the Accounting registry, where everyone 
can access it upon request.
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norway

if a pay gap is identified is 
there any duty to take steps 
to close the gap? 

every who are obligated to report on gender equality are also under a duty to actively work to achieve gender equality, hereunder 
gender pay equality.

what is/are the sanction/s 
for non-compliance (if any)

no direct legal sanctions. However, deficient reporting on gender pay equality can, at worst, result in the annual report being 
considered not filed as required, which in turn can result in fines. However, this is not likely to happen. 

non-compliance can also result in reputational risk.

what has the impact 
been of any pay reporting 
measures introduced in your 
jurisdiction? 

no available information.

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

n/A

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

no
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PoLand

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

no 

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

no. nevertheless, employers are obliged to observe a general statutory rule of equal treatment, obliging them to grant equal pay to 
employees performing the same work or work of equal value. However there are no specific tools allowing the Polish authorities to 
monitor gender pay differences.

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

no specific measures relating to gender pay reporting. In general, employees whose terms of remuneration have been established 
to be in breach of the equal treatment rule are entitled to demand compensation from their employer. the compensation cannot 
be lower than the statutory Polish minimum wage (in 2016 Pln 1,850) but the law does not specify the maximum amount of 
compensation. the Supreme Court has confirmed that the compensation should be proportionate to the employer’s breach as well 
as acting as a deterrent. In practice, the affected employee may demand the difference between his/her current remuneration and 
the remuneration received by employees in comparable positions. In addition, a labour court can decide on the level of remuneration 
applicable to the employee in the future.
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roMania

are employers under a legal 
duty to assess and/or report 
on gender pay differences?

no – there is no express legal duty for employers to assess and/or report on gender pay differences.

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take.

there are no specific provisions/measures aiming at encouraging employers to assess and/or report on gender pay differences.

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap?

 ■ General non-discrimination law: expressly refers to non-discriminatory access between men and women to equal pay for equal 
work, failure triggers fines up to approx. eur 22,250.

 ■ national Strategy for equality between women and men for 2014-2017: provides for actions of state bodies and nGos to organise 
meetings to raise awareness of private sector employers about the importance of reducing the pay gap between women and men.
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rUssia

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

no

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

no

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

no
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sPain

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

there is no specific legal obligation to asses/report on gender pay differences. those differences would be contrary to the 
Fundamental right to equal treatment set out in the Spanish Constitution. Workers’ Statute states that employers shall pay an 
equal salary for the rendering of equal services without differences based on gender (or any other discriminatory grounds). Any 
discrimination in employment conditions (including pay) may be sanctioned with an administrative fine up to eur 187,515. 

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

employers have a legal obligation to avoid any pay differences based on any discriminatory ground.

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

■ Companies with more than 250 employees must have a gender equality plan, including, among others, matters related to wages; 

■ employees’ reps are entitled to receive information related to the application of the right to equal treatment in the company; and 

■ Companies may apply for an equality award provided certain legal requirements are met (the relevant authorities assess among 
other things, equal salary treatment for men and women and once the award is granted, the company should prepare an annual 
report on gender pay amongst other things). 

In addition, Public Authorities provide tools to assess the gender pay gap that companies may use voluntarily. 
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sweden

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

yes.

In Sweden a mandatory gender pay reporting regime was first introduced in 1994. Since then the rules has been subjected to a few changes 
and the present wording that is found in the Swedish Discrimination Act (Sw. Diskrimineringslag (2008:567)) has been in force since 2009. 

under these rules employers with at least 25 employees are obliged to every third year conduct a review of its applied practice in regard 
of salary and other employment conditions. the result of such review shall be presented in writing and analyzed in regard of e.g. existing 
salary differences between men and women that are performing the same or equivalent work or in regard of professions that are typically 
dominated by women. By this the employer shall assess whether existing salary differences has a direct or indirect connection to gender.

examples of practical issues that follows from this kind of regulation could be difficulties in identifying types of work that are comparable and 
assessing whether a certain profession is to be qualified as dominated by women.

However, to our knowledge the main practical issue in Swedish in regard of these rules is that there is a wide-spread lack of awareness of 
amongst employers in general about their obligations in this regard. 

which employers are 
covered?

employers with at least 25 employees.

what are the key assessment/
reporting obligations? 

employers are obliged to every third (3) year conduct a review of its applied practice in regard of salary and other employment conditions. 
the result of such review shall be presented in writing and analyzed in regard of e.g. existing salary differences between men and women.

does the duty apply only to 
employee pay or also to the 
pay of other workers? 

In Sweden there are no differences between an employee and worker. the rule applies for all employed persons.

does the report have to be 
provided to employees and/
or employee reps? 

the local union representatives will have access to the report. 
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sweden

does the report have to be 
published and if so where? 

no

if a pay gap is identified is 
there any duty to take steps 
to close the gap? 

yes, if the pay gap cannot be reasonably explained by other reasons, such as education and skills for instance. the employer is under 
an obligation to close any unexplained gap. 

what is/are the sanction/s 
for non-compliance (if any)

the relevant authorities – the equal opportunities ombudsman – (Sw; Diskrimineringsombudsmannen) may conduct inspections and 
decide on liquidated damages and fines. 

what has the impact been of 
any pay reporting measures 
introduced in your jurisdiction? 

there is still a pay gap between men and women that cannot be explained by other reasons than sex. the overall impact is that 
employers are forced to conduct the survey. 

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

Please see above.

are there any other relevant 
developments/measures in 
your jurisdiction relating to the 
gender pay gap? 

no
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Uae

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

no, employers are not required to report on gender pay differences.

the Federal uAe labour law of 1980 states that where a woman is performing the same work as a male counterpart she should 
receive the same remuneration, however employers’ compliance with this provision is not monitored.

With regard to the Dubai International Financial Centre there are no specific provisions in the legislation which address equal pay 
directly, however the discrimination provisions are likely to be relied upon if there is a pay differential where a man and a woman 
perform the same work.

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

no

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

no 
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UK

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

yes – assuming the new law comes into force – for pay data as at April 2017 onwards. We are still waiting for confirmation of 
implementation timing. 

which employers are 
covered?

Private and public employers with 250 or more employees.

what are the key 
assessment/reporting 
obligations? 

Annual pay gap report to be produced, signed by a director and published on the uK website. report to show: 

 ■ percent difference between mean and median pay of men and women as at April 30, 2017 and every subsequent April 30 

 ■ percent difference between mean bonus paid to men and women in the 12 months preceding April 30 

 ■ the proportion of men and women who received a bonus in the same period, and 

 ■ the distribution of men and women across the organisation’s pay range.

no data on actual individual pay rates is required to be disclosed – just the percent differences/ratios. 

does the duty apply only to 
employee pay or also to the 
pay of other workers? 

Currently unclear – likely to include “workers” (some contractors/llP members) as well as employees.

does the report have to be 
provided to employees and/
or employee reps? 

no, there is no obligation to give the report to employees or their representatives unless there is a separate duty to do this under a 
collective agreement.

does the report have to be 
published and if so where? 

on the company’s uK website.
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UK

if a pay gap is identified is 
there any duty to take steps 
to close the gap? 

no 

what is/are the sanction/s 
for non-compliance (if any)

no legal sanctions/fines, but employers who do not comply could be named and shamed by the uK government and/or suffer 
reputational risk.

what has the impact 
been of any pay reporting 
measures introduced in your 
jurisdiction? 

this is new law – not yet in force.

are employers encouraged 
to assess and/or report on 
gender pay differences? 
if yes, briefly summarise the 
steps that employers are 
encouraged to take. 

n/A

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

think, Act, report – a voluntary programme that employers can join to show commitment to gender pay equality (few companies 
have signed up in practice).
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Us

are employers under a legal 
duty to assess and/or report 
on gender pay differences? 

yes, assuming that the eeoC’s proposed regulations go into effect.

which employers are 
covered?

Private and public employers with over 100 employees.

what are the key 
assessment/reporting 
obligations? 

eeo-1 reporting requirements extended to include W-2 earnings and hours worked.

does the duty apply only to 
employee pay or also to the 
pay of other workers? 

only employee as it is collecting W-2 data (independent contractors and other workers do not receive a W-2).

does the report have to be 
provided to employees and/
or employee reps? 

report would only go to the equal employment opportunity Commission.

does the report have to be 
published and if so where? 

no publishing.
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Us
if a pay gap is identified is 
there any duty to take steps 
to close the gap? 

Assessment of data not required by organization, but eeoC will analyze and identify “statistics of interest” by comparing company info 
with the industry or metropolitan-area.

what is/are the sanction/s 
for non-compliance (if any)

the eeoC can have a federal court compel the report.

what has the impact 
been of any pay reporting 
measures introduced in your 
jurisdiction? 

not in force yet.

are employers encouraged 
to assess and/or report on 
gender pay differences? if 
yes, briefly summarise the 
steps that employers are 
encouraged to take. 

there has been a recent movement by private shareholders to force publically traded companies to report pay gap information to 
shareholders and to rectify any gap found.

are there any other relevant 
developments/measures in 
your jurisdiction relating to 
the gender pay gap? 

Several states are eliminating statutory defenses to pay gaps. the federal law compares the same jobs, whereas some states have 
moved to similar or comparable jobs. Similarly states are eliminating affirmative defense of reliance on a “differential based on any 
factor other than sex,” and requiring employers to only base pay gaps on a bona fide factor other than sex.
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