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Navigating the world of pay transparency

Productivity, 
Purpose, and Profit: 
Illuminating the path



Why are we talking 
about 
pay transparency?



How did we get here? 
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Shifting societal and 

employee 

expectations

Proliferation of data 

on social sites

Legislative 

action
Sustainability



Pay transparency legislation is on the rise globally but 
showing up differently across different regions
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Communication 

of pay ranges

United 

States
APAC LATAM

Communication 

of pay ranges

Canada

Historically, pay gap 

reporting

From 2027 

communication of 

pay ranges

Europe

Pay gap 

reporting

APAC

Increased 

attention, overall 

levels of focus are low

LATAM
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What is pay 
transparency?



Pay Transparency, Pay Equity 
and Pay Gap reporting are often 
intertwined – but are separate. 



Definitions…
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Pay Transparency

Where an employer 

shares what, why, and 

how their employees 

are compensated 

relative to the current 

market and context

Pay Equity

Ensuring fair pay for 

similar work 

regardless of gender 

or race / ethnicity

Pay Gap Reporting

Public pay gap compliance 

reporting is increasingly a legislative 

requirement, especially in Europe. 

For example – 

average pay gaps 

between 

males / females



pay 
transparency
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Shedding light on 
the different 
elements of …



You will need to address this holistically across the 
organisation
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Policies and 

practices

Job 

Architecture

Workforce 

Data

People and 

Culture



Why is transparency 
important for 
employees?



Fair pay makes employees stay

Fair pay is the #2 
reason, after job 
security*
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According to HR
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Job security

Fair pay

Work culture

Learning opportunities

Flex working

Competitive rewards

Workload

Coworkers/people

Confidence in org strategy

Health insurance

Leadership

Well-being programmes

Org brand/reputation

Career advancement opportunities

Org making positive impact

DEI

Innovation

Time off

Retirement options

Managers

According to employees
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* Respondents were able to select up to five choices.

Source: 2024 Global Talent Trends
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More likely to say they understand how their 

organizations determine their compensation

More likely to say their managers / employers 

provide them with their pay ranges 

Are more engaged

60% Are more committed to their organizations

Among employees who believe they
 are paid fairly: 

85%

2x

2x

… are unlikely to apply if 

compensation information is 

missing in the job posting

46%

More likely to say they understand how their 

organisations determine their compensation

More likely to say their managers / employers 

provide them with their pay ranges 

Are more engaged

60% Are more committed to their organisations

85%

2x

2x

Among employees who believe they 
are paid fairly… 

Source: 2024 Mercer Global Talent Trends, 2023-2024 Mercer Inside Employees’ Minds



Yet compliance is the key driver for creating a pay 

transparency strategy…

77%

53%

51%

49%

48%

36%

32%

31%

31%

9%

4%

1%

Compliance

Align with company values and/or diversity, equity and…

Increase employee satisfaction with pay and/or…

Align with our talent and/or reward philosophies

Align with our pay equity strategy

Align with candidate expectations and/or enhance…

Enhance our employer brand with external candidates

Align with employee expectations

Increase employee commitment/retention

Not applicable, we do not have a pay transparency strategy

Investor pressure or to attract investors

None of the above

Source: Mercer’s 2024 Global Pay Transparency survey



With the human element often forgotten or missed ….
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46%

40%

34%

27%

26%

24%

17%

16%

13%

5%

5%

Lack of employee understanding of compensation…

Maintaining understanding of global legislation

Lack of manager capabilities

Getting leaders on board

Lack of sufficient compensation infrastructure

HRIS complexity to align with pay transparency…

Lack of budget

Lack of capability or tools

Not applicable

Other

None of the above, we are not experiencing any challenges

Copyright © 2024 Mercer Limited. All rights reserved

Source: Mercer’s 2024 Global Pay Transparency survey



Most organisations don’t 
know where to start – and 
are nervous about telling 

their ‘story of pay’.
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Effective reward communications requires thought
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We recommend taking a holistic and structured approach

Establish clear  

objectives and 

understand

business context

Discovery to 

understand audience 

and key insights

Craft the story to take 

your audience 

on a journey

Create targeted, highly 

visual, multi-channel, 

digital-first tactics to 

engage

1 2 3 4



Consider your audiences
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What do you want them to ‘think’, ‘feel’ and ‘do’

HR 1

Coach

Leaders 2

Storyteller

Managers3

Implementer

Employees4

Receivers

Candidates & 
Recruiters 

Shareholders & future 
investors

Media Government
5
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What comes next?



The path beyond compliance has many decisions

Prepare

Comply 

with 

legislation

Move 

beyond

compliance

We don’t 

have pay 

ranges

We share 

internally and/or 

externally where 

required

Transparency is 

part of our talent 

and rewards 

strategies

Share foundational 

frameworks

Share pay ranges

Share pay positioning

Full transparency
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Navigating the path to pay transparency

Review your 

compensation 

foundation

Assess your 

readiness

Set your 

destination

Address key 

questions around 

where you’re 

headed

Plan for the 

journey

Address gaps 

and risks in your 

current environment

Share your 

story

Go live!

Deploy internally 

and externally
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Measure the 

impact

Measure success 

through data and 

insights
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Identify the gap 

in compliance 

Start identifying 

if outside help 

is needed

5 key takeaways based on our research and experience
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Pay transparency is not 

a passing fad1 2 Be honest about the 

strength of your 

foundations 3 Understand what your 

different audiences 

need to know

4 Set a global strategy and 

communicate clearly and 

consistently 5 Take a long-term approach 

– this is a journey



The path to transparency 
is long, with many 
obstacles in the way. 

To be successful you need 
to think holistically… Start 
now!



A business of Marsh McLennan

welcome to brighter
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