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Executive Summary 

Ensuring equal pay for men and women has been widely deemed as essential to realising the broader objectives of gender equality actions. However, progress in this area remains inconsistent across industries, professions and countries worldwide, emphasising the need for sustained efforts. Since pay disparities stem from a complex interplay of structural, cultural, economic, and discriminatory factors, addressing the issue of equal pay requires a holistic and transformative approach. This means moving beyond isolated policy measures towards coordinated efforts involving policymakers, organisations, companies, trade unions, and the wider society. Only through a systemic and structural change persistent inequalities can be effectively addressed, ensuring that pay equity becomes a reality rather than a distant ambition. 

Undoubtedly, the Gender Pay Gap (GPG) is one of the most significant aspects of modern debates on equal pay. While the relationship between Equal Pay and the GPG will be examined in greater detail in the following sections, it is important to first establish its definition. The GPG can be defined as the disparity in average gross hourly earnings between women and men.[footnoteRef:1] The calculation is derived from the gross salaries paid to the employees, prior to the deduction of income tax and social security contributions.[footnoteRef:2] Despite the considerable efforts to address the GPG, according to which women receive lower pay than men for the same work[footnoteRef:3], statistics across the globe reveal that the existing institutional approaches, such as legislation and policy frameworks and equality projects, have proven to not be sufficient in addressing this matter. In the European Union (EU) for instance, in 2022, women’s gross hourly earnings were on average 12.7% below those of men.[footnoteRef:4]  [1:   European Parliament, ‘Understanding the gender pay gap: definition and causes’ (2023) <https://www.europarl.europa.eu/news/en/headlines/society/20200109STO69925/understanding-the-gender-pay-gap-definition-and-causes> accessed 25 November 2023; European Commission, Directorate-General for Justice, ‘Tackling the gender pay gap in the European Union’ (Publications Office, 2014) <https://data.europa.eu/doi/10.2838/48187> accessed 25 November 2023]  [2:  Ibid]  [3:  Aleksandra Gaweł, Katarzyna Mroczek-Dąbrowska, ‘Gender pay gap in explaining female entrepreneurship – industry perspective of selected European countries’ (2021) 43(9) International Journal of Manpower, 42.]  [4:  Eurostat, ‘Gender Pay Gap Statistics’ (Eurostat Statistics Explained, 2023) <https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Gender_pay_gap_statistics> accessed 25 November 2023] 


This gap still persists, partly due to deeper systemic and structural issues such as lack of transparency, disparities in hiring practices, career progression opportunities, differences between adjusted and unadjusted pay gap calculations, labour market segregation, bias and stereotypes. 

In this context, the European Union (EU) Pay Transparency Directive (PTD) represents a major turning point in European labour and equality policy. By 7 June 2026, all Member States must have new laws in place to ensure pay transparency and tackle unjustified pay gaps. This is not just about ticking legal boxes. It is about building fairer pay systems and workplaces at every level. The Directive sets a new standard: transparency is no longer optional, and inaction is no longer acceptable.

Therefore, in line with the RE-WIRING aims, it is essential to engage with all the stakeholders responsible for driving change at every societal level, ensuring that institutions evolve from being gender-blind or gender-neutral to becoming gender-sensitive, responsive and transformative.[footnoteRef:5] The Transformative Equality Approach (TEA) adopted by the RE-WIRING project goes beyond simply addressing the root causes of gender inequalities, actively challenging marginalisation, reshaping gender norms and stereotypes, and confronting cultural values and power imbalances that perpetuate inequities.[footnoteRef:6] [5:  See RE-WIRING D1.1 ‘A Review of Concepts of Gendered Power Hierarchies and their Taxonomy’ available at: https://re-wiring.eu/wp-content/uploads/2024/01/A-Review-of-Concepts-of-Gendered-Power-Hierarchies-and-their-Taxonomy.300923_compressed.pdf accessed 20 February 2025]  [6:  Ibid ] 


This implies that the project directed its analysis not towards presenting women as traditionally vulnerable and victimised, but towards understanding how power can be neutralised or disabled by specific institutions, processes, and individuals, considering the conditions and actions that facilitate (re-)empowerment.[footnoteRef:7] The focus is not on 'fixing' women per se, but on promoting transformative change that can be driven by all individuals, including men.[footnoteRef:8] Essential is to avoid designing policies and practices that encourage women to adapt to and fit within existing institutional systems that may still be gendered, patriarchal, and built on harmful gender stereotypes and biases.[footnoteRef:9]  [7:  Ibid ]  [8:  Ibid]  [9:  See RE-WIRING D2.1 – ‘Working paper on an effective transformative equality strategy towards enhancing women’s representation in decision-making and leadership positions’ available at: https://re-wiring.eu/wp-content/uploads/2025/02/D.2.1-Working-paper-on-an-effective-transformative-equality-strategy-towards-enhancing-womens-representation-in-decision-making-and-leadership-positions.pdf accessed 20 February 2025] 
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[bookmark: _Toc211587521]1.Introduction

This research is part of the RE-WIRING Work Package 4 (WP4) on Gender Gaps in Employment and Enterprise. The overarching objective of WP4 is to help stakeholders and policymakers address gaps in labour force representation, pay, pensions and work-family roles by designing and delivering innovative practical solutions. Using a mixed methods approach, the deliverables for WP4 are designed to translate theoretical insights and better practices into directly usable tools and training toolkits that will allow governments and organisations to identify areas of improvement and effect real change in the short, medium and long term.[footnoteRef:10]  [10:  More information on WP4 are available on the RE-WIRING website at: https://re-wiring.eu/gender-gaps-in-employment-and-enterprise/] 


Following this, the objectives of the work that underpin the delivery of D4.2 is twofold: First, to provide a clear and comprehensive overview of the current state of the gender pay gap (GPG) equal pay and transparency legislation in Europe and South Africa; Second, to develop and present a good practice map featuring concrete, actionable strategies to address gender pay inequalities. This work is particularly timely in light of the forthcoming EU PTD, which represents a significant change in the legal landscape and reinforces the urgency of addressing the gender pay gap through structural, transparency-led interventions that address its root causes. Hence, D4.2 supports stakeholders in moving from awareness to action, offering a practical tool to navigate this shift towards greater transparency and implement meaningful change while complying with the new EU rules. In line with the TEA methodology, this process involved a critical analysis of existing literature on the theories explaining the GPG and the legal frameworks developed to address it. The literature review has been complemented by innovative field-based research, including reviews of policy documents, initiatives and efforts put in place to tackle the GPG as well as interviews in the consortium countries. 

As such, the findings obtainable from the present study are likely to be transferable across different systems and jurisdictions globally, as the underlying root causes of the GPG appear to be similar across many different contexts. This makes the insights gained from this research relevant not only within the specific context studied but also in broader international discussions on equal pay and GPG levels.
 
As specified, the aim is to offer concrete solutions and practical recommendations for rethinking and redesigning current approaches aligned with the TEA methodology, explained in the subsequent section. Additionally, creating a good practice map of initiatives that effectively address the GPG and pay inequalities will assist companies, sectoral organisations, policymakers and the relevant stakeholders in preparing for the implementation of the new PTD. In other words, this analysis aims to critically evaluate existing institutional approaches, theories, policies and current efforts related to equal pay and GPG, to identify good examples of practices, and ultimately deliver a good practice map with recommendations that all the relevant stakeholders can incorporate in their jurisdictions and workplaces. 

This work has specifically investigated insights on GPG levels and actions to reduce them in Europe and South Africa, focusing on three key sectors: finance and enterprise, health, and sustainability and innovation. The selection of these sectors is strategic. In health, women are well-represented in the workforce but less so at the top levels. Instead, in the finance, sustainability, and innovation sectors, women are generally under-represented in employment, leadership, and education. Understanding these dynamics is crucial for addressing and reducing the GPG levels.
[bookmark: _Toc211587522]
2.Methodology 

The present methodology section outlines the systematic approach that has been utilised to deliver the Good Practice Map on Addressing the Gender Pay Gap (D4.2). The objective was to conduct comprehensive reviews of the existing literature in the field as well as laws, policies, initiatives, efforts and practices put in place in the consortium countries to identify, monitor, and address gender pay gaps. Alongside the review of such policies and efforts, interviews have been conducted with key representatives in the Finance, Healthcare and Sustainability and Innovation sectors. By investigating these data sources, this project aims to provide a comprehensive and multi-faceted understanding of how GPG levels and pay inequalities are addressed, ensuring that the findings are comprehensive and well-balanced. As mentioned, this approach has ultimately informed the creation of the Good Practice Map to guide relevant stakeholders in reducing GPG levels and unequal pay, potentially aligning with the newly drafted Pay Transparency Directive obligations. 

The structure of this study is organised following the TEA methodology that informs the entire RE-WIRING project and objectives. TEA offers a holistic framework that emphasises the need for systemic change in the labour market, moving beyond surface-level solutions to address structural inequalities.

Based on this, the present research is be organised following the three steps identified in the TEA approach: 

- 1st step: Acknowledgment and diagnosis 
It is essential to first establish and fully identify the structural root cause and systemic barriers that perpetuate the GPG. These underlying issues – rooted in both institutional practices and cultural norms – contribute to the persistence of gender-based pay disparities. Diagnosing the problem at its core is the first necessary step to dismantle the structures that sustain inequities and design strategies that promote long-term, systemic change.

- 2nd step: Determination of the gaps 
Despite growing attention to the GPG issue and several initiatives to reduce it, significant gaps remain in both research and policy implementation. This section maps the current reality, locating where knowledge is incomplete, where institutional blind spots persist, and what obstacles prevent impactful and concrete progress. Understanding these gaps is essential for designing evidence-based, transformative solutions.

- 3rd step:  Identification of effective transformative actions 
To generate meaningful change, it is necessary to implement transformative solutions that address both structural and cultural barriers to GPG and equal pay. This final step can only be achieved through innovative field-based research, including policy reviews, analyses of existing initiatives, and qualitative research such as interviews with sector representatives across the consortium countries. 

The analysis of these findings has led to the creation of a good practice map addressing the GPG, ensuring that the recommended actions are evidence-based and designed for real-word impact.

[bookmark: _Toc211587523]2.1 Alignment with the RE-WIRING Transformative Equality Approach Methodology 

As specified, this research seeks to highlight and recommend effective rules, policies, and practices inspired by or embedded under the approach of the Re-Wiring general research and methodology as well as TEA Checklist and Implementation Strategy.[footnoteRef:11] Consequently, this deliverable meant to assess the transformative nature and (potential) effectiveness of various approaches, policies and initiatives implemented in the consortium countries, and across three different sectors, in order to generate an interactive and user-friendly map with practical solutions that work in addressing the GPG systemic causes.  [11:  See RE-WIRING D1.3 – ‘The RE-WIRING Transformative Equality Approach and Research Methodology Template’ available at: https://re-wiring.eu/wp-content/uploads/2025/02/The-RE-WIRING-Transformative-Equality-Approach-And-Research-Methodology-Template.pdf accessed 21 February 2025] 


The methodology utilised, emphasises the importance not only of institutional measures, such as tailored legislation and practices at EU and national level, but also of the processes, policies and initiatives that underpin organisations’ pay structures that directly contribute to the dismantling of rooted gender pay inequalities as well as in the broader societal narratives around gender pay equality. As such, the necessity of addressing the GPG through a comprehensive approach that will operate simultaneously on the institutional, the symbolical, and the experiential level, appears essential.  In line with this, the RE-WIRING project has developed its three-dimensional multidisciplinary approach based on three levels and summarised in the following picture[footnoteRef:12]: [12:  Ibid
] 
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Figure 1. RE-WIRING’s three-dimensional multidisciplinary approach, 2024
Source: RE-WIRING, 2025 

The effectiveness of TEA relies on such RE-WIRING’s dimensions and connects to Scott's theory of institutional change in which the three main pillars underlying this theory are the regulative, normative and cultural-cognitive dimensions.[footnoteRef:13] [13:  Richard W. Scott, ‘Institutions and Organizations. Ideas, Interests and Identities’ (2013) Sage Publications
] 


The analysis of the existing legal framework and theories surrounding the causes of the GPG, clearly unveils that while legal frameworks and EU/national initiatives form a critical foundation for change, their success is significantly amplified by broader cultural shifts and a commitment to gender-sensitive practices at the organisational and societal levels. This assumption confirms the understanding that achieving transformative equality is a complex, multidimensional responsibility that demands consistent and collaborative efforts at various collective and joint levels. 

Thus, in accordance with TEA methodology checklist and based on the analysis and the research conducted, it can be established that an effective transformative strategy requires identification of the following key elements: 

Acknowledgement and Diagnosis:
Understanding and acknowledging the problems is a prerequisite for developing concrete solutions. Hence, the following key problems have been identified:

· Recognising the structural barriers and root causes of the GPG and the need for actions to fight these barriers and causes.
· Acknowledging that a comprehensive approach is required to address these barriers, which should include policies beyond promoting women in leadership roles, such as work-life balance initiatives and transparency measures to address the GPG and pay inequity.
· Recognising existing laws and the commitment at both EU and national levels to reduce and ultimately eliminate the GPG. 
· Understanding that lack of effective transparency mechanisms and reporting obligations limits progress on closing the GPG.
· Acknowledging that enforcement measures are necessary to ensure compliance with pay legislation.
Building on this, the RE-WIRING TEA then focuses on identifying gaps in current knowledge and understanding of the GPG. This involves mapping the existing phenomenon and highlighting areas where further research, data, and insights are needed to fully grasp the complexities of gender pay inequalities. The following gaps have been recognised:

· Lack of comprehensive data within organisational settings prevents a full understanding of why pay gaps persist.
· Policies, procedures, and workplace cultures are not systematically scrutinised, allowing hidden gender-based disparities to go unnoticed. 
· Insufficient publicly available data may create obstacles to a complete understanding of GPG and the development of effective, targeted policies.
· Understanding that even when gaps are identified, there is little accountability to ensure remedial measures are implemented.
· Recognition that many initiatives put in place in compliance with current laws focus on empowering women (e.g., leadership programs, mentorships), without addressing the structural issues such as biases in hiring, promotions, and pay structures.
· GPG data often considers women as a homogenous group, ignoring how other traits, such as race, disability, socioeconomic status, and other factors create compounded pay inequalities.
· Stereotypes, gender norms, workplace cultures about leadership, competence and traditional roles are rarely addressed in formal policies.
· The burden of proof to challenge pay discrimination is often placed on the victim, rather than on organisations to prevent it.
· The transposition of international and EU legal policies into national law is not always done appropriately, leading to gaps in implementation. 

Lastly, to bridge these gaps and move towards transformative equality, the proposed actions should contribute to the 're-wiring' of institutions towards a transformative equality approach and not be intended to ‘fixing the women’. Therefore, the following actions are recommended:

· Implement positive obligations within organisations and sectors, including the adoption of tailored strategies, focused measures, specific targets, impact reports and detailed metrics in the light of the identified barriers. Positive actions that effectively address the issues identified should also be contemplated. Similarly, development of intersectional GPG policies should also be prioritised. 
· Accountability mechanisms must be established for implementing, monitoring, and enforcing positive obligations. 
· National transpositions of legislation should align with and build upon existing international and EU legal frameworks, which impose obligations necessary for change. Inconsistent national transpositions of international and EU legal policies create enforcement gaps, often justified by cultural or political contexts.
· The design of new legislation and policies should actively address cultural and symbolic barriers. 
· Challenge stereotypes by emphasising women’s capabilities rather than perceived vulnerabilities, adopt inclusive, gender-sensitive language in communications, policies, and reports to ensure women are portrayed as equal to their male counterparts. 
· Actively engage men as allies in reshaping these narratives and promoting shared responsibility for change.
To conclude, the research conducted for step 1 and 2 (acknowledgment and diagnosis, identification of gaps) is based on an extensive review of literature, data, and statistics, drawing from multiple disciplinary fields, including law, economics, political science and governance, social sciences, and gender studies. It contributes to the existing body of research on the root causes of the GPG not only integrating insights and data from diverse fields but also by examining them through the lens of the TEA methodology. Moreover, it critically investigate the existing national and EU legislative frameworks, assessing their effectiveness, limitations, and implementation gaps in facing pay disparities. The literature review carried out has provided the theoretical framework necessary to understand the root causes of the GPG and established the legal framework to identify the relevant legislation and compliance mechanisms in the consortium countries. Although the concepts of GPG and equal pay differ, they are intrinsically connected, as equal pay legislation and transparency mechanisms are specifically designed to address and mitigate the GPG. Thus, reducing the GPG is crucial for achieving equal pay. As specified, the literature review is complemented by innovative field-based research, including reviews of policy documents, initiatives and efforts put in place to tackle the GPG as well as interviews in the consortium countries with sectoral representatives and relevant stakeholders to confirm the identified gaps and to present transformative actions (step 3). The synthesis of these results has led to the creation of the deliverable and the good practice map.

The following section will provide a review of the relevant literature as the conceptual and empirical basis for understanding the challenges the new PTD Directive and pay transparency legislation seek to address. 

[bookmark: _Toc211587524]3.Understanding the Root Causes of the Gender Pay Gap: A Summary of Theoretical Frameworks

As pointed out by Blau and Kahn, the two primary factors that contribute to the difference in earnings between women and men are either linked to their qualifications or to the treatment they are reserved.[footnoteRef:14] Based on this assumption, different theoretical models have been developed, with the most established in the literature consisting of the human capital model and discrimination-based models.  [14:  Francine D Blau and Lawrence M. Kahn, ‘The Gender Pay Gap: Have Women Gone as Far as They Can?’ (2007) 21:1 Academy of Management Perspective 7] 


The Human Capital Theory is crucial to explain the role played by education and experience in the enhancement of the individuals’ value. Earnings are often assumed to result from investments in human capital. However, discrimination theories suggest that biases, stereotypes, and systemic discrimination in the labour market contribute to earnings differentials. These theories, including labour market discrimination models, emphasise the impact of gender and other variables on workplace opportunities and outcomes. Additional frameworks considered in this analysis are the gender segregation model, the part-time penalty, and the motherhood penalty. 

According to the Human Capital Theory, the GPG is theoretically explained as the differences in accumulated human capital between genders.[footnoteRef:15] In contrast, the portion of the wage disparity that cannot be explained by differences in qualifications based on gender is often attributed to discrimination within the labour market.  [15:  Mohamad G. Alkadry and Leslie E. Tower, ‘Unequal Pay: The Role of Gender’ (2006) 66:6 Public Administration Review 888] 


In this context, the theory proposed by Becker explains that the GPG happens because women suffer discrimination due to taste and behaviours of other individuals.[footnoteRef:16] The taste-based discrimination model implies that employers, for instance, may be more willing to hire women in subordinate positions rather than place them in managerial roles.[footnoteRef:17] The model of Statistical Discrimination elaborated by Phelps established that since collecting information on workers' skills and abilities can be expensive, employers may resort to relying on traditional gender stereotypes.[footnoteRef:18] The other theory of discrimination is known as Crowding. This model has been established by Bergmann. She pointed out that different forms of indirect discrimination limit women and minorities to low-prestige industries with few advancement opportunities, resulting in a crowded job market and intense competition.[footnoteRef:19] [16:  Gary S. Becker, The Economics of Discrimination (2nd edn The University of Chicago Press 1957)]  [17:  Ibid]  [18:  Edmund S. Phelps, ‘The Statistical Theory of Racism and Sexism’ (1972) 62:4 The American Economic Review 659]  [19:   Barbara Bergmann, ‘The effect on White Incomes of Discrimination in Employment’ (1971) 79:2 Journal of Political Economy 294; Barbara Bergmann, The Economic Emergence of Women (Palgrave Macmillan 2005) 41] 


Gender segregation, prevalent across industrialised countries, is commonly categorised in the literature as either vertical or horizontal. Vertical segregation refers to the lack of career advancement opportunities for women to reach higher-ranking positions within an organisation.[footnoteRef:20] In contrast, horizontal segregation pertains to the unequal distribution of women across occupations, sectors, and industries that are overcrowded, require low skill levels, offer low earnings, and are traditionally seen as women's roles.[footnoteRef:21] As highlighted in the RE-WIRING overarching objectives and outputs, gender stereotypes pervade all aspects of life[footnoteRef:22] and significantly impact individuals' career choices and their ability to balance work and personal life.[footnoteRef:23] As a consequence, women frequently choose part-time jobs, leading to precarious work conditions and long-term pay disparities, including pensions, limiting their career decisions.[footnoteRef:24] [20:  European Commission, ‘100 Words for Equality: A Glossary of Terms on Equality between Women and Men’ (Publications Office of the European Union 1998) <https://op.europa.eu/en/publication-detail/-/publication/7342d801-86cc-4f59-a71a-2ff7c0e04123> accessed 14 March 2024;]  [21:  Ibid]  [22:  For more information on the overall RE-WIRING Project: https://re-wiring.eu ]  [23:  European Commission, ‘Women's situation in the labour market’ (European Commission) <https://commission.europa.eu/strategy-and-policy/policies/justice-and-fundamental-rights/gender-equality/women-labour-market-work-life-balance/womens-situation-labour-market_en> accessed 14 March 2024]  [24:  Ibid] 


Part-time penalties have a significant correlation to motherhood penalties. As specified, women may opt for jobs with lower salaries but better non-financial benefits, such as greater flexibility in working hours or shorter commutes, to better manage unpaid domestic responsibilities.[footnoteRef:25] Following this, Nicolás-Martínez, López-Martínez and Riquelme-Perea observed that women may have a preference for another type of employment, yet they are still forced by their family’s obligations or cultural dogmas that allocate care responsibilities mainly to them.[footnoteRef:26] Similarly, according to Dominguez-Folgueras, González and Lapuerta, although several explanations for the motherhood pay gap can be given, they all hint that the time mothers spend caring for their children significantly increases this gap.[footnoteRef:27] In this context, it can be argued that the GPG is also inevitably connected to women’s retirement savings. As observed by Gough, part-time work, career interruptions, and types of employment contribute to lower lifetime earnings, which in turn result in reduced pension entitlements.[footnoteRef:28]  [25:  Gabriele Ciminelli, Cyrille Schwellnus and Balazs Stadler, ‘Sticky floors or glass ceilings? The role of human capital, working time flexibility and discrimination in the gender wage gap’ (2021) OECD Working Paper 1668/2021]  [26:  Catalina Nicolás-Martínez, María López-Martínez and Prudencio José Riquelme-Perea, ‘Gender and work in Europe: towards the end of inequality?’ (2023) Journal of Contemporary European Studies 1; Check also RE-WIRING, D4.3 – Better Practice Map Addressing Work-Life Balance (WLB) Gap available on the RE-WIRING Project Website: https://re-wiring.eu]  [27:  Marta Dominguez-Folgueras, M José González and Irene Lapuerta, ‘The Motherhood Penalty in Spain: The Effect of Full- and Part-Time Parental Leave on Women’s Earnings’ (2022) 29:1 Social Politics: International Studies in Gender, State & Society 164
]  [28:  Orla Gough, ‘The impact of the gender pay gap on post-retirement earnings’ (2001) 21:3 Critical Social Policy 311] 

Lastly, to gain a better understanding of the multi-layered GPG issue and the conceptual theories that continue to be relevant in practice, it must be pointed out that the GPG can be quantified using two distinct methodologies: the first being the ‘unadjusted’ approach, and the second being the ‘adjusted’ approach.[footnoteRef:29]  [29: Leythienne and Pérez-Julián (n 98)] 


On the one hand, the GPG is processed as ‘unadjusted’ when it provides raw figures, disregarding factors that affect the female wage gap, such as labour market experience, educational differences, weekly hours worked, and the nature of the job.[footnoteRef:30] The European Union (EU) uses the Structure of Earnings Survey (SES) every four years to analyse the unadjusted pay gap.[footnoteRef:31] This survey collects data on wage levels, employee characteristics (such as gender, age, education level, occupation, and contract conditions), and employer information (such as economic activity and company size) in EU MS.[footnoteRef:32] On the other hand, the prevalent method for calculating the ‘adjusted’ GPG is the decomposition method devised by Blinder and Oaxaca in 1973.[footnoteRef:33] Regression analysis is used in this approach to explain pay based on the productive traits possessed by workers, allowing for the treatment of those features differently for male and female workers.[footnoteRef:34] [30:  Ibid]  [31:  Eurostat, ‘Glossary: Structure of earnings survey (SES)’ (Eurostat Statistics Explained 7 December 2016) <https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Glossary:Structure_of_earnings_survey_(SES)#:~:text=The%20Structure%20of%20earnings%20survey,%2C%20occupation%2C%20length%20of%20service%2C> Accessed 15 December 2023]  [32: Ibid]  [33:  Denise Leythienne and Piotr Ronkowski, ‘A decomposition of the unadjusted gender pay gap using Structure of Earnings Survey data – 2018 Edition’ (2018) <https://ec.europa.eu/eurostat/documents/3888793/8979317/KS-TC-18-003-EN-N.pdf/3a6c9295-5e66-4b79-b009-ea1604770676?t=1528790952000> Accessed 15 December 2023]  [34:  Ibid] 


As an example, the unadjusted gender pay disparity among OECD nations is on average 12.1%, while in the EU is 10.8%.[footnoteRef:35] The disparity in this gap exhibits significant variation across different nations, with Belgium having the smallest difference of 1.2% and Korea having the largest gap of 31.2%.[footnoteRef:36] It must be underlined that both the OECD and the EU figures solely consider the unadjusted GPG. Nonetheless, the European Commission recognises that when assessing the pay gap, it is important to consider all other elements of remuneration, such as salaries as well as bonuses, and seasonal payments.[footnoteRef:37]  [35:  OECD, Gender wage gap (indicator), (2024). doi: 10.1787/7cee77aa-en <https://data.oecd.org/earnwage/gender-wage-gap.htm> Accessed 8 January 2024]  [36:  Ibid]  [37:  European Commission, Directorate-General for Justice, ‘Tackling the gender pay gap in the European Union’ (Publications Office, 2014) <https://data.europa.eu/doi/10.2838/48187> accessed 25 November 2023] 


As observed in recent studies, gender differences in bonus payments appear to be an important contributor to the GPG[footnoteRef:38] and – in line with the glass ceiling idea – specifically at the top level.[footnoteRef:39] Further to that, women are often segregated into roles or workplaces that do not offer such non-standard pay, or they are statistically discriminated against by being assigned tasks that do not qualify for such bonuses, or rewarded with lower bonuses when they do have access to incentive pay schemes.[footnoteRef:40] [38:  Carla A. F. Amado, Sérgio P. Santos and José M. S. São Joséa, ‘Measuring and decomposing the gender pay gap: A new frontier approach’ (2018) 271 European Journal of Operational Research 357; Cristiano Perugini and Fabrizio Pompei, ‘Pay incentives, intangibles, and gender wage inequality’ (2024) 31:6 Industry and Innovation 695; Boris Hirsch and Philipp Lentge, ‘Non-base compensation and the gender pay gap’ (2022) 36 Labour 277]  [39:  Ibid]  [40:  Ibid] 


Undeniably, this argument links back to the definition that the GPG can be seen as a complex inequality that extends beyond the issue of pay discrimination, reflecting broader structural inequalities that affect women’s access to employment, career progression, and earnings. Consequently, both the EU and the South African Legislators have adopted a multifaceted approach to promoting fairness and equality in the workplace. As such, transparency measures and reporting obligations are central to these efforts.[footnoteRef:41] [41:  European Commission, ‘The gender pay gap situation in EU’ (European Commission, N/A) https://commission.europa.eu/strategy-and-policy/policies/justice-and-fundamental-rights/gender-equality/equal-pay/gender-pay-gap-situation-eu_en accessed 20 February 2025; Mehjabeen Alarakhia, Marjan Petreski, Zahra Sheikh Ahmed and Tanima Tanima, Why Women Earn Less Gender Pay Gap And Labour-Market Inequalities In South Africa (UN Women East and Southern Africa Regional Office 2023) 12] 


The following section outlines major milestones and initiatives that have shaped the development of equal pay policies in Europe and South Africa, highlighting the progressive advancement of pay transparency and fairness as key objectives that must be achieved.
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Women and men have the right to equal pay for equal work or work of equal value, a concept globally defined as ‘equal pay’.[footnoteRef:42] The foundation of EU gender equality legislation dates back to a pivotal provision, in 1957. The European Community's gender equality policy was established with ex-Article 119 EEC of the Treaty of Rome, now Article 157 of the Treaty on the Functioning of the European Union (TFEU).[footnoteRef:43]  This provision establishes that each Member State (MS) must ensure equal pay for male and female workers performing equal work or work of equal value.[footnoteRef:44] However, at that time, many MS had not yet implemented the equal pay principle enshrined in the Treaties. As a result, in 1968 Gabrielle Defrenne, a female air hostess, filed a lawsuit against her organisation, the internal airline Sabena in Belgium.[footnoteRef:45] The Defrenne saga involved three trials before the CJEU on gender equality issues, with the most notable being Defrenne II. This case, addressing the equal pay principle[footnoteRef:46] was pivotal for the Court of European Justice (CJEU) as it marked the Court's significant role in the development of social actions at the European level. The ruling established that provision 157 TEFU is directly enforceable before National Courts.[footnoteRef:47]  [42:  Convention concerning Equal Remuneration for Men and Women Workers for Work of Equal Value (adopted 29 June 1951); Discrimination (Employment and Occupation) Convention (adopted 25 June 1958); Universal Declaration of Human Rights (ratified 10 December 1948), art. 23; Convention on the Elimination of All Forms of Discrimination against Women (adopted 18 December 1979) art 11(d); In the European Legislation: Consolidated Version of the Treaty on the Functioning of the European Union, [2012], OJ C326/117, art. 157, para 1; European Parliament and Council Directive 2006/54/EC of 5 July 2006 on the implementation of the principle of equal opportunities and equal treatment of men and women in matters of employment and occupation (recast) [2006] OJ L204/23; European Parliament and Council Directive (EU) 2023/970 of 10 May 2023 to strengthen the application of the principle of equal pay for equal work or work of equal value between men and women through pay transparency and enforcement mechanisms [2023] OJ L132/21; Council of Europe European Social Charter 7th edition of the collected texts (2015); Charter of Fundamental Rights of the European Union  2012/C [2012] OJ C326/391]  [43:  Sophie Jaquot, Transformation in EU Gender Equality: from emergence to dismantling (Palgrave 2015) 19]  [44:  Consolidated Version of the Treaty on the Functioning of the European Union, [2012], OJ C326/117, art. 157, para 1]  [45:  Vanessa D’Hooghe ‘Article 119 How Stewardesses Obtained Equal Pay in the European Community (Belgium, 1968-1980)’ in Yulia Gradskova and Sara Sanders (eds), Institutionalizing Gender Equality Historical and Global Perspectives (Lexington Books 2015)]  [46:  Nicole Busby, ‘Social Policy: Case 43/75 Defrenne v Sabena’ in Rhona Smith, Lynne Murrell and Debbie Rook (eds), Conversion Course Companion for Law: Core Legal Principles and Cases (Pearson Education 2008) 151-155.]  [47:  Case 43/75 Gabrielle Defrenne v Société anonyme belge de navigation aérienne Sabena [1976] ECR 00455, para 40] 


Following these events, significantly pressured, European institutions started to develop and implement targeted measures, leading to various legal changes within the EU. The European Commission drafted the first pieces of secondary legislation, promoting several directives to enhance gender equality protection. Specifically, Directives 75/117/EEC, 76/207/EEC, 79/7/EEC, and 97/80/EC were issued and later consolidated by the Recast Directive (2006/54/EC). This directive aimed to unify existing legislation and case law on sex equality in employment and occupation.[footnoteRef:48] Additionally, the Work-Life Balance Directive (EU 2019/1158) was implemented to promote a more equal sharing of caregiving responsibilities [footnoteRef:49] and the Women on Board Directive was adopted to improve gender balance among directors of publicly listed companies.[footnoteRef:50] To further support the principle of equal pay for equal work, the Pay Transparency Directive (EU 2023/970) was adopted in 2023 promoting reporting and transparency mechanisms to help close the GPG.[footnoteRef:51]  [48:  European Parliament and Council Directive 2006/54/EC of 5 July 2006 on the implementation of the principle of equal opportunities and equal treatment of men and women in matters of employment and occupation (recast) [2006] OJ L204/23]  [49:  Directive (EU) 2019/1158 of the European Parliament and of the Council of 20 June 2019 on work-life balance for parents and carers and repealing Council Directive 2010/18/EU [2019] OJ L188/79]  [50:  Directive (EU) 2022/2381 of the European Parliament and of the Council of 23 November 2022 on improving the gender balance among directors of listed companies and related measures [2022] OJ L315/44]  [51:  European Council, ‘Gender pay gap: Council adopts new rules on pay transparency’ (2023)  <https://www.consilium.europa.eu/en/press/press-releases/2023/04/24/gender-pay-gap-council-adopts-new-rules-on-pay-transparency/> accessed 1 December 2023; European Council, ‘Pay Transparency in the EU’ (2023) <https://www.consilium.europa.eu/en/policies/pay-transparency/> accessed 1 December 2023; European Parliament and Council Directive (EU) 2023/970 of 10 May 2023 to strengthen the application of the principle of equal pay for equal work or work of equal value between men and women through pay transparency and enforcement mechanisms [2023] OJ L132/21    ] 


The EU PTD (Directive (EU) 2023/970) establishes a legally binding framework to strengthen the enforcement of the principle of equal pay for equal work or work of equal value across the EU.[footnoteRef:52] It addresses structural and systemic drivers of the gender pay gap, introducing a set of proactive transparency and reporting measures applicable to employers, and reinforces workers' rights to access information related to pay.[footnoteRef:53] The Directive introduces mandatory pay transparency before employment[footnoteRef:54], strengthens the right to information for workers[footnoteRef:55], and imposes regular pay reporting obligations for organisations that vary according to the size of the business.[footnoteRef:56] It also includes requirements for joint pay assessments and pay audits where unjustified pay differences are identified[footnoteRef:57], and enhances legal remedies and enforcement mechanisms to ensure compliance.[footnoteRef:58] [52:  European Parliament and Council Directive (EU) 2023/970 of 10 May 2023 to strengthen the application of the principle of equal pay for equal work or work of equal value between men and women through pay transparency and enforcement mechanisms [2023] OJ L132/21    ]  [53:  Ibid ]  [54:  Art. 5 of the Directive]  [55:  Art. 7 of the Directive]  [56:  Art. 9 of the Directive]  [57:  Art. 10 of the Directive]  [58:  Art. 15-18; Art. 22-24; Art. 27 of the Directive] 


As such, it can be observed that the new directive has two main objectives. Firstly, it aims to enhance the legal framework by clarifying concepts and providing new tools to assist individuals in asserting their right to equal pay.[footnoteRef:59] Secondly, it addresses information asymmetries in workplace pay disputes by imposing proactive responsibilities on employers.[footnoteRef:60] [59:  Sara Benedi Lahuerta, ‘EU transparency legislation to address gender pay inequity: What is on the horizon and its likely impact in Ireland’ (2022) 24 Irish Journal of European Law 161; Sara Benedi Lahuerta, Katharina Miller and Laura Carlson (eds), Bridging the Gender Pay Gap through Transparency
Comparative Approaches and Key Regulatory Conundrums (Edward Elgar Publishing 2024) 13]  [60:  Ibid] 


By imposing transparency in pay structures, establishing clear rights to pay information, and imposing penalties for non-compliance, the directive fosters an environment of accountability among employers. This comprehensive approach not only promotes fair pay practices but also empowers workers to challenge disparities. Consequently, these measures have the potential to support reducing the GPG, reinforcing the EU's commitment to gender equality in the workplace and creating a more equitable labour market for all. This approach is supported by positive evidence from countries where transparency measures have been implemented, compared to those without such tools. Public disclosure of pay levels can prompt companies to take corrective actions to avoid reputational damage and align with best practices in pay equity and fairness.[footnoteRef:61] Thus, pay transparency rules are informed by real-world challenges, outcomes and experiences. [61:  Sandra Fredman, ‘Inching Forward: Preliminary Victory for Equal Value at Tesco and Asda’ (2022) 51:1 Industrial Law Journal 166] 


The Directive forms part of the EU’s broader strategy 2020-2025 aimed at promoting gender equality in the labour market and to close the gender pay gap.[footnoteRef:62] MS are required to transpose the Directive into national law by 7 June 2026. [62:  European Commission, ‘A Union of Equality: Gender Equality Strategy 2020-2025’ COM/2020/152 (European Commission 5 March 2020) <https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:52020DC0152> accessed 20 July 2024] 


[bookmark: _Toc211587526]4.1 Key Milestones and Equal Pay Policy Initiatives in South Africa

Since the Platform for Action took place in 1995 (namely, the United Nations Fourth World Conference on Women in Beijing), South Africa, in line with other countries approaches, has actively addressed the need to empower women and rectify gender inequality, particularly in the workplace.[footnoteRef:63] Nevertheless, a number of initiatives and laws to support the integration of formerly marginalised groups – inclusive of women –  into the workforce were put in place after South Africa's democratic transition in 1994.[footnoteRef:64]   [63:  Mavhuthu Musetsho, Nicoleta Isac and Cosmin Dobrin, ‘Gender Inequalities in the Workplace: Case Study of South Africa’ (2021) 6 no. 1, Management Economic Review 70]  [64:  Haroon Bhorata and Sumayya Gogab, ‘The Gender Wage Gap in Post-Apartheid South Africa: A Re-examination’ (2013) Journal of African Economies 1; Liezel Lues, ‘The history of professional African women: a South African perspective’ (2005) 4 no. 1, Interim: Interdisciplinary Journal 103-123] 

In South Africa, the legal framework that has been developed for ensuring pay equity is comprehensive and multifaceted, designed to eliminate unfair discrimination and promote fair treatment in the workplace. The key legislative instruments include the Employment Equity Act (EEA), the Basic Conditions of Employment Act (BCEA), the Labour Relations Act (LRA) and the Promotion of Equality and Prevention of Unfair Discrimination Act (PEPUDA) 4 of 2000 (also known as Equality Act).

In response to the previous regime and the Apartheid laws that led to the legalisation of discrimination against non-white men and women[footnoteRef:65], the Employment Equity Act (EEA) was implemented by the South African Parliament in 1998 to tackle workplace discrimination, including gender-based discrimination. Notably, the EEA did not specifically regulate income inequalities based on gender at the time of its completion, therefore the EEA has been modified to incorporate a distinct provision, section 6(4)-(5), which governs claims related to equal pay.[footnoteRef:66] Indeed, in the case of Louw v Golden Arrow Bus Services 12[footnoteRef:67], the Court remarked that the ideas of equal pay had not been officially established as legal standard. Nevertheless, the courts recognised the principle of equal compensation for equal work.[footnoteRef:68] [65:  Bhorata and Gogab (n 251); Miracle Ntuli, ‘Exploring gender wage “discrimination” in South Africa, 1995-2004: A Quantile Regression Approach in Ravi Kanbur and Jan Svejnar (eds), Labor Markets and Economic Development, (Routledge 2009) 468]  [66:  Employment Equity Act 55 of 1998; Employment Equity Amendment Act 47 of 2013; Shamier Ebrahim, ‘Equal Pay for Work of Equal Value in Terms of the Employment Equity Act 55 of 1998: Lessons from the International Labour Organisation and the United Kingdom’ (2016) 19 PELJ 1]  [67: Louw v Golden Arrow Bus Services 2000 21 ILJ (LC) 188 para 23]  [68:  Ibid; Mangena v Fila South Africa 2009 12 BLLR 1224 (LC) para 5] 


As such, from 1994 onwards, significant labour laws have been introduced, implemented and revised accordingly in the South African system. These are the Labour Relations Act of 1995 (LRA, amended in 2015), the Basic Conditions of Employment Act (BCEA 1997) and the Skill Development Act (1998).[footnoteRef:69] [69: Muzi Maziya, ‘Contemporary Labour Market Policy and Poverty in South Africa’ [1999] No. 99/34 DPRU University of Cape Town 2] 


The LRA establishes the framework for collective bargaining, dispute resolution, and the rights and duties of employers and employees in South Africa.[footnoteRef:70] The amendments made in 2015 include strengthened protections against unfair labour practices and enhanced enforcement mechanisms.[footnoteRef:71] The Skills Development Act aims to develop the skills of the South African workforce through several initiatives provided by both employers and the State.[footnoteRef:72] The BCEA sets minimum standards for employment conditions, including working hours, leave entitlements, and remuneration. While not explicitly focused on pay equity, it supports fair labour practices and the general principle of equal pay.[footnoteRef:73] Similarly, the abovementioned PEPUDA Act prohibits unfair discrimination based on gender, among other grounds, and promotes equality in all spheres of life.[footnoteRef:74] [70:  Labour Relations Act 1995 (SA) ]  [71:  Labour Relations Act amendments of 2015 (SA)]  [72:  Skill Development Act 1998 (SA)]  [73:  Basic Conditions of Employment Act 1997 (SA)]  [74:  Promotion of Equality and Prevention of Unfair Discrimination Act (PEPUDA) 4 of 2000 (SA)] 

It must be pointed out that in the case of Mangena and Others v Fila South Africa (Pty) Ltd and Others the Court acknowledged the lack of the required knowledge and skills in assessing jobs and determining the worth of certain vocations when it comes to the concept of equal pay for work of equal value.[footnoteRef:75] Therefore, the Minister of Labour was appointed to draft and establish specific guidelines identifying the necessary criteria for assessing what constitutes work of equal value and on the application of the Equal Pay principle in the workplace.[footnoteRef:76] These guidelines are known as the Employment Equity Regulations of 2014 and the Code of Good Practice on Equal Pay/Remuneration for Work of Equal Value (Equal Pay Code) of 2015. Both are linked to the amendments made to the EEA.  [75:  Mangena v Fila South Africa 2009 12 BLLR 1224 (LC) para 11]  [76:  Ebrahim (n 253)] 


Particularly, the Equal Pay Code provides guidelines for implementing equal pay for work of equal value, such as encouraging employers to use objective criteria when determining work of equal value and to conduct regular pay audits to promptly identify and address pay disparities.[footnoteRef:77]  [77:  Code of Good Practice on Equal Pay/Remuneration for Work of Equal Value 2015 (SA)] 


The amendments to the original EEA, especially those made to section 27 through the Employment Equity Regulations of 2014, are particularly relevant. The new provisions of Section 27 requires employers with 50 or more employees, and smaller firms exceeding a specific annual income threshold, to report on the representation and income differentials within their organisations.[footnoteRef:78] Additionally, if these differentials are found to be disproportionate, as determined by the Employment Conditions Commission (ECC), companies must take remedial action to progressively reduce pay inequality.[footnoteRef:79] Furthermore, employers must submit annual reports on employment equity progress. As observed by Espi, Francis and Valodia, although the Act establishes reporting obligations on income differentials and workforce profiles, it remains unclear how effective these measures have been in driving change, aside from potentially raising awareness and urging firms to address these disparities.[footnoteRef:80] It is worth mentioning that recent years have seen an increase in compliance with the reporting requirements set out in the EEA.  [78:  Employment Equity Regulations 2014 (SA) ]  [79:  Ibid ]  [80:  Gabriel Espi, David Francis & Imraan Valodia Gender inequality in the South African labour market: Insights from the Employment Equity Act data
] 


It can be argued that South African legislation aims to enhance pay equity by increasing transparency and accountability among employers. As such, both South Africa’s legislation and the EU's Pay Transparency Directive appear to share the common goal of advancing fairness in pay through enhancement of transparency and reporting obligations, albeit within different regulatory frameworks.

The following section presents the qualitative phase of the research, focusing on the identification of effective and transformative actions aimed at addressing pay inequalities across diverse organisational and national contexts.

[bookmark: _Toc211587527]5.The qualitative phase of the research and the identification of effective transformative actions

The last step of this research has been complemented and validated by the empirical results obtained from the interviews. 

As specified, this project employs a qualitative research design to conduct interviews with the relevant stakeholders, supplemented by comprehensive reviews of policies and practices shared by the interviewees. The qualitative approach has been selected to gain detailed insights into sectoral strategies and mechanisms related to pay and remuneration. A semi-structured interview guide has been developed with questions focusing on specific areas of interest connected to pay equity and GPG, specifically targeting root causes and examples of good practices to tackle the GPG. Interviews have been conducted via video conferencing, with each session recorded for transcription and analysis. The sample consisted of representatives from the key sectors identified and the broader labour market across the consortium countries. Participants were purposefully selected based on their active roles in shaping, implementing, influencing or experiencing pay-related policies and gender equality initiatives. Their perspectives offered valuable insights into both high-level policy development and practical implementation. 

The analysis followed a multi-method qualitative approach, incorporating both thematic analysis of interview data and document analysis of supplementary materials provided by participants. 

For the interviews, thematic analysis was conducted using qualitative coding techniques. Transcripts were systematically reviewed to identify, code, and categorise recurring themes, patterns, and divergences within the data. This method allowed for a structured interpretation of participants' views and experiences, shedding light on common practices, challenges, and emerging trends in pay transparency and gender pay gap levels across different national contexts. In parallel, the document analysis complemented the interview data by providing concrete examples and institutional context.

Notably, the findings reflected patterns already identified in the literature, particularly in relation to the structural and systemic causes of the gender pay gap, such as occupational segregation, unequal care responsibilities, and limited pay transparency mechanisms. These findings were also consistent with national labour markets structures and evident across different sectors, highlighting how deeply rooted inequalities continue to shape pay inequity. In line with this, participants consistently acknowledged that the EU PTD could serve as a valuable starting point, provided it is transposed effectively into national legislation. 

[bookmark: _Toc211587528]6.Closing Remarks

To conclude, data from both sources, the interviews and the documents, were then triangulated with findings from the existing literature review. This cross-referencing process helped validate the insights and ensured internal consistency, as well as a comprehensive understanding of pay-related practices across the consortium countries. This, in turn, informed the development of the overall deliverable as well as the good practice map, grounded in existing literature and the evidence gathered and shaped by practical examples and stakeholder experiences.

Crucially, this process also enabled the identification of effective transformative actions, which have been integrated into the deliverable. These actions, drawn from real-world experiences, reflect not only compliance with legal obligations but also proactive and innovative approaches to structural change.

In this context, the visual clarity of the deliverable and the good practice map has also been a central consideration in its design. The author emphasises that the map was developed to be accessible, intuitive, and user-friendly, ensuring that key insights and recommendations are communicated effectively to a diverse range of stakeholders. Clear visual representation is critical for facilitating the uptake of findings. By presenting information in a straightforward and structured format, the map enables stakeholders, from policymakers to employers and social partners, to quickly grasp essential components of effective practices. This approach increases the likelihood of the map being used not just as a reference, but as a practical tool to inform real-world strategies and adaptations in different organisational and policy contexts.
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