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Executive Summary

A landmark shift in employment law is now underway across Europe. The EU Pay Transparency Directive
(Directive 2023/970) entered into force on 6 June 2023 and set a deadline of 7 June 2026 for all 27 EU
member states to implement binding national legislation. The core obligation that directly impacts
recruitment is clear: employers must disclose a salary range in job adverts or before the first interview —
and are banned from asking candidates about their salary history.

As of June 2026, only four member states have fully transposed the directive into law. The majority of the
EU's largest economies — including Germany, France, Spain, and the Netherlands — have missed the
deadline and are now subject to potential EU infringement proceedings. Implementation is expected to
continue into 2027 for most countries.

The United Kingdom is not legally bound by this directive post-Brexit, but the UK government's own call for
evidence (April-June 2025) signals that very similar obligations are under active consideration and may
become law within 2—-3 years.

Why this matters for automotive aftermarket employers: this sector recruits across borders — from OEM
technical specialists to aftersales and distribution professionals operating across UK, German, French,
Spanish and other European markets. Understanding where the law applies, and when, is now a
competitive necessity.
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1. What the Directive Requires

The directive introduces obligations at every stage of the employment relationship. The most immediate —
and most relevant to recruitment — are the pre-employment rules, which apply to all employers regardless
of size from the date each country transposes the law.

1.1 Pre-employment obligations (all employers, in transposed countries)

e A salary range must appear in every job advert or be shared with candidates before the first
interview. Vague phrases such as 'competitive salary' or 'market rate' do not comply — a specific
figure or band must be named.

e Recruiters, hiring managers, agencies and automated screening tools are banned from asking
candidates about their current or previous salary.

e Job titles and recruitment processes must be gender-neutral throughout.

1.2 In-employment obligations (all employers)
e Employees can request written information about their individual pay level and the average pay for
colleagues doing the same or equivalent work, broken down by gender.
e Pay secrecy clauses that prevent employees from discussing their own pay are prohibited.

e Pay structures must be based on objective, gender-neutral criteria — and employers must be able to
demonstrate how these criteria are applied.

1.3 Pay gap reporting (scaled by headcount)

Company size Reporting frequency | First report due

250+ employees Annually June 2027 (using 2026 pay data)
150—249 employees Every 3 years June 2027 (using 2026 pay data)
100-149 employees Every 3 years June 2031 (using 2030 pay data)
Under 100 employees No reporting obligation Pre-employment and in-employment

transparency rules still apply

Key enforcement point: where a gender pay gap exceeds 5% in any worker category and cannot be
justified by objective, gender-neutral criteria, employers must conduct a joint pay assessment with
employee representatives and implement remedial measures within six months.

Penalties vary significantly by country — Germany plans fines up to €500,000, France up to 1% of total
payroll, and Spain up to €225,000. Workers who suffer pay discrimination are entitled to full compensation
including back pay, and the burden of proof shifts to the employer.
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2. Country-by-Country Status — June 2026

Implementation has been slow and uneven. As of 10 June 2026 — three days after the deadline — only
four of the EU's 27 member states have full implementing law in force. The European Commission has
confirmed no extension will be granted and infringement proceedings are expected for at least ten member
states.

2.1 Fully transposed — law in force

Country \ Effective date Key details

Slovakia 7 June 2026 Act 76/2026 — first comprehensive implementation. Salary
ranges in ads required from day one.

Italy 7 June 2026 Legislative Decree 96/2026. Closely follows directive;
national collective agreements used as primary reference.

Lithuania 7 June 2026 Law XV-969 amending the Labour Code.

Malta 7 June 2026 Legal Notice 173 of 2026. Pre-employment salary disclosure

rules had already applied since 27 August 2025.

2.2 Partially transposed — some rules already in force

Country ' What is in force What is still pending
Poland Recruitment-stage Pay gap reporting rules delayed approximately 6 months
transparency rules, after publication of second draft.

including salary
disclosure before
interview and
restrictions on salary
history questions, have
been introduced.

Belgium French Community Federal private sector transposition has stalled. No draft
public sector only (since  published.
1 Jan 2025)

Czechia Pay secrecy ban + Broader reporting and transparency obligations still
salary history question expected.
ban
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2.3 Draft published — implementation delayed

Expected effective

Country ‘ date Key details

France 1 January 2027 (target) Draft law published; deadline missed. Existing 'Index Egalite’
framework has applied since 2019. Key elements still require
implementing decrees.

Netherlands 1 January 2027 (target) Draft closely mirrors the directive. EU Commission pushing
back on delay; infringement proceedings possible.

Denmark 1 January 2027 (target) Draft bill published.

Ireland No timeline confirmed Equality (Misc. Provisions) Bill covers pre-employment
transparency only; pay gap reporting omitted from current
draft.

Romania Targeted June 2026 — Comprehensive draft law; passage remains uncertain.

missed

Cyprus, Estonia, Latvia,  No confirmed date Drafts published but at various early stages.

Lithuania

2.4 No law in place — deadline missed

Country \ Current position

Germany No draft legislation published. Expert commission report issued. Existing
Entgelttransparenzgesetz falls short of directive requirements. Right to information likely
delayed to 2027.

Spain Prior public consultation on Royal Decree closed 8 May 2026; no draft text yet. Existing

salary registers/audits pre-date directive. Spain was previously fined €6.83m for missing
the Work-Life Balance Directive deadline.

Sweden Draft published January 2026, then suspended March 2026. Government is seeking
postponement and renegotiation at EU level. Existing annual pay surveys in place since
2009.

Finland Delayed — no draft published as of June 2026.

Greece, Slovenia, Several Member States had not yet published implementing legislation by the June 2026

Portugal, Austria, deadline.

Hungary, Bulgaria,
Croatia and others

Glen Callum Associates | Recruitment Specialists | 01384 485274 Page 4



3. The United Kingdom

Post-Brexit, the UK has no legal obligation to implement the EU directive. However, the direction of travel
from the UK government is clear: similar obligations are being actively considered and are likely to follow
within 2—-3 years.

3.1 What is already in force
e Gender pay gap reporting is mandatory for employers with 250 or more employees, under the
Equality Act 2010 — in force since 2017.

o Employees have the right to discuss their pay under Section 77 of the Equality Act 2010; pay
secrecy clauses relating to discrimination are unenforceable.

e Equal pay for equal work has been enshrined in UK law since 1970.

3.2 What is under consideration

e Salary ranges in job adverts: included in the government's call for evidence (April-June 2025). Not
yet law. Approximately 33% of UK job adverts currently omit salary information.

e Ban on salary history questions: also included in the 2025 call for evidence. Not yet law.

e Equality action plans: introduced under the Employment Rights Act 2025. Voluntary from April 2026;
mandatory from Spring 2027 for employers with 250+ staff. One of 18 recommended actions
explicitly includes 'increase transparency for pay.'

e Ethnicity and disability pay gap reporting: consultation closed June 2025. Equality (Race and
Disability) Bill expected during 2026, which would require 250+ employers to report on ethnicity and
disability pay gaps.

The UK currently has the highest rate of salary transparency in job postings in Europe — 56% of job ads
included salary information as of March 2026 (source: Indeed, via Euronews). This is above the
Netherlands (48%), France (43%), Ireland (39%) and ltaly (36%). However, this is voluntary market
behaviour, not legal requirement.
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4. Implications for Recruitment Professionals

The directive creates specific and enforceable obligations for external recruitment agencies operating in
countries where the directive has been transposed, not just for direct-hire employers.

4.1 What changes for agencies and recruiters

e Salary history questions are banned. This applies to recruitment agencies and their consultants
equally — verbal questions in interviews, written questions on application forms, and automated
screening tools are all prohibited in transposed countries.

e Job adverts placed on behalf of clients must include a salary range or pay band. The advertiser —
which may be the agency — carries responsibility for compliance.

e Where an Employer of Record (EOR) is the legal employer, the client company typically still controls
the job advert and interview process — and therefore carries the compliance responsibility for
transparency obligations.

e The obligation extends to automated tools — ATS platforms and screening software used by
agencies cannot be configured to collect salary history data in transposed countries.

4.2 Practical changes to adopt now
e Review all job advert templates to ensure salary ranges are included for any roles in countries where
the directive is in force or imminent.

e Remove salary history questions from all application forms, interview scripts, and reference check
processes across EU operations, and prepare UK equivalents.

e Advise clients that vague language such as 'competitive salary', 'market rate', or 'DOE (dependent
on experience)' will not be legally compliant in transposed territories.

e Update candidate communications to frame pay conversations around the stated band and objective
criteria, rather than the candidate's current package.

e For clients with 100+ employees in transposed countries, begin discussions now about pay structure
audits, job evaluation frameworks, and gender pay gap reporting timelines.

Competitive intelligence: employers who implement salary transparency proactively — even ahead of legal
requirements — report larger and more diverse candidate pools and faster time-to-hire. Automotive
aftermarket employers competing for technical and aftersales talent across borders have a real opportunity
to differentiate here.
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5. Key Dates and Timeline

Date Milestone

May 2023 EU Pay Transparency Directive (2023/970) formally adopted and published

6 June 2023 Directive entered into force

24 December 2025 Poland: recruitment-stage rules in force (salary ranges in ads + salary history ban)

7 June 2026 EU transposition deadline — Italy, Slovakia, Lithuania, Malta fully compliant. Majority
of member states have missed this deadline.

January 2027 (expected) France, Netherlands, Denmark expected to bring national laws into force

June 2027 First mandatory gender pay gap reports due from employers with 250+ employees in
transposed countries (using 2026 pay data)

Spring 2027 UK: Equality Action Plans become mandatory for 250+ employers (voluntary from
April 2026)

20262027 (expected) UK: Equality (Race and Disability) Bill expected to be published; ethnicity and

disability pay gap reporting obligations likely to follow

June 2031 Pay gap reporting obligations extend to employers with 100—-149 employees in
transposed EU countries

6. At-a-Glance Status Summary

Country Status Next step / timeline

Italy e LIVE In force from 7 June 2026

Slovakia e LIVE In force from 7 June 2026

Lithuania e LIVE In force from 7 June 2026

Malta o LIVE In force from 7 June 2026 (partial rules since Aug 2025)
Poland © PARTIAL Recruitment rules live since Dec 2025. Reporting delayed.
Belgium © PARTIAL Public sector (French Community) only. Private sector pending.
Czechia © PARTIAL Pay secrecy + salary history bans in force. Broader rules pending.
France A DELAYED Target: 1 January 2027

Netherlands A DELAYED Target: 1 January 2027

Denmark A DELAYED Target: 1 January 2027

Ireland . DRAFT ONLY Pre-employment rules only. No timeline confirmed.

Germany X NO DRAFT Bill expected 2026/27. Rights likely delayed to 2027.

Spain X NO DRAFT Prior consultation only. Deadline missed.

Sweden — STALLED Seeking postponement at EU level.

United Kingdom N/A Similar rules under consultation. No legislation yet.

All other EU states NO ACTION YET Infringement proceedings expected for 10+ member states.
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Disclaimer & Sources

This briefing has been prepared using publicly available legal and regulatory sources accurate as of June 2026,
including Pinsent Masons, Littler, L&E Global, Addleshaw Goddard, Remote Work Europe, Euronews Business, Bird &
Bird, Fox Williams, Freshfields, and the European Council. It is intended as a general market intelligence briefing and
does not constitute legal advice. Employers should seek independent legal counsel regarding their specific obligations
in each jurisdiction.
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