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Directive (EU) 2023/970 (Equal Pay) - Update Netherlands: draft legislative proposal

On 26 March 2025, Minister Van Hijum of Social Affairs and
Employment published a draft legislative proposal aimed at
addressing wage disparities between men and women.
Additionally, an online consultation has been opened, allowing
stakeholders to provide substantive feedback on the draft
proposal. Participation in the online consultation is possible
until 7 May 2025.

What is the purpose of this legislative proposal?

On 10 May 2023, Directive (EU) 2023/970 was established to
strengthen the application of the principle of equal pay for
men and women for equal or equivalent work through pay
transparency and enforcement mechanisms. The goal of the
Directive is to promote equal pay for men and women by
introducing pay transparency measures. The Directive sets
minimum requirements for equal pay for men and women for
equal or equivalent work and for pay transparency. This
directive applies to employers in both the public and private
sectors and is relevant for all employees with an employment
contract.

EU member states have been tasked with transposing this
Directive into national legislation by 7 June 2026, at the
latest. The draft legislative proposal published by Minister Van
Hijum, known as the Implementation Act for the Pay
Transparency Directive for Men and Women (Wgbmv),
incorporates the directive into Dutch law. The directive will be
integrated into the Equal Treatment Act for Men and Women
(Wgbmv).

What does this legislative proposal mean for employers
and employees?

On one hand, the proposal aims to impose transparency
obligations on all employers. This includes requirements for
transparency regarding pay prior to hiring, a prohibition on
inquiring about salary history during employment
negotiations, gender-neutral job titles and advertisements,

openness about pay progression, and the right to information.

On the other hand, employers will need to map and report on
pay disparities.

The transparency obligations apply to all employers,
regardless of the size of the organization. For employers with
at least 100 employees, there will also be a reporting

obligation and a pay evaluation requirement.

Transparency and reporting obligations

Number of employees

Employers with:

= 100 to 250 employees Report every 3 years

= 250 or more employees Report annually

= 150 with or more employees First report by 7 June 2027

= 100 to 150 employees First report by 7 June 2031

Companies must provide employees with sufficient access
to objective criteria based on which remuneration is
determined and provide information upon request that
offers insight into pay disparities within the organization.

Companies are also encouraged to provide training and
resources to management and HR professionals regarding
pay inequality to ensure compliance and raise awareness.

Who qualifies as an employee?

Employees include those with an employment contract
(or public law appointment), including part-time workers,
and individuals provided as labor to another under their
supervision (such as temporary workers or payroll
employees). The existence of an employment contract is
assessed based on Article 7:610 of the Dutch Civil Code
(wage, work, and authority). Some measures also apply
to applicants who do not yet qualify as employees.

The obligations in the Wgbmyv apply in principle to both
the hirer and the lender. For temporary workers, only the
hirer is required to report on the labor provided to them.
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What must employers report?
Employers will need to report on the following:

The pay gap (the difference in average pay levels
between female and male employees, expressed as a
percentage of the average pay level of male employees).
The pay gap in additional or variable components.

The median pay gap (the difference between the median
pay level of female and male employees, expressed as a
percentage of the median pay level of male employees).
The median pay gap in additional or variable
components.

The proportion of female and male employees receiving
additional or variable components.

The proportion of female and male employees in each
guartile pay scale.

The pay gap between employees broken down by
categories of employees and by base salaries and
additional or variable components.

The Ministry of Social Affairs and Employment will develop
methods and tools and provide resources to assist
employers in establishing pay structures. This can help
employers compare the value of work.

As mentioned earlier, the legislative proposal must come

into effect by 7 June 2026, at the latest. Are you prepared

for this new law? What can you do now?

= Conduct a readiness assessment to determine if you are
prepared for this new law.

= Review your job and salary structure in light of the pay
transparency rules.

= Provide training to your stakeholders to raise awareness.

= Develop an action plan to engage with your works
council.
= Set up a hotline for employee inquiries.

We will closely monitor this draft legislative proposal and
will inform you as soon as relevant changes or further
information becomes available.

Questions? Please contact:

Joost Smits
06-2908 3864
joost.smits@nl.ey.com

llse Jansen
06 2125 2089
ilse.jansen@nl.ey.com

Bob van de Kerkhof
06 5246 5695
bob.van.de.kerkhof@nl.ey.com

Huub van Osch
06 5544 2048
huub.van.osch@hvglaw.nl

Emilie Boot
06 2908 4376
emilie.boot@hvglaw.nl
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EY | Building a better working world

EY is building a better working world by creating new value for
clients, people, society and the planet, while building trust in
capital markets.

Enabled by data, Al and advanced technology, EY teams help
clients shape the future with confidence and develop answers for
the most pressing issues of today and tomorrow.

EY teams work across a full spectrum of services in assurance,
consulting, tax, strategy and transactions. Fueled by sector
insights, a globally connected, multi-disciplinary network and
diverse ecosystem partners, EY teams can provide services in
more than 150 countries and territories.

Allin to shape the future with confidence.

EY refers to the global organization, and may refer to one or more, of the member firms of
Ernst & Young Global Limited, each of which is a separate legal entity. Ernst & Young Global
Limited, a UK company limited by guarantee, does not provide services to clients.
Information about how EY collects and uses personal data and a description of the rights
individuals have under data protection legislation are available via ey.com/privacy. EY
member firms do not practice law where prohibited by local laws. For more information
about our organization, please visit ey.com.

© 2025 EY Belastingadviseurs B.V.

All Rights Reserved.

ED none.

This material has been prepared for general informational purposes only and is not intended to be

relied upon as accounting, tax, legal or other professional advice. Please refer to your advisors for
specific advice.
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About HVG Law

HVG Law B.V. (HVG Law) ranks amongst the top Dutch law firms and is
characterized by an entrepreneurial, innovative and solution-driven
approach. With more than 150 dedicated and pragmatic lawyers, including
(candidate) Civil Law Notaries, HVG Law offers high-quality, legal services in
a broad and multidisciplinary context. Our lawyers are active in all legal
areas and sectors relevant to business, directors, shareholders and
government authorities and have knowledge of your business and your
market. At our offices in Amsterdam, Rotterdam, Utrecht, Eindhoven, New
York, Chicago and San Jose (i.e., Donahue & Partners LLP in the USA), we
are able to offer our legal services to national and international clients.

HVG Law B.V. is a private limited liability company established under the
laws of the Netherlands. HVG Law B.V. has its principal place of business at
Boompjes 258, 3011 XZ Rotterdam, the Netherlands and is registered with
the Dutch trade register of the Chamber of Commerce under number
92703143. HVG Law B.V. has a strategic alliance with EY
Belastingadviseurs B.V. and is part of the global

EY Law network. Our services are subject to general terms and conditions,
which inter alia contain a limitation of liability clause and a choice of forum.
These general terms and conditions are filed with the Dutch trade register of
the Chamber of Commerce and can be downloaded at hvglaw.nl.

hvglaw.nl | © 2024 HVG Law B.V.
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