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EU PAY TRANSPARENCY: YOUR EXPAT PACKAGES JUST
BECAME A TICKING COMPLIANCE BOMB

The European Union's Pay Transparency Directive is about to upend how companies
structure international assignments, and most Global Mobility teams are walking straight
into a buzzsaw.

Here's what's keeping me up at night: Under this Directive, every benefit and allowance
you provide to expatriate employees now counts as compensation when evaluating pay
equity. That generous housing allowance, the COLA you carefully calculated, the
international school fees, that tax equalization package you thought was just good
practice? They're all part of the pay gap calculation now. And when your expat in
Frankfurt's total comp dwarfs their local colleague's, even if it's entirely justified by
mobility costs, you've got a compliance problem that could trigger regulatory action.

The clock is ticking. National transpositions are due by June 7, 2026, with enforcement
starting on 2026 data in 2027. That's not some distant future; that's your next assignment
cycle.

Everyone's In Scope (Yes, Even That Person)

The Directive casts a wide net: all workers performing duties within the EU, regardless of
nationality, where they're contracted, or who cuts their paycheck. Your American
executive on a three-year stint in Paris? Covered. Your Singapore-based engineer doing a
six-month project in Amsterdam? Covered. That consultant you're paying through a
third-country entity but who's physically working in Dublin? You guessed it, covered.

And when the EU says "pay,” they mean everything that hits an employee's pocket: base
salary, bonuses, every benefit-in-kind, relocation support, education subsidies, housing,
hardship allowances, and yes, tax equalization. Suddenly, compensation packages that
made perfect sense yesterday look wildly imbalanced today.

Here's the number that should make you nervous: 5%

Any pay difference exceeding 5% within comparable employee groups triggers
mandatory joint assessment with employee representatives. You'll need objective,
gender-neutral justifications ready, or you're facing regulatory scrutiny.

Let me paint you a picture: Two senior managers, both earning €120,000 base. Your local
hire gets standard benefits worth €15,000. Your expatriate? Same base, but add
€40,000 for housing, €20,000 for cost-of-living, €15,000 for the kids' school. Total
package: €195,000. That's a 53% differential staring back at you from a compliance
report. Now imagine explaining that gap to a regulator who's looking for gender
discrimination patterns. Still comfortable with those ad-hoc assignment packages?

Why Your "Flexible” Approach Is Now Your Biggest Risk
| get it. For years, we've prided ourselves on crafting bespoke assignment packages. Each

one carefully negotiated, perfectly tailored to the individual's needs and the business's
urgency. It's been the hallmark of sophisticated Global Mobility programs.
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It's also about to become your Achilles’ heel.

When every assignment is a special snowflake, you create a pattern of inexplicable
variations. Why does your male executive in Munich get 30% housing support while your
female director in Milan gets 20%? Why did you gross up one package for taxes but not
another? When regulators come knocking, not if, when, "we negotiated each one
individually” sounds less like flexibility and more like potential discrimination.

Early analysis is revealing an uncomfortable truth: women often receive less robust family
support or hardship allowances in their packages. Whether intentional or not, these
patterns will surface under Pay Transparency scrutiny. The question is whether youl
discover them first or let a regulator point them out.

Your Three-Step Survival Guide

The good news? You don't have to blow up your entire mobility program. You just need to
get strategic about structure where it counts.

Step 1: Treat Expats Like the Different Animals They Are
Stop trying to force square pegs into round holes. International assignees should be
categorized as a distinct worker group, separate from local employees. Base this on
objective, gender-neutral criteria:

e Cross-border complexity of the role

e Temporary nature of the assignment

¢ Home-country ongoing obligations

¢ Dual-location responsibilities
This isn't gaming the system—it's acknowledging reality. An expatriate Finance Manager in
Amsterdam navigates complexities a local Finance Manager never faces. Comparing their
total compensation without acknowledging these differences is like comparing apples to
international, tax-equalized, housing-supported oranges.
Step 2: Replace "Let's Make a Deal” with "Here's Our Policy”
I know, | know. Policies feel restrictive. But a well-designed global mobility policy is your
best defense against discrimination claims. It transforms subjective negotiations into
objective applications of documented criteria.
Your new policy bible needs:

e Crystal-clear eligibility criteria that prove benefits are role-related, not person-
related
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o Documentation that would satisfy your pickiest auditor (because eventually, it will
have to)

e Regular audits to ensure men and women have equal access to international
opportunities

You can still maintain flexibility—just within defined parameters. Think of it as moving from
improv theater to jazz: there's still room for creativity, but everyone's working from the
same sheet music.

Step 3: Show Your Math (Before Someone Makes You)

Start treating every assignment package like it's going to be audited, because under Pay
Transparency, it essentially will be. Document everything:

Why this housing allowance percentage?

What cost-of-living index did you use?

How did you calculate the education support?

What makes this a hardship location?

Run simulations now using your full compensation data. Find your 5% breaches before
regulators do. Build standardized matrices that transform "because | said so" into
"according to our established framework based on Willis Towers Watson data.”

And please, for the love of all that's holy, get your host HR, tax, and mobility teams talking
to each other. Nothing screams "we don't have our act together" like three different
departments giving three different answers about the same employee's compensation.

The Multi-Speed Train Wreck

Here's a fun complication: EU member states are implementing this Directive at different
speeds with different interpretations. What flies in France might fail in Finland. Smart
companies are appointing someone (hint: this could be you) to track each country's
specific requirements and timeline. Because "we didn't know Belgium interpreted it that
way" isn't a defense.

_Turn Compliance Into Competitive Advantage

Look, you can approach this two ways. You can wait until 2026, scramble to comply, and
hope regulators are too busy to notice your hastily assembled justifications. Or you can
use this as the catalyst to build the world-class mobility program you've always wanted.

Companies that get ahead of this will discover something powerful: a well-documented,
policy-driven mobility program doesn't just avoid regulatory penalties. It actually works
better. Employees understand what they're getting and why. Finance can predict costs.
HR can ensure equity. And you? You get to stop playing defense and start playing offense.
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The companies that transform their programs now won't just be compliant, they'll have a
decisive advantage in deploying global talent. While competitors are explaining their pay
gaps to regulators, you'll be executing international assignments with confidence and
clarity.

The Bottom Line

In eighteen months, every company with EU operations will be scrambling to address Pay
Transparency requirements. The smart ones are starting now. The really smart ones are
turning this compliance requirement into an opportunity to build something better.

At Global Mobility Adviser, were helping companies navigate this transition before it
becomes a crisis. Were evaluating current programs, identifying exposure points, and
designing policies that satisfy both regulators and business needs. Because great Global
Mobility isn't about avoiding problems, it's about building programs that work so well,
compliance becomes automatic.

Ready to turn your ad-hoc assignment approach into a strategic capability? Let's talk.
-Because the only thing worse than dealing with Pay Transparency requirements is dealing
with them after a regulator has already found your problems.

Need help preparing for EU Pay Transparency? Global Mobility Adviser specializes in
transforming reactive mobility programs into strategic, compliant operations. Contact us
at Michael@globalmobilityadviser.com or visit www.globalmobilityadviser.com . Because
when it comes to compliance, early birds don't just get the worm, they avoid the fines.
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