
How to perform an equal 
pay audit

One of the requirements of EU 
ESG reporting is the provision  
of pay equality information. 
Among other things, the EU 
requires member states  
to introduce measures to 
ensure that employees have 
access to information on pay 
criteria and remuneration 
policies in place at their 
workplace. Such a report should 
be preceded with an audit  
of the remuneration system. 
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I. ESG equal pay audit 

II. Step one – analyze data 

An ESG equal pay audit consists of assessing an organization’s pay 
practices in the context of gender and pay equality. It includes an 
analysis of the gender pay gap, identification of the reasons behind the 
gap and evaluation of the actions taken by the company to reduce or 
eliminate it. Through detailed analysis, identification of reasons and 
implementation of remedial actions an ESG equal pay audit can contri-
bute to creating a more equitable and sustainable workplace. 

The first step in performing an ESG equal pay audit is to collect and 
analyze the company’s pay data in order to identify any differences 
between the pay of men and women, as well as other groups of employ-
ees. This should include all obtainable data, including information on 
the pay, position, gender, length of employment, experience, depart-
ment within the organization, etc. Pay discrimination can also manifest 
itself in unequal treatment of employees when it comes to access to 
additional benefits, such as healthcare, insurance, social allowances, 
etc. It is therefore necessary to obtain data on eligibility rules for 
so-called fringe benefits.  

III. Step two – compare 
The next step should be to compare the pay of 
employees in similar positions, with similar 
skills and experience to determine if a pay gap 
exists. Differences in pay should be analyzed in 
terms of percentages and values, taking into 
account various factors that affect employee 
pay. It is important to remember that pay 
discrimination consists of differentiating 
employee pay based on their personal characte-
ristics, such as gender, age, ethnicity, sexual 
orientation or disability, instead of based on 
their skills, experience and professional duties.   



V. Step four – evaluate policies 
Once the appropriate data are collected and relevant analyses 
performed, the next step is to evaluate the company’s remuneration 
policies and hiring practices for compliance with gender equality 
rules. This requires a review of remuneration structures, bonus 
systems, advancement policies, equal opportunity policies, etc. This 
stage should end with an assessment of the effectiveness of the 
company’s policies in preventing pay inequality. It should be stressed 
that pay discrimination may also occur in the context of professional 
advancement and granting of bonuses. If employees are not promo-
ted or do not receive the bonuses they deserve because of their 
personal characteristics, this may be considered a form of pay 
discrimination. If a company has no clearly defined remuneration 
criteria and procedures, this can lead to situations where remunera-
tion decisions are made based on prejudices or personal preferences, 
which can lead to pay discrimination. 

IV. �Step three – identify 
reasons for 
differences 

Step three consists of identifying the reasons for 
the differences in pay, i.e. analyzing such reasons 
as gender discrimination, lack of transparency in 
remuneration policies, advancement inequality, 
gender stereotypes, etc. It should also include 
analyses of the company’s remuneration systems 
and decision-making processes in order to identify 
areas where discrimination or inequity can take 
place. Interviews with employees and management 
are also recommended to obtain an understanding 
of the potential reasons behind the pay gap.



VI. Step five – report

VII. Step six – implement remedial action 

The findings from the previous steps make it possible to prepare reports containing the 
results of pay data analysis and pay equality evaluation, which should be made available 
to the management, stakeholders and to the public as part of ESG reports. This promotes 
pay transparency and actions taken to improve pay equality. An ESG report on pay 
equality should be a detailed document with information on the actions taken by the 
organization to promote equal pay, as well as on the results of those actions. 

The last step is to develop plans aimed at reducing or eliminating the pay gap, if any. 
This may require the implementation of changes in remuneration policies, hiring 
procedures, advancement systems, etc. Companies should also plan and organize pay 
equality, gender awareness and similar training for their employees and management 
staff. They should develop systems to monitor and assess progress in achieving pay 
equality objectives, along with specific indices that are measured and analyzed in this 
context.
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The information
presented herein

does not constitute
comprehensive  

information or opinion. 
Consult your

adviser before
making any decisions.

BDO is an international network of independent audit and advisory firms. Service provision within the BDO network  
is coordinated from the Brussels global office. BDO’s beginnings go back to 1963. We have been present in Poland since 1991.  

We have 5 offices in: Warsaw, Kraków, Poznań, Wrocław and Katowice. 
BDO has for years been recognized in prestigious rankings of the activities performed by its Audit and Tax Advisory Departments,  

including most recently:
The last distinctions for the company are related to the Rankings:

Companies and Tax Advisors of Dziennik Gazeta Prawna for 2022:
❚ 1st place The Best Tax Advisor in the category of medium-sized companies 

The 2022 rankings prepared by the Rzeczpospolita and Parkiet dailies:
❚ 4th Most Active Firm on the Stock Exchange

❚ 5th Best Audit Firm
❚ 6th Best Auditor of Listed Companies

BDO spółka z ograniczoną odpowiedzialnością sp.k., ul. Postępu 12, 02-676 Warszawa; 
tel.: +48 22 543 1600, fax: +48 22 543 1601, e-mail: office@bdo.pl


