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Moderation



 Recording
The webinar  will be  recorded . Cameras  and microphones  are  
only  active  for the speakers .

 Q&A instead  of chat
The chat  is  disabled -  please  use  the Q&A function  for 
questions . We'll  take  time for these  at the end!

 Duration & agenda
Planned: approx . 45 minutes  of content  + 15 minutes  Q&A.

 Follow - up
Attendees  will receive  the link to the recording  by email  
afterwards .

Disclaimer: This webinar is intended solely for general information and the exchange of experience. gradar does not provide l ega l advice and does not replace an 
individual legal review or advice from a qualified lawyer or other appropriately authorized expert. gradar accepts no liabili ty for decisions or actions taken on the basis 

of the webinar content. Please consult appropriate legal advice for legal questions and binding assessments.

Housekeeping – What you should know.
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Many people  are  afraid  of a job  evaluation  project !

Often  in the past

Expensive

Complex

Dependency

But it can  also be  done  
differently !

Cost -efficient

Pragmatic

Independence
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Job Evaluation: Determining  the equivalence  of work

Analytical evaluation

EU factors : 
• Compentencies
• Responsibilities
• Effort
• Working conditions
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What  is  a job  architecture ?

Job family

Grade
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Compliance should  be  use d as one  of the drivers  but not the main  
driver : EU Pay Transparency Directive

Rules
1 –  49 

employees
50 –  99 

employees
100 –  149 
employees

150 –  249 
employees

250+ 
employees

Right to equal pay + sanctions
From June 2026 for employers of all sizes

Pay transparency for employees & candidates

Determining the equivalence of work ✓ ✓ ✓ ✓ ✓

Pay transparency already in the application process ✓ ✓ ✓ ✓ ✓

Ban on asking about previous pay ✓ ✓ ✓ ✓ ✓

Gender -neutral language ✓ ✓ ✓ ✓ ✓

Transparency on how pay and pay progression are 
determined 

Optional and 
country -

dependent
✓

✓ ✓ ✓

Right to information ✓ ✓ ✓ ✓ ✓

Explicit permission for employees to disclose their own 
pay ✓ ✓ ✓ ✓ ✓

Reporting for the public & government Optional and country -dependent From June 2031
every three 

years

From June 2027
every three 

years

From June 2027
annuallyJoint pay assessment Optional and country -dependent

Important: Some rules may vary by country
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Job Evaluation is  the foundation  for all HR processes

Compensation strategy

Talent management Competency management

Pay bands Workforce planning Benchmarking

HR systems (HRIS)

Job evaluation — the shared foundation for every process
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Using  role - specific  competencies  as the base  for Talent 
Management
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Introducing  a compensation  structure  as the base  for 
compensation  strategy

• Analysis of internal pay
• Optional: Market analysis
• Identifying  outliers
• Defining  a compensation  philosophy
• Designing  pay  bands incl. cost  calculation
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Building up  the foundation  for all HRIS processes
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What  a job  evaluation  platform  delivers

Documented evaluation & re - grading

Roles change constantly. The platform re -evaluates 

as they do, instead of waiting for the next big project.

Live, evaluation - linked pay bands

Bands update with the underlying data — not a 

spreadsheet that goes stale after six months.

System integration

Connects to the HR systems already in use, e.g.

Workday or SuccessFactors, instead of living in a silo.

Audit - ready documentation

Every grading decision stays traceable and defensible 

when a regulator, works council or employee asks.

Technology & AI doesn’t replace the evaluation — it keeps it accurate, connected and defensible over time.
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Now come the next steps for long-term success:

Implement

Build the operating model

Governance, roles and 
communication

Embed

Make it part of HR

Systems, talent and pay 
processes

Monitor

Keep it current

Review changes and 
stakeholder feedback

merities.com

You have chosen the best JE methodology for your organisation
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Implement

merities.com

Project plan:
- Roles & 

responsibilities
- Governance

Evaluate:
- Roles
- Consistency
- Sign-off

Workload:
- Slotting
- Job architecture

Communicate:
- Line managers
- Employees
- Workers’ Reps
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A methodology creates 
value when it becomes 
part of everyday HR 
decisions and is 
embedded across 
multiple HR processes.

HRIS systems

Recruitment

Talent development

Compensation and benefits

Appeals and grievances

Pay transparency 

Embed

merities.com 14



Review
& refresh

Monitor

merities.com

Team & 
roles

Business 
change

Feedback HRIS & 
processes
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Questions?
Please use the 
Q&A function

Book a demo  with  us  via 
https://calendly.com/d/2yf - b9z - zmn 

16

https://calendly.com/d/2yf-b9z-zmn
https://calendly.com/d/2yf-b9z-zmn
https://calendly.com/d/2yf-b9z-zmn
https://calendly.com/d/2yf-b9z-zmn
https://calendly.com/d/2yf-b9z-zmn


If  you'd  also like to get  started , reach  out to us  or  to 
better@gradar.com . 

James Mackay
Head of UK | gradar

James.mackay@gradar.com

Lisanne Metz
COO | gradar

lisanne.metz@gradar.com

Interested  in how  gradar  can  support you ?

Book a demo  with  us  via 
https://calendly.com/d/2yf -
b9z - zmn 
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Interested in how Merities Consulting can support you?

Rachel Gibbs
rachel.gibbs@merities.com

merities.com 18
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