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Pay transparency in 
job advertisements –
recruitment on an 
equal footing
Jonas Jatsch, PostFinance AG
Elisabeth Jenni Garza, Swiss Post AG



Elisabeth Jenni Garza
Senior Specialist Compensation at 
Schweizerische Post AG

Since May 2020, responsible for 
implementing and developing
various remuneration issues for 
Swiss Post Group. 
Previously working as a 
compensation specialist at 
PostFinance Ltd and BASF 
Switzerland Ltd. 

Who we are – your speakers today
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Jonas Jatsch
Senior Specialist Compensation at 
PostFinance AG

Since March 2021, responsible for 
Total Rewards at PostFinance.

Previously at Baloise Group  
Compensation Specialist and 
other HR roles.



Who we are – PostFinance and Swiss Post overview
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Live in line with values. And create value. For 
people, companies and the entire country.

That is who we are: Switzerland’s bank.

“We bring Switzerland together –
every day since 1849”

Addressed 
letters1,745 

million 

294 
million 

156 
million 

Delivery staff 
Parcels

Carried 
passengers

Employees 
47,318

Various 
professions 100

3

Third-largest 
employer 
in Switzerland  

2.5 million
Customers

34 branches and 

57 offices

3,757 employees

96% of our employees would recommend us
as an employer.

over 1.3 billion
payment transactions



The environment is changing – Even if the EU Pay 
Transparency Act doesn’t affect us, can we ignore it?
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By June 2026, EU states must transpose the EU Pay Transparency Act into 
national legislation. Essentially, this means:
 Wage transparency: companies have to disclose information on 

employees’ salaries to fight pay discrimination.
 Reporting obligation: companies with more than 250 employees must 

report annually on the gender pay gap. Smaller companies have to do 
this every three years.

 Right to information: employees have the right to receive information 
about the average level of pay and the criteria for determining pay.

 Protection against discrimination: the Directive protects workers from 
gender pay discrimination and provides for compensation for those 
affected.

 Sanctions: companies can be fined for failing to comply with the rules.



Wage transparency – transparency is nothing new for us
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Salary brackets
(CA extract)

Executive pay
reporting (2023 statement)

Remuneration
report(extract 2023)



Disclaimer - No, we do not publish our employees’ salaries on 
the intranet!
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External wage transparency:
- Indicate a salary range in the job advertisement for the typical entry-level salary in the advertised function
- Publicly accessible salary bands per function level and salary region
- Remuneration of top management (remuneration report, management salary reporting)

Salary transparency internally:
- Employees can request information on their own position within the salary bracket
- Internal benchmark for functions in own unit to managers (PostFinance)

What remains confidential? 
- The total view of all salary grades per function
- The effective salaries per employee



How it all began – equal pay as the primary trigger
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The collective agreement (CA) für Die Schweizerische Post and PostFinance, 
valid from 01.01.2021, under article 2.27, para. 6 (equal pay):

“The employer ensures wage transparency in job advertisements.”

 The passage was introduced by the employer into the CA negotiations, primarily as a proposal to 
strengthen equal pay.

 Salary transparency promotes equal pay in general and between women and men.
 While wage transparency is already common in job advertisements in some countries and sectors, 

PostFinance is ahead of the game as a Swiss financial service provider First Mover and Swiss Post as one 
of the largest employers in Switzerland.

 Salary transparency is also helpful for positioning yourself as a fair and transparent employer.
 Yet at first nothing happened...



The beginnings – The will is there, but...
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Challenging:
- Appropriate structuring of salary transparency in the conflicting internal <-> external 

perspective
- Very broad and overlapping salary bands in the CA
- No salary according to table
- Lots of history in the salary system
- Individual team view vs comprehensive PostFinance/Group view
- Fears of contact with line management and within HR

Helpful:
- Clean function architecture
- Good preparation of data on internal salary structure
- Mandatory target salary bands per function (Swiss Post)



Procedure – One Group, different approaches
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Classification:
 Salary range defined individually for each vacancy
 Bandwidth of at least CHF 5,000, maximum 

CHF 20,000
 A look at actual salary ranges within the function
 A look at the salary structure in the team

Procedure:
 2021: decision in HR management team and 

technical preparation
 2022: pilot phase in Customer Center and IT
 2023: gradual introduction for all CA and middle

management functions

Classification:
Salary range defined uniformly across Swiss Post per 
function level or function: 
 For low CA functions: CA minimum for function

level + CHF 10,000
 For all other functions: 

lowest salary for the function +CHF 10,000 to CHF 
+25,000

 Isolated deviations, especially for lateral internal 
development functions

Procedure:
 2021: decision made by HR management team
 Pilot phase and fine-tuning of the system
 2023: nationwide introduction of Swiss Post CA
 2024: gradual introduction for management
 Outlook: expansion to other companies



Procedure – One Group, different approaches
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Looking back – our conclusion after around 18 months
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How was it received?
 Feedback from applicants was predominantly very 

positive.
 In job interviews, we’re on an equal footing in terms 

of salary.
 The number of applications with a high fit has 

increased.

What would we have done differently?
 Hen / egg problem: wage transparency inwards 

first?
 Faster implementation, less support required than 

expected.

What challenges remain?
 Wide range of salaries, especially among IT 

specialists

How was it received?
- Very positive reactions in the media and social

media (employer attractiveness, reputation, 
pioneering role)

- Positive response from candidates, managers
and HR advisors

- Quality and quantity of applications stable to 
slightly increased

What would we have done differently?
- Broad commitment before CA negotiations

What challenges remain?
- Swiss-wide salary ranges vs. local salary structure
- Resolving a team perspective
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Questions?


