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Speakers

Director, Pay Strategy and 
Partner Success

Nancy Romanyshyn

Fair Pay thought leader, speaker, 
and compensation expert with 
25+ years of experience, both 
in-house and leading consulting 
engagements. She joined Syndio 
from Willis Towers Watson where 
she led their North America Fair 
Pay team. 

Senior Enterprise Account 
Executive

Dan Lee

Partners with leading companies 
in their evaluation process for a 
strategic workplace equity 
partner.  He has over 15 years of 
experience implementing SaaS 
tools in the HCM analytics / 
insights industry.



Expert Support 
and Consulting

Workplace 
Equity Platform

Enterprise platform to analyze, resolve, and 
prevent disparities in pay and opportunities

Our mission is to build 
expert-backed 
technology that helps 
companies measure, 
achieve, and sustain 
workplace equity.

200+ industry leaders trust Syndio 
including 30% of Fortune’s Most Admired Companies 

Legal best practices, statistics, reporting, 
and communications guidance and support



A dynamic landscape



A dynamic landscape

Investors and
the C-Suite

Employees Government

SEC human capital and ESG 
disclosures expand to include 

representation, pay equity, 
and fair HR practices as 

stakeholders push employers 
to fix a broken status quo

Demand for more 
transparency on pay and 

social issues, sharing pay via 
spreadsheets and sites like 

LinkedIn, as well as organizing 
unions

Globally, regulations 
continue to evolve with 

increasing requirements for 
reporting, transparency, and 
disclosures on pay gaps and 

DE&I



How dynamic?



Starting in 2023…

1 in 3 employees in the United States will be covered by pay disclosure legislation 
(and 1 in 6 by proactive pay disclosure legislation like New York City’s)

https://synd.io/blog_post/us-pay-transparency-legislation-cheat-sheet/

California will be the first state to require median/mean pay gap reporting 
(but likely not the last, since OFCCP Director Jenny Yang has said the agency 
will increase focus on enabling opportunity)



“Pay equity” vs. “pay gap”

● Tin Man and Scarecrow: $3,000/week ● The Munchkins: $50/week
● Cowardly Lion: $2,500/week
● Dorothy: $500/week

● Toto/trainer: $150/week



Oz has achieved 
100% pay equity.

Lead women in Oz earn 
18 cents on the dollar of 
their male peers.

Same data, two different stories



Equal access to 
opportunities

Equal pay for 
equal work

Equitable organizations get two 
things right

Workplace Equity



What workplace equity looks like

Hiring and 
Starting Pay

Offers that are 
competitive, consider 

relevant skills and 
experience, and align 

with pay for 
employees in similar 

roles

Performance 
and Rewards

Pay based on the 
principles outlined in 

our compensation 
philosophy, delivered 

fairly

Advancement, 
Promotions

Advancement and 
promotions based on 

the principles 
outlined in our 
compensation 

philosophy and open 
to all



From Syndios’ 2023 Workplace 
Equity Trends Report

https://synd.io/workplace-equity-trends-report/

Analysis
Frequency?

Local, 
global?

More than 
base 

salary?

National 
or local 
ranges?

Disclose 
pay gaps?

More frequent and 
in-depth analyses

Out of 400 companies, 
half conduct more often 
than once a year

A global view

85% of multi-national companies 
conduct global analyses, with 
37% conducting for each 
country in which they operate

More than base pay

Over half also analyze bonus 
and equity (where applicable)

National approach

Most (41%) of companies are 
creating ranges for all locations 
nationally

Disclosing pay gaps

While only a quarter currently 
disclose unadjusted and adjusted 
pay gaps, another third intend to in 
the next 12 months



Steps to Prepare



Steps to prepare

Assess and Analyze

Pay equity

Position in range

Pay program delivery

Pay gap (representation)

Prioritize

Individual outliers

Program misalignment

Process gaps

Act

Adjust individual pay

Refine programs

Introduce new pay 
governance process

Communicate across 
stakeholders

Create a feedback loop



At the employee level, 
analyze different 
dimensions of individual 
employee pay

● Pay equity
● Position-in-range
● Market analysis 

Zoom in on pay delivery



At the job function 
level, analyze

● What are the 
drivers of pay?

● Are they 
consistent?

Zoom out on pay drivers



Unpack the pay gap

65%

60%

55%

50%

45%

Syndio Confidential — Subject to Change

Unpack pay 
gap by

● Function
● Level



Analyze movement between levels and job families

Analyze by

● Available 
internal 
talent

● External 
benchmarks

Syndio Confidential — Subject to Change



Model pay ranges for posting

Current salary range

Range from pay equity 
analysis

Current salaries for job

Recent hires



Leading companies are:
Conducting strategy sessions with key stakeholders to 
discuss workplace equity goals, key messages, and 
communications vehicles

Enhancing narratives for greater disclosures (e.g. ESG 
metrics, SEC disclosures, DE&I reports)

Preparing leadership with the business case, content and 
plan for transition to pay transparency

Enlisting special team of Subject Matter Experts and 
equipping with talk tracks, FAQs, and train-the-trainer 
presentations

Communicate

How is pay determined?  
How do we determine 

”market?”

Where does my pay sit 
in the range?      What 

is my range?

What is our 
compensation analysis 

process?



Elevance Health

CEO’s challenge for our 
team:

“Find a third-party neutral 
organization that can certify 
us, look at what we’re doing 
and say, these are industry 
best practices that are 
substantial, justifiable and 
defensible”

Getting buy-in from 
multiple stakeholders, 
beginning with HR

• Engagement from the top

• Educating on the analysis 
and findings

• Course-correcting current 
approaches (e.g., 
reminding people what the 
salary range represents 
and how to interpret 
placement in range)

A new process for starting 
pay with data informed 
decision-making

• Bringing together market 
data + pay equity analysis 
to create new hire rates

• Acting as a strategic 
partner with Talent 
Acquisition

• Using data visualization as 
a tool in change 
management



Elevance Health: Lessons Learned

Communicate in multiple ways and frequently

Traditional communications 
worked for leadership, not 
as much for the broader 
organization

Created the People Leader Journey: 
Videos, infographics, role cards

Put in practice by Talent Acquisition 
and supplemented by Intranet

Moved beyond traditional corporate 
communications and engaged Learning 
& Development



Thank you
To learn more about Syndio, visit 

syndio.com or contact
Dan Lee at 

dan.lee@synd.io
Nancy Romanyshyn at 

nancy.romanyshyn@synd.io
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