(ORGANIZATION NAME) Policy

Equal Pay Policy

	Area:
	Approved By:
	Most Recent Approval Date:

	· Corporate Governance Policy
	Board of Directors
	June 9, 2007

	· Corporate Functions Guideline
	CEO
	

	· Financial Functions Guideline
	CFO
	

	· Clinical Functions Guideline
	CMO
	


	First Approval Date: 1992
	
	Next Review Due: 2009

	Dates Reviewed: 1994 - 2005
	
	Dates Revised: 1999, 2007

	Dates Revisions Announced to Staff:



	Purpose:
	To guarantee that there is not any wage discrimination based on race, color, sex, religion, national origin, age, disability, pregnancy, sexual orientation, HIV / AIDS status and/or status a veteran or member of the armed services, between (ORGANIZATION NAME) staff members who are performing comparable duties for (ORGANIZATION NAME).

	Mandated by:
	Civil Rights Act of 1964 – Title VII (race, color, religion, sex, national origin)

Age Discrimination in Employment Act of 1967 (age)

Americans with Disabilities Act of 1990 (disability)

Equal Pay Act of 1963 (sex)

Rehabilitation Act of 1973 (disability)

Pregnancy Discrimination Act (pregnancy)

Texas Labor Code – Chapter 21

Uniformed Services Employment and Reemployment Rights Act (military)

TX HHSC (HIV/AIDS)

	Applies to:
	(ORGANIZATION NAME) corporate governance.

	Definitions:
	· “(ORGANIZATION NAME) staff” is defined as all employees and contractors of (ORGANIZATION NAME) as well as staffing agency employees placed at (ORGANIZATION NAME).  A “(ORGANIZATION NAME) staff member” is any individual included in the previous definition.

	For more information:
	· Equal Employment Opportunity Commission: www.eeoc.gov/types/epa.html 
· Department of Labor: www.dol.gov
· Texas Workforce Commission (Civil Rights & Discrimination page):  www.twc.state.tx.us/customers/jsemp/jsempsubcrd.html  

· Texas Administrative Code, title 1, part 15, chapter 379, subchapter c.  http://info.sos.state.tx.us/pls/pub/readtac$ext.ViewTAC?tac_view=5&ti=1&pt=15&ch=379&sch=C


Text of Policy:

(ORGANIZATION NAME) reaffirms its commitment to non-discrimination through this policy specifically protecting (ORGANIZATION NAME) staff members from wage discrimination based on race, color, sex, religion, national origin, age, disability, pregnancy, sexual orientation, HIV / AIDS status and/or status a veteran or member of the armed services.

(ORGANIZATION NAME) provides equal pay for equal work while permitting wage differences based on non-protected factors such as seniority, merit, quantity or quality of production.  Differences in wages and benefits also exist based on employee classification.

(ORGANIZATION NAME) does not pay unequal wages based on race, color, sex, religion, national origin, age, disability, pregnancy, sexual orientation, HIV / AIDS status and/or status a veteran or member of the armed services to staff members who perform jobs that require substantially equal skill, effort and responsibility, and that are performed under similar working conditions within the same establishment. Each of these factors is summarized below:

· Skill - Measured by factors such as the experience, ability, education, and training required to perform the job. The key issue is what skills are required for the job, not what skills the individual employees may have. For example, two bookkeeping jobs could be considered equal even if one of the job holders has a master's degree in physics, since that degree would not be required for the job. 

· Effort - The amount of physical or mental exertion needed to perform the job.  If one job requires more physical or mental exertion than another, it would not be a violation of this policy to pay more to a staff member holding that job. 

· Responsibility - The degree of accountability required in performing the job. For example, a an (ORGANIZATION NAME) administrative employee who is delegated the duty of submitting financial reports more responsibility than other administrative employees. On the other hand, a minor difference in responsibility, such as opening or closing the office, would not justify a pay differential. 

· Working Conditions - This encompasses two factors: (1) physical surroundings like temperature, fumes, and ventilation; and (2) hazards. 

· Establishment - The prohibition against compensation discrimination applies only to jobs within an establishment. An establishment is a distinct physical place of business rather than an entire business or enterprise consisting of several places of business. However, in some circumstances, physically separate places of business should be treated as one establishment. For example, if a central administrative unit hires employees, sets their compensation, and assigns them to work locations, the separate work sites can be considered part of one establishment. 

Should a pay differential which violates this policy be found to exist, (ORGANIZATION NAME) shall correct it by increasing the pay of the lower paid employees (i.e. the more highly paid employees will not face a wage reduction). [image: image1][image: image2][image: image3][image: image4][image: image5][image: image6][image: image7][image: image8][image: image9][image: image10][image: image11][image: image12]
