Principles for implementing an equal pay policy

Principles – Discretionary payments

Where discretionary payments are made they should be available to men and women workers on the same basis.

· Criteria for making the payments should be transparent. 

· Criteria used to determine the level of the payment should be objective. 

· The same criteria should be used for female and male-dominated occupations and for full and part-time positions. 

· The criteria should be applied in the same way for female and male-dominated groups (e.g. either individual or group-based assessment should be applied across the board). 

Principles – Payment of Allowances

Where allowances are paid they should be available to men and women workers on the same basis.

· Criteria for making the payments should be transparent. 

· Allowances for unpleasant work or conditions (work disability allowances) should be paid to all employees in all jobs involving unpleasant work or conditions. 

· Allowances for specific tasks or responsibilities should be paid to all whose tasks or responsibilities 

· are comparably demanding, skilful, productive etc. 

· Location allowances should be paid to all employees working at that location. 

· In rectifying a pattern of allowances favouring male-dominated jobs, care needs to be taken to avoid exacerbating male/female earnings differentials. Incorporating allowances into ordinary pay for all purposes (e.g. for superannuation) is likely to have this effect. 

Principles – Performance, merit and bonus payments

Performance, merit and bonus payments should be available to all workers in all classifications on an equal basis.

· Criteria for assessing performance should be transparent. 

· Ensure that criteria used can be validly measured. It is difficult to identify valid measures to assess qualities such as potential, enthusiasm, or commitment. Criteria should be related to critical success factors for the organisation. 

· Criteria should be applied fairly and uniformly. 

· There should be a proportional and consistent relationship between the rating awarded and the performance pay or bonus allocated. 

· Criteria should be based on non-discriminatory factors and be directly related to the inherent requirements of the job. Examples of factors which may be discriminatory include willingness to work long hours over and above those required or ability to travel at short notice where these are not inherent requirements of the job, and subjective application of concepts such as ‘zeal’ or ‘enthusiasm’. 

· Appraisers who are formally trained in basic appraisal techniques, objective setting and sources of bias in performance evaluation, including the implications of their actions under anti-discrimination and industrial laws, are less likely to discriminate inadvertently. 

· Appraisers need to be familiar with the work to be assessed. 

· A formal appeals mechanism outside the regular grievance procedure will assist in monitoring the extent to which the process is meeting its objectives and may help pinpoint bias in the operation. In small organisations an avenue of review should be available. 

Principles – Part-time work

All conditions and benefits available to full-time workers should also be available to part-time workers on a pro-rata basis. This includes:

· base rate of pay; 

· allowances; 

· all discretionary payments; 

· service increments; 

· superannuation payments; 

· all forms of leave - sick, compassionate, family, training etc; 

· all other benefits, such as cheap housing loans, cars etc. 

Principles – Market rates

· The market within which employees’ work is to be situated should be explicitly defined. 

· The means by which the market is to be surveyed should be accurate, unbiased and valid. 

· Market surveys should be fairly and directly applied if this is to be used as a rationale for pay rates. 

· The proportion of pay based on market value, individual performance, and other assessed job value (e.g. through skills analysis, job evaluation, grading etc.) should be specified. 

· If discrimination is present in market rates for particular occupations because of a history of occupational sex segregation, action should be taken to remove the discriminatory barriers and develop and implement a non-discriminatory job and work evaluation process. A history of sex segregation through discriminatory exclusion can be evidence of discrimination in current pay rates. 

Principles – Non-discriminatory job evaluation

A non-discriminatory system:

· uses criteria which reasonably reflect the range of skills used by your organisation’s entire workforce (male and female); 

· makes explicit the types and levels of all skills required in the organisation, including any language, literacy, self-management and interpersonal skills; 

· recognises the demands of specialist technical and professional jobs whether or not they involve supervision of people or management of significant budgets or other material resources; 

· recognises co-ordination as well as supervision as an indicator of skill and responsibility; 

· recognises communicating to inform, coach or support as well as communicating to persuade or negotiate; 

· recognises skills gained through work and life experience as well as formal training; 

· avoids language which is vague, ambiguous or subjective in criteria used; 

· provides for objective means of determining skill (e.g. competency-based assessment) as opposed to reliance on time served in the job or reference to such subjective concepts as the incumbent’s ‘reputation’; 

· accurately and completely describes jobs; 

· results in a coherent job hierarchy, where job classifications and levels are linked with pay and differences correspond to real and identifiable differences in skills, job requirements, responsibilities etc.; 

· sets a proportional and non-discriminatory relationship between job value and reward. 

Principles – Non-discriminatory job evaluation

A non-discriminatory system should not:

· value the skills and responsibilities more likely to be found in male-dominated jobs more highly than those found in female-dominated jobs, if this is not reasonable according to objective evidence; 

· be arranged in such a way that the skills and demands typical of women’s jobs are absent from high-scoring criteria and clustered under low-scoring criteria; 

· fail to acknowledge high levels of responsibility in low-paid, typically female jobs (e.g. receptionist work in a crisis centre); 

· ‘double-count’ the same job characteristics (e.g. supervision); 

· measure responsibility solely in terms of the degree of supervision of the occupant’s work (e.g. a job with little formal autonomy may carry heavy social responsibilities). 

· artificially maintain existing relativities between male- and female-dominated jobs if this is not reasonable according to objective evidence. 

