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	ANZA ELECTRIC COOPERATIVE, INC.
	BOARD POLICY NO. 401

	WAGE AND SALARY ADMINISTRATION

  I.	OBJECTIVE

	A.	To establish salaries and wages that are adequate to attract and retain qualified personnel and to stimulate superior performance, growth, and development.

B.	To ensure that the Cooperative follows the California’s Equal Pay Act (Labor Code 1197.5) which addresses gender wage inequality, and the 2016 amendment to 1197.5, the Fair Pay Act, (SB 1063), which makes it unlawful to pay employees less than other employees of another race or ethnicity for “substantially similar work.” Additionally, the Legislature enacted a further amendment specifying that an employee’s prior salary cannot, by itself, justify any disparity in compensation. (AB 1676.) 

	Per the Federal Equal Pay Act (EPA), all forms of compensation are covered, including salary, overtime pay, bonuses, life insurance, vacation and holiday pay, cleaning or gasoline allowances, hotel accommodations, reimbursement for travel expenses, and benefits. If there is an inequality in wages between people of different sexes who perform substantially equal jobs, employers must raise wages to equalize pay but may not reduce the wages of other individuals. 

	C.	To assure both management and employees that performance will be appraised systematically, fairly and in the same manner; and that each employee will be provided with advice, counsel, aid, and training necessary to assist them, when necessary, to meet acceptable standards of performance, demonstrate potentialities and abilities in their present position, and/or encourage them to equip themselves for the possibility of positions of greater responsibility.

D. To enable management to provide wage and salary administration on a fair, systematic, and controlled basis to avoid unnecessary salary expense and permit the Board of Directors and Management to more accurately determine budget requirements and long-range planning.

This policy is adopted in accordance with Policy No. 100 – “BOARD POLICIES”.

 II.	SALARY AND WAGE PLAN

	In accordance with the above objectives, the following salary and wage plan is established.

	A.	Provisions to be included:
		
		1.	A recognized salary database, as written for salary administration information will be used, with consideration given to number of employees vs. consumers and an organizational chart that shows moderate staffing levels in all departments.
		
		2.	Salary range midpoints for all positions shall be set at the 50th percentile of the recognized database. 

		3.	Each salary and wage range will have a minimum and maximum, set 20% below and 20% above the midpoint.   These ranges are established for each position based on factors that:

			a.	Compared to the responsibilities, knowledge, problem solving, and accountability required by other positions in the Cooperative, and

			b.	Compares to salaries paid for similar positions in the area in which it recruits its personnel.

			c.	The salary ranges will be reviewed on an annual basis to maintain the desired position in the labor market.

			d.	Salary increases will be based on merit as appraised in writing by their manager or supervisor.

		4.	A clear understanding of paths of promotion or advancement open to qualified employees.

a. A 'step' structure will be used as appropriate for apprenticeship training that is required for various positions to reflect increasing skills and responsibilities, together with the commensurate compensation levels associated with the proper training achieved.

		5.	A uniform systematic plan is created for determining:

			a.	The grade and salary or wage range for each position, and,
			b.	The salary each individual should be paid for his or her performance.

		6.	A written performance appraisal will be provided to gauge an employee’s performance and accomplishments. The performance appraisal shall also contain areas of needed improvement and/or development for growth in the currently held position and for advancement opportunities. 

		7.	Salary and wage increases shall be based on merit, upon budgeting and approval by the Board of Directors of a wage adjustment. Employees who meet acceptable standards of performance or have shown marked improvement in performance during the past year may be given an appropriate increase in pay within the range of the employee’s position, effective on October 1st of each year.
	
	B.	Conditions of the Salary and Wage Plan

		 1.	Individual positions that are substantially the same from the standpoint of duties performed shall be classified under the same "Position Titles".

		 2.	"Position Titles" are classified into "grades" and the "grades" arranged in ascending order according to the relative degrees of knowledge, experience, problem solving, and accountability required for each position.

		 3.	Changes in conditions may indicate at times the desirability or the necessity of readjustments either upward or downward of salary ranges on every level.  Such adjustments, however, will not change the relative classification of positions.
		
		 4.	A new employee shall not start above the midpoint of the range.

			An employee in training for a given position may be placed, for the duration of his training period, in a grade below the salary range for the position for which he or she is training.

		 5.	Knowledge, experience, problem solving, accountability and authorities for a particular position should be documented on the job description. When the duties of a position are substantially changed, it is the responsibility of the immediate supervisor to request a re-evaluation of the job description.

		6.	Employees who are promoted to a higher "grade" will be paid, not less than their rate of pay before promotion.

		7.	Should it be necessary to transfer an employee to a lower position when their salary or wage is more than the maximum of the lower position, their salary may be reduced below the maximum of the lower grade.  

		8.	When an employee is assigned, in an emergency situation, to a lower grade position for the convenience of the Cooperative, the employee will not suffer a reduction in pay.
	 
		9.	Each supervisor will conduct a "performance appraisal", and "counseling interview" with each employee coming under the position's immediate supervision, three months after the date of employment, quarterly to review established goals, and an annual appraisal in October of each year, and in addition, in all instances of transfers, promotions and demotions.

		10.	All of these decisions are discretionary to the General Manager, with Board approval pertaining to wage limits.
	
III	RESPONSIBILITY

	A.	The Board of Directors shall be responsible for any change or revision of this policy. 

	B.	The General Manager shall be responsible for the administration of this policy as well as maintaining a booklet containing the corporate structure with job descriptions and for recommending to the Board of Directors any changes necessary.


				

				Signed: ____________________________
			                                                         President      



				Signed: ____________________________
			                                                         Secretary
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