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GENDER PAY GAP POLICY 

  
 

Rationale 
 
The University of Mindanao (UM) adheres to the principle of equal pay for work of equal value. 
Recognizing that a gender pay gap may exist within the organization, UM is committed to 
proactively identifying, addressing and eliminating any unjustified disparities in compensation 
among employees, regardless of gender. This Policy outlines the framework for identifying, 
analyzing, addressing, and monitoring the gender pay gap that may occur within the 
organization. 
 

Guiding Principles 

Equal Pay for Equal Work: Employees performing work of equal value should receive equal 
pay, regardless of gender. In other words, similar jobs should receive similar compensation. 
 
Transparency: The method by which salaries are determined and the criteria for salary 
increases shall be made available to the employees. 
 
Fairness: Decisions on compensation and benefits shall be based on objective, job-related 
criteria, free from gender bias. 
 
Monitoring and Review: Salaries of employees shall be periodically monitored and reviewed 
to determine the existence of gender pay gap. 

 
Scope 

 
This Policy applies to all employees of UM, including part-time faculty, across all campuses 
and units. 

Definition of Terms 
 
Gender Pay Gap - The difference in average earnings between male and female employees.  

 
Equal Work/Work of Equal Value - Work that requires similar skills, effort, responsibility, and 
working conditions, regardless of the job title or classification.  
 
Salary Scale – A structural system that outlines the pay levels for different positions within an 
organization. The structure includes pay grades or levels, each corresponding to specific job 
roles or responsibilities; and range of salaries where each pay grade has a minimum and 
maximum salary, to allow for variations based on experience, performance, and tenure. 

Policy Statement 

UM is committed to gender pay equality. Pursuant to said commitment, it shall conduct a 
gender pay analyses to identify whether a gender pay gap exists; and, if a gender pay gap is 
identified, to develop remedial measures to address the gap.  
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Analyses - The Human Resource Management and Development Office (HRMDO) shall 
conduct the analyses, consisting of the following: 

Organizational Pay Gap Analysis – The average salary of men and women across the 
organization are compared. 

 
By-level Gap Analysis – The average pay of men and women at every level in the 
organizational hierarchy are compared, to identify pay gaps within each management level, 
regardless of function. 
 
Like-for- Like Analysis – Differences in the salary that men and women earn in similar jobs are 
identified. 

The analyses shall consider factors that may explain pay differences, such as: 
 

•

 

Education and qualifications 
•

 

Experience and seniority 
•

 

Job responsibilities and complexity 
•

 

Performance 
•

 
Demographic information including gender, race and age 

•
 

Market forces and other external dimensions 
 
Once a gender pay gap is identified, an analysis shall be undertaken to determine the 
underlying causes and contributing factors, such as: 
 

•
 

Hiring practices and starting salaries 
•

 
Promotion and career advancement opportunities 

•

 

Performance evaluation processes 
•

 

Salary negotiation practices 
•

 

Job classification and evaluation systems 
 
Action Plan - Based on the results of the analyses, the HRMDO shall develop and implement 
an action plan to address and remediate the gender pay gap. The plan may include: 
 

•

 

Revision of recruitment and hiring practices to ensure equitable starting 
salaries. 

•

 

Development of Salary Scales 
•

 

Development of transparent pay policies and practices 
•

 

Ensuring that performance evaluations are objective, consistent, and free 
from gender bias. 

•

 

Review of job classification and evaluation systems to ensure they accurately 
reflect the value of different roles. 

•

 

Implementation of measures to support career advancement for all 
employees, regardless of gender. 

 
The action plan shall include targets and timelines in the implementation of the remedial 
measures. 
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Monitoring 
 
The HRMDO shall regularly monitor the progress of its action plan and the trends in the gender 
pay gap. 

 
 

Reporting 
 
The HRMDO shall publish a summary of its gender pay gap analyses and the actions taken 
to address the gap. The report will be made available to the university community. 

 
 
 
Signed: 
 
 
 
(SGD) GUILLERMO P. TORRES, JR. 
University President 
 
 
 
 
 
 
 
 
 
 
 
 


