
What is the multiple of your company’s highest compensated individual 
(including bonus) compared to the lowest paid full-time worker?

Steps to Improve
1. Engage relevant decision-makers throughout the process 

(including Human Resources, Board Members who oversee 
executive compensation, VPs and Directors). Also consider 
creating an evaluation committee that is representative of 
your company across gender, race/ethnicity, disability, 
sexual orientation, etc. to guide the process. Begin by 
discussing how you’ll be changing pay ratios and why it’s 
important.

2. Identify the highest- and lowest-paid full-time employees 
and calculate the multiple using both wages and bonuses. 
Exclude the monetary value of company ownership in your 
calculations.

3. Discuss a target multiple and develop a plan and timeline 
for decreasing the wage gap. This may include increasing 
pay rates for lowest-paid employees.

4. Consider creating policies that link pay increases or bonus 
structures for executives with pay increases with for their 
staff.

5. Tell the story: communicate the results of the effort and the 
expected timeline for adjustments across the company.

B Corp Feature: Namaste Solar

Namaste Solar, an employee-owned 
cooperative based out of Colorado, 
maintains a 6-to-1 ratio for highest to 
lowest total pay per employee, including 
executives. Learn more about why they 
think this is important.

● An Economy for the 1%, 
Oxfam International. 

● CEO Pay Continues to Rise as 
Typical Workers are Paid 
Less, Economic Policy 
Institute, 2014.

This metric goes well with: 
Gender Pay Equity

Wage Equity Multiple

Why select this metric for improvement?
Increasing wage equity is a form of reinvestment in the full array 
of people contributing to a business’s success which can lead to 
increased employee satisfaction, decreased turnover and greater 
shared engagement across the company. Improved wage equity 
can help to reduce the effect of gender, racial and other biases 
associated with a perceived value of work across the company. It 
may also help facilitate upward mobility for historically 
marginalized groups. 

Metric Guidance: Full-time paid employees work year round and typically work 35-50 hours per week. If local 
definitions of full-time equivalency differ, use appropriate standard. If the company has employees in both 
emerging and developed markets, calculate a compensation ratio for workers in each of those markets separately 
and choose the highest multiple between the two calculations.

Additional Resources:

1-5x

6-10x

11-15x

16-20x

>20x
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