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Many employers are increasingly focusing on pay equity for several reasons, such as Environmental, 

Social, Governance (ESG), employer reputation improvement, attracting quality candidates, improved 

employee perception of the company’s pay processes, and increased legal scrutiny. And many states 

are enacting legislation. Pay equity regulation and compliance efforts have been steadily growing 

across the U.S., Europe, and Canada. 
 

Regulatory Compliance 
  

The Illinois Equal Pay Act (IEPA) was amended in 

2021 to require all businesses with over 100 

employees to obtain an Illinois Equal Pay 

Registration Certificate and recertify every two years 

thereafter. Covered businesses are those that have 

100 or more employees in Illinois and are required 

to file an EEO-1 Report with the Equal Employment 

Opportunity Commission. 
  

Additionally, employees working remotely in states 

outside of Illinois but who report directly to an 

employer location in Illinois should be counted when 

calculating whether an employer meets the 100 or 

more-employee threshold. 

 

 

The Act prohibits employers from paying 

unequal wages to employees who perform the 

same or substantially similar jobs, except when 

the wage difference is based upon a seniority 

system, a merit system, a system measuring 

earnings by quantity or quality of production, or 

factors other than an employee’s gender. 

 

By ensuring employees are paid equitably, employers can increase efficiency, creativity, and productivity 

by helping to attract the best employees, reduce turnover, and increase commitment to the organization. 
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An Equal Pay Compliance Statement must be submitted as part of your EPRC application. It must be 

submitted in writing, and must be signed by a corporate officer, legal counsel, or authorized agent of 

the business submitting the application, certifying: 

That the business complies with the Equal Pay Act and other relevant laws, including but 

not limited to Title VII of the Civil Rights Act of 1964 (42 U.S.C. 2000e), the Equal Pay Act 

of 1963 (29 U.S.C. 206(d)), the Illinois Human Rights Act (775 ILCS 5), and the Equal Wage 

Act (820 ILCS 110); 

 

That the average compensation for its female and minority employees is not consistently 

below the average compensation, as determined by rule by the United States Department 

of Labor, for its male and non-minority employees within each of the major job categories in 

the Employer Information Report EEO-1 for which an employee is expected to perform work; 

  

That the business does not restrict employees of one sex to certain job classifications and 

makes retention and promotion decisions without regard to sex; 

  

That the business corrects wage and benefit disparities when identified; 

  

How often the business evaluates benefits and wages; and 

  

The approach the business takes in determining what level of wages and benefits to pay its 

employees. 

 

Our Services 
 

In order to assist employers in creating 

equitable pay programs and assisting with their 

Equal Pay Compliance Statement, we offer 

consultative services such as: 

Data testing and analyses 

  •  Evaluate data within bands or ranges to 

     identify discrepancies based on gender, 

     race, and other factors 

  •  Identify outliers in pay ranges 

  •  Compare data to census payroll data 

     available 

  •  Advise on wage data accuracy and 

     consolidated to meet state requirements 

  •  Assess whether pay practices are sufficient 

We provide a report on findings that would help 

support an employer’s attestations on the Equal 

Pay Compliance Statement. Benefits include: 

 

• Reduction of legal risks 

• Display of Management’s commitment to 

pay equality 

• Improvement of company reputation 

• Assess whether pay practices are sufficient 

• Self-identify and correct wage disparities 

• Help support managements certification of 

the compliance certificate 


