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I. POLICY 
 

New Hanover Regional Medical Center will provide a compensation program that ensures pay 
rates are externally competitive and fairly administered.  The compensation program is designed to 
attract and retain competent personnel, meet the medical center financial objectives and be free 
from discrimination due to race, sex, religion, ethnic background, age and disability.  This policy 
shall govern (1) all decisions regarding the compensation paid to the President/CEO and to all 
upper level managers as defined in this policy, (2) all decisions approving other agreements 
between the medical center and disqualified persons, as defined in this policy, that provide for the 
payment of compensation by the medical center to the disqualified persons, (3) all decisions 
approving other agreements involving the sale or lease of medical center property to disqualified 
persons and involving the sale or lease of property by disqualified persons to the medical center, 
and (4) all decisions affecting other management and non-management payroll positions. 

 
 
 
II. PROCEDURE 
 

1. For purposes of this policy, the following definitions are used: 
 

a. “President/CEO” means the President/CEO of New Hanover Regional Medical 
Center.   

 
b. “Upper level managers” means the Executive Vice President(s), Senior Vice 

President(s) and Vice President(s). 
 
c. “Excess benefit” means the value of the economic benefit provided or paid by the 

medical center, directly or indirectly, to or for the benefit of any disqualified person 
that exceeds the value of the consideration (including the performance of services) 
received for providing such benefit.   
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d. “Disqualified person” means any person who was, at any time during the five year 

period ending on the date of the excess benefit transaction, in a position to exercise 
substantial influence over the medical center.  A disqualified person includes any 
family member of a person described in the preceding sentence or any business 
entity in which at least 35% of the control or beneficial interest is held by such 
persons.  The term “disqualified person” includes any individual who serves as a 
voting member of the Board of Trustees of the medical center, the President/Chief 
Executive Officer and the Treasurer and the Chief Financial Officer of the medical 
center.  The term “disqualified person” may also include physicians having 
privileges at NHRMC, as well as any person who has managerial control over a 
discrete segment of the medical center, if that person is in a position to exercise 
substantial influence over the affairs of the medical center. 

 
e. “Compensation” means all items of compensation provided by the medical center in 

exchange for the performance of services by a disqualified person, including, but 
not limited to, all forms of cash and non-cash compensation, all forms of deferred 
compensation, the amount of premiums paid for liability or other insurance coverage 
and all other benefits, whether or not included in income for tax purposes. 

 
f. “Executive Compensation Philosophy” means a compensation philosophy statement 

that has been developed and approved by the Executive Committee of the Board of 
Trustees, and adopted by the Board of Trustees.  This statement is designed to 
ensure the executive compensation program is competitive, fair, and equitable, as 
well as compliant with regulatory guidelines and representative of best market 
practice.  The Executive Compensation Philosophy can be found as Attachment A 
to this policy. 

 
g. “Reasonable compensation” means an amount that would ordinarily be paid for like 

services by like enterprises under like circumstances. 
 
h. “Fair market value” means the price at which property or the right to use property 

would change hands between a willing buyer and a willing seller, neither being 
under any compulsion to buy, sell or transfer property or the right to use property, 
and both having reasonable knowledge of the relevant facts. 

 
i. “Competitive market data” means information that is sufficient to determine whether 

the compensation arrangement will be reasonable and reflect the fair market value 
for the services rendered to the medical center.  Such information may include, but 
is not limited to, compensation levels paid by similarly situated organizations, both 
taxable and tax exempt, for functionally comparable positions, the availability of 
similar services in the geographic area of the medical center, independent 
compensation surveys compiled by independent firms, actual written offers from 
similar institutions competing for the services of the disqualified person and 
independent appraisals of the value of the property that the applicable tax exempt 
organization intends to purchase from or sell or provide to the disqualified person. 

 
  2. The Board of Trustees is responsible for approving the total annual compensation budget 

for the medical center. 
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  3. The Executive Committee of the Board of Trustees is responsible for recommending for 
approval to the Board of Trustees the compensation of the President/CEO using 
competitive market data supplied by an independent compensation consulting firm.  The 
data will be for Chief Executive Officers of hospitals/systems of similar size and complexity 
as New Hanover Regional Medical Center. 

 
  4. The final decision involving the compensation of the President/CEO must be adequately 

and concurrently documented.  The written records of the Executive Committee must 
describe the terms of the transaction that was approved and the date it was approved, the 
members of the Executive Committee who were present during the discussion and the 
decision approving the transaction, those who voted in favor and those who voted in 
opposition to the transaction, the competitive market data obtained and relied upon by the 
Executive Committee and how the data was obtained, and, if any member of the governing 
body had a conflict of interest with respect to the transaction, what action was taken with 
respect to such person during the discussion of the transaction and the vote on the 
transaction.  It is the intention of the Executive Committee that the written record of the 
decision be prepared and presented to the Board of Trustees at the next regular meeting of 
the Board of Trustees following the meeting where the compensation was approved, and 
the written record of the transaction must be reviewed and approved by the Board of 
Trustees as being reasonable, accurate and complete. 

 
  5. The President/CEO, in accordance with the Executive Compensation Philosophy, will 

recommend for approval by the Executive Committee the level of compensation paid to 
upper level managers of the medical center.  Recommendations will be developed utilizing 
competitive market data supplied by an independent compensation consulting firm as 
outlined in the Executive Compensation Philosophy and approved by the Executive 
Committee.  Compensation for upper level managers will be reviewed at least annually. 

 
  6. The final decisions regarding the compensation of upper level managers must be 

adequately and concurrently documented.  The written record of the decision must describe 
the terms of the transaction that was approved by the Executive Committee, the date the 
transaction was approved, and the competitive market data obtained and relied upon and 
how the data was obtained.  It is the intention of the Executive Committee that a written 
record of the decisions be prepared and presented at the next meeting of the Executive 
Committee scheduled after the final decisions are made.  It is the intent of the Executive 
Committee to share a summary of the decisions made with the Board of Trustees at the first 
meeting following the meeting where the Executive Committee reviewed the written record 
of the final decision. 

 
  7. All final decisions approving other proposed agreements or contracts between the medical 

center and other disqualified persons not listed in Subparagraphs a. and b. of Paragraph 
One (1) of this policy that provide for the payment of compensation by the medical center to 
the disqualified persons shall be made by the Board of Trustees, and the written record of 
such final decisions shall be made, documented and approved by the Board of Trustees as 
provided in Paragraph Four (4) of this policy. 

 
  8. All final decisions approving contracts and agreements regarding the sale or lease of 

medical center real or personal property to disqualified persons, and all final decisions 
approving contracts and agreements for the purchase or lease of real and personal 
property belonging to disqualified persons to the medical center shall be made by the Board 
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of Trustees, and the written record of such decisions shall be made, documented and 
approved by the Board of Trustees as provided in Paragraph Four (4) of this policy. 

 
  9. The Vice President of Human Resources will provide administrative support for the 

activities outlined in this policy as directed by the Board of Trustees, in accordance with the 
Executive Compensation Philosophy. 

  
10. The Vice President of Human Resources will obtain independent competitive market data 

for all other management positions at New Hanover Regional Medical Center and ensure it 
is comparable to compensation paid for similar responsibilities at institutions of the same 
general size and complexity as NHRMC.  The Vice President of Human Resources, or 
designee, will recommend hiring salaries for new management employees and annual 
market adjustments, if warranted.  

 
11. The Vice President of Human Resources, or designee, will determine starting rates of pay 

for all non-management payroll positions in the medical center utilizing the then current 
salary grade structure, the specific grade for each job and the applicant’s educational level 
and applicable experience for the job. 

 
12. The Vice President of Human Resources, or designee, will utilize annual salary survey data 

to determine the market competitiveness of New Hanover Regional Medical Center’s non-
management positions and a formal job evaluation program designed to pay jobs according 
to differing levels of skill required, effort involved and responsibility associated with the job. 

 
13. Pay information is treated as confidential.  However, as a public facility, New Hanover 

Regional Medical Center will release salary information as required under North Carolina 
General Statutes. 

 
14. The policies and procedures that guide the compensation program will be reviewed 

regularly to ensure fair treatment, consistent application and compliance with existing law. 
 
 
 

END 


