Remuneration and fair employment


Remuneration and fair employment

Pre-assessment

1. What are the main priorities in your current HR strategy relating to this area?

	     


2. How do these priorities support the pursuit of any wider organisational goals in the corporate plan or institutional strategy? Demonstrate where and how.

	     


3. What, if anything, has changed or developed that might affect your HR strategy in this area, since the strategy was prepared? And what implications do these developments have for your current HR priorities in this area?

	     


4. For this particular area of people management, how do the specific outcomes identified contribute to improved performance on wider corporate priorities?
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	1. Inputs
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Evidence to verify and validate assessment:

· through appraisals with relevant HR staff

· from feedback from line managers about advice and support provided

· staff trained in job evaluation (or brought in)

· relevant training for line managers



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution has:

HR staff skilled in providing advice and support on pay, rewards and employment
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	a. HR staff skilled in or receiving skilled support in job evaluation
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	 FORMCHECKBOX 

	     

	b. Expertise on equal opportunities and diversity
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	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     


	2. Processes
	Importance to HR strategy
	Progress made so far
	Examples of possible sources of evidence

Evidence to verify and validate assessment:
· evidence of market reviews commissioned and used

· reward and payment systems are published and are transparent 

· carrying out and using equal pay audits

· equal opportunities policies in place, recruitment monitoring, exit interview evaluation

· job evaluation work – clear programme of action



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution undertakes/has undertaken:

c. Regular labour market reviews (on pay and rewards) and availability of skills in relevant market


	 FORMCHECKBOX 
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	d. Reviews of pay and grading structures 


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	e. Equal pay audits
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	f. Recruitment, selection and promotion on fair and transparent procedures
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	g. Job evaluation across a range of jobs
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	h. Regular reviews of equal opportunities and diversity policies and practices
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	 FORMCHECKBOX 

	     


	3. Outputs
	Importance to HR strategy
	Progress made so far
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Evidence to verify and validate assessment:

· action plan with objectives and targets approved (race equality plan)

· a variety of contracts used – appropriate to organisational needs (flexible employment contracts)

· policies and procedures in place and used



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution provides:

i. Information and analysis of any discrepancies on equal pay and a plan for addressing these

	 FORMCHECKBOX 



	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	     

	j. A race equality action plan that meets the requirements of the RRA Act 2000
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	k. Flexible employment contracts
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	l. Recognised principles to guide remuneration practice
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	m. Transparent pay and grading structures (including arrangements for promotion and progression)
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	n. Family friendly flexible employment policies
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	3. Outputs
	Importance to HR strategy
	Progress made so far
	Examples of possible sources of evidence

Evidence to verify and validate assessment:

· staff surveys to gauge staff opinions about pay, rewards and employment

· comparator reviews and benchmarking



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	o. Equal opportunity principles and clear procedures guiding recruitment, selection and promotion practice
	 FORMCHECKBOX 


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	p. Good information about:

· what different groups of employees value most and expect to be rewarded
	 FORMCHECKBOX 
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	 FORMCHECKBOX 
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	· competitors’ reward packages
	 FORMCHECKBOX 
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	 FORMCHECKBOX 


	 FORMCHECKBOX 


	

	· labour markets from which it recruits its staff
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	

	· promotion and rewards, etc. (for equal opportunities purposes)
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	

	q. Pay and reward packages that allow the institution to attract and retain staff as required
	 FORMCHECKBOX 
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	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	r. New pay structures and grading based on job evaluation
	 FORMCHECKBOX 


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	s. Schemes for recognition and reward of individual or team excellence in teaching and learning effectiveness


	 FORMCHECKBOX 
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	4. Outcomes
	Importance to HR strategy
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Evidence to verify and validate assessment:

· staff views through surveys and from exit interviews together with staff turnover information 

· seeking manager views on HR support 

· numbers on, and use of, flexible contracts and various leave arrangements from database



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	t. 

	The institution achieves:

u. Specified recruitment and retention goals
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	v. Staff who feel motivated and satisfied in their work
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	w. Staff who believe the institution is a fair employer – there is a healthy psychological contract
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	x. Managers who feel well supported on any pay and rewards work they need to deal with
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	y. A number of staff employed on flexible employment contracts
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	4. Outcomes
	Importance to HR strategy
	Progress made so far
	Examples of possible sources of evidence

Evidence to verify and validate assessment:

· disability employment status (does the institution have the two tick symbol?) 



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	· 

	z. Staff that take up opportunities for various leave provisions (e.g. maternity, carer’s, or compassionate leave)
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	aa. Action on disability employment
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	ab. Investors in People status (in parts or for the whole institution)


	 FORMCHECKBOX 
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	ac. Staff who feel there are opportunities for teaching career progression

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     
continues

	4. Outcomes
	Importance to HR strategy
	Progress made so far
	Examples of possible sources of evidence

Evidence to verify and validate assessment:

· evidence of managing risks

	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution avoids or effectively manages the risks associated with:

ad. Industrial tribunal or legal cases brought by staff for unfair dismissal, unfair employment practice or discrimination (including equal pay claims)


	 FORMCHECKBOX 


	 FORMCHECKBOX 
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	 FORMCHECKBOX 
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	ae. Negative publicity about unfair or discriminatory employment


	 FORMCHECKBOX 
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	af. Being seen as having poor terms and conditions of employment compared with other employers (locally, nationally and/or internationally)


	 FORMCHECKBOX 
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	 FORMCHECKBOX 

	     


Comments  

	Inputs (main issues/conclusions)
     
	Outputs (main issues/conclusions)
     

	Processes (main issues/conclusions)
     
	Outcomes (main issues/conclusions)
     


Remuneration and fair employment

Post-assessment

1. What does the work on reviewing inputs, processes, outputs and outcomes tell you about people management in your institution relating to this area?

	     


2. In the light of this analysis, what further actions do you intend to pursue – either updating your HR strategy priorities and plans or other actions?

	     

















People management self-assessment tool 

People management self-assessment tool 


