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Equal Pay Reviews: Guidance for Higher Education Institutions
Preamble
The Joint Negotiating Committee for Higher Education Staff (JNCHES) first issued guidance
on equal pay reviews in March 2002. This was subsequently reviewed in 2007 after the HE
employers and trade unions concluded the Framework Agreement for the Modernisation of
HE Pay Structures - a prime aim of which was to support the achievement of equal pay for
work of equal value, with staff salaries being determined on a basis that is transparent,
consistent and fair. By 2007, the majority of HE institutions had introduced new pay
structures under the terms of the Framework, and the remainder were expected to do so
shortly afterwards. This guidance has been updated in 2013 to reflect the introduction of the
Equality Act 2010, changes in advisory bodies and links to associated guidance.
The JNCHES Pay Agreement 2006-09 included a strong recommendation that HE
institutions undertake an equal pay review within 12 months of the introduction of their new,
post-Framework pay structures and periodically thereafter. It further recommended that such
reviews should be undertaken in accordance with JNCHES guidance, and that they should
be followed by any modifications to the design or application of the HE institution’s pay
structure which the review indicated were necessary.
The Equality Act 2010 prohibits direct discrimination in respect of ‘protected characteristics’,
i.e. age, disability, gender reassignment, marriage and civil partnership, pregnancy and
maternity, religion or belief, sex and sexual orientation. As a matter of good practice, HE
institutions’ equal pay reviews should thus aim to cover these equality considerations, not
just gender, race and disability – though there will be practical constraints on what is
possible. This guidance also recommends that HEIs’ reviews should address equal pay in
respect of part-time employees and those on fixed-term contracts, reflecting the legislation
on prevention of less favourable treatment for such staff.
Equal pay reviews should seek to establish whether there are significant pay gaps and, if so,
the extent to which these can be objectively justified due to factors other than particular
protected characteristic or differing contractual arrangements. But it remains important that
HEIs’ approaches to equal pay reviews are considered in the context of their other equality
policies, procedures and processes – reviews should be complementary and supportive as
well as diagnostic.
This guidance is commended jointly through New JNCHES to all institutions, by the HE
employers’ national representatives and by the five nationally recognised HE trades unions
(EIS-ULA, GMB, UCU, Unison and Unite).

Partnership approach
Both the employers’ and unions’ sides of New JNCHES recommend that HE institutions
carry out reviews in partnership with their locally recognised trades unions. A partnership
approach to the completion of the review is likely to enhance the quality of the review and
promote commitment to its objectives.
It is also recommended that, in subsequently pursuing any initiatives to address equal pay
issues identified in the reviews, institutions involve fully the relevant trades unions. Apart
from being good practice it should be recognised that in the majority of cases pay and
grading arrangements are the subject of joint agreements.
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Introduction
This paper contains guidance on conducting equal pay reviews (sometimes termed equal
pay audits) in HE institutions. It deals with the analysis and diagnosis of equal pay issues
related to the gender, race, disability, sexual orientation, religion or belief, and age of
individuals employed by each institution, and those related to contractual arrangements such
as part-time and fixed-term employment. It also provides guidance on the actions arising
from these analytical and diagnostic reviews that may need to be taken to eliminate any pay
gaps.

Purposes
The primary purposes of an equal pay review are to:
•
•
•
•

establish whether there are pay inequities arising because of gender, race, disability,
sexual orientation, religion or belief, and age; and/or from differing contractual
arrangements
analyse in more detail the nature of any inequities
analyse the factors creating inequities and diagnose the cause or causes
determine what action is required to deal with any unjustified inequities revealed by
the analysis and diagnosis.

Benefits
The benefits arising from the conduct of such a review are that it will:
•
•
•
•

•
•

highlight areas for concern relating to equal pay
enable causes of inequality to be diagnosed
guide higher education institutions on the actions required to fulfil both their ethical
and their legal obligations to pay those carrying out work of equal value equally
contribute to the development and maintenance of a fair and equitable reward
system, and thereby enhance the image of the institution as an employer, improve
the climate of employee relations and further the ability of the institution to attract and
retain the staff it requires
help institutions to meet their statutory obligation to promote equal pay (under the
gender equality duty)
enable institutions to demonstrate progress in relation to providing equal pay and
equal opportunity across the workforce.

Focus of the review
The review should be concerned with the identification of inequities arising because of
gender, race or ethnic origin, disability, sexual orientation, religion or belief, and age. It
should deal with part-time and hourly-paid staff and those on short-term contracts, as well as
full-time staff on indefinite contracts. It should cover all staff, including those in senior posts.
It is advisable to consider the conduct and outcomes of an equal pay review in the context of
all the other equality policies, procedures and processes within the organisation. It is
important to ensure that the data from the review are viewed within the context of, and
contribute to, the overall equality picture.
Although the initial focus will be on base pay, allowances and total earnings (including
contribution-related pay and bonuses), the review should also assess the extent to which
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there are any inequities in the provision of benefits such as pensions, holiday entitlement
and sick pay.
To be comprehensive, a review should additionally establish the extent to which there are
any inequities in the operation of any contribution-related pay arrangements, and it should
audit the content, operation, and outcome of any job evaluation scheme to ensure that it is
not discriminatory in either design or application.
The source of most of the current approaches to achieving equal pay is the work of the
Equality and Human Rights Commission (EHRC) which, among other areas, is concerned
with gender discrimination within the scope of the Equality Act 2010. The predecessor
organisation to the EHRC in respect of gender pay equality was the Equal Opportunities
Commission (EOC). The recommendations made in the EOC’s Equal Pay Review Kit and
Code of Practice on Equal Pay were taken into account when originally developing this
guidance. Appendix H links to the EHRC guidance and Code of Practice on equal pay.
Under the Specific Duties to support the Public Sector Equality Duty institutions are required
to publish information to show their compliance with the Equality Duty and set equality
objectives. These may include information and/or objectives relating to pay or associated
issues such as promotion, or occupational segregation.
Institutions should also take into account the requirement to avoid unlawful discrimination in
relation to the pay and benefits of individuals under the following legislation:
•
•
•

The Equality Act 2010
The Part-Time Workers (Prevention of Less Favourable Treatment) Regulations
2000
The Fixed-Term Employees (Prevention of Less Favourable Treatment) Regulations
2002.

Whilst from time to time there have been proposals that it should become a legal
requirement for employers to undertake equal pay reviews; that is currently not the case.
However, an equal pay review is the most effective way of establishing whether the
organisation is providing equal pay and rewarding employees fairly, and an effective
demonstration of action to promote equal pay under the terms of the gender equality duty.

Terminology
The terminology of the Equality Act 2010 is used throughout this paper as being appropriate
when dealing with discrimination on grounds of race, disability, sexual orientation, religion or
belief, and age, as well on grounds of sex; and a similar approach is used in respect of
discrimination on grounds of differing contractual arrangements (full or part-time working,
indefinite or fixed-term contracts).
The following terms contained in the Equality Act 2010 are used in respect of equivalent
work:
•
•
•

‘Like work’ is defined as work which is the same or broadly similar.
‘Work rated as equivalent’ is defined as work which has achieved the same or a
similar number of points under a job evaluation scheme.
‘Work of equal value’ is defined as work which is of broadly equal value when
compared under headings such as effort, skill and decisions.

The following terms are also used at various points throughout this guidance:
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‘Contribution-related pay’ is used here as in the Framework Agreement – including all forms
of additional pay related to the contribution of individuals or teams. It includes accelerated
and additional increments, and various types of non-consolidated bonuses.
‘Pay gap’ is used to describe the percentage difference between the rates of pay of men and
women (often referred to as the gender gap); employees from different racial groups;
disabled and non-disabled staff; employees of different sexual orientations; employees of
different religions or beliefs; and employees in different age bands; and also in respect of
pay differences between employees with differing contractual arrangements.
‘Staff group(s)’ is used to refer to the main groups of staff employed by the institution which
are differentiated within the institution by, for example, grade, occupation or job family (e.g.
‘Administrative and Professional’ or ‘Teaching and Research’). Such groupings will differ
from institution to institution, depending on the new pay structures implemented following the
Framework Agreement.
‘Equality group(s)’ is used in this guide to refer collectively to those who share a protected
characteristic: men and women; people of different racial groups; disabled and non-disabled
staff; people of different ages; people with different sexual orientations; and people with
different religions or beliefs.
A more comprehensive glossary of terms is provided in Appendix G.

Processing of personal data and disclosure of information
Before undertaking an equal pay review, institutions should ensure that they are aware of
their legal obligations when processing personal data, and consider the approach they
intend to adopt in relation to the disclosure of the results of the review.
In view of the extension of the Equality Act to cover a range of protected characteristics,
institutions will wish to review their arrangements for equality opportunities monitoring, for
example in recruitment.
Equal pay reviews are covered by the Data Protection Act 1998 in terms of the processing of
the raw data, the disclosure of data to third parties involved in the review, and the publication
of the results. The Act provides protection to individuals in relation to the processing of
personal data about them which is held in both computerised and non-automated forms from
which individuals can be identified, such as pay. It also provides additional protection in
relation to the processing of ‘sensitive personal data’. Under the Act, information about an
individual’s racial or ethnic origin, religious beliefs or other beliefs of a similar nature,
physical or mental health or condition, and sexual life, such as sexual orientation, would be
considered sensitive personal data. The results of an equal pay review can be disclosed as
regards individuals or small groups as long as they are in a sufficiently anonymised form,
and in more detail only if the individuals concerned have consented to disclosure.
Further guidance on conducting an equal pay review in accordance with Data Protection
principles can be found on the EHRC website – see Appendix H under ‘General guidance on
Equal Pay’.

Methodology - the three stage review process
An equal pay review should be systematic and comprehensive. It requires detailed analysis
and a rigorous approach to diagnosis. Positive actions must flow from the analysis and
5

diagnosis which will address the issues that have been identified. The analytical process
described in this paper is best supported by a data-based tool which will facilitate the
collection and analysis of the data.
This paper suggests a three stage approach – analysis, diagnosis and action - as described
below, backed up by the use of checklists (set out in Appendices C, D and E).

Stage one: Analysis (equality check)
In this stage a basic analysis is made of the relative rates of pay for men and women, those
from different racial groups, disabled and non-disabled staff, and those of different sexual
orientations, religions or beliefs, and ages carrying out ‘equal work’; together with analysis of
relative pay rates for full- and part-time staff, and for those on indefinite and fixed-term
contracts. The aim is to establish the degree to which inequality exists in the form of a
significant pay gap. Such a gap (for example, of more than 5 per cent) may be regarded as
significant enough to warrant further investigation, as may a pattern of differences in favour
of one group even if it is less than this gap (for example, a pay gap of less than 5 per cent in
favour of particular equality groups, or those with particular contractual arrangements, at all
or most levels of the organisation). The existence or absence of a formal, up-to-date, equal
pay policy is also checked in stage one, which should be conducted in the following steps:
1. Equal pay policy
Establish whether or not an equal pay policy exists. If one does:
•
•
•

consider whether this is consistent with the Equality Act (for example in term of
coverage)
examine the extent to which the institution’s policy has been communicated to
employees and recognised trade unions
identify who is responsible for implementing the policy and what steps have been
taken to ensure that it has been implemented and is being monitored.

2. Analyse workforce composition
•

•

Staff groups – identify the main staff groups employed (e.g. academic and support
staff, or sub-divisions thereof) and within each of these the number of men and
women, members of different racial groups, those with disabilities in each group,
those of different sexual orientations, religions or beliefs, and ages.
Contractual arrangements – analyse staff according to whether they work full-time or
part-time, and are on fixed-term contracts, contracts of indefinite duration or termtime only contracts.

3. Establish who is doing equal work (like work, work rated as equivalent or work of
equal value)
As part of the job evaluation processes associated with the introduction of new pay
structures under the terms of the Framework Agreement, most HE institutions will have
established - for most staff – those who are undertaking “equal work”. In these
circumstances it will be necessary to:
•

identify the jobs which have been evaluated in the same range of scores or at the
same level. These are ‘work rated as equivalent’.

Where job evaluation has yet to be undertaken, and for those staff not covered by postFramework pay structures, the following will be necessary:
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•

•

identify jobs anywhere in the grading structure or structures involving work
carried out by men and women, those from different racial groups, disabled and
non-disabled staff, those of different sexual orientations, religions and beliefs,
and ages where the work is the same or broadly similar. These are ‘like work’.
identify those jobs where the demands made on the post-holders in terms of
effort, skill, and decision-making are the same. The assessment process –
possibly an adaptation of a previous job evaluation scheme for the staff
concerned – must be analytical and free of bias. These jobs will be of ‘equal
value’. Wherever possible, it will be important to make comparisons across staff
groups and pay grades.

Where grading is determined by matching to generic role profiles, it is particularly
important to check that such profiles are properly derived from and underpinned by
adequate job evaluation analysis, and that such analysis confirms that the profiles used
for different staff groups at each grade level are of equivalent job weight.
4. Pay analysis - all staff
For each of the main groups of staff by grade and contractual arrangement or for each
individual job where there is ‘like work’, ‘work rated as equivalent’ or ‘work of equal value’
(as above), calculate by gender, race, disability, sexual orientation, religion or belief, and
age, the average hourly, weekly, monthly or annual (as appropriate) rates of:
•
•
•
•

base pay
allowances in addition to base pay
contribution-related pay
total earnings (base pay, plus allowances, plus contribution-related pay).

The pay of part-time staff should be expressed on the same basis as full-time staff (fulltime equivalent), e.g. in terms of the standard working hours of full-time staff. Where
there are variations in normal full-time hours (e.g. 35, 37), re-calculate total earnings to a
standard norm (e.g. 35).
Analyses in respect of sexual orientation and religion or belief will raise practical
difficulties and may not be readily possible for most HE institutions because of the lack of
systematic data in respect of most staff. However, should the institution be aware of any
particular equal pay issues relating to the sexual orientation or religion or belief of
individuals or groups of staff, methods of improving the available data will need to be
explored. Appendix H provides sources of information (notably the ECU guidance on
monitoring) which institutions may find helpful in developing strategies to monitor sexual
orientation and religion or belief.
Data on age will, in contrast, be relatively easy to gather. However, institutions may need
to modify their approach to analysing any significant pay gaps identified in respect of
age, taking into account the provisions of the age discrimination legislation in relation to
awarding pay and benefits with reference to length of service.
5. Benefits comparison
Establish the extent to which men and women, those from different racial groups,
disabled and non-disabled staff, those of different sexual orientations, religions and
beliefs, and ages have access to, and on average receive equal benefits, e.g. pensions,
sick pay, medical insurance, company cars and holidays. Do likewise for full-time and
part-time staff, and for those on indefinite and fixed-term contracts. Any differences for
staff within particular grade levels will need to be objectively justified.
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6. Pay gap analysis
In respect both of staff in each of the equality groups, and of those with different
contractual arrangements:
•
•
•
•

calculate the pay gaps in terms of base pay and total earnings for all employees
calculate the pay gaps for staff within each staff group, as a whole and at each grade
level*
calculate the pay gaps across staff groups at each grade level*
identify any instances (by grade or by job) where the pay gap is significant (i.e.
exceeds 5 per cent).

(* where staff have been graded following job evaluation)
7. Analyse patterns of differences
Establish if there are any patterns of differences (e.g. repeated gaps of 3 per cent or
more) which favour individuals of a particular gender, racial group, sexual orientation,
religion or belief, age or disabled or non-disabled staff; and individuals employed on
particular contractual arrangements.

Stage two: Diagnosis (pay review)
The aim of the Stage Two review is to establish the nature of any inequities and their
causes. Where there is a significant gap or marked patterns of differences, data should be
assembled and analysed to diagnose the likely factors which have led to the gap or the
differences. Thus the review should first seek explanations of why the gap exists and then
establish the extent to which the gap can be objectively justified. If the gap cannot be
adequately justified the diagnosis should indicate what remedial action is required.
Inequalities in pay can arise from the following:
•
•
•
•
•
•
•
•
•
•
•

the employee’s equality group (e.g. their gender, race, age, etc.)
the employee’s contractual arrangements (e.g. part-time or fixed-term contract)
grading structures (e.g. length of grades and numbers of service-related increments
within a grade)
appointment processes (e.g. initial starting salary on the scale; qualification
requirements which attract higher pay)
progression schemes and career development processes
contribution-related pay and annual review schemes
pay protection arrangements (red-circling and safeguarded progression)
market supplements
payment of allowances
inequitable application of job evaluation schemes
inequitable application of pay-related benefits (e.g. pensions, sick pay and annual
leave).

Further details on possible issues and remedial actions are set out in Appendix A.
Checklists for an equal pay review, for reviewing arrangements for any contribution-related
pay arrangements, and for reviewing a job evaluation scheme and its outcomes, are
contained in Appendices C, D and E respectively. The various checklists can be used not
only to assess the current situation prior to undertaking any action, but also as a means of
reviewing how successful you have been at addressing the issues identified by the initial
checklist. The checklists should be completed on the basis of the evidence drawn
together in Stage One.
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Stage three: Action
In this stage, remedial action to remove unjustified pay gaps is specified, planned and
implemented. The action plan should incorporate proposals on:
•
•
•
•
•
•
•
•

the introduction or amendment of an equal pay policy if necessary
the steps required to remove causes of unjustified pay gaps identified in Stage Two
how bias on grounds of sex, race, disability, sexual orientation, religion or belief, and
age – or in relation to differing contractual arrangements - can be eliminated by
changing the processes, rules or practices that give rise to unequal pay
a plan for implementing agreed action
who should be accountable for drawing up and implementing the action plan
how employee representatives and recognised trade unions should be involved in
preparing and implementing the action plan
the arrangements for monitoring the implementation of the action plan and for
evaluating outcomes
processes for demonstrating progress in eliminating unjustified pay inequalities.

Examples of possible remedial actions are given in Appendix A. These should be considered
and implemented within the framework of any relevant national and local agreements.
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Appendix A
Factors affecting pay gaps, data requirements and remedial action
Possible issues
Individuals in particular equality
groups or with particular
contractual arrangements doing
work of equal value or like work
paid differently to those not in
that equality group or with other
contractual arrangements.

Data required
An analysis of the average and individual
rates of pay of all those doing work of
equal value or like work. The jobs should
also be compared by means of an
analytical job evaluation scheme to
determine whether the jobs are of equal
value. An assessment of possible reasons
for differences, e.g. higher entry pay levels
for certain staff groups, market
supplements, red or green circling, TUPE,
length of service, and any of the other
reasons set out below.

Possible remedial actions
Investigate each case to establish whether or
not there is a material factor such as
differences in the performance of those
concerned, market forces, or red-circling
which might justify the inequality. However, a
claim by an employer that a difference arose
from different levels of performance or market
forces would have to be objectively justified,
and pay protection arrangements which
favour particular staff groups could be
regarded as discriminatory.

Other measures of equal value,
e.g. qualification levels, show
pay inequalities between jobs
in different staff groups.

The use of a job evaluation scheme to
establish whether the inequalities are
caused by the systematic under-evaluation
of one staff group as against another.

As set out above; and review the adequacy of
the job evaluation scheme in use, and the
manner of its application.

Disproportionate distribution
of individuals from a particular
equality group or with particular
contractual arrangements at the
upper or lower range of points
in an incremental scale. For
example, the unequal impact of
women’s family responsibilities
such as the effect of career
interruptions because of
maternity.

Numbers of individuals in each equality
group and numbers working different
contractual arrangements at each pay
point in the pay scale for the grade. Data
on length of service and age (in respect of
each grade, equality group and type of
contractual arrangement) may also be
relevant.

Review:
(1) The policy on fixing salaries at the time of
recruitment – if more men or staff with typical
contractual arrangements (i.e. full-time and
indefinite) are recruited at higher points in the
scale, this may discriminate against women,
as would similar actions affecting the
recruitment of those from other equality or
contractual groups.
(2) The number of increments in the scale – if
there are more than is necessary to reflect the
additional value that experience can bring to
the role or other objective factors, this may
discriminate against women and others who
have less opportunity to obtain continuous
experience. Any consequent proposal for
change in established pay structures should
be agreed with relevant trade unions.

The numbers of incremental
points on scales reward long
uninterrupted service rather
than representing a real learning
curve.

The number of incremental points in each
grade, where progression relates to length
of service.

Review the length of service-related parts of
incremental scales so that they properly
reflect the time taken to reach the level of
knowledge, skill and experience required to
carry out the work effectively. Any consequent
proposal for change in established pay
structures should be agreed with relevant
trade unions.

Individuals in a particular equality
group or with particular
contractual arrangements placed
at higher points in the scale on
appointment or promotion.
Discrimination in the operation of
promotion and career
development processes.

The most common point on the pay scale
for the grade at which individuals in a
particular equality group or with particular
contractual arrangements are placed on
appointment or promotion. Comparative
data, for equality groups and contractual
arrangements, for the outcomes of
promotions processes. Review of the
operation of promotion and career
development processes.

Ensure that policies and procedures are
implemented which will prevent such
discrimination. For example, produce
guidelines which specify when staff can be
recruited or promoted to higher points in the
scale and emphasise the importance of
adopting a non-discriminatory approach to
promotion and career progression planning.
Monitor such decisions to ensure that they are
objectively justified and do not discriminate.
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Possible issues
Individuals in a particular equality
group or with particular contractual
arrangements receive higher
contribution-related pay awards
(i.e. benefit more from
accelerated/additional increments or
non-consolidated bonuses).

Data required
The comparative level of contributionrelated pay awards. The comparative
distribution of performance ratings. The
extent to which differences can be
objectively justified (review against
checklist criteria in Appendix D).

Possible remedial actions
Ensure that:
•
All individuals are equally entitled to
participate in contribution-related pay
schemes.
•
The criteria and processes used to
determine contribution-related pay
increases are not biased and are
applied fairly and transparently.
•
Managers are aware of the possibility of
bias and are trained in how to avoid it.
•
Contribution-related pay outcomes are
monitored to ensure that they are
objectively justified and to detect and
correct any bias.

Discriminatory use of a merit or
qualification bar resulting in
individuals in a particular equality
group or with particular contractual
arrangements being more likely to
achieve a pay point above the merit
or qualification bar.

The proportion of those in a particular
equality group or with particular equality
arrangements whose pay is above the
merit or qualification bar.

•

Market supplements not
objectively justified. Market
supplements applied differentially to
individuals in particular equality
groups or with particular contractual
arrangements.

Evidence of objective justification in
terms of the data available on market
rates and proof that there is a business
need to apply a market supplement.

Ensure that no supplements are awarded
unless they have been objectively justified,
and that the levels of pay supplements are
justified. Such justification should include
evidence that the recruitment and retention
of the staff concerned would be seriously
prejudiced unless market rates were paid.
Equalise market supplements where
appropriate. Review procedures to ensure
that such supplements are not awarded
unless they are justified and are not
discriminatory.

The comparative number of individuals
in different equality groups or working
particular contractual arrangements
receiving market supplements and their
relative value.

•

Review criteria for crossing the merit or
qualification bar to ensure that they are
not discriminatory
Monitor merit or qualification bar
decisions to ensure that they have been
objectively justified and are free of bias

Pay protection arrangements
(including red or green circling, and
safeguarded progression) applied in
a way that results in pay
discrimination between individuals in
particular equality groups or working
particular contractual arrangements
and who are doing work of equal
value or like work.

The incidence, duration and impact in
terms of pay differentials of protection
arrangements for the different
categories being compared.

Ensure that pay protection arrangements do
not unjustifiably favour individuals in a
particular equality group or working
particular contractual arrangements, and
that the lengths of any protection periods do
not unjustifiably prolong inequalities.

Individuals in particular equality
groups, or working particular
contractual arrangements, in work of
equal value or like work, receive
higher allowances.

The distribution and amount of
allowances for the different categories
being compared.

Seek to equalise the distribution and value
of allowances, where the present pattern is
not justified.

A discriminatory job evaluation
scheme in terms of weightings, or
the job evaluation scheme is applied
in a discriminatory way.

Details of the job evaluation scheme
used and an analysis of how it is
applied, followed by an assessment
against the checklist criteria in Appendix
E.
Compare the distribution of equality
groups at each grade level.

Revise the scheme or the process to take
account of any bias revealed by its
assessment against the checklist criteria
in Appendix E.

Occupational segregation leading
to lower proportions of staff from
certain equality groups in higher
grade posts.
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Review promotion procedures. Check lack
of bias in appointing to posts where
occupational segregation is apparent.
Review arrangements for succession
planning and leadership development.
Enhance staff development provision.

Appendix B
Example of an equal pay policy
(Based on the model equal pay policy set out in the former EOC Code of Practice on Equal
Pay from 2003). This model was included in the 2002 and 2007 versions of this guidance
and, whilst not out of date as such, the EOC model no longer exists as a resource in its own
right as the EOC has been replaced by the EHRC. Please see Appendix H for links to more
recent sources of guidance, such as the EHRC tools on equal pay reviews.

Equal pay statement
This institution supports the principle of equal opportunities involving concern with the
principles of equality and the management of diversity in employment and believes as part of
those principles that male and female staff, those from different racial groups, disabled
and non-disabled staff, those of different sexual orientations, different religions or beliefs,
and different ages should receive equal pay for the same or broadly similar work, for work
rated as equivalent and for work of equal value.
We understand that equal pay between men and women is a legal right under both domestic
and European law; and that other legislation is in place in the UK, on race, disability, sexual
orientation, religion or belief, age, part-time and fixed-term employees, which includes pay
as part of its remit.
We believe it is in our institution’s interest and in accordance with good practice that pay is
awarded fairly and equitably.
We recognise that in order to achieve equal pay for employees doing equal work we should
operate a pay system which is transparent, based on objective criteria and free from bias on
the grounds of sex, race, disability, sexual orientation, religion or belief, and age; and which
does not discriminate unfairly between those on different contractual arrangements.

Action to implement policy
In order to put our commitment to equal pay into practice we will:
•

•
•
•
•

examine our existing and future pay practices for all our employees including parttime workers, those on fixed-term contracts or contracts of unspecified duration,
those on term-time only or hourly-paid contracts, and those who are absent on
pregnancy and maternity leave
carry out regular monitoring of the impact of our practices
inform employees of how these practices work and how their own pay is arrived at
provide training and guidance for managers and supervisory staff involved in
decisions about pay and benefits
discuss and agree the equal pay policy with employees, trade unions or staff
representatives where appropriate.

We intend through the above action to avoid unfair discrimination, to reward fairly the skills,
experience and potential of all our staff and thereby to increase efficiency, productivity and
competitiveness and enhance the organisation’s reputation and image.
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Appendix C
Equal pay checklist
As a matter of good practice HE institutions’ equal pay reviews should aim to cover sexual
orientation, religion or belief, and age, as well as gender, race and disability – though there
will be practical constraints on what is possible. The phrase “equality groups” is used
throughout this checklist to refer to the protected characteristics. Equal pay reviews should
also cover staff employed under all contractual arrangements used in the institution. Where
the checklist refers to “contractual arrangements”, institutions will need to compare
those on full-time, part-time, fixed-term, term-time and indefinite contracts, and parttime hourly paid staff.

Yes

Equal pay policy
Is there an equal pay policy?
Is the policy consistent with the Equality Act (an example of an equal pay
policy is provided in Appendix B)?
Has the policy been communicated to staff and the recognised trade unions?
Has someone with sufficient authority been designated as being responsible
for policy implementation?
Have appropriate systems been clearly defined to ensure effective
implementation and monitoring of the policy?

Pay
Is the average basic pay of people in different equality groups and for people
working different contractual arrangements equal in each grade and for like
work?
Are there any examples of significant differences in pay (more than 5 per cent)
between people in different equality groups and between people working
different contractual arrangements doing the same job?
Are there any examples of significant differences in pay between jobs of equal
value predominantly occupied by people in different equality groups or people
working different contractual arrangements?
Do people from different equality groups or people working different
contractual arrangements receive equal allowances or additional payments?
Do people from different equality groups or people working different
contractual arrangements achieve comparable performance assessments
and contribution-related pay?
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No

Yes
Can differences in pay between people in different equality groups or between
people working different contractual arrangements, which are attributed to
contribution, be objectively justified?
Are market supplements objectively justified and equally available to people in
different equality groups or people working different contractual arrangements?
Protection arrangements
Are people from different equality groups or people working different
contractual arrangements equally affected by red or green circling?
Is the period of time for red or green circling reasonable?
Position on and progression through pay scales
Is there a significantly higher proportion of people in a particular equality group
or of people working particular contractual arrangements in the upper or lower
areas of pay scales?
Do people in a particular equality group or people working particular contractual
arrangements progress through an incremental pay structure at a different rate
to others not in that group?
Are the number of service-related incremental points on any pay scale more
than can be justified by the learning curve for jobs in the grade?
If the number of service-related incremental points on any pay scale exceeds
five, is there justification for this within the terms of the age discrimination
legislation?
If there are merit or qualification bars, do people in different equality groups or
people working particular contractual arrangements progress through them in
equal proportions?

Recruitment and promotion
Are people in different equality groups or people working particular contractual
arrangements appointed for like jobs?
If so, is the normal starting salary level or point the same as that for people in
other equality groups or working particular contractual arrangements?
Are people in different equality groups and people working particular contractual
arrangements given equal opportunities for promotion and career progression?
Do people in different equality groups and people with different contractual
arrangements progress to higher grades in proportion to their employment in
lower grades?
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No

Yes
Are qualification requirements which may attract higher salaries justified?
Are there any other recruitment practices which may influence salary levels in
an inequitable way – including variations in practice across different staff groups
at the same grade level?
Is there occupational segregation which is likely to give rise to differences in the
proportions of staff in particular equality groups, or with particular contractual
arrangements, progressing to higher grades?

Additional payments, allowances and benefits
Do people in different equality groups and people working particular contractual
arrangements have equal access to and, on average, receive equal payments
for working time premia (overtime, shift pay, standby or call-out pay)?
Do people in different equality groups and people working particular contractual
arrangements have equal access to and, on average, receive equal bonus
payments?
Do people in different equality groups and people working particular contractual
arrangements have equal access to and, on average, receive equal allowances
for skills, responsibility etc?
Do people in different equality groups and people working particular contractual
arrangements have equal access to and on average receive equal benefits,
e.g. pension, medical insurance, sick pay?

Awareness
Have all those involved in making pay decisions been appropriately trained in
best employment practice related to equality and diversity legislation?

Monitoring
Are arrangements in place for monitoring pay differences across equality groups
and contractual arrangements?
Is there clarity about to whom the outcomes of such monitoring should be
reported, and when?
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No

Appendix D
Contribution-related pay checklist
Yes No
Are all equality groups entitled to participate in contribution-related pay systems?

If so, are the outcomes proportionate?

Are part-time workers and those on fixed, short-term, term-time or indefinite contracts
equally entitled to participate in contribution-related pay systems?

If so, are the outcomes proportionate?

Are criteria used to assess eligibility for contribution-related pay?

If so, are they free of bias?

Are performance ratings and awards of contribution-related pay checked regularly to
identify any examples of bias?

Is there any evidence of bias in the distribution of performance ratings?

Is there any evidence of bias in the award of contribution-related pay?

If there are any differences in the award of contribution-related pay can they be
objectively justified?

Have those responsible for making decisions on contribution-related pay been
appropriately trained in best employment practice related to equality and diversity
legislation?
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Appendix E
Job evaluation checklist
Scheme design features (responses based on consideration of information from scheme
providers)
Yes
No
1

Is the scheme appropriate for all the jobs it is expected to cover
without favouring any?

2

Does the scheme have a non-discriminatory analytical framework
covering all important job demands?

3

Are factor definitions unambiguous and without undue overlap?

4

Is there a rationale for factor weightings which ensures that they reflect the
importance of the job demands for the organisation as a whole and are not
biased with regard to any equality group?

5

Is there any tendency for job evaluation simply to contribute to the
perpetuation of the existing hierarchy?

6

Is the gradation of factor levels well-defined and unambiguous, reflecting
real steps in demands ?

Scheme selection
7

Were those responsible for selection of the job evaluation scheme used by
the institution representative of the various equality groups and contractual
arrangements among the institution’s employees, and/or did they explicitly
consider issues likely to arise in respect of equalities and contracts?

8

Did the criteria used for selection of the job evaluation scheme used by
the institution include the considerations set out in Questions 1-6 above?

Scheme operation/application
9

Have role or job analyses been prepared by fully trained people given
guidance to avoid bias on equality or contract grounds?

10 If job holders were required to complete questionnaires, had they been
given adequate training and guidance?
11 Were the samples of post-holders selected for in-depth role analysis, and to
assess benchmark roles, representative of the equalities groups and
contractual arrangements among employees, and large enough to avoid bias?
12 Was the quality of job analyses, job descriptions and questionnaire
responses assessed to ensure that they were adequate for the purpose and
met a consistently high standard?
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Yes
13 If there is a panel to undertake matching or any other key part of the job
evaluation process, is that panel representative of the equalities groups and
contractual arrangements among employees, and/or did members receive
guidance and training on avoiding bias on equalities and contract grounds?
14 Was the determination of grade boundaries, in the context of job evaluation
analysis, mindful of the need to avoid discrimination on equalities or contract
grounds?
15 Is the scheme easy to understand and operate, and transparent in the sense
that staff understand how it operates and how decisions arising from its
application are made?
16 Does the scheme provide for appeals?
17 Are arrangements in place for systematic use of job evaluation in relation
to new or revised posts, and posts where the role has evolved?
Scheme outcomes
18 When applied, does the scheme produce a justifiable rank order of jobs which
does not simply reproduce the existing hierarchy of jobs?
19 Were the outcomes of the scheme in terms of necessary re-grading of staff
(up and down) broadly consistent across the equalities groups and contract
arrangements represented among staff?
20 If there were apparent inequities in regrading decisions, were these checked
to ensure that there had not been discrimination on equalities or contract
grounds?
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No

Appendix F
Data requirements
The data required is primary data contained in a computerised personnel or payroll database
and derived data obtained by analysing the primary data.
Primary data
For each member of staff (full-time, part-time and those on fixed-term contracts and
contracts of indefinite duration) details of:
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Name
Gender
Race
Whether or not disabled
Age
Any information on sexual orientation ∗
Any information on religion or belief ∗
Full/part-time contract
Fixed-term/indefinite duration contract
Term-time-only/hourly-paid contract
Staff group/job family
Grade/band
Basic salary (part-time staff at actual rate and full-time equivalent)
Job evaluation score (actual, or range matched to)
Position on pay scale (incremental point)
Any market supplement
Eligibility for contribution-related pay
Performance appraisal rating
Value of contribution-related pay increases or bonuses
Working time premia – overtime, shift payments, unsocial hours
Pension
Work related benefits – sick pay, medical insurance, loans
Payments in kind – accommodation, company car
Any other allowances
Pay protection arrangements, where applicable

Derived data – by gender, racial group, disability, sexual orientation, religion or belief,
age, and contractual arrangement
•
•
•
•
•

Staff numbers in each grade, staff group, and across all employees
Average pay for each grade
Average pay for each job category (where differentiated within or across grades)
Average pay for all staff
Average pay for full-time, part-time, term time and fixed-term contract staff by grade
and job category

∗

The ECU guidance on Equality and Diversity Monitoring includes advice on gathering such
information.
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•
•
•
•
•
•
•
•
•
•
•

Pay gap percentages for each staff group and all staff
Position on incremental scale by grade and job category (where differentiated)
Market supplements – number eligible, value
Eligibility for contribution-related pay
Distribution of performance appraisal ratings
Allocation of contribution-related pay
Average value of contribution-related pay
Eligibility for working time premia, pension, work-related benefits, payment in kind
and other allowances
Number red-circled and average duration
Number green-circled and average duration
Number with safeguarded progression

Additional information
•
•
•

Details of existing grade and pay structures including the number of service-related
incremental points.
Details of any performance appraisal and contribution-related pay scheme and its
overall outcomes
Detailed outcomes of promotions processes
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Appendix G
Glossary of terms
The following is a description of terms used in HR policies and procedures. Their inclusion in
this guidance does not indicate that parties to this agreement necessarily support all such
policies and practices.
Accelerated increments
A system for providing staff with accelerated or additional increments on the basis of
individual merit or performance.
Analytical job evaluation
Schemes in which decisions about the relative value or size of job are based on an analysis
of the degree to which various defined elements or factors are present in a job. The Equality
Act 2010 refers to the demands on a worker ‘by reference to factors such as effort, skill,
decision-making’. The usual analytical approach is a point-factor scheme in which scores for
each factor are awarded and then totalled. On completion of an evaluation programme, the
total scores for jobs indicate their rank order. This type of scheme meets the requirements of
equal value law as long as it is not in itself discriminatory.
Benchmarking
Internal benchmarking is the process of identifying a representative sample of typical jobs
(benchmark jobs) which are used as reference points for a comparative process of job
evaluation within the organisation in order to establish the relativities between them.
Benchmarking can provide the information required to develop equitable grade structures
and can be used when establishing whether jobs are rated as equivalent or are of equal
value. External benchmarking is the process of comparing the pay of a representative
sample of jobs within the organisation with the pay of similar jobs outside the organisation in
order to establish external (market rate) relativities
Broad-banded pay structure
A pay structure in which a hierarchy of narrow pay or salary ranges is compressed into a
small number (typically five or six) of wide bands. Each of the bands therefore spans the pay
progression opportunities previously covered by a number of separate pay ranges.
Competence-related pay
A contingent pay scheme that rewards people wholly or partly by reference to the level of
competence they demonstrate in carrying out their roles. It is a method of paying people for
the ability to perform.
Contingent pay
Pay which is related to or dependent on merit or performance, competence, contribution,
skill, or service in the job. The term ‘performance pay’ is often used loosely to cover all forms
of contingent pay other than service-related pay.
Contribution-related pay
Is used here as in the Framework Agreement – including all forms of additional pay related
to the contribution of individuals or teams. It includes accelerated and additional increments,
and various types of non-consolidated bonuses. More widely the term is used to refer to pay
which is related to both competence (i.e. inputs) and performance (i.e. results/outputs).
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Employee benefits
Also known as indirect pay. Schemes or arrangements for providing personal security,
financial assistance, or company cars and for satisfying personal needs such as pensions,
sick pay and insurance cover. They comprise elements of remuneration additional to the
various forms of cash pay and also include provisions for employees that are not strictly
remuneration, such as annual holidays.
Equality groups
This phrase is used to refer collectively to individuals or groups of staff who share a
protected characteristic as specified in the Equality Act 2010, i.e. age, disability, gender
reassignment, marriage or civil partnership, pregnancy and maternity, race religion or belief,
sex, and sexual orientation.
Equal pay
Equal pay law requires men and women to receive the same level of pay as employees of
the opposite sex who are performing equal work. Any differences must be objectively
justified by reasons unrelated to gender. The provisions of equal pay legislation and case
law can be regarded in principle as being relevant to the achievement of equal pay for work
of equal value between members of different racial groups, disabled and non-disabled staff,
staff of different ages, those with different sexual orientations, and staff with different
religions or beliefs.
Equal value
Work which is different but assessed as being of equal value under such headings as effort,
skill and decision. The assessment process must be analytical and free of bias.
Factor
In job evaluation a criterion for judging the size of a job in one particular aspect or
characteristic of the work involved or the demands made on job holders, for example, skill,
responsibility, complexity. It is assumed that this characteristic is present in all the jobs to be
evaluated but to different degrees. Factors therefore provide a basis for measuring
differences in job size.
Factor plan
The group of factors which are used in a point-factor job evaluation scheme. The individual
factors will be divided into levels and the total points that can be allocated to a factor are
assigned and distributed between each level. The allocation of points may be weighted in
accordance with judgements about the relative importance of each factor.
Framework
Shorthand for the Framework Agreement for the Modernisation of HE Pay Structures, which
was negotiated in July 2003 and ratified by all HE unions by April 2004.
Gender pay gap
The gender pay gap is determined by calculating the average pay of women as a
percentage of the average pay of men, and by comparing any differences in contractual
terms. See also pay gap.
Generic role definitions/profiles
Descriptions of typical roles performed by a number of job holders which are essentially
similar, with only minor differences. They specify overall role requirements in terms of the
common characteristics of individual roles without spelling out the details of any particular
job. A generic role definition therefore fits the role of, say, all team leaders but the
accountabilities of individual job holders may be defined as outputs – the objectives and
standards of performance to be achieved.
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Grade
An area in a hierarchical graded pay structure in which jobs of similar size or value are
placed, usually by some form of analytical or non-analytical job evaluation. Grades may be
defined in job evaluation points terms or by a description of the level of responsibility or
competence typical of any roles or jobs placed in the grade. Pay ranges are attached to
grades which may be determined by reference to views on internal relativities and
differentials and to information on external relativities (market rates).
Green circling
The process of paying people who are under-graded as a result of job evaluation less than
the level of pay appropriate to their grade. This usually takes place following the introduction
of a new pay structure when, to cut costs, the pay increases required to bring staff to the
minimum for their new grade are phased (see, for example, Appendix F of the Framework
Agreement). Green circling can be discriminatory if the preponderance of those green-circled
are women while there is a preponderance of men who are paid within the grade or, through
‘red circling’, are paid above it. This also applies if this situation exists for members of other
equality groups or staff with differing contractual arrangements.
Job description
A definition of the overall objectives of a job, where it fits in the organisational structure and
the key result areas or principal accountabilities of job holders, or the main tasks they have
to carry out. It may include a description of the context within which the job is carried out and
an analysis of the job in terms of the criteria used in a job evaluation factor plan.
Job
A group of finite tasks to be performed (pieces of work) and duties to be fulfilled in order to
achieve an end result. It is often assumed that these duties remain the same whoever
carries out the job.
Job evaluation
A systematic process for defining the relative worth or size of jobs within an organisation in
order to establish internal relativities and provide the basis for designing an equitable grade
structure, grading jobs in the structure and managing relativities.
Job family
A group or cluster of jobs with common characteristics. The essential nature and purpose of
the work will be similar but the work is carried out at different levels.
Job family pay structure
A pay structure which contains separate pay structures for job families which may be graded
in terms of levels of skill or competence. Each level may have its own finite pay range as in a
conventional graded pay structure.
Job matching
The process of matching a job against a grade or band definition or against the description
of a benchmark job to place it in a grade or band.
Job size
The scale of the job as indicated by job evaluation, often expressed as a points score.
Like work
Work which is the same or broadly similar.
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Market premium or supplement
Extra payments made to an individual or group of people which enhance the normal rate for
the job to enable pay to be competitive in the market place. In accordance with equal value
law, such payments should be objectively justified by reference to evidence on the relevant
levels of market rates and to the business need to pay above the normal rate in order to
attract and retain particular categories of staff. They should also be made equally available
to members of different equality groups and staff with different contractual arrangements.
Merit pay
A method of linking increases in pay or of making decisions on accelerated or additional
increments to an assessment of merit which may be defined in terms of competence or
achievement.
Non-analytical job evaluation
Schemes in which whole jobs are examined and compared in order to place them in rank
order or in a grade without analysing them into their constituent parts or elements. The most
common non-analytical approach is to ‘match’ roles as defined in role profiles to definitions
of grades or bands (this is often referred to as job classification). When designing grade
structures, however, the initial step may be to rank the jobs in order of perceived value (job
ranking). Non-analytical schemes do not meet the requirements of equal value law.
Objective justification
Under equal pay law, if a pay practice such as a market premium or supplement results in a
difference between the pay of men and women doing equal work, the employer must be able
to justify the pay practice objectively. This means that the employer must be able to
demonstrate that the practice meets a legitimate business need, is appropriate as a means
of satisfying that need and is a necessary and proportionate means to that end. The same
principle can be applied to members of different equality groups and staff with different
contractual arrangements.
Pay
Pay is defined in Article 141 of The Treaty of Rome as; ‘The ordinary basic or minimum
wage or salary and any other consideration, whether in cash or kind, which the worker
receives directly or indirectly, in respect of his employment, from his employer’. Thus it
includes benefits, ‘perks’ and allowances as well as base pay and performance pay or
bonuses.
Pay gap
A pay gap describes the difference between the pay of men compared with women, or
between the pay of those in other equality groups. It is determined by calculating the
average pay of one group as a percentage of the average pay of another. Thus, the pay gap
between men and women would be 18 per cent when women’s pay is 82 per cent of men’s.
The individual pay gap is the percentage difference between the pay of an individual and the
pay received by a person of the opposite sex, or likewise between the pay of members of
other equality groups.
Pay scale
A graduated schedule of the pay increases that can be earned which usually takes the form
of pay points on a pay spine.
Pay range
The range of pay assigned to a grade as determined by reference to internal relativities and
differentials and to market rates.
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Pay spine
A pay spine consists of a series of incremental points extending from the lowest to the
highest-paid jobs covered by the structure. A pay spine increment may be standardised at,
say, 3 per cent from the top to the bottom of the spine, or the increments may vary at
different levels. Ranges for different job grades may then be superimposed on the pay spine.
If performance-related pay is introduced, individuals can be given accelerated increments.
Pay structure
A method of defining and describing the different levels of pay for jobs or groups of jobs by
reference to their relative internal value or size as established by job evaluation and to
external relativities as established by external market rate surveys. Pay structures consist of
grades or bands into which jobs or roles are allocated and which provide scope for pay
progression. The Framework Agreement sets out principles and parameters for HE pay
structures.
Performance appraisal
The formal assessment and rating of individuals at periodic intervals by their managers. The
ratings can be used to inform merit or contribution-related pay decisions.
Performance management
A systematic and continuous approach to improving and developing the performance and
competence of individuals and teams in order to increase overall organisational
effectiveness. The emphasis is on the development of individuals and teams, and on
dialogue and agreement. There may be no ratings and no direct link to performance-related
pay.
Performance pay
Pay related to performance in the form of an addition to base pay, additional increments or a
bonus; also known as performance-related pay but sometimes extended to include other
forms of contingent pay.
Performance-related pay (PRP)
A contingent pay scheme which provides individuals with financial rewards in the form of
increases to basic pay or cash bonuses which are linked to an assessment of performance,
usually in relation to the results achieved against agreed objectives or targets (outputs). It is
sometimes described as merit pay.
Point-factor job evaluation
An analytical form of job evaluation in which jobs are scored by reference to a factor plan as
a basis for determining their relative size.
Racial/Ethnic Group
As defined by the ethnic categories recommended by the Equality and Human Rights
Commission (EHRC).
Red-circling
The process of protecting the pay of a person so that it is at a higher level than the size of
the job and internal relativities justify. Red circling typically takes place following a job
evaluation exercise when it is established that a job holder or job holders are over-graded
and therefore over-paid but it is believed that they should not suffer a loss of pay. In these
circumstances their pay may be ‘protected’ at its present rate and they may be required to
‘mark time’, i.e. remain at the same rate until other people catch up. A preponderance of
men, or of members of other particular equality groups, who have been red-circled could be
regarded as discriminatory, and discrimination may also take place or be intensified if
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protection is perpetuated or extended over long periods. Similar considerations apply in
respect of disproportionate treatment of staff with different contractual arrangements.
Role
The part played by people in meeting their objectives by working competently and flexibly
within the context of the organisation’s objectives, structure and processes. A distinction may
be made between the terms role and job.
Role analysis
The process of collecting, analysing and setting out information about the content of roles in
order to provide the basis for a role profile for job or role evaluation purposes but
additionally, to produce data for recruitment, training and performance management. Role
analysis concentrates on the results role holders are expected to achieve and what they
need to know and be able to do to achieve those results. It therefore covers both outputs
(key result areas) and inputs (competences).
Role profile
A description of the part to be played by individuals in fulfilling their role requirements. It
defines the purpose of the role in the form of the expected outputs (accountabilities), and
expands the information contained in a traditional job description by setting out the
competences required to perform the role satisfactorily. JNCHES published indicative
profiles for academic roles in guidance agreed under the terms of the Framework
Agreement.
Safeguarded progression
The practice of continuing previously contracted entitlement to pay progression, despite such
entitlement being removed or reduced following introduction of new or amended pay
structures. Such safeguarding may be for a limited period.
Total earnings
The sum of base pay and any additional payments.
Total remuneration
The value of all cash payments (total earnings) and benefits received by employees.
Work rated as equivalent
Work which has achieved the same or a similar number of points under a job evaluation
scheme.
Work of equal value
Work which is of broadly equal value when compared under headings such as effort, skill
and decisions.
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Appendix H
Sources of further information
The Equal Pay Act and Code of Practice on Equal Pay
ACAS Guide to the Equality
Act www.acas.org.uk/media/pdf/n/8/Equality_Act_2010_guide_for_employersaccessible-version-Nov-2011.pdf
Code of Practice on Equal Pay (EHRC)
www.equalityhumanrights.com/uploaded_files/EqualityAct/equalpaycode.pdf

General guidance on equal pay
Guidance on equal pay (EHRC)
www.equalityhumanrights.com/advice-and-guidance/your-rights/gender/sexdiscrimination-your-rights-at-work/equal-pay/
Equal Pay tools (EHRC)
www.equalityhumanrights.com/advice-and-guidance/tools-equal-pay/#b
Conducting an Equal Pay Review in accordance with Data Protection Principles (EHRC)
www.equalityhumanrights.com/advice-and-guidance/tools-equal-pay/checklists-equalpay-in-practice/15-pay-audits-and-data-protection/
Equal Pay Guide (CIPD, 2002)
www.cipd.co.uk/Bookstore/_catalogue/PayAndReward/085292920X.htm

JNCHES guidance
JNCHES Role Analysis and Job Evaluation Guidance for Higher Education Institutions
(Revised 2004)
www.ucea.ac.uk
JNCHES Guidance on Pay Progression and Contribution-related Pay (Revised
2005) www.ucea.ac.uk

Guidance on monitoring
Extending diversity monitoring (ECU)
www.ecu.ac.uk/inclusive-practice/extending-diversity-monitoring
A guide for employers and employees - Religion or belief and the workplace
(ACAS) www.acas.org.uk/media/pdf/f/l/religion_1.pdf
A guide for employers and employees - Sexual orientation and the workplace
(ACAS) www.acas.org.uk/media/pdf/e/n/sexual_1.pdf
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Other relevant guidance
Conducting impact assessments for equal opportunities in HE – good practice guidance
materials (ECU and HEFCE)
www.ecu.ac.uk/inclusive-practice/equality-impact-assessment/?searchterm=impact
assessment
Guidance on the public sector equality duty (EHRC)
www.equalityhumanrights.com/advice-and-guidance/public-sector-equalityduty/guidance-on-the-equality-duty/
EHRC equal pay audit kit
www.equalityhumanrights.com/advice-and-guidance/tools-equal-pay/equal-pay-audittoolkit/carrying-out-an-equal-pay-audit/
Northern Ireland Equality Commission Code of Practice on Equal Pay (2013)
www.equalityni.org/archive/pdf/Equal_Pay_Report-June2013.pdf
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www.eis.org.uk
www.gmb.org.uk
www.ucea.ac.uk
www.ucu.org.uk
www.unison.org.uk
www.unitetheunion.org
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