All performance/competence based pay systems 
You should answer the following questions by checking pay practice, rather than relying on your pay policy. 

	Access 
	Yes 
	No 

	Are all groups of workers included in the performance/competence pay system or systems? 
	
	

	In particular, are part-time workers, temporary or casual staff, those on maternity leave or taking career breaks, or any other group which is likely to be predominantly female or BME or disabled, included in the performance pay system? 
	
	

	Does the same performance/competence pay scheme apply to different groups of workers with jobs of equal value? 
	
	

	Do all employees have equal access to opportunities to develop/acquire competencies, irrespective of race, gender or disability and do they benefit equally from them? 
	
	


	Design issues: the measurement of performance/competence 
	Yes 
	No 

	Have all those involved in the design and development of performance appraisal schemes been trained in diversity awareness and the avoidance of bias? 
	
	

	Are the criteria/objectives that are rewarded by the performance appraisal system objectively justified and have they been checked for potential bias? 
	
	

	Are performance/competence criteria which may favour attributes and roles often perceived to be ‘male’/white (e.g. assertion, leadership, decision making skills) and those often perceived to be ‘female’ (e.g. co-operation, consultation, and other people-related features) included in a balanced way? 
	
	

	Do the performance criteria avoid any which could be indirectly discriminatory, for example, those related to attendance, flexibility in hours of work? 
	
	

	Are performance targets or objectives equally achievable in jobs typically done by women and men or by other groups in your audit? 
	
	

	Implementation 
	Yes 
	No 

	Have all those involved in implementing the scheme been trained in diversity awareness and the avoidance of bias, as well as in the operation of the scheme? 
	
	

	Where managerial discretion applies, are there clear guidelines on the exercise of discretion over performance appraisal and payments? 
	
	

	Is the performance/competence pay system transparent to all employees covered by it e.g. does each employee receive information about her or his individual performance ratings and how they convert into pay? 
	
	

	Impact: performance pay outcomes 
	Yes 
	No 

	Does the distribution of performance/competence assessments show that there may be bias between protected groups within each grade? 
	
	

	Is the distribution of performance/competence payments broadly similar as between protected groups in each grade? 
	
	

	Is the distribution of performance pay broadly similar as between protected groups across the organisation (within and between schemes)? 
	
	

	In a scheme where performance/competence payments are consolidated, do protected groups undertaking equal work achieve equal earnings over time? 
	
	

	If differences have been revealed, have you checked whether historical practices are causing the pay gaps? 
	
	

	In a scheme where performance payments are not consolidated, are the average and distributions of such payments similar as between protected groups undertaking equal work? 
	
	

	If differences have been revealed, have you checked whether current practices are causing the pay gaps? 
	
	

	If differences have been revealed, have you checked whether historical practices are causing the pay gaps? 
	
	

	Can any differences in pay between protected groups which are attributed to performance/ competence be objectively justified? 
	
	

	Is the treatment of non-consolidated performance payments for pension purposes the same or similar as between protected groups undertaking equal work? 
	
	

	Monitoring and review 
	Yes 
	No 

	Are performance targets and ratings regularly monitored by gender, ethnicity and disability and by working pattern etc.? 
	
	

	Are performance payments regularly monitored by gender, ethnicity and disability and by working pattern etc.?
	
	

	Have schemes been checked for their impact on women who have taken maternity leave? 
	
	

	Incentive based productivity/bonus schemes 
	Yes 
	No 

	Is the base point for the measurement of productivity /bonus demonstrably at an equivalent level for work generally undertaken by women as for work generally undertaken by men? 
	
	

	If the base point is not demonstrably equivalent, have adjustments been made to the measurement system to take account of this? In particular, have reasonable adjustments been made for disabled staff?
	
	

	Do the measurement steps above the base point represent equivalent levels of additional effort (mental and/or physical) for work generally undertaken by women and work generally undertaken by men? 
	
	

	Does the system for converting productivity into bonus or other payment result in equivalent pro-rata payments for full-time and part-time staff where appropriate? 
	
	

	Does the system for converting productivity into bonus or other payment result in broadly similar payments for women and men? 
	
	

	Are the average payments over a suitable period equal by gender, ethnicity etc? 
	
	

	If differences have been revealed, have you checked whether current practices are causing the pay gaps? 
	
	

	If differences have been revealed, have you checked whether historical practices are causing the pay gaps? 
	
	

	Can any differences in pay between protected groups, which are attributed to performance/competence, be objectively justified? 
	
	


If you cannot answer ‘yes’ to any of the questions (or you do not know) you will need to investigate the practice to ensure it is free of discrimination. 

