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	ORGANISATION
	[Organisation Name]

	VERSION
	Version 1.0

	DATE ADOPTED
	[Date]

	REVIEW DATE
	[Date - recommend annual review]

	FRAMEWORK OWNER
	[HR / Reward Lead]

	SCOPE
	[All roles / grades in scope]


How to use this framework
Job evaluation is a systematic way of comparing the relative size of jobs so they can be graded fairly and consistently, independent of the person doing them or their current pay. This analytical points-factor framework scores each role against a common set of factors, producing a total that maps to a grade.
Use the framework to evaluate new and existing roles, underpin your grading structure and pay ranges, and support equal pay for work of equal value. The factors, weightings and grade boundaries below are a starting point - calibrate them against a sample of benchmark roles before applying them across the organisation.

SECTION 01
Purpose and Scope

This framework sets out a consistent method for evaluating the relative size and demands of roles across the organisation. It supports fair grading, transparent pay structures and compliance with equal pay principles by assessing every role against the same factors.
Job evaluation measures the demands of the role, not the performance of the person in it, the volume of work, or the individual's current salary. It should be applied consistently to all roles in scope and reviewed whenever a role changes significantly.
SECTION 02
Principles of Fair Job Evaluation

-  Evaluate the role as designed, based on an up-to-date job description - not the person, their performance or their pay.
-  Apply the same factors and definitions to every role to ensure consistency and fairness.
-  Use analytical judgement supported by evidence; avoid assumptions based on job title, seniority or historical grading.
-  Guard against bias - ensure factors do not indirectly disadvantage roles typically held by one group (a key equal pay safeguard).
-  Moderate results across a panel rather than relying on a single evaluator.
-  Keep clear records of scores and rationale so decisions can be explained and appealed.

SECTION 03
Evaluation Factors

Each role is scored against the following factors. Every factor has five levels; the maximum points reflect the relative weight of each factor. The total possible score is 700 points.
	FACTOR
	WHAT IT MEASURES
	LEVELS
	MAX POINTS

	Knowledge & Experience
	Qualifications, technical or professional knowledge and depth of experience the role requires
	1 - 5
	150

	Problem-Solving & Complexity
	The analysis, judgement and complexity involved in the problems the role handles
	1 - 5
	120

	Autonomy & Decision-Making
	Freedom to act, level of supervision received and the impact of the decisions made
	1 - 5
	120

	Responsibility & Impact
	Accountability for outcomes, resources, budgets and risk to the organisation
	1 - 5
	130

	People & Relationships
	Communication, influencing, and responsibility for managing or developing others
	1 - 5
	100

	Working Conditions
	Physical effort, working environment and emotional demands of the role
	1 - 5
	80

	
	 
	Total
	700



SECTION 04
Factor Levels Explained

Levels describe increasing demand within each factor. Use the general descriptors below, alongside the job description, to select the level that best fits the role.
	LEVEL
	GENERAL DESCRIPTOR
	ILLUSTRATIVE INDICATOR

	Level 1
	Basic demand; straightforward, well-defined work
	Follows clear procedures with close guidance

	Level 2
	Moderate demand; some variation and judgement
	Applies established methods to familiar situations

	Level 3
	Substantial demand; regular judgement and complexity
	Adapts approaches and resolves varied problems independently

	Level 4
	High demand; complex, wide-ranging responsibility
	Handles ambiguity; decisions affect a function or service

	Level 5
	Highest demand; strategic scope and impact
	Sets direction; decisions affect the whole organisation
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SECTION 05
Factor Scoring Matrix

For each factor, select the level that best matches the role and enter the corresponding points in the Score column. Add the Score column to reach the total, then map the total to a grade using Section 06.
	FACTOR
	LEVEL 1
	LEVEL 2
	LEVEL 3
	LEVEL 4
	LEVEL 5
	SCORE

	Knowledge & Experience
	30
	60
	90
	120
	150
	

	Problem-Solving & Complexity
	24
	48
	72
	96
	120
	

	Autonomy & Decision-Making
	24
	48
	72
	96
	120
	

	Responsibility & Impact
	26
	52
	78
	104
	130
	

	People & Relationships
	20
	40
	60
	80
	100
	

	Working Conditions
	16
	32
	48
	64
	80
	

	
	
	
	
	
	Total score
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SECTION 06
Grade Boundaries

Map the total points score to a grade using the boundaries below. These bands are illustrative and should be calibrated against your own benchmark roles and pay structure before use.
	TOTAL POINTS
	GRADE
	INDICATIVE ROLE LEVEL

	Up to 200
	Grade 1
	Entry / support roles

	201 - 320
	Grade 2
	Experienced / officer roles

	321 - 440
	Grade 3
	Senior / specialist / team leader roles

	441 - 560
	Grade 4
	Manager / principal roles

	561 - 700
	Grade 5
	Head of / senior leadership roles



SECTION 07
Evaluation Process

▪ Prepare
Ensure an accurate, up-to-date job description is in place. Gather any supporting information on the role's responsibilities, reporting lines and resources.
▪ Evaluate
Score the role against each factor using the scoring matrix, recording the level selected and a short rationale for each. Base every judgement on the evidence in the job description.
▪ Moderate
Review the scores through a panel or moderation step to ensure consistency with comparable roles and to reduce individual bias before the grade is confirmed.
▪ Confirm and record
Confirm the grade, record the outcome and rationale, and communicate it to the relevant manager. File the record to support future reviews and any appeal.




SECTION 08
Job Evaluation Record


	JOB TITLE
	[Job Title]

	DEPARTMENT
	[Name(s)]

	EVALUATOR(S)
	[Total]

	DATE EVALUATED
	[Department]

	TOTAL POINTS SCORE
	[Insert Date]

	GRADE AWARDED
	[Grade]


▪ Rationale summary
Record the level selected for each factor and the reasoning:



SECTION 09
Review, Moderation and Appeals

-  Re-evaluate a role whenever its responsibilities change significantly, and review the framework itself at least annually.
-  Provide a clear, documented route for an employee or manager to request a review of an evaluation outcome.
-  Keep evaluation records to demonstrate consistency and to support equal pay and grading decisions.
-  Use moderation and audit to ensure the framework continues to be applied fairly across all roles and groups.

Equal pay note: an analytical job evaluation scheme, applied consistently and free from bias, is a recognised way to demonstrate that roles of equal value are graded and paid on objective grounds. Ensure factors and weightings do not indirectly disadvantage roles predominantly held by one group.
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