
  
 

 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
                                                              Next Steps 
 
 
 
 
  

Using the Fair Work Self-Assessment Tool for Workers has allowed you to understand, at a 
collective level, workers’ experiences and perceptions of fair work in their workplace. This can 
be compared to workplace policies and practices explored through the Fair Work Employer 
Support Tool. 
 
To complement areas for improvement identified through the tools, this people analytics 
resource sets out suggested data to collect in your organisation, to allow you to understand 
your workforce in more detail.  

 

The tables set out in this document provide suggestions on people 
data to collect, against each dimension of the Fair Work Framework.  
 
Our recommendation is that you review the people data you collect, 
after using the Fair Work Employer Support Tool, and the Fair Work 
Self-Assessment Tool for Workers, as set out in step three of the 
flowchart below.  
 
This resource is designed as a prompt to help you assess your fair 
work practice, it is important to note that:  
 

• You may already collect people data, but there may be some 
gaps. 

• The type and quantity of data you collect will vary depending on 
the size of your organisation, and the HR systems you have in 
place. 

• You may have considered your workplace data ahead of 
completing the tools, but it is also useful to review it again at 
this stage as it will assist with action planning.    

 
It may be particularly useful to consider data collection and gaps in 
areas where your tool results suggest there are areas of weakness. 

 

After you have used this resource to explore the people data you 
collect, we recommend that the combined outputs from the tools (Fair 
Work Employer Support Tool, and the Self-Assessment Tool for 
Workers), alongside people data analysis, should inform your action 
planning and setting of Key Performance Indicators (KPIs).  
 
Action planning should be undertaken in consultation with recognised 
trade unions or workforce representatives. You should seek to agree 
and implement specific KPIs to support fair work practices and 
outcomes. The resource sections in each of the tools can also support 
this work.  
 
Action planning should set an appropriate review point.  

     

Guidance  

Next Steps 

People Resource  
Unlock workforce insights and discover the 
key data your organisation should be 
collecting 

https://fairworktool.scot/
https://fairworktool.scot/
https://www.fairworkconvention.scot/the-fair-work-framework/


 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Step 1 

Fair Work Employer 
Support Tool

To assess and 
benchmark employer 
workplace practices 

against fair work 
dimensions

Step 2 

Fair Work Self-
Assessment Tool 

for Workers

To understand 
workers’ perceptions 
and experiences of 

fair work

Step 5

Review
Review should consider 

how well actions are 
working.

Begin again at Step 1 and 
consider how your results 

have progressed. 
Fair work is about 

continuous progress.

Step 3 

People Analytics 

To complement 
worker and employer 
perspectives, people 
data is gathered to 

support detailed 
analysis.

Step 4

Action Planning
Output from steps 1-3 should 

inform action planning

Action planning should: 

- be undertaken with trade 
unions or workforce 

representatives. 

- Identify tangible actions to 
advance fair work. 

- Identify an appropriate review 
point. 



Effective Voice  

People Data Indicator Number/Percentage Points to Consider  

Percentage of workers 
responding to staff/people 
surveys. 
 

 If response rates are low, 
have you considered why that 
might be?  
 
Have you considered ways to 
overcome potential barriers to 
completing staff surveys for 
different types of workers? 
For example, shift workers, 
those without access to 
appropriate technology.  
 

Percentage of workers reporting 
positive experiences in 
staff/people surveys. 
 

 This could be a single 
measure/question asking 
about positive experiences at 
work, or combined results of 
several questions which 
measure positive 
experiences. 
 

Percentage of workers reporting 
negative experiences in 
staff/people surveys. 
 

 This could be a single 
measure/question asking 
about negative experiences 
at work, or combined results 
of several questions which 
measure negative 
experiences. 
 

Percentage of staff participating 
in other types of feedback 
mechanisms. 
 

 Examples of other feedback 
mechanisms can include 
workplace suggestion 
schemes, or other forms of 
staff consultation.  
 
How well are other feedback 
mechanisms utilised?  
 
 

Use of staff networks or forums.  How often do the networks 
and forums meet?   
 
Do you have a terms of 
reference for the group? 
 
Do senior staff know of and 
participate and engage with 
the network/forum? 
 
When were the 
attendees/members last 
refreshed? 
 



 
 
 
 
 
 
 
 
 
 
 
 
 

Do the attendees/members 
adequately represent the 
workforce?   
 
How much access does the 
group have to decision 
makers? 
 

Trade union recognition or 
collective bargaining 
agreements. 
 
 

 You may want to consider 
how you will measure outputs 
from agreements and their 
impact.  
 
When were they last 
refreshed and reviewed?  
Are they still fit for purpose? 
 
Do you have multiple trade 
union recognition or collective 
bargaining agreements? 
Could these be simplified or 
consolidated? 
 
 

Number of hours provided in 
facility time, and/or the number 
of hours staff are provided to run 
staff networks or forums. 

 Providing paid release for 
staff to run collective voice 
structures is important to 
facilitating the success of 
these mechanisms.  
 

Percentage of policies that are 
shaped by feedback from unions, 
staff networks, forums or other 
collective feedback mechanisms. 

 Are you systematically 
tracking the impact of 
feedback on policies?  
 
Are staff aware of this 
impact? 
 
How often are policies 
reviewed and refreshed? 
 



Security  

People Data Indicator Number/Percentage Points to Consider 

Percentage of 
temporary/contract workers. 

 What is the average length of 
contract?  
 
If temporary contracts are used, do 
they lead to more permanent work?  
 
Does the use of temporary contracts 
vary throughout the year?  
 
When did you last review the 
temporary/permanent contract ratio?  
 
Is the current ratio still fit for 
purpose? 
 
You should aim to include the 
experience of these workers in the 
wider people analytics and 
assessment of fair work. 
 

Percentage of agency 
workers. 

 Why are agency workers used?  
 
Does this vary throughout the year?  
 
When did you last review your use of 
agency workers? Is the current 
approach still fit for purpose? 
 
You should aim to include the 
experience of these workers in the 
wider people analytics and 
assessment of fair work. 
 

Percentage of staff on zero-
hour contracts. 

 Why are zero-hour contracts used?  
 
What are the average hours of work 
for zero-hours contract workers?  
 
Does this vary throughout the year?  
 
When did you last review your use of 
agency workers? How can you 
reduce your use of this type of 
contract? 
 
You should aim to include the 
experience of these workers in the 
wider people analytics and 
assessment of fair work. 
 

Percentage of workers who 
have access to statutory 
sick pay. 

  



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Percentage of workers who 
have access to enhanced 
sick pay. 
 

  

Percentage of staff across 
each pay grade, banding or 
bracket by protected 
characteristics. 
 

  

Pay ratios.  This involves comparing the salary of 
a high-paid employee, like a chief 
executive, to the median earnings of 
other employees within a company. 
 

Rate/percentage of staff 
turnover. 

 What exit data do you collect? 
 
How does current turnover relate to 
average attrition rate? 
 
Do you track voluntary vs involuntary 
turnover? 
 
Can you identify trends and themes 
in reasons for exits? 
 

Percentage of staff made 
redundant in the last year (if 
any). 
 

  

Proportion of staff paid at 
least the Real Living Wage.  

  



Opportunity 

People Data Indicator Number/Percentage Points to Consider 

Worker demographic data. 
 

 This could be further 
considered by grade, contract 
type. 
 

Hiring rates by demographic group. 
 

 This could be further 
considered by grade, contract 
type. 
 

Promotion rates by demographic 
group. 
 

 This could be further 
considered by grade, contract 
type. 
 

Percentage of staff by demographic 
group accessing mentorship or 
sponsor programmes. 
 

 This could be further 
considered by grade, contract 
type. 

Pay gap analysis (gender, disability, 
race). 
 

 This could be further 
considered by grade, contract 
type. 
 

Representation in leadership roles 
by demographic group. 
 

  

Percentage of workers who have 
made a flexible working request by 
demographic group.    

 This could be further 
considered by grade, contract 
type. 
 

Percentage of workers who had 
their flexible working request agreed 
by demographic group. 

 This could be further 
considered by grade, contract 
type. 
 

 
 

 
 
 

 
 
 
         
 
 
 
 
 
 
 

Demographic data includes equalities 
groups across the protected 

characteristics - age, sex, disability, 
gender reassignment, marriage and civil 
partnership, pregnancy and maternity, 

race, religion or belief and sexual 
orientation. 

You may want to gather other metrics (beyond 
protected characteristics) to fully understand 

experiences of staff and additional barriers. This 
may include other characteristics like: caring 
responsibilities, gender expression, socio-

economic circumstances, neurodiversity and grade 
and contract types. 

 
Further guidance is available via CIPD. 

file:///C:/Users/szb10105/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/YFT3EU15/Equality,%20diversity%20and%20inclusion%20in%20the%20Workplace%20|%20Factsheets%20|%20CIPD


 
 

 
 
 

Fulfilment 

People Data Indicator Number/Percentage Points to Consider 

Percentage of workers who were 
offered training this year.  
 

 Employers should be able to 
track training levels beyond 
induction and training which 
is a statutory obligation.  
 
Are workers aware of how to 
access training?  
 
Are there any barriers to 
workers accessing training 
e.g. access to appropriate 
technology?  
 

Uptake of training. 
 

 Are there any differences in 
uptake by demographics or 
job role/grade? For example, 
are certain groups not 
participating in training? 
 

Training satisfaction rates from 
feedback surveys. 
 

  

Respect 

People Data Indicator Number/Percentage Points to Consider 

Number of reported workplace 
accidents. 
 

  

Number of reported workplace 
near misses.  
 

  

Worker awareness of routes for 
reporting issues at work. 
 

 This is likely to be collected 
through staff surveys. 
 

Absence rates due to work-related 
stress or injury.  
 

  

Percentage of workers with access 
to wellbeing programmes. 
 

  

Number of workplace grievances, 
whistleblowing cases, ‘speak ups 
or ethics complaints.  
 

 Are there any trends in this 
data? 
 
This could be further 
considered by grade, contract 
type and demographic group. 
 



Hours of learning completed per 
worker. 
 

  

Career development satisfaction 
rates. 

 This is likely to be tracked 
through staff surveys. 
 

Job engagement rates.  This is likely to be tracked 
through staff surveys. 
 

Alignment between worker skills 
and job roles. 

 This could be tracked from 
both a manager and worker 
perspective. 
 

Rates of internal promotion vs. 
external hiring. 

 Are there clear routes of 
progression through the 
organisation?  
 
Are there job roles where 
further progression is not 
possible? 
 

 
 
Further Reading and Sources  
 

• People Analytics | Factsheets | CIPD 

• Solving business problems with people analytics: case studies | CIPD 

• Monitoring forms and surveys - Equality, diversity and inclusion - Acas 

• Equality and diversity monitoring form template | Acas 

• Real Living Wage 

• Gender pay gap reporting: guidance for employers - GOV.UK 
 

https://www.cipd.org/uk/knowledge/factsheets/analytics-factsheet/
https://www.cipd.org/uk/knowledge/case-studies/people-analytics-case-studies/
https://www.acas.org.uk/improving-equality-diversity-and-inclusion/checking-equality-diversity-and-inclusion
https://www.acas.org.uk/equality-and-diversity-monitoring-form-template
https://www.livingwage.org.uk/what-real-living-wage
https://www.gov.uk/government/publications/gender-pay-gap-reporting-guidance-for-employers

