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Meeting and date: Fire Authority, 16 February 2022 

Report title: Pay Policy Principles and Statement 2022/23 

Lead Member: Councillor Steven Lambert; People, Equality and Diversity and 

Assurance 

Report sponsor: Mick Osborne; Chief Operating Officer / Deputy Chief Fire Officer  

Author and contact: Faye Mansfield; HR Advisory and Development Manager   

Action: Decision  

Recommendations:   

1. The Pay Policy Principles and Statement as set out in Appendix one as the 

statutory Pay Policy Statement for 2022/23 is approved for publication 

2. The Authority notes the Pay Multiple ratio continues to fall for the tenth year 

running, with the tenth-year period seeing the ratio improved by 30 per cent 

since 2012 

 

Executive summary:   

The Authority is required to approve the Pay Policy Principles and Statement before 

the end of March immediately preceding the financial year to which it relates.  

It is proposed the attached draft (Appendix one) be the Authority’s revised Pay Policy 

Principles and Statement for 2022/23. It is based on the Authority’s current approved 

Pay Policy Principles and Statement for 2021/22, save as amended by additional text 

underlined (underlined) and deleted text shown struck through (struck through). 

It is pleasing to report that the Pay Multiples ratio of highest paid to lowest paid 

employee (as at December 2021) continues to fall for the tenth year running. This 

tenth-year period sees the ratio improved by 30 per cent since 2012.  

The Pay Policy Principles and Statement will continue to support and enhance a 

range of employment opportunities. This will continue to be utilised on a voluntary 

basis across some roles and functions to offer a more resilient, enhanced and flexible 

resource, focused on meeting demand and offering the very best service to the 

public. 

Within the 2018/19, 2019/20, 2020/21 and 2021/22 Pay Policy Principles and 

Statement cover reports, a note was made to the introduction of a public sector exit 

payment cap termination payment for high earners. The Restriction of Public Sector 

Exit Payment Regulations 2020 then came into force on 04 November 2020 and 
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detailed within the Pay Policy Principles and Statement for 2021/22. However, on 12 

February 2021, HM Treasury published a Treasury Direction disapplying the parts of 

the Regulations which implemented a £95,000 cap on public sector exit payments. 

On 25 February 2021, the Restriction of Public Sector Exit Payment (Revocation) 

Regulations 2021 (the Revocation Regulations), was placed before Parliament, and 

came into force formally revoking the 2020 Regulations on 19 March 2021. The 

Revocation Regulations contained a legal obligation for employers to make 

termination payments to employees with an exit date in the period the Regulations 

applied (04 November 2020 to 11 February 2021). For the Authority there were no 

employees impacted by the exit payment cap.  

Since the Revocation Regulations, the Government continues to discuss exit 

payments and the importance of delivering value for the taxpayer. It is anticipated an 

exit payment cap or similar will be reintroduced in some form, and the Authority will 

contribute to any Government consultation process as appropriate, and thereafter, 

await details of any Regulation changes and implementation dates.   

 

Financial implications:  

There are no direct financial implications arising from the Pay Policy Principles and 

Statement. Any financial impact of subsequent decisions will be factored into the 

Medium-Term Financial Planning process and scrutinised and challenged by 

Members. Any in-year impacts will be considered and reported through the budget 

monitoring process and any resource re-allocation will be subject to the usual 

virement approvals and limits as set out in the Financial Regulations. 

Risk management: 

The Fire Authority is required to adopt and publish an annual Pay Policy Principles 

and Statement. 

Developing and maintaining good employee morale is key to instilling loyalty and 

maintaining a productive workplace. By being fair, transparent and accountable in 

what employees are paid for and why, and being consistent, systematic and clear in 

applying reward practices for all employees, the Authority is living its values and 

showing best practices with its reward and recognition needs. 

Legal implications:  

Section 38 of the Localism Act 2011 places a requirement on the Authority to 

prepare annually, a statement setting out the Authority’s policies on the 

remuneration of its Chief Officers, the remuneration of its lowest paid employees 

and the relationship between the remuneration of its Chief Officers and the 

remuneration of its employees who are not Chief Officers. Chief Officers are the 

most senior Officers of the Authority. Authorities are required to state the definition 

of lowest paid employees they have adopted in the statement and explain the 
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reasons for adopting that particular definition. The statement may also set out the 

Authority’s policies relating to other terms and conditions applying to its senior 

Officers. In preparing this Statement, the Authority must have regard to any 

guidance issued or approved by the Secretary of State. 

The 2022/23 Pay Policy Principles and Statement must be approved by the full Fire 

Authority before 31 March 2022. Approval cannot be delegated to any committee, 

sub-committee, or officers.  

The Pay Policy Principles and Statement may be amended by the full Fire Authority 

during the financial year to which it applies. 

Section 41 of the Localism Act 2011 requires the Authority to comply with its Pay 

Policy Principles and Statement for the relevant financial year when making a 

determination that relates to the remuneration, or other terms and conditions of a 

senior officer of the Authority.  

The Pay Policy Principles and Statement must include the Authority’s policies in 

relation to senior pay on: 

a) the level and elements of remuneration  

b) remuneration on recruitment 

c) increases and additions to remuneration  

d) the use of performance related pay  

e) the use of bonuses  

f) the approach to payment on their ceasing to be employed by the Authority, 

and 

g) the publication of and access to information relating to remuneration. 

The statutory guidance gives discretion as to whether the Authority wishes to mirror 

these headings in its Pay Policy Principles and Statement in respect of its other 

employees. 

Privacy and security implications:  

The purpose of the Pay Policy Principles and Statement is to provide transparency 

with regards to the Authority’s approach to setting the pay of its employees. 

Duty to collaborate:  

All Authorities are required to have a Pay Policy Principles and Statement. At this 

time our Thames Valley partners have separate Statements, however an aligned 

approach may be appropriate in the future, particularly to support collaborative 

working, sharing of resources and working across boundaries.   

Health and safety implications:  

There are no health and safety implications arising from this report.  

Environmental implications: 
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There are no environmental implications arising from this report.  

Equality, diversity, and inclusion implications 

An Equality Impact Assessment has been completed as part of the update. There are 

no identified adverse impacts on any protected characteristics.  

Any pay decisions will be subject to the demands of equal pay processes.  

The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017 and 

approved by Parliament in 2016 and came into force in 2017. The obligations under 

the Regulations requires prescribed gender pay gap information to be published 

within ‘the period of 12 months beginning with the data snapshot date’ (Regulation 

2(2)). The snapshot data for public sector employers is 31 March each year.  

The intention of the Regulation is to highlight differences in pay between male and 

female employees, therefore showing greater transparency within the workplace, 

and will encourage employers to consider what more can be done to close any pay 

gaps. The Authority will continue to work on closing the Gender Pay Gap and a 

separate report will be presented to the Executive Committee in March 2022. 

Consultation and communication 

Adoption of the annual Pay Policy Principles and Statement ensures statutory 

compliance. However, as the legislation permits in-year changes there is scope for 

the Authority to revisit certain elements to reflect the needs of the Service and any 

relevant reform outcomes from a national perspective.  

Communication: Following approval of the Pay Policy Principles and Statement, 

communication will be via the normal policy publication and amendment process. 

This will include engagement with members of the Joint Consultation Forum.  

Internal Controls: Adherence to the Pay Policy Principles and Statement is controlled 

via strict establishment and pay change approval process controls and annual 

reporting. In addition, reports are submitted on key reward areas as appropriate. 

Background papers:  

Report to Fire Authority held 17 February 2021; BMKFA Pay Policy Principles and 

Statement 2021/22: 

https://bucksfire.gov.uk/documents/2021/02/item-9-pay-policy.pdf/  

The Localism Act 2011: 

http://www.legislation.gov.uk/ukpga/2011/20/contents/enacted  

Openness and accountability in local pay: guidance. Published 2012: 

https://www.gov.uk/government/publications/openness-and-accountability-in-local-

pay-guidance  

Openness and accountability in local pay: supplementary guidance. Published 2013: 

https://bucksfire.gov.uk/documents/2021/02/item-9-pay-policy.pdf/
http://www.legislation.gov.uk/ukpga/2011/20/contents/enacted
https://www.gov.uk/government/publications/openness-and-accountability-in-local-pay-guidance
https://www.gov.uk/government/publications/openness-and-accountability-in-local-pay-guidance
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https://www.gov.uk/government/publications/openness-and-accountability-in-local-

pay-supplementary-guidance  

 

Appendix Title Protective Marking 

1 Pay Policy Principles and Statement 2022/23    

 

https://www.gov.uk/government/publications/openness-and-accountability-in-local-pay-supplementary-guidance
https://www.gov.uk/government/publications/openness-and-accountability-in-local-pay-supplementary-guidance
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BMKFA Pay Policy Principles and Statement 2022/23 

 

1.0 Introduction  

The Pay Policy Statement (the ‘Statement’) sets out Buckinghamshire & 

Milton Keynes Fire Authority’s (the Authority) approach to pay in accordance 

with the requirements of Section 38 of the Localism Act 2011. The purpose of 

the Statement is to provide transparency with regards to the Authority’s 

approach to setting the pay of its employees by identifying:  

• the method by which salaries of all employees are determined  

• the details and level of remuneration of its most senior employees, i.e. 

Chief Officers, as defined by the relevant legislation 

Following approval of the Fire Authority, the Statement will be effective from 

1 April 2022. It will be subject to an annual approval and in accordance with 

any new or proposed legislation to ensure it remains relevant and effective.   

As detailed within the Authority’s Reward and Recognition policy, and the 

Statement of Principles, the Authority aims to: 

• Be fair, transparent and accountable in what employees are paid for and 

why, and to be consistent, systematic and clear in applying reward 

practices for all employees 

• Adhere to affordability; ensuring all decisions on pay represents value for 

money for the taxpayer 

• Reward and recognise employees for their knowledge, skills and 

contribution in the roles they are performing 

• Adopt practices which will focus on enabling the recruitment, engagement 

and retention of the right calibre of people at all levels to deliver its 

corporate priorities 

• Provide effective financial management of the total pay bill in order to 

inform all of its reward practices and approaches in making the most 

effective use of resources 

• Have appropriate mechanisms in place to review terms and conditions of 

service 

• Meet legislative requirements; ensuring remuneration practices comply 

with all legal obligations  

 

 

2.0 Accountability and decision making 

Decisions on pay policies will be taken by elected members - those who are 

directly accountable to local communities. All democratically accountable 
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members will have input into how decisions on pay are made and there will 

be openness about the policies that determine those decisions. 

 

The annual Statements and any amendments will be considered by a meeting 

of the Fire Authority and will not be delegated to any sub-committee. All 

decisions on pay and reward for Chief Officers must comply with the current 

Statement. 

 

3.0 Transparency 

On an annual basis, the approved Statement will be published on the 

external website.  

Although there is no requirement to use the Statement to publish specific 

numerical data on pay and reward, consideration will be given to how the 

information within the Statement fits with data on pay and reward published 

separately.  

This includes data required to be published under the Local Government 

Transparency Code 2015 and Annual Statement of Accounts.  

 

4.0 Legislation  

In applying the Statement, the Authority will work to eliminate any elements 

which may, directly or indirectly, discriminate unfairly on the grounds of sex, 

race, colour, nationality, ethnic or national origin, age, marital status, having 

dependents, sexual orientation, gender reassignment, religion or belief, trade 

union activity, disability or any other factors.  

Part-time employees will receive the same pay and remuneration as full-time 

employees undertaking the same role on a pro-rata basis.  

Under the Equality Act 2010, it is unlawful for an employer to discriminate 

between men and women in terms of their pay and conditions where they are 

in the same employment and are doing the same or similar work, work rated 

as equivalent, or work of equal value. Undertaking an equal pay audit 

demonstrates the Authority’s commitment as an employer to remove unfair 

pay practices. The last equal pay audit was undertaken in 2020, and no areas 

of concern were identified as a result of this audit.  

The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 

2017 that came into effect in 2017 requires public sector organisations with 

250 or more employees to carry out gender pay gap reporting. In accordance 

with the Regulations, the Authority is required to annually publish six pieces 

of prescribed data about the pay and bonuses of male and female workers 
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within the Authority. On an annual basis the Authority publishes a Gender 

Pay Gap report, containing information relating to pay inequalities in line with 

gender pay gap reporting requirements.  

 

5.0 Responsibility and scale  

The Authority is directly responsible for an establishment budget of 

£23,167,671£23,314,200, and for a budgeted establishment of 128.81  

129.56 full-time equivalent (FTEs) for Support Services employees, 280 FTE 

Wholetime employees and 96.76 FTE On-Call employees (details as at 

December 2020 2021). 

 

6.0 Determining levels of pay 

The Authority recognises its employees are a vital factor in the efficient and 

effective operation of the Service. In this respect the Authority is committed 

to ensuring employees are valued and rewarded for their contribution to the 

Authority.  

The Authority is committed to establishing the right working arrangements 

and conditions of employment for all its employees and understands the 

benefits of the employment package in promoting and encouraging employee 

engagement, which in turn improves organisational performance.   

The Authority is committed to effectively supporting day to day service 

delivery, transforming the Authority into a value for money, outcome driven 

and high performing organisation through, amongst other interventions, 

appropriate reward and recognition mechanisms.  

The Authority is committed to ensuring its reward and recognition practices 

are conducted in a fair, open and transparent manner that is effective, 

efficient and responsive, promoting good practice with all its reward and 

recognition needs. 

 

7.0 Pay structure  

The pay structure reflects the different roles, duties and responsibilities 

undertaken by employees within the Authority. This is reflected in pay 

differentials between different employee groups and between employees 

within the same employee group. The pay bands established are based on 

nationally applied role maps (Operational employees) or graded bands 

established through role profiles (Support Services employees). 
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Operational roles 

For the majority of Operational roles, appointments are offered under the 

National Joint Council for Local Authority Fire and Rescue Services Scheme of 

Conditions of Service (known as the Grey Book) and any other local terms 

and conditions, which the Authority may, from time to time, adopt in relation 

to the appointment, save where such provisions are amended by a contract 

of employment.  

Any National pay award is as agreed through the National Joint Council (NJC) 

and notified to Fire Authorities. The last pay award was agreed as two one 

and a half per cent, effective 01 July 2020 2021. 

The pay framework was reviewed in 2003 following a rank-to-role exercise in 

line with National Guidance, with the grades for each role determined by a 

consistent job evaluation process. Where appropriate, National role maps are 

used to determine responsibilities and accountabilities within roles.  

For Grey Book employees, rates of pay are set out in circulars issued by the 

NJC and entitlements are governed by Part B of the Grey Book. However, the 

Authority recognises new employees may be employed on terms and 

conditions outside of the Grey Book. This includes the operation of the ‘Bank 

System’.  

The Authority also recognises employees in existing Firefighter roles may 

want to agree rates of pay outside of the Grey Book for the protection of 

services and provision of enhanced resilience, including agreement to not 

participate in industrial action.  

In addition, and in line with retention and succession planning, the Authority 

does agree enhanced remuneration outside of the Grey Book for specific 

roles, such as Area Commanders, Group Commanders and Station 

Commanders.   

Support Services roles 

Appointments for Support Services roles are determined in accordance with 

local terms and conditions of Buckinghamshire & Milton Keynes Fire Authority 

Scheme of Conditions of Service for Support Services employees and any 

other local terms and conditions, which the Authority may, from time to time, 

adopt in relation to appointments, save where such provisions are amended 

by a contract of employment. 

Any pay award is locally agreed by the Strategic Management Board (SMB). In 

2019 SMB agreed a six per cent pay award covering three years, and the last 

pay award represented the third year, was agreed as two per cent, effective 01 

July 2020 2021.  
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For Support Services employees, the pay structure takes the form of pay 

scales, which was reviewed in 2014 to two pay points; development and 

competent. This is with the exception of employees in post prior to 

September 2014, who retain three-point scales (until they move posts or are 

subject to regrading) and those employed within Fleet Management.  

The grades for Support Services roles are determined using an analytical job 

evaluation process, that systematically ranks each role objectively and fairly. 

This job evaluation system (Korn Ferry (Hay) Methodology) is a recognised 

best practice non-discriminatory method of ranking roles against a pre-

determined scale. 

Brigade Manager roles  

Appointments for Brigade Mangers are offered under the National Joint Council 

for Brigade Managers of Local Authority Fire and Rescue Services (known as the 

Gold Book) as adopted locally and as amended or supplemented by agreement 

between the Chief Fire Officer/Chief Executive and the employee, or in the case 

of the Chief Fire Officer/Chief Executive, or equivalent, between the Fire 

Authority and the employee. Employment is also subject to other terms and 

conditions of service as determined by the Authority from time to time. 

Any National pay award is as agreed through the NJC and notified to Fire 

Authorities. The last pay award was agreed as two one and a half per cent, 

effective 01 January 2020 2021. 

For Strategic Management Board (SMB) members, pay arrangements are 

locally determined and the level of pay fixed and designed to cover the full 

range and scope of the role.  

There is a twin-track approach for determining levels of pay for Brigade 

Manager roles. At National level, the NJC annually reviews the level of pay 

increase applicable to these roles covered by the National Agreement. Any 

increases agreed by the NJC are communicated to Fire Authorities via 

circulars. All other decisions about pay and remuneration are taken by the 

Fire Authority, who will review salary levels on an annual basis.   

 

8.0 Remuneration on Appointment  

Remuneration will be based on the evaluated rate for the role, either nationally 

or locally set.  

Base salary is one of a number of components of the employment package and 

by no means the only factor that influences the Authority’s ability to recruit and 

retain employees. 
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New employees will usually be appointed to the minimum pay level for the 

relevant grade (trainee or development rate), unless relevant supporting 

experience can be identified and appropriately evidenced.  

All new Brigade Manager appointments are subject to Fire Authority approval. 

The Fire Authority will be offered the opportunity to vote before salary 

packages (£100,000 plus) are offered in respect of a new appointment. For 

this purpose, salary packages should include salary, any bonuses, fees or 

allowances routinely payable to the appointee and any benefits in kind to 

which the Officer is entitled as a result of their employment.  

 

9.0 Pay Progression  

For Operational roles, rates of pay are determined by the role the employee 

is undertaking, and whether the employee is in the ‘Trainee’, ‘Development’ 

or ‘Competent’ stage of that role. The time it will take an employee to 

demonstrate competence will depend on the specific requirements of the 

employee, accessibility to assessments and the opportunities available. 

Employees can move between roles through successfully completing a 

promotion assessment process. 

For Support Services roles, progression through the pay grade will be based 

on evidenced performance, and at least six months in post, attaining training 

and qualifications associated with the role, and the maximum grade for the 

post not being exceeded. Progression may be withheld if performance is not 

to the required standard. Employees can move between roles through 

completing a promotion assessment process. 

For SMB members, pay progression is performance based, with scope to 

increase the salary after completion of the annual SMB remuneration and 

performance review process. Any increase or additions to remuneration will 

require approval of the appropriate committee of the Authority.  

 

10. Other allowances and payments  

Allowances: There are a number of allowances paid to employees, where 

specific circumstances require this and where it can be justified. These 

allowances are in accordance with National agreement or have been locally 

set in order to meet the demands of service delivery.  

Market rate supplement: The Authority recognises the pay structure and 

job evaluation process does not normally consider factors such as market pay 

rates relating to specific roles or fluctuating demand for skills in the market 

place. Whilst the use of market rate supplements will not be the norm, there 

may be occasions where the Authority is unable to attract candidates to 
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specific roles due to the fluctuations in the local labour market. In addition, 

existing employees may leave, citing the reason of being offered the ‘market 

rate’ for the role. When this occurs consideration may be given to awarding a 

market rate supplement in addition to the approved job evaluated grade for 

the role. Any payment will be time limited and reviewed annually.  

Expenses: The Authority recognises employees may incur reasonable expenses 

whilst undertaking their role and will ensure employees are not financially 

disadvantaged or advantaged because of genuine business expenses. Unless a 

prior arrangement is in place, employees will be responsible for the payment of 

expenses incurred and will be reimbursed in accordance with the Authority’s 

procedures relating to expenses.  

Car lease schemes: Some employees participate in lease car arrangements, 

either as an essential car user, lease car user, or via a provided car scheme. The 

criteria are dependent on the requirements of the role or in accordance with 

terms and conditions of employment.  

Relocation expenses: Upon appointment, where relocation expenses are 

incurred, the Authority may reimburse the individual in accordance with the 

Authority’s Relocation Expenses Scheme. Members of the Fire Authority will 

determine the specific application in respect of a SMB appointment and SMB will 

determine the application of the scheme to all other appointments. The scheme 

is applied at the discretion of the Authority and normally only applies to external 

appointees. 

Additional Responsibility Allowance (ARA): These payments are used to 

reward increased responsibilities and duties beyond the normal remit of the role 

for specific periods, for example to cover managed vacancies for short to 

medium term periods, enabling successful change management with minimal 

risk. These payments apply to employees on Grey Book terms and conditions. 

 

Honorarium payments: These can be given to Support Services employees 

when they are asked to undertake part of the duties at a higher graded post or 

duties outside the scope of their post, which is particularly onerous. Where the 

payment relates to an employee undertaking a proportion of the duties of a 

higher graded post, the calculation of the payment will normally link to the pay 

scale of the duties of the higher graded post being undertaken. For duties 

outside the scope of the employee’s role, the amount of the payment will be 

determined by estimating the relative worth of the task in comparison to the 

employee’s substantive grade. These payments are for Support Services 

employees.  

 

An ARA or Honorarium payment requires approval via a business case.  
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For SMB members, any increase or additions to remuneration will require 

approval of the appropriate committee of the Authority. 

 

Bonus payments and performance related pay: One-off bonus 

payments/merit awards may be considered linked to evidenced and scrutinised 

delivery of performance management objectives. 

Pension Schemes: The Authority operates five pension schemes: 

• 1992 Firefighters Pension Scheme  

• 2006 Firefighters Pension Scheme  

• 2006 Retained Modified Pension Scheme  

• 2015 Firefighters Pension Scheme  

• 2014 Local Government Pension Scheme  

Subject to meeting the qualifying conditions, employees have a right to belong 

to a pension scheme. All new employees will be automatically entered into the 

relevant occupational pension scheme as defined by their terms and conditions 

of employment. Qualifying employees will be automatically re-enrolled every 

three years during their employment if they have opt-out of the scheme.  

The Authority makes an employer contribution to the Firefighters Pension 

Scheme of 37.3 per cent of pensionable pay (1992 Scheme), 27.4 per cent of 

pensionable pay (2006 Scheme), 37.3 per cent of pensionable pay (2006 

Retained Modified Scheme), 28.8 per cent of pensionable pay (2015 Scheme), 

and 17.4 per cent of pensionable pay (LGPS Scheme).  

The employee contributes of between 11 per cent and 17 per cent of pensionable 

pay (1992 Scheme), 8.5 per cent and 12.5 per cent of pensionable pay (2006 

Scheme), 11 per cent and 17 per cent of pensionable pay (2006 Retained 

Modified Scheme), 11 per cent and 14.5 per cent of pensionable pay (2015 

Scheme) and 5.5 per cent and 12.5 per cent of pensionable pay (LGPS Scheme). 

The Authority is obliged to publish its adopted pension discretions for the 

Firefighters’ Pension Schemes and Local Government Pension Scheme, and the 

Authority’s current policies in respect of discretionary payments are detailed on 

the external website. 

 

11. Pay Multiple 

 The pay multiple is the ratio between the highest paid salary and the median 

(average) salary of the Authority’s workforce. The average salary level is defined 

as the total of all regular payments made to an individual.  

 

https://bucksfire.gov.uk/?s=discretions&submit=
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The definition of lowest paid employees are those who are paid at rates 

maintained in line with the National Living Wage and the lowest rate will be that 

applicable for workers aged 23 and over.   

 

As at December 2020 2021: 

• The lowest paid salary is £16,824 £17,190 (FTE) 

• The highest paid salary is £151,446 £153,717 (FTE) 

• The median salary is £31,767 £32,243 (FTE) 

The Authority’s pay multiple; the ratio between the highest paid employee and the 

median average salary figure for all employees in the Authority. 

Pay multiple between the highest salary and lowest salary is 9.1 8.94:1 (this 

essentially means the lowest salary goes into the highest salary 9 8.94 times). 

Pay multiple between the highest salary and median salary is 4.77:1 (this essentially 

means the median salary goes into the highest salary 4.77 times). 

Year Highest pay : Lowest pay Highest pay : Median pay 

2022/23 8.94:1 4.77:1 

2021/22 9:1 4.77:1 

2020/21 9.37:1 4.77:1 

2019/20 9.64:1 4.77:1 

2018/19 9.86:1 4.77:1 

2017/18 10.17:1 4.77:1 

2016/17 10.71:1 4.72:1 

2015/16 11.04:1 4.77:1 

2014/15 11.5:1 4.87:1 

2013/14 11.72:1 4.9:1 

2012/13 12.7:1 5.0:1 

It is the intention that salary multiples do not reach the 1:20 ratio referred to in 

the Hutton Report.  

 

 

12. Payment on termination of employment  

There may be a number of circumstances where early retirement or voluntary 

redundancy payments may be paid to employees on ceasing to hold office. This 

can relate to individual circumstances, for example ill health, or can be the result 

of organisational change or in the interests of the efficiency of the Authority.  

In the event of any redundancies, redundancy payments will be calculated in 

accordance with statutory requirements as modified by the Authority’s agreed 

policies.  
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The Authority does not make payments to senior staff members in addition to 

entitlements under its redundancy procedure who leave, other than to those who 

are leaving for the purposes of improved efficiency. 

Where other severance payments are appropriate, such payments will be 

approved by the Director of Legal and Governance and the Director of Finance 

and Assets and will be subject to a settlement agreement.  

The Restriction of Public Sector Exit Payment Regulations 2020 came into force 

on 4 November 2020. Under the Regulations, various payments count towards 

the exit payment cap. These include redundancy payments, notice payments in 

excess of three months, severance payments, settlement agreements and 

pension strain payments (i.e. additional employer pension contribution to enable 

an individual to take early retirement on an unreduced pension). It is the total of 

all exit payments that cannot exceed £95,000.  

If the total value of the exit payments is more than £95,000, consideration will 

be given to whether either a mandatory or discretionary waiver is applicable. The 

power to relax restrictions imposed by the Regulations can only be exercised by 

the Authority to the extent permitted under one or more of the criteria set out in 

HM Treasury Directions.  

 

13. Re-employment and Pension Abatement  

This applies where an individual retires from the Authority, draws their pension 

benefits and is subsequently re-employed into the same or other role within the 

Authority.  

The Authority will consider re-employment of retired employees in accordance 

with the relevant pension scheme regulations and governance arrangements. 

There is no automatic right to be re-employed. The decision will be strictly based 

on organisational need and will normally follow an open and fair selection 

process. 

 

The Fire and Rescue National Framework for England, published in May 2018, 

stated that Fire Authorities must not re-appoint principal fire officers (at Brigade 

Manager or Area Manager level or those with comparable responsibilities to those 

roles) after their retirement to their previous or similar role, save for in 

exceptional circumstances when such a decision is necessary in the interest of 

public safety. Any such appointment must be transparent, justifiable and time 

limited, with the reason for the decision published and the pension abated until 

the contract ends. Such a decision will be subject to prior approval at a meeting 

of the Fire Authority in open session.  
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Where an employee has taken their pension benefits (either as a former 

employee or employee from another public section organisation), and is then re-

employed, an abatement check will be undertaken. Pension will be adjusted so 

the combination of pension and new salary does not exceed the individual’s 

salary at the time of their retirement.  

There is no age limit on abatement, and this continues for the full period of re-

employment. When the re-employment ends, the pension will be reinstated to 

the full amount. 

The Authority operates a flexible retirement process for employees in the Local 

Government Pension Scheme. This allows an employee to take their pension 

benefits and remain employed on reduced hours or at a lower grade without 

abatement of pension. This complies with the provisions of the Local Government 

Pension Scheme.  

 

 

14. Employee bonus and merit award payment setting scheme 

and process  

Introduction: This section outlines the principles and process for determining 

whether or not employees will receive bonus payments and if so, sets out the 

process to determine the allocation of such payments. Bonus payments will be 

one-off and paid only to reflect excellent performance; that is performance, 

which exceeds the standards and targets agreed with the employee during their 

annual appraisal process and prior to the start of the financial year, for which 

any performance scheme is introduced.   

Eligibility: Eligibility would be specified as part of any scheme rules on an 

annual basis. 

Key Principles: The following key principles underpin any bonus and/or 

performance related reward schemes:  

The scheme is entirely discretionary and forms no part of the contract of 

employment 

• The scheme sits in the context of the Authority’s overall strategic and 

performance management processes, therefore targets and objectives 

included in any scheme will align with the Corporate and Public Safety 

Plan objectives, via the “golden thread” process 

• Payments will only be made where the employee’s contribution not only 

reflects excellence but also clearly assists with achieving the Authority’s 

strategic objectives 

• It is intended to reward those who can demonstrate sustained, 

outstanding achievement or excellence in their role 
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• It is intended to recognise and reward, not only the exceeding of targets 

and standards, but also the acquisition of the necessary competencies and 

deployment of behaviours that reinforce the Authority’s values and norms 

• The amount of money available to be paid in bonus payments to 

employees under the scheme will be determined as part of the annual 

budgeting process and any scheme will be self-funding 

• All eligible candidates invited to participate in any scheme must have an 

agreed appraisal, including core and stretching objectives in advance of 

the bonus scheme year 

• Recommendations for payments under the scheme will be made by the 

employee’s line manager following the annual appraisal process to the 

appropriate Director 

• Recommendations will be reviewed by a Moderation Panel consisting of: 

o The Chief Operating Officer/DCFO  

o The Director of Finance and Assets 

o The Director of Legal and Governance  

• The Moderation Panel may choose to appoint an independent advisor to 

assist with the process of ensuring that proposed awards are based on the 

exercise of consistent judgement in both the setting of targets and 

standards and the assessment of achievement against these 

• Payments under the scheme will be authorised by the Chief Fire 

Officer/Chief Executive on recommendation of the Moderation Panel 

• Employees will only be informed of approved awards and not as to 

whether or not a recommendation was made 

• There will be no appeal against recommendations or final decisions 

• The Executive Committee will receive an annual report summarising the 

awards, if any, that have been made 

• Eligibility criteria will be approved by members of SMB on an annual basis. 

This may include decisions not to run a bonus scheme 

• Decisions will comply with the requirements of the Authority’s Pay Policy, 

which is reviewed and approved annually 

• If and when an annual bonus scheme is agreed, specific detailed rules will 

be developed in advance of the scheme year; for example, new 

employees who become eligible in year, long term absence  

• Any payments will be subject to statutory deductions 
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Bonus and Merit Award Setting Scheme Process Flow 
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Authority Strategic Aims 

agreed 

Authority Corporate Plan 

agreed 

Directorate Plans and 

Objectives agreed 

Department / Team 

Plans and Objectives 

agreed 

Individual Objectives 

agreed 

Annual Appraisal 

undertaken 

Applications invited from Line Managers 

Moderation Panel finalises 

recommendations to CFO/CE 

CFO/CE makes 

Final decisions 

Employee undertakes job role working to achieve or exceed 

agreed competencies, demonstrating required behaviours 

and achieving or exceeding hard targets and standards 
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15. Equality Impact Assessment (EIA) 

An Equality Impact Assessment should be included to identify any issues which 

may result in a group being disadvantaged by the process.   

To complete the table, tick   the likely impact. If you have a tick in any 

negative box you need to consider why and include this in your assessment. If 

an EIA action plan is necessary, this can be downloaded from the intranet.  

Assessment of impact on groups in bold is a legal requirement. Assessment of 

impacts on groups in italics is not a legal requirement, however it will help to 

ensure that your activity does not have unintended consequences. 

 

Protected characteristic  

P
o
s
it
iv

e
  

N
e
g
a
ti
v
e
 

N
e
u
tr

a
l 
 

If negative, why and how 

could this be lessened (use 

action plan if necessary)  

Individuals of different ages   
 

 

Disabled individuals      

Individuals transitioning from 

one gender to another 

    

Individuals who are married or 

in civil partnerships  

    

Pregnant individuals and new 

parents  

    

Individuals of different race     

Individuals of different 

religions or beliefs 

    

Individuals gender identity     

Individuals sexual orientation       

Individuals living in different family 

circumstances 

    

Individuals in different social 

circumstances  

    

Different employee groups      

Other      

 
 

 

http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0
http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0
http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0
http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0
http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0
http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0
http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0
http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0
http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0
http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0
http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0
http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0
http://www.bing.com/images/search?q=Tick+Symbol&view=detailv2&&id=1ED1A37987FAE932DB668316903A1814CFE747C1&selectedIndex=2&ccid=%2brhsf9SE&simid=608028011202478479&thid=OIP.Mfab86c7fd484f415b6e65c3f7776e778H0


      

 

15 

 

Data Protection Impact Assessment (DPIA) screening questions 

If the document includes any personally identifiable information (PII) a Data 

Protection Impact Assessment (DPIA) will be required. This should be discussed 

with the Data Protection Officer and the DPIA file location referenced at this 

point in your document.  

Where no PII is involved it should be stated at this point in your document.   

The Data Protection Officer holds the master copies of all completed DPIA in 

N:Common/Information Assets/DPIAs. 

The DPIA needs to be reviewed periodically to ensure that any PII is adequately 

considered.   

The DPIA template and guidance can be found here. 

 
 

 

 

https://bucksfire.interactgo.com/Interact/Pages/Content/Document.aspx?id=33233

