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BMKFA Pay  Po l icy  Pr in cip les an d  St a t em en t  2 0 2 1 / 2 2  

 

1 .0  I n t r od u ct ion   

The Pay Policy Statem ent  ( the ‘Statem ent ’)  sets out  Buckingham shire & 

Milton Keynes Fire Authorit y’s ( the Author ity)  approach to pay in accordance 

with the requirem ents of Sect ion 38 of the Localism  Act  2011. The purpose of 

the Statem ent  is to provide t ransparency with regards to the Authorit y’s 

approach to set t ing the pay of its em ployees by ident ify ing:   

• the m ethod by which salar ies of all em ployees are determ ined  

• the details and level of rem unerat ion of it s m ost  senior em ployees, i.e. 

Chief Officers, as defined by the relevant  legislat ion 

Following approval of the Fire Authority, the Statem ent  will be effect ive from  

1 April 2021. I t  will be subject  to an annual approval and in accordance with 

any new or proposed legislat ion to ensure it  rem ains relevant  and effect ive.   

As detailed within the Authorit y’s Reward and Recognit ion policy, and the 

Statem ent  of Pr inciples, the Authorit y aim s to:  

• Be fair ,  t ransparent  and accountable in what  em ployees are paid for and 

why, and to be consistent , system at ic and clear in applying reward 

pract ices for all em ployees 

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

m oney for the taxpayer 

• Reward and recognise em ployees for their  knowledge, skills and 

cont r ibut ion in the roles they are perform ing 

• Adopt  pract ices which will focus on enabling the recruitm ent , engagem ent  

and retent ion of the r ight  calibre of people at  all levels to deliver it s 

corporate pr ior it ies 

• Provide effect ive financial m anagem ent  of the total pay bill in order to 

inform  all of its reward pract ices and approaches in m aking the m ost  

effect ive use of resources 

• Have appropriate m echanism s in place to review term s and condit ions of 

service 

• Meet  legislat ive requirem ents;  ensuring rem unerat ion pract ices com ply 

with all legal obligat ions  

 

 

2 .0  Accou n t ab i l i t y  an d  d ecision  m ak in g  

Decisions on pay policies will be taken by elected m em bers -  those who are 

direct ly accountable to local com m unit ies. All dem ocrat ically accountable 
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m em bers will have input  into how decisions on pay are m ade and there will 

be openness about  the policies that  determ ine those decisions. 

 

The annual Statem ents and any am endm ents will be considered by a m eet ing 

of the Fire Authority and will not  be delegated to any sub-com m it tee. All 

decisions on pay and reward for Chief Officers m ust  com ply with the current  

Statem ent . 

 

3 .0  Tr an sp ar en cy  

On an annual basis, the approved Statem ent  will be published on the 

external website.  

Although there is no requirem ent  to use the Statem ent  to publish specific 

num erical data on pay and reward, considerat ion will be given to how the 

inform at ion within the Statem ent  fits with data on pay and reward published 

separately.  

This includes data required to be published under the Local Governm ent  

Transparency Code 2015 and Annual Statem ent  of Accounts.  

 

4 .0  Leg isla t ion   

I n applying the Statem ent , the Authorit y will work to elim inate any elem ents 

which m ay, direct ly or indirect ly, discr im inate unfair ly on the grounds of sex, 

race, colour, nat ionality, ethnic or nat ional or igin, age, m arital status, having 

dependents, sexual or ientat ion, gender reassignm ent , religion or belief, t rade 

union act iv ity, disability or any other factors.  

Part - t im e em ployees will receive the sam e pay and rem unerat ion as full- t im e 

em ployees undertaking the sam e role on a pro- rata basis.  

Under the Equalit y Act  2010, it  is unlawful for an em ployer to discr im inate 

between m en and wom en in term s of their  pay and condit ions where they are 

in the sam e em ploym ent  and are doing the sam e or sim ilar work, work rated 

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

dem onst rates the Authorit y’s com m itm ent  as an em ployer to rem ove unfair  

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

of concern were ident ified as a result  of this audit .   

The Equality Act  2010 (Specific Dut ies and Public Authorit ies)  Regulat ions 

2017 that  cam e into effect  in 2017 requires public sector organisat ions with 

250 or m ore em ployees to carry out  gender pay gap report ing. I n accordance 

with the Regulat ions, the Authority is required to annually publish six pieces 

of prescribed data about  the pay and bonuses of m ale and fem ale workers 
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within the Authority. On an annual basis the Authority publishes a Gender 

Pay Gap report , containing inform at ion relat ing to pay inequalit ies in line with 

gender pay gap report ing requirem ents.  

 

5 .0  Resp on sib i l i t y  an d  sca le  

The Author ity is direct ly responsible for an establishm ent  budget  of 

£23,167,671, and for a budgeted establishm ent  of 128.81 full- t im e 

equivalent  (FTEs)  for Support  Services em ployees, 280 FTE Wholet im e 

em ployees and 96.76 FTE On-Call em ployees (details as at  Decem ber 2020) . 

 

6 .0  Det er m in in g  lev els o f  p ay  

The Author ity recognises it s em ployees are a vital factor in the efficient  and 

effect ive operat ion of the Service. I n this respect  the Authority is com m it ted 

to ensuring em ployees are valued and rewarded for their  cont r ibut ion to the 

Authority.  

The Author ity is com m it ted to establishing the r ight  working arrangem ents 

and condit ions of em ploym ent  for all it s em ployees, and understands the 

benefits of the em ploym ent  package in prom ot ing and encouraging em ployee 

engagem ent , which in turn im proves organisat ional perform ance.   

The Author ity is com m it ted to effect ively support ing day to day service 

delivery, t ransform ing the Authorit y into a value for m oney, outcom e dr iven 

and high perform ing organisat ion through, am ongst  other intervent ions, 

appropriate reward and recognit ion m echanism s.  

The Author ity is com m it ted to ensuring it s reward and recognit ion pract ices 

are conducted in a fair ,  open and t ransparent  m anner that  is effect ive, 

efficient  and responsive, prom ot ing good pract ice with all it s reward and 

recognit ion needs. 

 

7 .0  Pay  st r u ct u r e  

The pay st ructure reflects the different  roles, dut ies and responsibilit ies 

undertaken by em ployees within the Authorit y. This is reflected in pay 

different ials between different  em ployee groups and between em ployees 

within the sam e em ployee group. The pay bands established are based on 

nat ionally applied role m aps (Operat ional em ployees)  or graded bands 

established through role profiles (Support  Services em ployees) . 
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Op er at ion al  r o les 

For the m ajorit y of Operat ional roles, appointm ents are offered under the 

Nat ional Joint  Council for  Local Authority Fire and Rescue Services Schem e of 

Condit ions of Service (known as the Grey Book)  and any other local term s 

and condit ions, which the Authority m ay, from  t im e to t im e, adopt  in relat ion 

to the appointm ent , save where such provisions are am ended by a cont ract  

of em ploym ent .  

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

and not ified to Fire Authorit ies. The last  pay award was agreed as two per 

cent , effect ive 1 July 2020. 

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

line with Nat ional Guidance, with the grades for each role determ ined by a 

consistent  job evaluat ion process. Where appropr iate, Nat ional role m aps are 

used to determ ine responsibilit ies and accountabilit ies within roles.  

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

NJC and ent it lem ents are governed by Part  B of the Grey Book. However, the 

Authority recognises new em ployees m ay be em ployed on term s and 

condit ions outside of the Grey Book. This includes the operat ion of the ‘Bank 

System ’.  

The Author ity also recognises em ployees in exist ing Firefighter roles m ay 

want  to agree rates of pay outside of the Grey Book for the protect ion of 

services and provision of enhanced resilience, including agreem ent  to not  

part icipate in indust r ial act ion.  

I n addit ion, and in line with retent ion and succession planning, the Author ity 

does agree enhanced rem unerat ion outside of the Grey Book for specific 

roles, such as Area Com m anders, Group Com m anders and Stat ion 

Com m anders.   

Su p p or t  Ser v ices r o les 

Appointm ents for Support  Services roles are determ ined in accordance with 

local term s and condit ions of Buckingham shire & Milton Keynes Fire Authority 

Schem e of Condit ions of Service for Support  Services em ployees and any 

other local term s and condit ions, which the Authorit y m ay, from  t im e to t im e, 

adopt  in relat ion to appointm ents, save where such provisions are am ended 

by a cont ract  of em ploym ent . 

Any pay award is locally agreed by the St rategic Managem ent  Board (SMB) . The 

last  pay award was agreed as two per cent , effect ive 1 July 2020.  

For Support  Services em ployees, the pay st ructure takes the form  of pay 

scales, which was reviewed in 2014 to two pay points;  developm ent  and 
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com petent . This is with the except ion of em ployees in post  pr ior to 

Septem ber 2014, who retain three-point  scales (unt il they m ove posts or are 

subject  to regrading)  and those em ployed within Fleet  Managem ent .  

The grades for Support  Services roles are determ ined using an analyt ical job 

evaluat ion process, that  system at ically ranks each role object ively and fair ly. 

This j ob evaluat ion system  (Korn Ferry (Hay)  Methodology)  is a recognised 

best  pract ice non-discr im inatory m ethod of ranking roles against  a pre-

determ ined scale. 

Br ig ad e Man ag er  r o les  

Appointm ents for Brigade Mangers are offered under the Nat ional Joint  Council 

for Br igade Managers of Local Authorit y Fire and Rescue Services (known as the 

Gold Book)  as adopted locally and as am ended or supplem ented by agreem ent  

between the Chief Fire Officer/ Chief Execut ive and the em ployee, or in the case 

of the Chief Fire Officer/ Chief Execut ive, or equivalent , between the Fire 

Authority and the em ployee. Em ploym ent  is also subject  to other term s and 

condit ions of service as determ ined by the Authorit y from  t im e to t im e. 

Any Nat ional pay award is as agreed through the NJC and not ified to Fire 

Authorit ies. The last  pay award was agreed as two per cent , effect ive 1 

January 2020. 

For St rategic Managem ent  Board (SMB)  m em bers, pay arrangem ents are 

locally determ ined and the level of pay fixed and designed to cover the full 

range and scope of the role.  

There is a twin- t rack approach for determ ining levels of pay for Brigade 

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

increase applicable to these roles covered by the Nat ional Agreem ent . Any 

increases agreed by the NJC are com m unicated to Fire Authorit ies via 

circulars. All other decisions about  pay and rem unerat ion are taken by the 

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

 

8 .0  Rem u n er at ion  on  Ap p o in t m en t   

Rem unerat ion will be based on the evaluated rate for the role, either nat ionally 

or locally set .  

Base salary is one of a num ber of com ponents of the em ploym ent  package and 

by no m eans the only factor that  influences the Authorit y’s abilit y to recruit  and 

retain em ployees. 

New em ployees will usually be appointed to the m inim um  pay level for the 

relevant  grade ( t rainee or developm ent  rate) , unless relevant  support ing 

exper ience can be ident ified and appropriately evidenced.  
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All new Brigade Manager appointm ents are subject  to Fire Authority approval. 

The Fire Authorit y will be offered the opportunity to vote before salary 

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

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

allowances rout inely payable to the appointee and any benefits in kind to 

which the Officer is ent it led as a result  of their em ploym ent .  

 

9 .0  Pay  Pr og r ession   

For Operat ional roles, rates of pay are determ ined by the role the em ployee 

is undertaking, and whether the em ployee is in the ‘Trainee’, ‘Developm ent ’ 

or ‘Com petent ’ stage of that  role. The t im e it  will take an em ployee to 

dem onst rate com petence will depend on the specific requirem ents of the 

em ployee, accessibilit y to assessm ents and the opportunit ies available. 

Em ployees can m ove between roles through successfully com plet ing a 

prom ot ion assessm ent  process. 

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

on evidenced perform ance, and at  least  six m onths in post , at taining t raining 

and qualificat ions associated with the role, and the m axim um  grade for the 

post  not  being exceeded. Progression m ay be withheld if perform ance is not  

to the required standard. Em ployees can m ove between roles through 

com plet ing a prom ot ion assessm ent  process. 

For SMB m em bers, pay progression is perform ance based, with scope to 

increase the salary after com plet ion of the annual SMB rem unerat ion and 

perform ance review process.  Any increase or addit ions to rem unerat ion will 

require approval of the appropr iate com m it tee of the Authorit y.  

 

1 0 . Ot h er  a l low an ces an d  p ay m en t s  

Al low an ces :  There are a num ber of allowances paid to em ployees, where 

specific circum stances require this and where it  can be just ified. These 

allowances are in accordance with Nat ional agreem ent  or have been locally 

set  in order to m eet  the dem ands of service delivery.  

Mar k et  r a t e  su p p lem en t :  The Authorit y recognises the pay st ructure and 

job evaluat ion process does not  norm ally consider factors such as m arket  pay 

rates relat ing to specific roles or fluctuat ing dem and for skills in the m arket  

place. Whilst  the use of m arket  rate supplem ents will not  be the norm , there 

m ay be occasions where the Authorit y is unable to at t ract  candidates to 

specific roles due to the fluctuat ions in the local labour m arket .  I n addit ion, 

exist ing em ployees m ay leave, cit ing the reason of being offered the ‘m arket  

rate’ for  the role. When this occurs considerat ion m ay be given to awarding a 
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m arket  rate supplem ent  in addit ion to the approved job evaluated grade for 

the role. Any paym ent  will be t im e lim ited and reviewed annually.  

Ex p en ses :  The Authorit y recognises em ployees m ay incur reasonable expenses 

whilst  undertaking their role and will ensure em ployees are not  financially 

disadvantaged or advantaged because of genuine business expenses. Unless a 

pr ior arrangem ent  is in place, em ployees will be responsible for the paym ent  of 

expenses incurred and will be reim bursed in accordance with the Authorit y’s 

procedures relat ing to expenses.  

Car  lease sch em es :  Som e em ployees part icipate in lease car arrangem ents, 

either as an essent ial car user, lease car user, or via a provided car schem e. The 

cr iter ia are dependent  on the requirem ents of the role or in accordance with 

term s and condit ions of em ploym ent .  

Relocat ion  ex p en ses :  Upon appointm ent , where relocat ion expenses are 

incurred, the Authority m ay reim burse the individual in accordance with the 

Authority’s Relocat ion Expenses Schem e. Mem bers of the Fire Authorit y will 

determ ine the specific applicat ion in respect  of a SMB appointm ent  and SMB will 

determ ine the applicat ion of the schem e to all other appointm ents. The schem e 

is applied at  the discret ion of the Authority and norm ally only applies to external 

appointees. 

Ad d i t ion a l  Resp on sib i l i t y  A l low an ce ( ARA) :  These paym ents are used to 

reward increased responsibilit ies and dut ies beyond the norm al rem it  of the role 

for specific periods, for exam ple to cover m anaged vacancies for short  to 

m edium  term  periods, enabling successful change m anagem ent  with m inim al 

r isk. These paym ents apply to em ployees on Grey Book term s and condit ions. 

 

Hon or ar iu m  p ay m en t s :  These can be given to Support  Services em ployees 

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

dut ies outside the scope of their post , which is part icular ly onerous. Where the 

paym ent  relates to an em ployee undertaking a proport ion of the dut ies of a 

higher graded post , the calculat ion of the paym ent  will norm ally link to the pay 

scale of the dut ies of the higher graded post  being undertaken. For dut ies 

outside the scope of the em ployee’s role, the am ount  of the paym ent  will be 

determ ined by est im at ing the relat ive worth of the task in com parison to the 

em ployee’s substant ive grade. These paym ents are for Support  Services 

em ployees.  

 

An ARA or Honorarium  paym ent  requires approval via a business case.  

For SMB m em bers, any increase or addit ions to rem unerat ion will require 

approval of the appropriate com m it tee of the Authority. 
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Bon u s p ay m en t s an d  p er f o r m an ce r e la t ed  p ay :  One-off bonus 

paym ents/ m erit  awards m ay be considered linked to evidenced and scrut inised 

delivery of perform ance m anagem ent  object ives. 

Pen sion  Sch em es :  The Author ity operates five pension schem es:  

• 1992 Firefighters Pension Schem e  

• 2006 Firefighters Pension Schem e  

• 2006 Retained Modified Pension Schem e  

• 2015 Firefighters Pension Schem e  

• 2014 Local Governm ent  Pension Schem e  

Subject  to m eet ing the qualifying condit ions, em ployees have a r ight  to belong 

to a pension schem e. All new em ployees will be autom at ically entered into the 

relevant  occupat ional pension schem e as defined by their  term s and condit ions 

of em ploym ent . Qualifying em ployees will be autom at ically re-enrolled every 

three years dur ing their em ploym ent  if they have opt -out  of the schem e.  

The Author ity m akes an em ployer cont r ibut ion to the Firefighters Pension 

Schem e of 37.3 per cent  of pensionable pay (1992 Schem e) , 27.4 per cent  of 

pensionable pay (2006 Schem e) , 37.3 per cent  of pensionable pay (2006 

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

and 17.4 per cent  of pensionable pay (LGPS Schem e) .  

The em ployee cont r ibutes of between 11 per cent  and 17 per cent  of pensionable 

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

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

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

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

The Author ity is obliged to publish its adopted pension discret ions for the 

Firefighters’ Pension Schem es and Local Governm ent  Pension Schem e, and the 

Authority’s current  policies in respect  of discret ionary paym ents are detailed on 

the external website. 

 

1 1 . Pay  Mu l t ip le  

 The pay m ult iple is the rat io between the highest  paid salary and the m edian 

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

as the total of all regular paym ents m ade to an individual.   

 

The definit ion of lowest  paid em ployee are those who are paid at  rates 

m aintained in line with the Nat ional Living Wage and the lowest  rate will be that  

applicable for workers aged 23 and over.   

 

https://bucksfire.gov.uk/?s=discretions&submit=
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As at  Decem ber 2020:  

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

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

• The m edian salary is £31,767 (FTE)  

The Authority ’s pay m ult iple;  the rat io between the highest  paid em ployee and the 

m edian average salary figure for all em ployees in the Authorit y. 

Pay m ult iple between the highest  salary and lowest  salary is 9: 1 ( this essent ially  

m eans the lowest  salary goes into the highest  salary 9 t im es) . 

Pay m ult iple between the highest  salary and m edian salary is 4.77: 1 ( this essent ially 

m eans the m edian salary goes into the highest  salary 4.77 t im es) . 

Year Highest  pay :  Lowest  pay Highest  pay :  Median pay 

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 

I t  is the intent ion that  salary m ult iples do not  reach the 1: 20 rat io referred to in 

the Hut ton Report .  

 

 

1 2 . Pay m en t  on  t er m in at ion  o f  em p loy m en t   

There m ay be a num ber of circum stances where ear ly ret irem ent  or voluntary 

redundancy paym ents m ay be paid to em ployees on ceasing to hold office. This 

can relate to individual circum stances, for exam ple ill health, or can be the result  

of organisat ional change or in the interests of the efficiency of the Authority.  

I n the event  of any redundancies, redundancy paym ents will be calculated in 

accordance with statutory requirem ents as m odified by the Authorit y’s agreed 

policies.  

The Author ity does not  m ake paym ents to senior staff m em bers in addit ion to 

ent it lem ents under it s redundancy procedure who leave, other than to those who 

are leaving for the purposes of im proved efficiency. 
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Where other severance paym ents are appropriate, such paym ents will be 

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

and Assets, and will be subject  to a set t lem ent  agreem ent .  

 

1 3 . Re- em p loy m en t  an d  Pen sion  Ab at em en t   

This applies where an individual ret ires from  the Authorit y, draws their pension 

benefits and is subsequent ly re-em ployed into the sam e or other role within the 

Authority.  

The Author ity will consider re-em ploym ent  of ret ired em ployees in accordance 

with the relevant  pension schem e regulat ions and governance arrangem ents. 

There is no autom at ic r ight  to be re-em ployed. The decision will be st r ict ly based 

on organisat ional need and will norm ally follow an open and fair  select ion 

process. 

 

The Fire and Rescue Nat ional Fram ework for England, published in May 2018, 

stated that  Fire Authorit ies m ust  not  re-appoint  pr incipal fire officers (at  Brigade 

Manager or Area Manager level or those with com parable responsibilit ies to those 

roles)  after their ret irem ent  to their previous or sim ilar role, save for in 

except ional circum stances when such a decision is necessary in the interest  of 

public safety. Any such appointm ent  m ust  be t ransparent , just ifiable and t im e 

lim ited, with the reason for the decision published and the pension abated unt il 

the cont ract  ends. Such a decision will be subject  to pr ior approval at  a m eet ing 

of the Fire Authority in open session.  

Where an em ployee has taken their pension benefit s (either as a form er 

em ployee or em ployee from  another public sect ion organisat ion) , and is then re-

em ployed, an abatem ent  check will be undertaken. Pension will be adjusted so 

the com binat ion of pension and new salary does not  exceed the individual’s 

salary at  the t im e of their ret irem ent .  

There is no age lim it  on abatem ent  and this cont inues for the full period of re-

em ploym ent . When the re-em ploym ent  ends, the pension will be reinstated to 

the full am ount . 

The Author ity operates a flexible ret irem ent  process for em ployees in the Local 

Governm ent  Pension Schem e. This allows an em ployee to take their pension 

benefits and rem ain em ployed on reduced hours or at  a lower grade without  

abatem ent  of pension. This com plies with the provisions of the Local Governm ent  

Pension Schem e.  
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1 4 . Em p loy ee b on u s an d  m er i t  aw ar d  p ay m en t  set t in g  sch em e 

an d  p r ocess  

I n t r od u ct ion :  This sect ion out lines the principles and process for determ ining 

whether or not  em ployees will receive bonus paym ents and if so, sets out  the 

process to determ ine the allocat ion of such paym ents. Bonus paym ents will be 

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

which exceeds the standards and targets agreed with the em ployee during their  

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

any perform ance schem e is int roduced.   

El ig ib i l i t y :  Eligibilit y would be specified as part  of any schem e rules on an 

annual basis. 

Key  Pr in cip les:  The following key principles underpin any bonus and/ or 

perform ance related reward schem es:   

The schem e is ent irely discret ionary and form s no part  of the cont ract  of 

em ploym ent  

• The schem e sits in the context  of the Authorit y’s overall st rategic and 

perform ance m anagem ent  processes, therefore targets and object ives 

included in any schem e will align with the Corporate and Public Safety 

Plan object ives, via the “golden thread”  process 

• Paym ents will only be m ade where the em ployee’s cont r ibut ion not  only 

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

st rategic object ives 

• I t  is intended to reward those who can dem onst rate sustained, 

outstanding achievem ent  or excellence in their  role 

• I t  is intended to recognise and reward, not  only the exceeding of targets 

and standards, but  also the acquisit ion of the necessary com petencies and 

deploym ent  of behaviours that  reinforce the Authorit y’s values and norm s 

• The am ount  of m oney available to be paid in bonus paym ents to 

em ployees under the schem e will be determ ined as part  of the annual 

budget ing process and any schem e will be self- funding 

• All eligible candidates invited to part icipate in any schem e m ust  have an 

agreed appraisal, including core and st retching object ives in advance of 

the bonus schem e year 

• Recom m endat ions for paym ents under the schem e will be m ade by the 

em ployee’s line m anager following the annual appraisal process to the 

appropriate Director 

• Recom m endat ions will be reviewed by a Moderat ion Panel consist ing of:  

o The Chief Operat ing Officer/ DCFO  

o The Director of Finance and Assets 

o The Director of Legal and Governance  
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• The Moderat ion Panel m ay choose to appoint  an independent  advisor to 

assist  with the process of ensur ing that  proposed awards are based on the 

exercise of consistent  judgem ent  in both the set t ing of targets and 

standards and the assessm ent  of achievem ent  against  these 

• Paym ents under the schem e will be author ised by the Chief Fire 

Officer/ Chief Execut ive on recom m endat ion of the Moderat ion Panel 

• Em ployees will only be inform ed of approved awards and not  as to 

whether or not  a recom m endat ion was m ade 

• There will be no appeal against  recom m endat ions or final decisions 

• The Execut ive Com m it tee will receive an annual report  sum m arising the 

awards, if any, that  have been m ade 

• Eligibilit y cr iter ia will be approved by m em bers of SMB on an annual basis. 

This m ay include decisions not  to run a bonus schem e 

• Decisions will com ply with the requirem ents of the Authority’s Pay Policy, 

which is reviewed and approved annually 

• I f and when an annual bonus schem e is agreed, specific detailed rules will 

be developed in advance of the schem e year;  for exam ple, new 

em ployees who becom e eligible in year, long term  absence  

• Any paym ents will be subject  to statutory deduct ions 
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BUCKI NGHAMSHI RE &  MI LTON KEYNES FI RE 

AUTHORI TY 

Bon u s an d  Mer i t  Aw ar d  Set t in g  Sch em e Pr ocess Flow  

Ch ar t  

Authority St rategic Aim s 

agreed 

Authority Corporate Plan 

agreed 

Directorate Plans and 

Object ives agreed 

Departm ent  /  Team  

Plans and Object ives 

agreed 

I ndividual Object ives 

agreed 

Annual Appraisal 

undertaken 

Applicat ions invited from  Line Managers 

Moderat ion Panel finalises 

recom m endat ions to CFO/ CE 

CFO/ CE m akes 

Final decisions 

Em ployee undertakes job role working to achieve or exceed 

agreed com petencies, dem onst rat ing required behaviours 

and achieving or exceeding hard targets and standards 


