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BMKFA Pay  Po l i cy  Pr in cip les an d  St at em en t  2 0 1 8 / 1 9  

 

This docum ent  applies to all em ployees of Buckingham shire & Milton Keynes Fire 

Authority (The Author ity) . 

 

Pr in cip les  

1 . Accou n t ab i l i t y  

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

accountable to local com m unit ies. We will ensure that  all dem ocrat ically accountable 

m em bers have a significant  input  into how decisions on pay are m ade and that  we are 

open about  the policies that  determ ine those decisions. 

 

Our annual Pay Policy Statem ents and any am endm ents to them  will be considered by 

a m eet ing of the Fire Authority and will not  be delegated to any sub-com m it tee. I n 

scheduling such m eet ings, we will act  in accordance with our responsibilit ies under part  

5A of the Local Governm ent  Act  1972. However, we note that  the Secretary of State 

does not  consider that  any of the grounds for exclusion of the public would be m et  for 

discussions of Pay Policy Statem ents. Such m eet ings should therefore be open to the 

public and should not  exclude observers. All decisions on pay and reward for chief 

officers m ust  com ply with the current  Pay Policy Statem ent . 

 

The Fire Authority 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 .  

 

2 . Tr an sp ar en cy  

Our Pay Policy Statem ent  along with our approach to the publicat ion of and access to 

inform at ion relat ing to rem unerat ion will be published on our website.  

Although we are not  required to use our Pay Policy Statem ent  to publish specific 

num erical data on pay and reward, we will consider how the inform at ion within the Pay 

Policy Statem ent  fit s with that  data on pay and reward that  we publish separately.  

This includes that  data required to be published under the Code of Recom m ended 

Pract ice for Local Authorit ies on Data Transparency and by the Accounts and Audit  

(England)  Regulat ions 2011.  
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3 . Fa i r n ess 

We will ensure that  decisions about  senior pay are taken in the context  of sim ilar 

decisions on lower paid staff salar ies and that  the relat ionship between those decisions 

is considered. We will consider our proposals for the pay relat ionship between the 

rem unerat ion of chief officers and employees who are not  chief officers.  

We will publish our pay m ult iple – the rat io between the highest  paid em ployee and the 

m ean average earnings and the lowest  paid across the Fire and Rescue Service. 

 

We will set  out  our approach to the award of other elem ents of rem unerat ion including 

bonuses, perform ance related pay as well as severance paym ents.  

 

Par t  1  Pay  Po l i cy  ( a l l  st a f f  ex clu d in g  SMB)  

1.  All pay decisions will be fair , based on policy and reflect ing the requirem ents of 

legislat ion. 

 

2.  Our system s will be t ransparent  and well known am ongst  staff groups and we will 

discuss planned changes to our system s with the appropriate representat ive bodies. 

 

3.  We will,  where possible, avoid com plex pay system s and in determ ining pay will m ake 

reference to m arket  rates in order to secure best  value for the taxpayer. 

 

Lev el  an d  e lem en t s o f  r em u n er at ion  

4.  The m ajority of staff are em ployed under cont racts with either;  the term s and 

condit ions of the NJC for Local Authority Fire and Rescue Services Schem e of Condit ions 

of Service, 2004 “ the Grey Book”  incorporated;  or with the provisions of the local term s 

and condit ions of Buckingham shire and Milton Keynes Fire Authority Schem e of 

Condit ions of Service for Support  Services staff.   

5. For Grey Book staff 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 that  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 Authority also 

recognises that  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.    

 

6. For other staff the pay st ructure takes the form of pay scales with spinal colum n points. 

Progression is based on evidenced perform ance and would norm ally occur on 1st  April if 

the required cr iter ia are m et ;  at  least  six m onths in post , subject  to perform ance and 

the m axim um  grade for the post  not  being exceeded. I ncrem ental progression m ay be 

withheld if perform ance is not  to the required standard. 
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7. The Governm ent  int roduced a UK wide apprent iceship levy from  April 2017. This levy 

was to help fund the increase in the quant ity and quality of apprent iceship t raining and 

to give em ployers greater cont rol of apprent iceships. The levy rate is set  at  0.5 per 

cent  of an em ployer’s pay bill and is collected via PAYE. At  the Execut ive Com m it tee 

m eet ing on 29 July 2015, Mem bers opted to use the apprent iceship t raining agency 

(ATA)  m odel for the recruitm ent  of apprent ices. The Authority will ut ilise apprent iceship 

opportunit ies wherever pract icable as part  of a blended approach to im proving diversity 

and refreshing the workforce. We will reward apprent ices appropriately, recognising 

com petence and perform ance during the various developm ent  stages of their  

apprent iceship.   

8. Pay scales are inserted in the annexes:   

 

Ap p en d ix  1 :    Grey Book Pay rates from  1 July 2017   

Ap p en d ix  2 :    Support  Services Staff Pay scales from  1 July 2017  

 

9. Som e m em bers of staff part icipate in lease car arrangem ents.  

 

10. The Author ity reim burses m ileage, t ravel expenses, subsistence and other expenses (e.g. 

overnight  stays, m eals and professional fees)  when appropriate and in accordance with 

the Author ity’s procedures relat ing to expenses.   

 

Rem u n er at ion  on  Recr u i t m en t  

11. Rem unerat ion will be based on the evaluated rate for the job, either nat ionally or locally. 

 

I n cr eases an d  ad d i t ion s t o  r em u n er at ion  

12. Addit ional Responsibilit y Allowance (ARA)  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 

exist ing staff to cover m anaged vacancies for short  to m edium  term  periods, enabling 

successful change m anagem ent  with m inim al r isk.  

13. Any such paym ents require the signature of two Directors in accordance with current  

procedures.  

 

Use o f  Per f o r m an ce r e la t ed  p ay  

14. Perform ance related pay is not  in operat ion although certain posts at t ract  perform ance 

increm ents based on skill developm ent .  

 

Use o f  b on u ses 

15. One off bonus paym ents will be considered linked to evidenced and scrut inised delivery 

of perform ance m anagem ent  object ives and is out lined in Annex C. 
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Ap p r oach  on  ceasin g  t o  h o ld  o f f i ce o r  b e em p loy ed  b y  t h e Au t h o r i t y  

16. The Authority’s current  policies in respect  of discret ionary paym ents are in line with 

recom m endat ions to be found in the m inutes of the Fire Authority on 24 June 2014 t it led 

Local Governm ent  Pension Schem e 2014 – Em ployer Discret ions, the m inutes of the 

Execut ive Com m it tee held on 17 July 2013, and a report  to the Execut ive Com m it tee on 

13 May 2015 -  Schem e Manager Discret ions for the Firefighters’ Pension Schem e 2015. 

Pu b l icat ion  o f  an d  access t o  in f o r m at ion  r e la t in g  t o  r em u n er at ion  

17. We will publish inform at ion in accordance with the Local Governm ent  Transparency Code 

2014. 

 

Pay  Mu l t i p le  

18. 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.  

 

For the financial year 2018/ 19, the definit ion of lowest  paid staff are those staff we 

em ploy who are paid at  rates that  are m aintained in line with the Nat ional Living Wage 

and the lowest  rate will be that  applicable for workers aged 25 and over.  

 

Th e cu r r en t  BMKFA p ay  m u l t ip les ar e:  

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 Authority is:  

  

Highest  pay:  lowest  pay:   9.86: 1 

Highest  pay:  m edian pay:    4.77: 1 

 

Year Highest  pay :  Lowest  pay Highest  pay :  Median pay 

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 

 

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

Hut ton Report .  
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Par t  2  Pay  Po l icy  –  St r a t eg ic Man ag em en t  Boar d  ( SMB)  

 

SMB m em bers pay arrangem ents are locally determ ined. Pay progression is 

perform ance based, with scope to increase the salary after com plet ion of the annual 

external SMB rem unerat ion and perform ance review process. The provisions of the 

Nat ional Joint  Council for Brigade Managers of Fire and Rescue Services ( referred to as 

the Gold Book)  also apply for rem unerat ion purposes for annual pay awards.  

 

Lev el  an d  e lem en t s o f  r em u n er at ion  

20 Senior m anagem ent  rem unerat ion com prises salary, car provision or car allowance. 

 

21. Gold Book Pay is based on a twin t rack approach of an annual nat ionally agreed pay 

deal and a local pay agreem ent . SMB Pay Policy includes proposals to consider the 

im plem entat ion of Earn Back Arrangem ents and addresses the requirem ents of the 

Localism  Act  in relat ion to the SMB. 

 

Rem u n er at ion  on  Recr u i t m en t  

22. Rem unerat ion will be based on the evaluated rate for the job. 

 

I n cr eases an d  ad d i t ion s t o  r em u n er at ion  

23. I ncreases and addit ions for senior m anagem ent  posts will require approval of the 

appropriate com m it tee of the Authority.  

 

Use o f  Per f o r m an ce r e la t ed  p ay  

24. Perform ance related pay will be used in the context  of the relevant  policy, based on “Earn 

back”  pr inciples and will need approval by the appropriate com m it tee. 

 

Use o f  Bon u ses 

25. One off bonus paym ents m ay be considered linked to evidenced and scrut inised delivery 

of perform ance m anagem ent  object ives. 

 

Ap p r oach  on  ceasin g  t o  h o ld  o f f i ce o r  b e em p loy ed  b y  t h e Au t h o r i t y  

26. Su m m ar y  d ism issa l :  Dism issal without  not ice paym ents 

Dism issa l  w i t h  n o t ice :  Salary paym ent  in line with cont ract  

Red u n d an cy :  I n accordance with Authority procedures  

Resig n at ion  o r  leav e d at e :  Norm al salary paym ent  unt il end of not ice period 

Red ep loy m en t :  I n accordance with prevailing Authority procedures  
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27. This Authority does not  m ake paym ents to senior staff m em bers who leave other than 

to those who are leaving for the purposes of im proved efficiency. 

 

28. Re-em ploym ent / re-engagem ent  will not  normally occur following ret irem ent , however 

there m ay be except ional circum stances where specialist  knowledge and expert ise are 

required for a defined period of t im e in the event  of which re-em ploym ent / re-

engagem ent  m ay be considered. I n the except ional circum stance that  re-

em ploym ent / re-engagem ent  is necessary in the interest  of public safety, this decision 

will be subject  to pr ior approval at  a m eet ing of the Fire Authority in open session.  

29. The Fire Authority will be given the opportunity to vote as to the term s of appointm ent  

or dism issal of the Chief Fire Officer and Chief Execut ive and deputy to the Chief Fire 

Officer and Chief Execut ive, or equivalent . 

Pu b l icat ion  o f  an d  access t o  in f o r m at ion  r e la t in g  t o  r em u n er at ion  

30. We will publish inform at ion in accordance with the Local Governm ent  Transparency 

Code 2015.     
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Ap p en d ix  1 :  
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

FI REFI GHTI NG ROLES ( W h o let im e)  PAY RATES ef f ect i v e  1  Ju ly  2 0 1 7  

 Basic an n u al  

sa lar y  

Basic h ou r ly  

r a t e  

Ov er t im e r a t e  

Fi r ef ig h t er   

Trainee  22,459 10.26 15.39 

Development  23,394 10.68 16.02 

Competent  29,934 13.67 20.51 

Cr ew  Com m an d er   

Development  31,816 14.53 21.80 

Competent  33,187 15.15 22.73 

W at ch  Com m an d er   

Development  33,905 15.48 23.22 

Competent A  34,847 15.91 23.87 

Competent B  37,112 16.95 25.43 

St at ion  Com m an d er  

Development  38,602 17.63 26.45 

Competent A  39,761 18.16 27.24 

Competent B  42,576 19.44 29.16 

Gr ou p  Com m an d er   

Development  44,458 20.30 Not  applicable 

Competent A  45,791 20.91 “  

Competent B  49,284 22.50 “  

Ar ea Man ag er   

Development  52,194 23.83 Not  applicable 

Competent A  53,758 24.55 “  

Competent B  57,252 26.14 “  
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FI REFI GHTI NG ROLES ( On - ca l l )  PAY RATES ef f ect i v e  1  Ju ly  2 0 1 7  

 
 

£ per annum  £ per annum  £ per hour  £ per occasion 

Firefighter  
Trainee  2,246 1,123 10.26 3.94 
Development  2,339  1,170 10.68 3.94 
Competent  2,993  1,497 13.67  3.94 
Crew Commander  
Development  3,182 1,591  14.53 3.94 
Competent  3,319  1,659  15.15  3.94 
Watch Commander 
Development  3,391 1,695  15.48  3.94 
Competent A  3,485  1,742  15.91  3.94 
Competent B  3,711  1,856  16.95  3.94 
Station Commander 
Development  3,860  1,930  17.63  3.94 
Competent A  3,976  1,988   18.16 3.94 
Competent B  4,258  2,129  19.44 3.94 
Group Commander 
Development  4,446 2,223 20.30 3.94 
Competent A  4,579  2,290  20.91  3.94 
Competent B  4,928  2,464  22.50  3.94 
Area Manager  
Development  5,219  2,610  23.83  3.94 
Competent A  5,376  2,688  24.55  3.94 
Competent B  5,725  2,863  26.14  3.94 
 
Column 1 shows the full annual retainer  
Column 2 shows the retainer for employees on the day crewing duty system  
Column 3 shows the hourly rate for work undertaken  
Column 4 shows the disturbance payment per call‐out 
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Ap p en d ix  2 :   
 
 

SUPPORT SERVI CES PAY SCALES ef f ect iv e 1  Ju ly  2 0 1 7  

Pay  

Scales  
Mon ey  Va lu e  Pay  Po in t  Descr ip t o r   

A (NMW) 
£13,601 r ising 

to £14,238 
Nat ional Minim um  Wage (statutory rate reviewed October 2018)  

A (NLW)  £15,106 Nat ional Living Wage (statutory rate reviewed April 2018)  

B 
£16,544 Developm ent  

£16,957 Com petent  

C 

£17,805 Developm ent  

£18,576 Com petent  

£19,381 Condit ions apply, see note below 

D 
£19,690 Developm ent  

£20,183 Com petent  

E 

£21,030 Developm ent  

£21,417 Com petent  

£21,806 Condit ions apply, see note below 

F 

£22,972 Developm ent  

£23,488 Com petent  

£24,004 Exem pt  

G 

£25,193 Developm ent  

£25,557 Com petent  

£26,064 Condit ions apply, see note below 

H 

£27,521 Developm ent  

£28,017 Com petent  

£28,770 Com petent  (Driving I nst ructors only)  

£28,679 Condit ions apply, see note below 

I  

£31,354 Developm ent  

£32,211 Com petent  

£33,077 Condit ions apply, see note below 

J 
£34,142 Developm ent  

£34,996 Com petent  

K 

£38,792 Developm ent  

£39,774 Com petent  

£40,910 Condit ions apply, see note below 

L 
£42,160 Developm ent  

£43,213 Com petent  

M 

£45,730 Developm ent  

£46,989 Com petent  

£48,240 Condit ions apply, see note below 

N 

£56,083 Developm ent  

£57,481 Com petent  

£59,033 Condit ions apply, see note below 
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O 
£60,930 Developm ent  

£62,453 Com petent  

   

 

Fleet  Man ag em en t  Pay  Scales Mon ey  Va lu e  

 Vehicle Technicians 

£24,278 

£25,044 

£25,562 

£26,065 

£26,549 

£27,031 

 Supervisors 

£27,520 

£28,021 

£28,684 

Fleet  Managem ent   

£29,356 

£30,028 

£30,695 

£31,355 

£32,211 

£33,077 
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Ap p en d ix  3 :  

EMPLOYEE BONUS PAYMENT SETTI NG SCHEME AND PROCESS 

I n t r od u ct ion  

The purpose of this docum ent  is to set  out  in out line the pr inciples 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 pr ior 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 pr inciples 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 Authority’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 Authority’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. 
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 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 round to the appropriate 

Director. 

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

o The Chief Operat ing Officer/ DCFO  

o The Director of People and Organisat ional Developm ent  

o The Director of Finance and Assets 

o The Director of Legal and Governance  

 The Moderat ing Panel m ay choose to appoint  an independent  advisor to assist  

with the process of ensuring 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 authorised 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 SMB on an annual basis. This m ay include 

decisions not  to run a bonus schem e or to extend to other workgroups. 

 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 staff who becom e 

eligible in year, long term  absence etc.  

 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 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 

Employee 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 


