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Implementation of a local salary structure  

(Extract from the “Gold Book “2006 Fifth Edition) 
 

Guidance 
 

Introduction 
1.  Both the employers and Brigade Managers recognise the importance of 

applying the appropriate skills and developing the competencies necessary 
to support and embed the cultural change inherent within these new terms 
and conditions.  

Local salary structures 
2.  When determining the appropriate level of salaries for all brigade managers, 

the fire and rescue authority should refer to the relevant minimum salary of 
the Chief Fire Officer and the most relevant benchmark data.  

3.  Normally the fire and rescue authority will wish to begin by determining 
appropriate salary for their most senior manager.  

4.  When deciding how these posts should be remunerated the following factors 
are to be considered:  
a.  The Chief Fire Officer’s salary and that of any senior staff not covered 

by the Scheme of Conditions of Service (Gold Book);  
b.  The relationship of current salary to the appropriate illustrative national 

benchmark;  
c.  Any special market considerations;  
d.  Any substantial local factors not common to fire and rescue authorities 

of similar type and size e.g. London weighting; complex local, regional 
or national responsibilities which bring added value  

e.  Comparative information to be supplied on request by the Joint 
Secretaries on salaries in other similar authorities;  

f.  Top management structures and size of management team compared 
to those of other fire and rescue authorities of similar type and size; 
and  

g.  The relative job size of each post, as objectively assessed through an 
appropriate job evaluation process or otherwise  

h.  Incident command responsibility and the requirement to provide 
operational cover within the employing authority and beyond  

The process for setting salary levels should include consideration of the 
following criteria: 
•  Minimum salary levels for Chief Officers in relevant sized local 

authorities  
•  Market rates of pay for senior managers in a range of private and 

public sector organisations  
•  Evidence of recruitment and/or retention difficulties with existing 

minimum rates  


