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EXECUTIVE SUMMARY Senior Management Team (SMT) members are 
contracted under the National Joint Council (NJC) for 
Brigade Managers of Fire and Rescue Services 
Constitution and Scheme of Conditions of Service, 
known as the “Gold Book” for pay purposes. This 
involves a two-track approach for determining levels 
of pay:  

National Pay - At national level, the NJC annually 
reviews the level of pay increase applicable to 
Principal Officers. Any increase is effective from the 
usual annual settlement date - 1 January.  

Local Pay - The NJC agreement also requires Fire and 
Rescue Authorities to review Principal Officers’ salary 
levels on an annual basis.  

In determining any proposed changes to local pay, the 
Pay Review methodology requires Members to 
consider various types of qualitative and quantitative 
data, including public sector comparisons and 
organisations geographically relevant.  

In line with the methodology, an independent review 
considering performance and relevant benchmarking 
data has been undertaken and is attached at Annex A 
for consideration by Members.

Overall, there has been continued demonstration of 
success across all directorates including operational 
delivery, prudent financial and asset management, 
innovative and progressive workforce reform, and 
increased partnership working to deliver a range of 
services to the community.

Performance is scrutinised by the Overview and Audit 
Committee, which monitors the Authority’s progress in 
delivering the Strategic Objectives set out in the 
2015-20 Corporate Plan.

The Authority’s Pay Policy Statement also requires 
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that the Executive Committee receives an annual 
report summarising the awards which have been made 
under the Employee Bonus Scheme to employees 
throughout the organisation.

ACTION Decision

RECOMMENDATIONS It is recommended that the proposals set out in 
Section 10 of the attached report be considered and a 
decision reached that:

1. The levels of merit award to be shared between 
SMT and the rest of the workforce be agreed.

2. The summary of the awards made in 2017/18 
under the Authority’s Employee Bonus Scheme 
set out at Appendix 3 be noted.

RISK MANAGEMENT The risks of not paying a bonus include the inability to 
attract and retain high calibre senior managers to lead 
ongoing change, particularly when trends appear to 
suggest a reduction in numbers of applicants.

The SMB Succession Planning report (19 September 
2018) has outlined the potential risk of losing key 
operational managers and planned actions to cover 
vacancies until members approve requirements and 
recruitment processes to be followed.

There are additional risks regarding the notable 
increase in lack of mobility, number and calibre of 
applicants within the employment market for senior 
level roles, particularly senior operational firefighter 
roles i.e. Chief Fire Officer Roles. These are potentially 
exacerbated by changing restrictions to employment 
propositions and high property prices within 
Buckinghamshire and Milton Keynes.

These same risks have been highlighted within Police.  
The recent publication of the Remuneration Review 
Body report states that within police chief ranks, there 
appears to be an issue in ensuring a sufficient number 
of quality applicants and that pension taxation and a 
move on to less secure terms and conditions were the 
issues cited for a lack of applicants.

The Authority is mitigating these risks by giving 
consideration to extending notice period requirements, 
reviewing options for collaborative succession 
planning, options for a revised senior level structure, 
and broadening the appointment of CFO to a Chief 
Executive role.

Feedback from employees via the culture survey 
showed that awarding SMT and employees a bonus, 
whilst balancing finances and an ongoing reduction in 
personnel, did not sit comfortably with them.

FINANCIAL If Members are minded to consider bonus awards as 
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IMPLICATIONS per the methodology described, this would be funded 
from the year-end outturn favourable variances.

For Members’ information, the year-end outturn 
positions before movements to and from reserves in 
recent years have been:

2014/15 c£1,811K favourable variance

2015/16 c£1,821K favourable variance

2016/17 c£1,770K favourable variance

2017/18 c£335K favourable variance

The latest estimate for the corresponding 2018/19 
outturn as at December 2018 is projected to be £115K 
(including underspends already transferred to 
earmarked reserves)

The impact of future pay awards will be factored in to 
the medium term financial plan.

LEGAL IMPLICATIONS The terms of reference of the Executive Committee 
include the role of the employer in connection with 
employees of the authority contracted in whole or in 
part to the “Gold Book”.  The recommendations are 
consistent with the Authority’s extant statutory pay 
policy statement.

CONSISTENCY  WITH 
THE PRINCIPLES OF 
THE DUTY TO  
COLLABORATE 

Relevant market rates across the Thames Valley and 
Nationally are reviewed as part of the process. The 
Thames Valley collaboration programme is currently 
focusing on six projects, collectively referred to as 
Phase 1.

Senior management processes, such as collaborative 
succession planning, are under consideration - as is 
sharing senior management resources as part of 
Phase 2. 

There may be an opportunity in future to use one 
external independent consultant to review senior 
remuneration across the Thames Valley Services, 
particularly if we are able to align pay policy 
statements.

HEALTH AND SAFETY There is no impact.

EQUALITY AND 
DIVERSITY

Decisions relating to senior management pay are set 
out in the annual pay policy statement which is 
impact-assessed.

As part of gender pay reporting requirements, pay 
which includes bonus is reported.  Any anomalies in 
pay and bonuses are reviewed, and acted upon.  
Gender pay action plans are in place to ensure male 
and female employees are treated equally and fairly.  
The EDI Advisory Group reviews progress against EDI 
objectives on a regular basis, and these are reported 
on to the Fire Authority. 
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USE OF RESOURCES The arrangements for setting, reviewing and 
implementing strategic and operational 
objectives; Performance monitoring, including 
budget monitoring; achievement of strategic 
objectives and best value performance 
indicators; 

SMT members are collectively and individually 
responsible for delivering the Corporate Plan and the 
Authority’s objectives.

Performance of SMT members is regularly appraised 
either by the Chief Fire Officer/Chief Executive 
(CFO/CE) or by the Chairman, supported by Lead 
Members where appropriate.

The Authority’s Pay Policy, Part 2 Section 24, allows 
for Authority consideration of one-off bonus payments 
linked to evidenced and scrutinised delivery of 
performance management objectives. 

Whilst SMT members have been invited to contribute 
with evidence to demonstrate performance 
improvements, officers have not been - and will not be 
- party to any decision-making in relation to their own 
remuneration. 

In determining any changes to local pay, the 
methodology requires members to consider various 
types of qualitative and quantitative data, including:

1. Information about the extent to which corporate 
objectives have been met.

2. CFO/CE appraisal data as provided by the 
Chairman. 

3. SMT appraisal data as provided by the CFO/CE. 

4. Progress on any specific projects that members 
identified as high priority.

5. Performance data provided by the CFO/CE relating 
to SMT. 

6. Comparative performance data with other Fire and 
Rescue Services.

7. Salary benchmarking data in relation to senior 
manager teams, (Population Band 2), Combined South 
East Region Fire Services. 

8. Financial data about budget provision for 
pay/reward costs arising from this review. 

9. Data about national pay settlements awarded to 
Gold, Green and Grey Book employees. 

Communication with stakeholders

In order to ensure transparency, remuneration 
including bonus payments is published on the BMKFA 
website.  This is in line with statutory requirements.



Senior Management Team Remuneration and Performance Review, and Annual 
Report on Employee Bonus Scheme

Executive Committee (Item 10), 6 February 2019

The pay policy is updated and published on an annual 
basis.

Members of SMT do not play a part in the pay review 
process, and are not present at the meeting where 
payments are discussed.  Following the Executive 
Committee meeting, the CFO reviews each SMT 
member’s performance and makes an informed 
decision as to whether to award a bonus. This is 
communicated in writing to the SMT member.

The Executive Committee makes the decision as to 
whether the CFO should receive a bonus payment, 
based on performance during the previous year.

The system of internal control

Adherence to the pay policy principles and statement 
is controlled via strict establishment and pay change 
approval process controls.

The medium term financial strategy

Any bonuses agreed would be within existing budgets.

PROVENANCE SECTION

&

BACKGROUND PAPERS

Background:  

The SMB is made up of the:

 Chief Fire Officer/Chief Executive

 Chief Operating Officer/Deputy Chief Fire Officer 

 Director of Finance and Assets

 Director of People and Organisational Development

 Director of Legal and Governance

 Director of Finance and Assets

 Head of Service Delivery

 Head of Service Development 

The SMT methodology recognises that there are a 
range of pay and non-pay options for members to 
consider, which include attending development 
opportunities, incorporated salary rises, 
nonincorporated bonuses, pay agreements that span a 
number of years and no change to existing reward 
packages.

Remuneration principles are part of the Authority’s 
current Pay Policy Statement. The principle of self-
funding linked to efficiencies and performance is 
central to the Authority’s reward and remuneration 
philosophy.

Senior Staff Salary Information (published on BMKFA 
website)

https://bucksfire.gov.uk/fire-authority/financial-
information/senior-staff-salary-information/

Fire and Rescue National Framework for England

https://bucksfire.gov.uk/fire-authority/financial-information/senior-staff-salary-information/
https://bucksfire.gov.uk/fire-authority/financial-information/senior-staff-salary-information/
https://bucksfire.gov.uk/fire-authority/financial-information/senior-staff-salary-information/
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https://www.gov.uk/government/publications/fire-
and-rescue-national-framework-for-england--2

Pay policy

https://bucksfire.gov.uk/files/3515/1998/5277/Pay_P
olicy_Principles_and_Statement_2018-19.pdf

https://seemp.co.uk/free-resources/latest-on-pay/

APPENDICES Annex A - SMT Remuneration and Performance 
Review and Annual Report on Employee Bonus 
Scheme

Appendix 1 Minimum Annual Rates of Pay for Chief 
Fire Officers by Population Band from 1 January 2018

Appendix 2 BMKFA Criteria for Managers when 
Applying for Merit/Bonus Awards for Staff

Appendix 3 Breakdown of Total Remuneration of 
CFO and SMT Members 2017 - 2018

Appendix 4 BMKFA Pay Multiples – 2016/17–
2018/19

Appendix 5 Comparative Data of Fire Authorities in 
Lower Quartile Council Tax 2018/19 (source CIPFA 
Fire and Rescue Services statistics 2018-19)

Appendix 6a Comparison of National CFO and DCFO 
Salary Levels at Band 2 in 2014 and 2017

Appendix 6b Comparison of National CFO and DCFO 
Salary Levels at Band 2 in 2014 and 2017 compared 
to CFO and DCFO Levels in BMKFA

Appendix 7 Comparison of Population Size 2017/18 
compared to Council Tax 2017/18 of Combined Fire 
Authorities in SE Region and of Fire Authorities of 
Similar Size to BMKFA, CIPFA. CFO Salaries 2017/18  
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