Appendix 3

Extract from NJC Gold Book Conditions of Service for Brigade Managers

IMPLEMENTATION OF A LOCAL SALARY STRUCTURE
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);

The relationship of current salary to the appropriate illustrative national benchmark;
Any special market considerations;

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

. Comparative information to be supplied on request by the Joint Secretaries on salaries

in other similar authorities;

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

. The relative job size of each post, as objectively assessed through an appropriate job

evaluation process or otherwise

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



e Evidence of recruitment and/or retention difficulties with existing minimum rates

There are a range of schemes and approaches available for authorities to use in assessing
job size. To assist authorities, advice can be obtained from the Employers’ Side Secretary
of the NJC.

WORKFORCE PLANNING

5.

Fire and rescue authorities should be regularly reviewing their future requirements for
employees at all levels, implications for the organisational structure, including availability
to cover operational needs and cross authority resilience requirements.

In determining the appropriate structure, Authorities need to be mindful of the potential
for Brigade Managers to be absent for extended periods in the event of major civil
disruption and the impact this will have on the organisation as a whole, and more
specifically, on the remaining corporate team.

Authorities are reminded of the requirement to consult on any proposed changes. In
addition, there may be a need to negotiate on some issues that may emerge from the
consultation process e.g. a change to terms and conditions of employment

Where the changes to the organisational structure will lead to increases in the staffing
complement, the authority will need to consider what the relevant grades will be and
how best to recruit to the new posts in accordance with the Fairness and Dignity at Work
policy.

Where the changes to the organisational structure will lead to a reduction in the staffing
complement, authorities should, as far as is practicable, achieve these through natural
wastage, the use of temporary appointments or other arrangements to avoid the
necessity of making individuals redundant.

However, where this is not possible the fire and rescue authority should first seek
volunteers for redundancy, where appropriate.

. Where a Brigade Manager is moved from a higher graded/paid job to a lower

graded/paid job, except by virtue of discipline or capability, the fire and rescue authority
is recommended to put in place arrangements for pay protection taking into account:

a. Other pay protection and redundancy arrangements for employees of the fire and
rescue authority.

b. Equal Opportunities Commission advice on pay protection and redundancy —
protection arrangements can be discriminatory in certain circumstances

c. Any other local policies and issues
d. Pay protection and redundancy arrangements in other similar organisations

Where a Brigade Manager requests to move to a lower graded/paid post then they will
receive the pay and conditions applicable to that post and protection arrangements will

not apply.



