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PURPOSE OF REPORT 

 

1 To inform Members of the North Wales Fire and Rescue Authority (the 

Authority) of their responsibilities arising from the Localism Act 2011 (the 

Act).   

 

2 The Act requires the Authority to prepare an annual Pay Policy 

Statement for approval before the commencement of the financial 

year to which it relates.  

 

3 This paper sets out the proposed Pay Policy Statement for 2026/27 

which is consistent with previous years.  

 

EXECUTIVE SUMMARY 

 

4 The Authority is required to prepare and approve a Pay Policy Statement 

on an annual basis in accordance with the Localism Act 2011.  The 

statement must also comply with the Welsh Government guidance issued 

in 2017, “Pay Accountability in Local Government in Wales”  

 

OBSERVATIONS FROM THE EXECUTIVE PANEL 

 

5 The draft Pay Policy Statement for 2026/27 was considered by the 

Executive Panel at its meeting of 16th March 2026.  The Executive Panel 

noted that since drafting the report the Service had received notification 

of its accreditation as a real living wage employer.  Subject to that 

amendment the Executive Panel endorsed the statement. 

 

RECOMMENDATION 

 

6 It is recommended that Members: 

 

i) Note the requirements of the Localism Act 2011; and 

ii) Approve the Pay Policy Statement for the 2026/27 financial year 

 

  



BACKGROUND 

 

7 A Pay Policy Statement must be prepared in accordance with Part 1; 

Chapter 8 (Sections 38 – 43) of the Localism Act 2011.  The guidance 

issued by the Welsh Government summarises the key elements of the 

Pay Policy Statement which includes: 

 

(a) Information relating to the remuneration of its chief officers; 

(b)  the remuneration of its lowest paid employees; and 

(c)  the relationship between: 

(i)  the remuneration of its chief officers, and 

(ii)  the remuneration of its employees who are not chief officers. 

 

8 The statement must state: 

 

(a)  the definition of “lowest-paid employees” adopted by the 

Authority for the purposes of the statement; and 

(b)  the Authority’s reasons for adopting that definition. 

 

9 The statement must also include the Authority’s policies relating to: 

 

(i) the level and elements of remuneration for each chief officer; 

(ii) remuneration of chief officers on recruitment; 

(iii) increases and additions to remuneration for each chief officer; 

(iv) the use of performance-related pay for chief officers; 

(v) the use of bonuses for chief officers; 

(vi) the approach to the payment of chief officers on their ceasing 

to hold office under or to be employed by the authority; and 

(vii) the publication of and access to information relating to 

remuneration of chief officers. 

 

10 The Pay Policy Statement must be approved formally by full Authority 

each year and published on the Authority’s website. The statement 

may be amended during the year following appropriate approval. 

 

INFORMATION 

 

11 The purpose of this Pay Policy Statement is to provide transparency with 

regard to the Authority’s approach to setting the pay of its employees, 

in particular, that of chief officers and employees on the lowest pay 

scale, by identifying the methods by which salaries are determined. 

 

  



IMPLICATIONS 

 

Wellbeing 

Objectives 

The Pay Policy Statement provides a framework for 

decision making on pay and in particular decision 

making on senior pay, contributing to securing the 

Authority’s financial sustainability and to being able to 

demonstrate the fair and equitable allocation of pay.   

Budget Pay awards agreed and published by the National Joint 

Councils are taken into consideration when setting the 

Authority’s annual budget. 

Legal Under section 38(1) of the Localism Act 2011 the Fire 

and Rescue Authority has a legal duty to produce an 

annual Pay Policy Statement. 

Staffing The Pay Policy Statement supports the principles of 

transparency, equal pay and support for staff. 

Equalities/ 

Human Rights/ 

Welsh Language 

Equal treatment in respect of pay is an important part 

of the FRA Equality objectives. 

Risks  Non-compliance with legislation leads to legal and 

reputational risk. 

 



North Wales Fire and Rescue Authority  

Pay Policy Statement 2026/27 

 
1.0 Introduction 

 

1.1 North Wales Fire and Rescue Authority’s (the Authority) primary role is 

to: 

• perform all the duties and responsibilities of a Fire and Rescue 

Authority in accordance with appropriate legislation and 

regulations, in particular the Fire and Rescue Services Act 2004, and 

the Regulatory Reform (Fire Safety) Order 2005  (which came into 

force on 1 October 2006), and the 1995 Combination Scheme; 

• agree the annual service plans the revenue and capital budgets 

and the contribution for the constituent councils; and 

• monitor the revenue and capital budgets and deal with any 

significant variations, including decisions on any supplementary 

contributions. 

 

1.2 In order to fulfil its role, the Authority appoints staff to undertake duties 

on its behalf and in doing so must follow all relevant employment 

legislation.  The Authority also follows a number of key principles which 

ensure affordability, equal pay, transparency and support for low pay. 

 

1.3 The purpose of this document is to meet the Authority’s legal 

obligations under the Localism Act 2011 and to provide information 

regarding the Authority’s approach to setting the pay of its employees. 

It provides information on the remuneration of Chief Officers and 

employees on the lowest pay scale. It also provides information on the 

methods by which salaries are determined for all staff.   

 

1.4 The document covers the period 1 April 2026 - 31 March 2027 and 

provides a framework for decision making on pay and in particular 

decision making on senior pay.   

 

1.5 The Pay Policy Statement is an annual document prepared and 

approved by the Authority prior to the commencement of the financial 

year to which it relates.   
 

2.0 Legislative framework 

 

2.1 Section 38 (1) of the Localism Act 2011 requires English and Welsh Local 

Authorities to produce a Pay Policy Statement from 2012/13 and for 

each financial year after that. The Act also requires the Authority to 

have due regard for any guidance issued by Welsh Ministers. The Welsh 

Government updated the guidance in November 2021, “Pay 

Accountability within Local Government in Wales”.    

http://www.legislation.gov.uk/ukpga/2004/21/contents
http://www.opsi.gov.uk/si/si2005/20051541.htm
http://www.opsi.gov.uk/si/si1995/Uksi_19953218_en_1.htm


2.2 The Act defines remuneration widely and includes pay, allowances, 

benefits in kind, increases in/enhancements of pension entitlements 

and termination payments. 

 

2.3 In determining the pay and remuneration of all its employees, the 

Authority is required to comply with all relevant legislation. This includes 

the Equality Act 2010, Part Time Employment (Prevention of Less 

Favourable Treatment) Regulations 2000, Agency Workers Regulations 

2010 and, where relevant, the Transfer of Undertakings (Protection of 

Employment) Regulations 2006.   

 

2.4 The Authority ensures that there is no pay discrimination within its pay 

structures to meet its obligations under the equal pay requirements of 

the Equality Act 2010. Job evaluation processes are embedded across 

the organisation to ensure that pay differentials between employees 

can be objectively justified and salaries directly relate to the 

requirements, demands and responsibilities of the role. 

 

3.0 Decision making including consideration of value for money 
 

3.1 This policy applies to all Authority employees. 

 

3.2 The Authority advocates collective bargaining arrangements and 

supports existing national level provisions that govern pay and 

conditions of service for the following employee groups: 

 

• National Joint Council (NJC) for Brigade Managers of Fire and 

Rescue Services, Constitution and Scheme of Conditions of Service 

(Gold Book) 

• Joint Negotiating Committee for Chief Officers of Local Authorities; 

Constitution, Conditions of Service, Salaries (Blue Book) 

• National Joint Council for Local Authorities' Fire and Rescue Services, 

Scheme of Conditions of Service (Grey Book) 

• National Joint Council (NJC) for Local Government Services (Green 

Book). 

 

3.3 Pay levels are reviewed annually through these collective bargaining 

arrangements and any “cost of living” award associated with 

contractual conditions is implemented upon receipt of notification 

from the relevant negotiating body.  

 

3.4 The Authority will consider any contractual ‘cost of living’ award for its 

chief officers in the context of similar decisions on lower paid 

employees and in accordance with the outcome of collective 

bargaining outlined above. 

 

  



3.5 All roles conditioned to the NJC for Local Government Services are 

subject to the Authority’s job evaluation scheme which objectively 

assesses each role on creation of a new post, changes to existing posts 

or at periodic intervals to determine a fair remuneration pay grade 

comparable across this group of staff. On voluntary cessation of their 

duties no additional payments will be made. 

 

3.6 In accordance with the constitution, the Authority is responsible for 

approving the annual financial budget including the affordability of 

employee costs. 

 

4.0 Role of the Chief Fire Officer 

 

4.1 The Chief Fire Officer is the Head of Paid Service and is responsible for 

the Service. The role is a full-time appointment and the post holder is 

appointed on merit and against objective criteria following an open 

competitive process. The selection process is overseen by an 

Appointment Panel comprising of members of the Authority.   

 

4.2 The Chief Fire Officer works closely with elected members to deliver the 

strategic aims of the Authority.  The organisation has an annual 

revenue budget of approximately £54.375 million and a capital budget 

of £6.661 million and is responsible for a wide range of services under 

the Fire and Rescue Services Act 2004, employing some 900 staff. 

 

5.0 Chief Officers’ Pay 

 

5.1 The Authority’s pay policy for the remuneration of chief officers, 

including the Chief Fire Officer, is aligned to the National Joint Council 

arrangements.  Under these arrangements, Brigade Manager pay is 

reviewed annually at national level which provides the minimum salary 

for chief fire officers.   

 

5.2 Remuneration of chief officers on appointment will be to the market-

related base pay prevailing at the time of appointment and approved 

by the full Authority. In addition, a car will be provided in order to carry 

out the roles.   

 

5.3 The remuneration of chief officers is also subject to a pay review 

undertaken on a periodical basis. This process benchmarks the chief 

officer salary levels against relevant comparators in other fire and 

rescue authorities.  The pay review process was approved by the 

Authority during 2021 and the following principles were agreed: 

 

  



i. pay scales will be linked to the average basic pay rates collated 

and published by the National Joint Council for Brigade Managers 

of Local Authority Fire and Rescue Services in order to give 

appropriate sector-specific comparisons; 

 

ii. each seniority level will be employed on a three-point scale with 

progression up the scale to be subject to satisfactory annual 

appraisal. Each increment in scale will be based upon £1,500 for 

the CFO; and a relative proportion for the other posts; 

 

iii. the Authority will pay, at the bottom of the three-point scale, the 

average basic pay for an authority in Population Band 2, which will 

be inclusive of all duties; 

 

iv. the nationally negotiated and agreed annual pay awards will be 

automatically applied, as currently happens in the case of “grey 

book” and “green book” employees (subject to an employee 

choosing to forego any part of it); 

 

v. the pay relativities between the roles of CFO, DCFO, ACFO and 

ACO will be restored. The salary of each seniority level will be 

calculated as a proportion of the Chief Fire Officer’s salary as 

follows: 

 

 

Salary 

relative to 

CFO 

Chief Fire Officer  

Deputy Chief Fire Officer 80% 

Assistant Chief Fire Officer 75% 

Assistant Chief Officer 60% 

 

vi. posts will be sized appropriately, relative to their seniority level, and 

will be of equal size across all at that level in order to ensure that 

officers receive equal pay for work of equal value; and 

 

vii. pay will be reviewed at regular intervals in line with the 

requirements under the ‘two- track’ approach for determining 

levels of pay for Brigade Managers as prescribed by the National 

Joint Council. Three years is the accepted interval. 

 

  



5.4 The triannual benchmarking of the Chief Fire Officer’s salary was 

considered by the Executive Panel at its meeting of 16 December 2024.  

This found that the principles set out above remained valid and 

confirmed the pay for the Chief Fire Officer was appropriate. 

 

5.5 The Authority does not pay any bonuses or additional enhancements 

such as performance related pay. On voluntary cessation of their 

duties no additional payments will be made to chief officers.  

 

5.6 Following resignation or retirement from their duties no additional 

payments will be made other than those due for salary purposes or 

payments made to an individual in line with the appropriate pension 

scheme on retirement. Such payments may include salary paid in lieu 

of notice, pension benefit entitlements and holiday pay. 

 

5.7 In circumstances where a severance package is being considered 

upon an agreed cessation of duties other than for the reasons outlined 

above, the Authority will be offered the opportunity to vote before any 

severance package is approved for chief officers. 

 

5.8 Information on the remuneration of chief officers is published as part of 

the Authority’s annual Statement of Accounts. These are published on 

the Authority’s website. 

 

5.9 Business expenses such as for train, car mileage, overnight 

accommodation and parking are claimed back in accordance with 

the organisation’s travel and subsistence policy which is applicable to 

all employees.   

 

5.10 Chief officers are members of the relevant pension scheme. The 

Authority does not permit increases or enhancements to the pension 

outside of standard arrangements.  

 

5.11 The notice period for chief officer roles is 3 months. 

 

6.0 Senior Staff 

 

6.1 For the purposes of this Pay Policy Statement the term “chief officer” is 

not limited to Head of Paid Service and includes those who report 

directly to the Chief Fire Officer. This includes the Monitoring Officer, the 

Section 151 Officer, Deputy Chief Fire Officer, Assistant Chief Fire 

Officers and Assistant Chief Officers. 

  



6.2 These posts are covered by a range of terms and conditions: 

 

Employee 

Group 

Terms and 

Conditions 

Other 

benefits 

Pension 

arrangements 

Chief Fire Officer Gold Book Car provided   Local 

Government 

Pension Scheme 

Monitoring 

Officer 

Provided by a named officer from Flintshire County 

Council under a contracted-out arrangement 

Treasurer 

(section 151 

officer) 

Part time contract negotiated outside of national 

terms and conditions. 

Deputy Chief 

Fire Officer 

Gold Book Car provided Local 

Government 

Pension Scheme 

or Firefighters’ 

Pension Scheme 

Assistant Chief 

Fire Officer 

Gold Book Car provided Local 

Government 

Pension Scheme 

or Firefighters’ 

Pension Scheme 

Assistant Chief 

Officer 

 

Blue Book Car provided Local 

Government 

Pension Scheme 

 

7.0 Talent management 

 

7.1 The Authority’s strategic focus is on supporting and developing the 

quality of leadership in the Service. This includes increasing the 

capacity of existing management teams, planning the development 

of future leaders, championing leadership values throughout the 

organisation and attracting effective leaders, where appropriate, from 

other sectors.   

 

8.0 Performance related pay 

 

8.1 There is currently no performance related pay scheme in operation for 

any role across the Service. 

 

9.0 Remuneration of other staff other than chief officers 

 

9.1 The Authority’s pay policy for the remuneration of employees who are 

not chief officers is aligned to nationally agreed salary rates negotiated 

through the National Joint Council comprising of national employer 

and employee representatives. 

  



Employee Group Terms and 

Conditions 

Other 

benefits 

Pension 

Arrangements 

Officers  

(Station Managers,  

Group Managers and  

Area Managers) 

Grey Book 

 

A lease car 

is provided 

for staff on 

the flexi duty 

rota 

Firefighters’ Pension 

Scheme 

Head of Corporate 

Departments 

Blue Book None Local Government 

Pension Scheme 

Firefighters Grey Book None Firefighters’ Pension 

Scheme 

Apprentice 

Firefighters 

Grey Book None Firefighters’ Pension 

Scheme 

Control Staff Grey Book None Local Government 

Pension Scheme 

Fire Safety and 

Prevention 

Green Book None Local Government 

Pension Scheme 

Corporate Services Green Book None* Local Government 

Pension Scheme 

Apprentices Green Book None Local Government 

Pension Scheme 

*  A lease car is provided on an optional basis for a small number of posts 

where significant or frequent travel is undertaken 

 

9.2 The lowest paid employee is engaged on the National Joint Council 

(NJC) for Local Government Services (Green Book) spinal column point 

6 which equates to £25,989 per annum from 1 April 2025. The Authority 

occasionally employs apprentices who are not included within the 

definition of ‘lowest paid employees’ as they are not employed under 

contracts of employment. 

 

9.3 The statutory guidance under the Localism Act 2011 recommends the 

use of pay multiples as a means of measuring the relationship between 

pay rates across the workforce and that of senior managers, as 

included within the Hutton ‘Review of Fair Pay in the Public Sector’ 

(2010). 

 

9.4 The 2025/26 pay levels within the Authority define the multiple between 

the lowest paid (full time equivalent basic pay) employee scale and 

the Chief Fire Officer as 1:6.27.   

 

  



9.5 The Hutton report on fair pay in the public sector was asked to explore 

the case for a fixed limit on pay dispersion in the public sector, through a 

requirement that no public sector manager can earn more than 20 times 

the lowest paid person in the organisation. The report concluded that 

the relationship to median earnings was a more relevant measure and 

the Government’s Code of Recommended Practice on Data 

Transparency recommends the publication of the ratio between highest 

paid salary and the median salary of the whole of the Authority’s 

workforce. The multiple between the median full time basic equivalent 

earnings and the Chief Fire Officer is 1:4.19 (excluding RDS). Please note 

this figure includes full time salaries only and excludes allowances. 

 

9.6 The Authority publishes information on the remuneration of Chief 

Officers, the median earnings of the organisation’s workforce, and the 

ratio between these two figures in their annual financial statement to 

demonstrate the relationship between the two. 

 

10.0 Support for lower paid staff 

 

10.1 The Authority is committed to fair pay and to supporting lower paid 

employees and has received accreditation as a Real Living Wage 

Employer, in line with the principles promoted by the Living Wage 

Foundation.  

 

10.2 A range of additional support measures are available to employees, 

including access to the Blue Light Discount Card, which provides 

discounts across a wide range of retailers and services. Further support 

includes a Cycle to Work scheme, an Employee Assistance 

Programme, counselling services, Occupational Health provision and 

childcare vouchers. 

 

10.3 A physiotherapy scheme is also offered to all employees. Employees 

receive financial assistance to refer themselves for therapy arising from 

muscular-skeletal injury or other ailments. 

 

11.0 Additions to Salary of Other Employees 

 

11.1 Where appropriate, and in line with national conditions of service or 

local agreement, individuals may receive an allowance in addition to 

their salary. Examples include, but are not restricted to:  
• on-call or out of hours provision  • telephone allowance  

• continuous availability  • pension employer contributions 

• additional responsibility  • mileage allowances 

• rent, fuel and light allowance   

 

 

  



12.0 Honoraria 

 

12.1 A member of staff who performs duties outside the scope of his or her 

post over an extended period may be granted a one-off additional 

payment of an amount dependent upon the circumstances of each 

case. Examples include:  

 

• where an employee temporarily carries out significant additional 

work over and above their usual responsibilities; or 

• where an employee carries out a significant amount of work over 

their normal contracted hours, but is not eligible for overtime 

payments because of their placing on a salary scale.  

 

12.2 Any determination relating to a proposed honoraria for chief officers 

would require approval by the Authority.  

 

12.3 Decisions relating to all other staff will be considered by the 

appropriate Head of Department in consultation with the Assistant 

Chief Fire Officer (Finance and Resources).  

 

13.0 Exit policy 

 

13.1 On voluntary cessation of their duties no additional payments will be 

made other than those due for salary purposes or payments made to 

an individual in line with the appropriate pension scheme on 

retirement.  Such payments may include salary paid in lieu of notice, 

pension benefit entitlements, holiday pay and any fees or allowances 

paid. 

 

13.2 Employees conditioned to the NJC for Local Government Services may, 

at the Authority’s discretion be entitled to added pension and/or 

redundancy payments upon authority initiated early termination of 

employment under the Authority’s discretions in relation to the Local 

Government Pension Scheme Regulations 1997 (as amended) and the 

Local Government (Early Termination of Employment) (England and 

Wales) Regulations 2006 (as amended) – generally referred to as the 

Discretionary Compensation Regulations. 

 

13.3 The Service has a policy for severance or exit arrangements.  

 

13.4 Former employees are, on occasion, re-employed by the Service. 

Where the combined earnings and pension exceed the inflation 

adjusted final salary in the original employment the pension is subject 

to abatement in accordance with the scheme regulations. 

 

  

http://www.nwales-fireservice.org.uk/fire-and-rescue-authority/meetings-agendas-and-reports/2007/6/18/2007-june-fra/?lang=en


14.0 Off payroll arrangements  

 

14.1 The Authority does not routinely engage with individuals using off 

payroll arrangements. These are only considered on an exceptional 

basis for specialist pieces of work for which there is no internal capacity 

or expertise. The Authority has arrangements in place to ensure that the 

employment status indicator tool published by HMRC is completed for 

each supplier before payments are made. 

 

15.0 Appendices 

 

Appendix 1  Chief Officers’ salary matrix 

 

Appendix 2  NJC salary rates 

   2.1 Firefighter Roles 

   2.2 Retained Duty System 

   2.3 Control Roles 

 

Appendix 3  NJC for local government services, salary matrix 

 

 

  



Appendix 1 
 

North Wales Fire and Rescue Service 

Chief Officers Pay Rates (as at Jul 2025) 
 

Post Salary Salary Salary % of CFO** 

 Year 1 Year 2 Year 3  

CFO* £159,512 £161,228 £162,945  

DCFO* £127,919 £129,292 £130,666 80% 

ACFO* £120,022 £121,309 £122,595 75% 

ACO £96,327 £97,356 £98,386 60% 

* includes remuneration for continuous duty arrangements 

** The nationally agreed NJC pay award effective January 2025, applying a 

flat‑rate uplift of £1,500, has resulted in a marginal variance in pay relativities of 

approximately 0.002% for the Deputy Chief Fire Officer and Assistant Chief Fire 

Officers, and 0.003% for the Assistant Chief Officer. These variances do not alter 

the Authority’s agreed pay principles or intended salary relativities and will be 

realigned to the agreed percentages as part of the next scheduled chief officer 

pay review in 2027. 

 

 

External provision of service  Value (per annum) 

Monitoring Officer £ 20,073 (excluding VAT)* 

Section 151 Officer    £8,510 

*based on last year’s cost 

 

 

 

 

 

 



 

 

APPENDIX 2.1 
 

FIREFIGHTING ROLES - PAY RATES FROM 1 JULY 2025  

(pay award for 1 July 2026 onwards is still subject to national negotiation) 
 

 

 Basic annual 
£ 

Basic hourly rate 
£ 

Overtime 

rate 
£ 

Firefighter    

Development 30,384 13.87 20.81 

Competent 38,881 17.75 26.63 
    

Crew Manager    

Development 41,322 18.87 28.31 
Competent 43,104 19.68 29.52 

    

Watch Manager    

Development 44,038 20.11 30.17 

Competent A 45,260 20.67 31.01 
Competent B 48,202 22.01 33.02 

    

Station Manager    

Development 50,135 22.89 34.34 
Competent A 51,642 23.58 35.37 
Competent B 55,301 25.25 37.88 

    

Group Manager    

Development 57,743 26.37 Not 
applicable 

Competent A 59,476 27.16 Not 
applicable 

Competent B 64,013 29.23 Not 
applicable 

    

Area Manager    

Development 67,792 30.96 Not 
applicable 

Competent A 69,823 31.88 Not 
applicable 

Competent B 74,360 33.95 Not 
applicable 

    

 



 

 

 APPENDIX 2.2 

 
FIREFIGHTING ROLES – PAY RATES FROM 1 July 2025 (RETAINED DUTY SYSTEM)  

(pay award for 1 July 2026 onwards is still subject to national negotiation) 

 
 (1) 

£ per 

Annum 

(2) 

£ per 

annu

m 

(3) 

£ per 

Hour 

(4) 

£ per 

occasio

n 
Firefighter     

Development 4,558 2,279 13.87 5.12 
Competent 5,832 2,916 17.75 5.12 

     

Crew Manager     

Development 6,198 3,099 18.87 5.12 
Competent 6,466 3,233 19.68 5.12 

     

Watch Manager     

Development 6,606 3,303 20.11 5.12 
Competent A 6,789 3,395 20.67 5.12 

Competent B 7,230 3,615 22.01 5.12 

     

Station Manager     

Development 7,520 3,760 22.89 5.12 
Competent A 7,746 3,873 23.58 5.12 
Competent B 9,602 4,801 29.23 5.12 

     

Group Manager     

Development 8,662 4,331 26.37 5.12 
Competent A 8,921 4,461 27.16 5.12 
Competent B 9,602 4,801 29.23 5.12 

     

Area Manager     

Development 10,169 5,085 30.96 5.12 
Competent A 10,473 5,237 31.88 5.12 
Competent B 11,154 5,577 33.95 5.12 

 

 

 

 

 

 

Column 1 shows the full annual retainer (15% of the full-time basic annual 
salary, as set out in Appendix A) 

Column 2 shows the retainer for employees on the day crewing duty system 
(7.5% of the full-time basic annual salary, as set out in Appendix A) 

Column 3 shows the hourly rate for work undertaken  

Column 4 shows the disturbance payment per call-out 



 

 

APPENDIX 2.3 

CONTROL SPECIFIC ROLES - PAY RATES FROM 1 JULY 2025  

(pay award for 1 July 2026 onwards is still subject to national negotiation) 
 

 Basic 

annual

* 
£ 

Basic hourly 

rate 
£ 

Overtime 

rate 

£ 

Firefighter (Control)    

Development 28,865 13.18 19.77 
Competent 36,937 16.87 25.31 

    

Crew Manager (Control)    

Development 39,256 17.93 26.9 
Competent 40,949 18.70 28.05 

    

Watch Manager (Control)    

Development 41,836 19.10 28.65 
Competent A 42,997 19.63 29.45 
Competent B 45,792 20.91 31.37 

    

Station Manager (Control)    

Development 47,628 21.75 32.63 

Competent A 49,060 22.40 33.60 
Competent B 52,536 23.99 35.99 

    

Group Manager (Control)    

Development 54,856 25.05 Not 
applicable 

Competent A 56,502 25.80 Not 
applicable 

Competent B 60,812 27.77 Not 
applicable 

*(95% of the respective firefighting role basic annual salary, as set out in 

Appendix A) 
  



 

 

PAY RATES FROM 1 APRIL 2025 FOR STAFF EMPLOYED ON GREEN BOOK 

TERMS AND CONDITIONS (pay negotiations for 26/27 ongoing) 
 

SCP 
01-Apr-25 

per annum per hour* 

2 £24,413 £12.65 

3 £24,796 £12.85 

4 £25,185 £13.05 

5 £25,583 £13.26 

6 £25,989 £13.47 

7 £26,403 £13.69 

8 £26,824 £13.90 

9 £27,254 £14.13 

10 £27,694 £14.35 

11 £28,142 £14.59 

12 £28,598 £14.82 

13 £29,064 £15.06 

14 £29,540 £15.31 

15 £30,024 £15.56 

16 £30,518 £15.82 

17 £31,022 £16.08 

18 £31,537 £16.35 

19 £32,061 £16.62 

20 £32,597 £16.90 

21 £33,143 £17.18 

22 £33,699 £17.47 

23  £34,434 £17.85 

24 £35,412 £18.35 

25 £36,363 £18.85 

26 £37,280 £19.32 

27 £38,220 £19.81 

28 £39,152 £20.29 

29 £39,862 £20.66 

30 £40,777 £21.14 

31 £41,771 £21.65 

32 £42,839 £22.20 

33 £44,075 £22.85 

34 £45,091 £23.37 

35 £46,142 £23.92 

36 £47,181 £24.46 

37 £48,226 £25.00 

38 £49,282 £25.54 

39 £50,269 £26.06 

40 £51,356 £26.62 

41 £52,413 £27.17 

42 £53,460 £27.71 

43 £54,495 £28.25 

 

*hourly rate calculated by dividing annual salary by 52.143 weeks (which is 365 days divided 

by 7) and then divided by 37 hours (the standard working week in the National Agreement 

‘Green Book’) 

Appendix 3 



 

 

PAY RATES FROM 1 APRIL 2025 FOR STAFF EMPLOYED ON BLUE BOOK 

TERMS AND CONDITIONS 

(pay negotiations for 26/27 ongoing) 

 

SCP 
01-Apr-25 

per annum per hour 

48 £59,538 £30.86 

49 £61,699 £31.98 

50 £62,778 £32.54 

51 £63,857 £33.10 

 


