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Executive Summary 

The Prison Service Pay Review Body (PSPRB) is an advisory non-departmental public body sponsored 
by the Ministry of Justice and its remit is to provide independent advice on the remuneration of 
governing governors, operational managers, prison officers and support grades working for HM 
Prison and Probation Service (HMPPS) in England and Wales (and separately for the Northern Ireland 
Prison Service). Overall, there were a total of 29,240 staff covered by the PSPRB remit in England 
and Wales as of March 2025. 

The Review Body publishes its analysis and makes recommendations on operational Prison Service 
staff pay and allowances in England and Wales in an annual report, with the Lord Chancellor and 
Secretary of State for Justice making the decision on the pay awards for prison staff in response to 
PSPRB recommendations. 

A key piece of evidence underpinning the analysis used in PSPRB annual reports and 
recommendations is research on prison staff pay comparability, which is updated by the PSPRB 
annually and based on analysis of pay for prison staff and relevant comparators. This study provides 
a fresh look at the methodological approach used to identify relevant comparators and then 
presents the analysis of pay for prison staff in England and Wales and the identified comparator 
roles.   

The approach used to assess and identify potential comparators was based on job evaluation, which 
is a systematic process for determining the relative worth of roles within any organisation against a 
set of common criteria or factors. By scoring the role against each factor in the chosen job evaluation 
scheme, a job ‘weight’ or ‘size’ is calculated. However, comparative job evaluation across industry 
sectors and organisations has significant conceptual and methodological challenges, as there can be 
major variations in role descriptions (for example, the way organisations define value and worth are 
often organisation-specific and dependent on context).  

To address these issues and establish a reasonable and robust basis for comparing the relative size, 
complexity and challenges of operational HMPPS roles with roles in relevant external organisations, 
a methodology was developed following job evaluation best practice and resulted in the assessment 
of a variety of roles (comparable to some degree to operational HMPPS roles), with a final 
comparability judgement to determine their relevance. Comparator roles identified as being of high 
or medium relevance were then retained for subsequent pay comparison, while those assessed as 
being of low relevance were discarded.  

Relevant organisations where comparator roles were identified are as follows: 

 Public sector comparators  

 Scottish Prison Service 

 Northern Ireland Prison Service 

 Police Force in England and Wales 

 Armed Forces 

 Fire service 

 Border Force 

 Probation Service 

 NHS 
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 Civil Service 

 Local Authorities 

 Private sector comparators 

 Private prison operators 

 Private – other (e.g. private security officers) 

The pay comparability analysis mostly used publicly available data sources (from published pay 
scales or job adverts) to compare annual pay for HMPPS staff in scope (Bands 2-5 and 7-12) and the 
identified comparators in the public and private sectors. It should be acknowledged that comparison 
across different roles and organisations is not always straightforward, as pay structures and 
allowances vary widely, even within the public sector. The analysis was conducted using two key 
pay measures: 

 Basic pay (not including any allowance) 

 Basic pay plus unsocial hours, paid to operational staff in HMPPS and some of the 
comparator roles to compensate for shift working at nights and during weekends and bank 
holidays  

For staff in HMPPS Bands 2-5, the comparison shows the salary range based both on a 37 and 39 
hour working week, as these are the two most common weekly hours worked by HMPPS operational 
staff in those bands. Staff at Bands 7-12 are contracted to work a standard 37-hour week. 

Given the variation in the type of roles and profiles considered, it is not possible to derive an overall 
comparison across all bands and comparators (the full analysis is presented in section 4.3). However, 
focusing on the key comparators, pay ranges for HMPPS staff typically overlap the pay range 
observed for comparator roles in the Northern Ireland Prison Service and the Scottish Prison Service 
(although the top end of the range for SPS staff tends to be higher compared to comparable roles 
in HMPPS), it is higher than pay observed in privately operated prisons (with the exception of private 
Prison Directors) and the private sector more generally, but lower than pay observed for Police and 
Fire Services comparators (with the exception of Band 3 and Band 4).    

Key findings are presented for HMPPS Prison Officers (Band 3), in Figure 1 below, as they represent 
the largest group in scope (referring to the measure of Basic Pay plus Unsocial Hours) and show how 
annual salary range for Prison Officers compares with the relevant comparator roles (with high 
relevance comparators identified by darker blue bars). Although the pay ranges for Prison Officers 
overlap with that of most comparators, annual salaries are lower than the top of the range observed 
for corresponding roles in the Northern Ireland Prison Service and the Scottish Prison Service (and 
also identified comparators in the NHS and the Border Force), but higher than pay observed for 
Prison Custody Officers working in the private sector, and slightly higher or overlapping with the 
range observed for Police Constables (with up to four years of experience),1 Police Community 
Support Officers and other identified comparators. Illustrating the complexity in undertaking the 
comparison, it should be noted that pay rates and awards set by Prison Services in Northern Ireland 
(which are also recommended by PSPRB) and Scotland, as well as wages paid in the private sector, 
are likely to be correlated with pay rates and awards determined in England and Wales, as HMPPS 
is the largest organisation in the United Kingdom. Also, while a Custody Prison Officer working in 
the Northern Ireland Prison Service is a highly relevant comparator for a Prison Officer in England, 
the width of the NIPS role may be wider, overlapping with duties undertaken by a Specialist Prison 

 
1 Note that Police Constables with at least four years of experience are used as a comparator for Band 4, due to the greater specialism 
that is required for police officers with at least four years of experience. 
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Officer. Further, the definition of unsocial hours may vary across the different comparators used 
and findings from the analysis may vary depending on whether the focus is on basic pay or basic pay 
plus unsocial hours, or on 37 or 39 weekly hours for HMPPS staff. 

Figure 1 HMPPS Band 3 (Prison Officers) – Pay comparison, Basic Pay plus Unsocial Hours 

 
Note: Comparison based on national pay. Darker blue columns identify high relevance comparators, while lighter blue columns identify 
medium relevance comparators.   

Source: London Economics’ analysis 
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1 Introduction 

The Office for the Pay Review Bodies (OPRB) commissioned London Economics and Beamans to 
undertake a comparability exercise for prison service pay, to inform the Prison Service Pay Review 
Body (PSPRB) annual report. 

The PSPRB is one of the eight Pay Review Bodies in the UK. It is an advisory non-departmental public 
body sponsored by the Ministry of Justice and its remit is to examine and report on matters relating 
to the rates of pay and allowances to be applied in the public sector prison services in England and 
Wales (as well as Northern Ireland). In doing so, it considers a range of current challenges and 
constraints, including the need to recruit, retain, and motivate staff in the Prison Service, as well as 
the overall spending envelope and wider economic context set by the government. It also considers 
evidence submitted to each review from a range of sources, such as trade unions and employers, 
on issues relating to pay and retention.  

A key piece of evidence underpinning the analysis used in PSPRB annual reports and 
recommendations is research on prison staff pay comparability, which is updated by the PSPRB 
annually.2 To reflect the realities of a constantly evolving labour market, this comparability exercise 
aims at refreshing the methodological approach and presenting the updated analysis using the 
selected comparator roles. The study also aims to improve the replicability of future comparator 
anal sis across all bands  to support PSPRB’s  earl  updates.  

This study is required to ensure the group of comparators used remains relevant, considering recent 
labour market changes (including pressure on wages) and the need to revisit the key factors relevant 
in the evaluation of the different Prison Service roles. This study focuses on occupations in each pay 
band for operational staff in Bands 2-5 and 7-12 in public sector prisons in HM Prison and Probation 
Service (HMPPS).  

The study was undertaken through two main phases: a first phase, in which the list of suitable 
comparators for each band was identified and refined and information on key comparators was 
collected; and a second phase, focusing on the analysis and presentation of key findings. Activities 
undertaken during the first phase covered interviews of relevant stakeholders and a job evaluation 
exercise to identify the list of suitable comparators for roles in each pay band (both led by Beamans), 
and an initial exploration and collection of available data covering public and private sector 
comparators (led by London Economics). In the second phase, detailed information for the selected 
comparator roles was collected and analysed, with key findings presented in this report.    

  

  

 
2 The methodology previously underlying the PSPRB annual analysis was developed in a 2019 pay comparability study commissioned by 
the (then) Office of Manpower Economics and undertaken by Incomes Data Research (2019). ‘Prison Staff Pa   omparabilit ’ 

https://assets.publishing.service.gov.uk/media/5dc15d5fed915d1d01ae3cb8/Prison_Pay_Comparability_Study_IDR__FINAL__accessible.pdf
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The report is structured as follows: 

 Section 2 provides a background to the relevant operational prison service roles and pay 
structure. 

 Section 3 provides details on the comparability exercise undertaken, including the list of 
suggested comparators. 

 Section 4 presents the pay comparison for HMPPS Bands 2-5 and 7-12 and the identified 
comparator roles. 

 Additional information is presented in Annex 1 to Annex 6 on allowances for staff working 
in the Prison Service in England and Wales and Scotland, additional results (e.g. pay 
comparisons for the London region) and more detailed information on key public sector 
comparators. 
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2 Prison service roles and pay structure 

2.1 PSPRB’s remit group 

This stud  focuses on staff within the PSPRB’s remit group  which consists of operational staff 
working in  is  ajest ’s Prison Service in England and Wales. This remit group covers 29,240 FTE 
staff (as of March 2025) and makes up around 45% of all staff in  is  ajest ’s Prison and Probation 
Service (HMPPS).3,4 These staff members are divided into pay bands 2-12 within the Fair and 
Sustainable (F&S) pay structure. Our study covers operational roles within Bands 2-5 and 7-12. 
Band 6 is a non-operational role, so falls outside of the PSPRB’s remit.5  

Among this group, Bands 3 and 4 prison officers make up the largest share, with 66% of operational 
staff being in those roles (see Table 1). 

Table 1 Operational HMPPS staff numbers by band (as of 31 March 2025) 

Band Band description 
Total number of staff 

(FTE) 
% of total staff (FTE) 

2 Operational Support Grades 5,424 18.5% 

3-4 Prison Officers and Specialist Prison Officers 19,310 66.0% 

4 Supervising Officers 1,643 5.6% 

5 Custodial Managers 1,784 6.1% 

6-8 Managers 853 2.9% 

9-12 Senior Managers 226 0.8% 

2-12 Total 29,240  100% 
Note: The categories cannot be further separated, as this level of detail is not available in the published data. More granular data has 
been requested to HMPPS, which would allow this to be updated in future. The underlying data only refers to staff in operational roles, 
so there should be no staff from Band 6 in the Bands 6-8 data. However, we have retained the original format of the table published by 
HMPPS, with bands 6-8 grouped together.  
Source: HM Prison and Probation Service (2025) ‘Workforce quarterly: March 2025’.  

2.2 Fair and Sustainable (F&S) pay structure 

In 2012, the Fair and Sustainable (F&S) pay structure was introduced. This new framework brought 
in a consistent operating model and finalised and codified a formal job evaluation scheme (referred 
to as ‘JES’), which is underpinned by clearly defined job descriptions for each role. While a small 
number of staff (1.3% according to the 2025 PSPRB report6) still remain on the closed grades of the 
previous system7, no consolidated pay increases are applied to these grades unless individuals 
would not financially benefit from transferring to the F&S structure. Instead, closed grade staff who 
would not financially benefit from opting in to their equivalent F&S grade received a non-
consolidated, non-pensionable payment equivalent to the headline pay award for the last two 
years. These legacy grades fall outside the scope of the current pay comparison analysis.  

The JES is an evaluation system developed externally and independently to assess roles across all 
areas of the Prison Service. JES is based on the Factor Plan, which is an evaluation framework where 

 
3 HM Prison and Probation Service (2025) ‘Workforce quarterl :  arch    5’. It includes annual data from 2019 onwards and figures for 
the five most recent quarters.  
4 The remaining 55% work in the non-operational Prison Service roles, or within the Probation Service, Youth Custody Service, or HQ and 
Frontline Support. 
5 Prison Service Pay Review Body (2024) ‘Twent -third report on England and Wales     ’. 
6 Prison Service Pay Review Body (2025) ‘Twent -fourth report on England and Wales    5’. 
7 The term closed grades refers to those grades that are no longer recruited to and are closed to new entrants 

https://www.gov.uk/government/statistics/hm-prison-and-probation-service-workforce-quarterly-march-2025
https://www.gov.uk/government/statistics/hm-prison-and-probation-service-workforce-quarterly-march-2025
https://assets.publishing.service.gov.uk/media/66a79cb60808eaf43b50d8ce/PSPRB_23rd_Report_2024_Accessible.pdf
https://assets.publishing.service.gov.uk/media/682f19117fb7a7d9cd7751ef/PSPRB_24th_Report_2025_Web_accessible.pdf
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each role is evaluated against nine job factors8, with the total score determining its placement within 
the pay structure. Roles with similar scores are grouped within the same pay band, regardless of job 
type, which aims to support consistency and fairness in pay with a transparent system.  

In September 2022, the original Factor Plan and operating manual were refreshed and amended 
following trade union representation and a lengthy review. In particular, changes were made to 
Factor 9 definition, which measures the level of personal risk and/or emotional demand associated 
with a role. It is primarily, but not only, designed to capture work demands associated with the 
custodial nature of the roles and their work. This revised factor plan is contained in the HM Prison 
Service document Job Evaluation Scheme - The Factor Plan and Guidance Notes September 2022.9 

2.3 Group profiles for operational roles 

For each operational role, details are available on role titles, organisational levels (i.e. whether 
support, delivery or management), job functions, working hours, and relevant allowances. Each 
group consists of a set of job descriptions where exact roles differ within a band. Most roles are 
rotational, meaning that job holders may undertake roles of different job descriptions over time. 
Band 2 roles may involve some contact with prisoners, depending on the specific area of work within 
an establishment, while all other operational groups listed below are considered prisoner-facing. 
Differences in some bands are distinguished by the complexity of the establishment, particularly at 
more senior levels, e.g. 7/8, 8/9 & 10/11. A ‘complex prison’ typically refers to an establishment that 
manages a high-risk, high-need population and/or high prisoner volume. From a job evaluation 
perspective, equivalent roles in complex and non-complex prisons are very similar to each other. 
Table 2 summarises the operational group profiles for each band.10  

 
8 Those 9 job factors are: (i) skills and knowledge, (ii) accountability and decision making, (iii) problem solving, (iv) resource management 
and financial impact, (v) organising and planning, (vi) people management, (vii) information management, (viii) influencing and 
interaction, and (ix) emotional demands and risk. The first draft factor plan was created in February 2007 and various iterations followed. 
9 The document has been shared by HMPPS with the research team, but it is not publicly available 
10 There are additional profiles for non-operational roles at Band 7 and Band 8. These include Head of Function Non-Operational in 
Standard and Complex Establishments. However, these roles fall outside the scope of this study. 
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Table 2 Operational group profiles summary for operational bands 

Band Group profile Organisational level Description 

2 
Support Services Operations 
(Operational Support Grades - OSG) 

Support 
Responsible for supporting defined activities, services or operations that contribute to the 
efficient running of the establishment. 

3 Prison Officer Delivery 
Responsible for delivering defined services or activities directly involving prisoners. They have 
no line management responsibilities. 

4 Specialist Prison Officer Delivery 

Prison Officers who have completed their probation and undergone specific training to 
supervise prisoners while performing specialist functions in secure settings and are required 
to undertake formal training in areas such as programme facilitation or offender management 
supervision. They have no formal line management responsibilities. 

4 Supervising Officer Delivery 

Responsible for the deliver  of defined services within an individual’s area of expertise, and 
providing daily supervision for Prison Officers and Operational Support Grades, and 
coordinating the regime and activities within designated residential units. They have no 
formal line management responsibilities. 

5 Custodial Manager First Line Management Responsible for managing teams within specific operational areas of the establishment. 

7 
Head of Function (Operational) 
in a standard establishment 

Functional Management 
Responsible for leading and managing key operational functions and, as members of the 
Senior Management Team, contributing to the strategic planning and implementation of 
corporate activities. 

8 
Head of Function (Operational) 
in a complex establishment 

Functional Management Similar to Band 7, but are situated in more complex establishments. 

8 
Deputy Governor (without Function) 
in a standard establishment 

Senior Management 
Responsible for overseeing the day-to-day operations of the establishment on behalf of the 
Governor. 

9 
Deputy Governor 
in a complex establishment 

Senior Management 
Responsible for overseeing the daily operations of a large or complex establishment, taking 
responsibility for all staff functions. 

10 
Governing Governor in a standard 
establishment 

Senior Management 
Carries full responsibility for leading and managing an establishment of standard complexity. 
The role includes oversight of staff, operational risk, strategic direction and overall leadership. 

11 
Governing Governor in a complex 
establishment 

Senior Management 
Similar to Band 10 but in a more complex establishment. The role holder leads the 
establishment, manages risk, sets strategic direction and is accountable for both staff and 
operational delivery. 

12 Prison Group Director Senior Management 
Responsible for the delivery and strategic development of the area in their command, 
responsible for between 4-7 establishments, line managing prison Governors and reporting to 
an Executive Director for Public Sector Prisons (either North or South) or for HMPPS in Wales. 

Source: London Economics and Beamans analysis based on HMPPS documentation shared by OPRB and a consultation with the HMPPS Job Evaluation team 
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2.4 Basic pay and allowances for operational bands 

2.4.1 Basic pay and fixed allowances 

The current pay structure is:  

 Staff in Bands 2, 4, 7 and 12 are paid a spot rate, meaning they receive a fixed salary for 
their role. 

 Staff in Bands 3 and 5 are paid on a three-point pay scale, with three distinct salary points 
within each band. 

 Bands 8 to 11 operate on a pay range with a 10% span, rather than a single fixed salary or 
set pay points.  

Pay progression is not contractually guaranteed for Bands 3 and 5, but instead it is determined each 
year through PSPRB’s review of pay levels and its recommendations on a basic uplift, and any 
progression increases. The basic uplift applies to all staff in these bands. Following the PSPRB’s    5 
recommendation, a one-point progression increase, effective from 1st April 2025, was approved for 
all staff in these bands who were not subject to formal poor performance procedures.11 

As with Bands 3 and 5, pay progression for Bands 8-11 is also determined through annual 
recommendations by the PSPRB. Staff in these bands typically begin at the minimum of their pay 
range12, particularly following the 2024 reduction of band widths to 10%.13 Both the PSPRB and 
HMPPS recognise that it generally takes around three years for staff to become fully proficient 
within a band, and the PSPRB makes its progression recommendations based on this. In 2025, in 
addition to the basic uplift of 4%, a 3.33% progression increase was approved for all staff in these 
bands, except those subject to formal poor performance procedures, as this rate allows full 
progression within a 10% pay range over three years.14 

All operational bands are based on a standard 37-hour working week, although some contracts 
include fixed allowances, and there is flexibility to work longer hours (typically 39 or 41). The option 
to work shorter hours or part-time is also available, but these arrangements fall outside the scope 
of this analysis. 

For Bands 2-5, there are three types of allowances related to working hours: 

 The first is for Unsocial Working Hours (UWH), which applies to all staff whose shift patterns 
include hours outside 07:00 to 19:00, Monday to Friday, including evenings, nights, 
weekends and bank or public holidays. All roles within these bands may involve regular 
UWH and a pensionable payment is provided to compensate for this. The UWH rate for 
Bands 3-5 is 20% of basic pay and it is contractually guaranteed for jobs requiring working 
shifts covering unsocial hours (i.e. the annual salary already accounts for unsocial hours). 
For Band 2 only, the rate temporarily increased from 20% to 25% from 1 April 2025 and will 
be re-reviewed in 2027, when UWH rates for all grades will be reviewed by the PSPRB.15 

 
11 Prison Service Pay Review Body (2025) ‘Twent - ourth Report on England and Wales    5’. 
12 Prison Service Pay Review Body (2023) ‘Twent -Second Report on England and Wales     ’. 
13 Prison Service Pay Review Body (2024) ‘Twent -Third Report on England and Wales     ’. 
14 Prison Service Pay Review Body (2025) ‘Twent - ourth Report on England and Wales    5’. 
15 The PSPRB may review the Band 2 UWH rate again in its 2026 report, subject to receiving data from HMPPS on the proportion of 
unsocial hours worked by Operational Support Grades. 

https://assets.publishing.service.gov.uk/media/682f19117fb7a7d9cd7751ef/PSPRB_24th_Report_2025_Web_accessible.pdf
https://assets.publishing.service.gov.uk/media/64aff58efe36e000146fa8ef/PSPRB_22nd_Report_2023_Web_Accessible.pdf
https://assets.publishing.service.gov.uk/media/66a79cb60808eaf43b50d8ce/PSPRB_23rd_Report_2024_Accessible.pdf
https://assets.publishing.service.gov.uk/media/682f19117fb7a7d9cd7751ef/PSPRB_24th_Report_2025_Web_accessible.pdf
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 The other fixed allowances are Additional Committed Hours (ACH) and pensionable 
Additional Committed Hours (ACHP), both referring to contractually agreed hours beyond 
the standard 37-hour working week. Under the closed grades, Bands 2-5 equivalent staff 
worked 39 hours a week, and those transitioning from these grades onto F&S may retain 
this arrangement through ACHP (i.e. 37 hours plus 2 pensionable hours). In contrast, new 
joiners under F&S start on a 37-hour week. Among them, only Band 3 staff have the option 
to increase their contractual hours to 38, 39, 40 or 41 through non-pensionable ACH. 
Pensionable UWH payments are also applied to ACH and ACHP. 

For Bands 7-11, a different contractual allowance, Required Hours Addition/Allowance (RHA), 
applies. This pensionable allowance, equivalent to 20% of basic pay, recognises that some roles at 
these levels regularly involve unsocial and unpredictable hours as part of normal duties. According 
to the HMPPS, the Band 12 spot rate already accounts for unsocial hours, and as such, RHA is not 
applicable for that band.16  

2.4.2 Regional pay and market supplements 

Prisons in England and Wales are divided into three pay zones based on location: Inner London, 
Outer London and National (covering all other areas). Each zone has distinct pay rates.  

In addition to these basic ranges and fixed allowances, 18 sites (out of the 106 adult prisons run by 
HMPPS) offer a market supplement to Band 3 prison officers on F&S terms, in recognition of the 
recruitment and retention challenges at those locations. These non-pensionable payments, first 
introduced in their current form in 2017, are not part of the base salary and are paid in 12 monthly 
instalments. The current rates are £2,000 for Red sites and £3,500 for Red Plus sites. There are 
currently 3 Red sites in Outer London, and 10 Red and 5 Red Plus prisons located outside London.17 

As of 30th September 2024, there were 3,289 FTE Band 3 staff eligible to receive a market 
supplement, an increase of 530 FTE compared with 31 October 2023. This increase was likely due to 
closed grade Prison Officers opting into Band 3 and becoming eligible to receive the market 
supplements at those prisons.18 

Since the consolidation into basic pay of amber market supplements in 2022, no changes have been 
made to market supplement rates. While HMPPS had previously stated its intention to phase out 
market supplements, it now considers them an embedded element of the pay system.19  

2.4.3 Other elements of pay 

In addition to the elements of pay listed above, there are several allowances and additional 
payments in the F&S pay structure, which also fall under the PSPRB’s remit. These include:20 

 Payment Plus (which is paid for specific operational duties and is the only overtime 
payment available to staff in Bands 3-5) 

 
16 In the previous comparability study (2019), only unsocial hours payments and RHA were included in the analysis as part of the overall 
pay package while ACH and ACHP were not. While we have not included the full pay structure here, it is available in Appendix D of the 
2025 PSPRB report ‘Twent - ourth Report on England and Wales    5’. 
17 HM Prison & Probation Service (no date) ‘Prison officer pa ’. Prisons which currently qualify for receipt of market supplements will 
retain that status until at least March 2027. 
18 Prison Service Pay Review Body (2025) ‘Twent - ourth Report on England and Wales    5’. 
19 Prison Service Pay Review Body (2025) ‘Twent - ourth Report on England and Wales    5’. 
20 Note that there are other types of allowances for closed grades, but they are not included as they fall outside the remit of this study. 

https://assets.publishing.service.gov.uk/media/682f19117fb7a7d9cd7751ef/PSPRB_24th_Report_2025_Web_accessible.pdf
https://prisonandprobationjobs.gov.uk/roles-at-hmpps/prison-officer/prison-officer-pay/
https://assets.publishing.service.gov.uk/media/682f19117fb7a7d9cd7751ef/PSPRB_24th_Report_2025_Web_accessible.pdf
https://assets.publishing.service.gov.uk/media/682f19117fb7a7d9cd7751ef/PSPRB_24th_Report_2025_Web_accessible.pdf
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 OSG overtime (Band 2) 

 On-call (home) allowances 

 Operational Response and Resilience Unit (ORRU) on-call allowance 

 Operational Tornado payments 

 Dirty protest payments 

 Care and maintenance of dogs allowance 

 Payments for physical education instructors 

More details on these payments are provided in Table 5 in Annex 1. 

In addition, in April 2022, HMPPS adopted a new performance management system based on MoJ-
wide practices. Through the recognition and reward bonus scheme, staff who demonstrate 
outstanding performance can be awarded a one-off non-consolidated lump sum payment. Local 
managers can authorise awards up to £2,000, while larger awards (up to £20,000) require CEO 
permission. The PSPRB has emphasised the importance of bonuses for staff morale, even though 
they fall outside its remit.21 

The latest HMPPS Annual Staff Equalities Report 2023-202422 includes data on the number and 
percentage of staff receiving recognition and reward bonuses, as well as the total and average 
value of those bonuses by grade and demographic characteristics.23 The same report includes 
Temporary Cover Allowances (TCA), which are payments made to staff temporarily covering more 
senior roles24.  

According to the report, 23.9% of operational staff received a bonus in 2023/24. Among OSGs, 14.8% 
received an average payment of £89 per person. For Band 3-5 officers, the figure was 25%, with an 
average bonus of £149. The highest proportion was among operational managers, 48.4% of whom 
received a bonus, averaging £624 per person.25  

2.4.4 Pensions 

All HMPPS staff, including both existing employees and new joiners, are enrolled in the Alpha 
scheme of the Civil Service Pension Scheme. Under this scheme, employer contributions are fixed 
at 28.97%26 but employee contributions vary according to pensionable earnings, as presented in 
Table 3. Alpha is a defined benefit career average pension scheme. 

Table 3 Alpha scheme employee contribution rate 

Annualised pensionable earnings Employee contribution rates 

<£34,800 4.60% 

£34,800 - £56,000 5.45% 

£56,001 - £150,000 7.35% 

>£150,000 8.05% 
Source: Civil Service Pensions (no date) ‘Contribution rates’.   

 
21 Prison Service Pay Review Body (2025) ‘Prison Service Pa  Review Bod : Twent - ourth Report on England and Wales    5’. 
22 HM Prison & Probation Service (2024) ‘Staff Equalities Report     -    ’. 
23 Operational staff are categorised into three groups: operational managers, Band 3-5 officers and OSGs. Demographic breakdowns 
include gender, age, ethnicity, disability status, religion, and sexual orientation. 
24 They are paid according to the rate for the band they are temporarily working in, including ACH, UWH or RHA payments.  
25 The 2015 and 2019 prison pay comparability studies did not consider any of these additional payments, as they are occasional or are 
only relevant to a small share of staff.  
26 HM Prison & Probation Service (no date) ‘Wh  work for    Prison and Probation Service?’. 

https://www.civilservicepensionscheme.org.uk/your-pension/managing-your-pension/contribution-rates/
https://assets.publishing.service.gov.uk/media/682f19117fb7a7d9cd7751ef/PSPRB_24th_Report_2025_Web_accessible.pdf
https://www.gov.uk/government/statistics/hm-prison-probation-service-staff-equalities-report-2023-2024
https://prisonandprobationjobs.gov.uk/about-hmpps/why-work-for-hmpps/


2 | Prison service roles and pay structure  

 

 

London Economics - Prison Service Pay Review Body pay comparator review 9 
 

Staff who were in post before the recent changes were moved from the old schemes to Alpha, 
meaning they have accrued benefits under both schemes. The legacy pension schemes varied, with 
Classic and Premium operating on a final salary defined benefit basis, while the Nuvos pension 
scheme was based on career average salary. As the Alpha scheme is the only one currently available, 
our analysis will focus solely on the Alpha scheme. The normal retirement age under the Alpha 
scheme is tied to State Pension age, which varies between 65 and 68 depending on date of birth.27 

2.5 Pay definition for pay comparability exercise 

 iven the variation in operational prison staff’s contractual terms and the range of available 
allowances and additional payments, it is important to adopt a consistent approach to defining pay. 
When defining the relevant elements to be used in the construction of the pay measures for the pay 
comparability exercise, we considered28: 

 Variations in contractual working hours (focusing on 37 and 39 hours per week); 

 Unsocial working hours payments; 

 Locality pay and market supplements (National, Inner and Outer London); 

 Additional allowances and payments (if relevant); and 

 Pensions. 

After discussion with OPRB and feedback received from PSPRB members we considered two pay 
measures: basic pay; basic pay + unsocial hours. Basic pay + unsocial hours may be considered as 
the main pay measure, given that most operational prison staff have unsocial hours included in their 
contract. This unsocial hours measure incorporates UWH for Bands 2-5 and RHA for Bands 7-11. 
Basic pay without unsocial hours was included in the comparison for operational roles in Bands 2-5 
in cases where comparators are not required to work unsocial hours (or have a separate unsocial 
hours allowance). In addition, we considered variations in contractual working hours showing also 
annual pay for HMPPS staff working a 39-hour work week, alongside those working a 37-hour work 
week, to enable better comparability with professions working 40 hours or more per week (e.g. 
private prison officers normally working a 40-hour week)29 and also to reflect that a high proportion 
of HMPPS staff in Band 3 work more than 37 hours per week. In fact, according to HMPPS statistics 
for 2024/2530, 45% of Band 3 staff worked 37 hours per week, 38% worked 39 hours per week and 
the remaining 17% worked 40 or (mostly) 41 hours31. For staff in Bands 7-12 the standard working 
week is 37 hours. 

The primary comparison was undertaken at the national level, but we have also presented a 
separate comparison for London, accounting for London allowances (see Annex 4).32  

Market supplements for Red and Red Plus sites are currently embedded into pay for Band 3 prison 
officers working at the specific sites, suggesting that they are not currently treated as ‘supplements’  

 
27 Tobin, J. (2023) ‘Prison officers’ retirement age’ House of Lords Library. 
28 Within the previous    1   prison pa  comparabilit  stud   ‘basic salar ’ and ‘basic salar  plus unsocial hours’ were included. However, 
within the PSPRB’s    5 report  two pa  definitions were used: ‘basic pay plus unsocial hours’  and ‘basic pay plus unsocial hours & 
2xACH’. The latter was included as it was considered most comparable to private prison officers. Note that the PSPRB report only included 
comparisons for Band 3 roles. 
29 For private prison officers, information is taken from job adverts (e.g. here for G4S  and private prison operators’ websites (e.g. 
https://careers.serco.com/gb/en/prison-officers for Serco)  
30 Based on unpublished data shared by HMPPS 
31 Including both those working the additional hours as ACH (Additional Contracted Hours Non-Pensionable) and ACHP (Additional 
Contracted Hours Pensionable). 
32 However  it should be noted that the pool of comparators for the London anal sis is limited as ke  comparators don’t operate in London 
 e.g.   PS  SPS  or don’t have a separate London allowance  e.g. the  rm  .  

https://lordslibrary.parliament.uk/prison-officers-retirement-age/
https://findajob.dwp.gov.uk/details/16763211
https://careers.serco.com/gb/en/prison-officers?_gl=1*1xuup7w*_gcl_au*MTc4NzYyNzg5Ny4xNzU3MDgwNTg2&_ga=2.14325431.1219533927.1757080608-798109350.1757080586
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but rather are a permanent element of pay, necessary to ensure recruitment and retention of Band 
3 prison officers. However, Red and Red Plus sites represent a minority of all sites run by HMPPS 
(around 1 in 6), so these supplements have not been incorporated explicitly in the key metrics used 
for comparison. Instead, they have been noted for context, with commentary provided on how they 
could affect the outcomes if considered (as they represent a significant increase on basic pay for 
staff working at the relevant sites).  

We also considered whether it was feasible to develop a measure of total earnings (including basic 
pay plus unsocial hours plus a measure to capture the most common allowances, if relevant).  

The most prominent payment considered was Payment Plus, which represents the only form of 
overtime payments for staff in Bands 3-5 (paid for specific operational duties). However, its use has 
varied to a significant extent in recent years (probably depending on recruitment patterns), with the 
overall cost for Payment Plus rising from around £49 million in 2021-22 to over £62 million in 2022-
23 (the highest cost seen on record) and then declining to around £48 million in 2023-2433 and 
further to £30 million in 2024-2534. This means that, in 2024-25, the overall Payment Plus value 
represented less than 5% of total basic pay paid in the year to Band 3 staff. There are also local 
variations in how Payment Plus is used (e.g. with some establishments making more frequent use 
of Payment Plus to address staff shortages) which makes it difficult to establish a typical pattern 
nationwide. Also, its widespread use may reflect (perceived) low pay by operational officers and 
staff shortages, rather than being considered as a permanent component of earnings. To reflect 
these considerations, and after consultation with the OPRB team and PSPRB members, we have not 
included Payment Plus in the key metric used in the comparison. 

Other pay elements, such as bonuses, are not widely paid to operational prison staff, and therefore 
have not been included in the earnings measure. In addition, it should be noted that there is 
complexity in establishing a like-for-like comparison on total earnings with comparators, as the type, 
frequency and size of allowances pay to comparators vary significantly (information on key public 
sector comparators is presented in Annex 3). 

As a result of these considerations, the analysis focused on the two key measures of basic pay and 
basic pay + unsocial hours, with no further measure for total pay. 

Regarding pensions35, we have summarised the key characteristics of the different schemes for 
public sector comparators in Table 4, showing standard employer contributions (with further 
information reported in Annex 3 for key comparators). Private sector pension schemes are typically 
less generous than pension schemes offered in the public sector, but details were not always 
available through job adverts. On the other hand, in the private sector, part of total pay may be 
linked to performance pay or bonuses (especially for managerial roles), with also other benefits (e.g. 
health insurance, company car). These aspects should be considered when undertaking the 
comparison between public sector and private sector roles. 

 
33 Prison Service Pay Review Body (2024) ‘Twent -third report on England and Wales     ’ and Prison Service Pay Review Body (2025) 
‘Twent -fourth report on England and Wales    5’. 
34 Based on unpublished data shared by HMPPS 
35 It should be noted that pensions are not in PSPRB’s remit. 

https://assets.publishing.service.gov.uk/media/66a79cb60808eaf43b50d8ce/PSPRB_23rd_Report_2024_Accessible.pdf
https://assets.publishing.service.gov.uk/media/682f19117fb7a7d9cd7751ef/PSPRB_24th_Report_2025_Web_accessible.pdf
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3 Identifying comparators 

3.1 Overview of our analytical framework 

In line with the stated requirements of the research work, our approach to determining potential 
comparators was based on job evaluation. Analytical job evaluation is a systematic process for 
determining the relative worth of roles within any organisation against a set of common criteria 
or factors. By scoring the role against each factor in the chosen job evaluation scheme, a job weight 
or job size is calculated. This provides an objective and consistent foundation for establishing 
internal grading structures and, in the context of this report, allows for more robust external 
comparisons. However, comparing different jobs across sectors and organisations has significant 
conceptual and methodological challenges. For example: 

 There can be major variations in role descriptions. 

 The way that organisations define value and worth are often organisation-specific and 
dependent on context. 

 Organisations put different emphasis on factors and their definitions, as well as the 
weightings they give to individual factors.  

To address these issues and establish a reasonable and robust basis for comparing the relative size, 
complexity and challenges of operational HMPPS roles with roles in relevant external organisations, 
a methodology was developed following job evaluation best practice. The methodology provides a 
structured way to bridge the different job evaluation (JE) systems used in the Prison Service and 
other JE schemes available in the public sector, as well as situations where a formal job evaluation 
system is absent or not publicly available for comparison e.g. some public sector organisations, like 
the Armed Forces and police, and all private sector comparators.  

The comparison focused on fundamental job content analysed in any role considered, through three 
core dimensions of value or factors (focusing on a selected number of dimensions ensured that the 
key factors were taken into account in the comparison, but at the same time, it was possible to 
establish a meaningful comparison).  

3.1.1 Core evaluation factors 

All roles were compared and evaluated against three core factors and viewed through an 
overarching contextual lens. These were: 

 Knowledge, skills & experience (KSE): The inputs required for the role. 

 Complexity & problem solving (C&PS): The mental processing and 'throughput' 
demanded. 

 Accountability & impact (A&I): The outputs and consequences of the role's actions. 

Crucially, these factors were not considered in a vacuum. They were analysed through a lens of 
emotional demands (ED). This ensured that the unique pressures of the HMPPS environment – such 
as frequent exposure to conflict, trauma, and difficult human interactions – were systematically 
factored into each stage of the evaluation. 
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3.1.2 The job capsule 

To apply the framework consistently, a templated job capsule was developed. The capsule 
synthesises information from job descriptions, job evaluation data, and stakeholder interviews. The 
key component of ED was added to capture the nature, intensity, and frequency of the emotional 
stressors inherent in a role. The job capsule template used is provided in Annex 6. 

3.1.3 The comparison process: A structured approach 

The methodology followed a structured, multi-stage process to move from a broad list of potential 
comparators to a refined group of "good fit" roles and is set out below. 

Step 1: Understanding the internal HMPPS operational landscape 

Before looking externally, we sought a good understanding of HMPPS operational roles. 

Desktop review: We began by reviewing information provided by OPRB, including previous PSPRB 
reports, historic comparator studies, and the 'Fair and Sustainable' report, which details the HMPPS 
Job Evaluation Scheme (JES). We also examined group profiles for operational roles at Bands 2-5 
and 7-12. 

Stakeholder consultation: In parallel, we conducted structured interviews with key stakeholders, 
including representatives from HMPPS, PSPRB members, the POA (the largest UK union in the 
sector), and the Prison Governors’ Association. This deepened our understanding of the roles' 
demands and challenges and helped to identify potential comparators.  

Independent job evaluation: To establish a solid foundation for comparison, we evaluated the 
HMPPS group profiles using a different JE tool, the JEGS36 (Job Evaluation and Grading Support) and 
IJEGS (Industrial JEGS) schemes. The Band 12 profile was also evaluated against JESP37 (Job 
Evaluation for Senior Posts), the scheme for roles equivalent to those in the Senior Civil Service. For 
some bands, multiple profiles were provided, and we evaluated each of these, but all group profiles 
within each band scored broadly similarly.  

The approach was developed to seek a fuller understanding of the role demands in each band and 
to provide a solid foundation for later stage actions in our comparator methodology. Both the JEGS 
and IJEGS schemes have seven common evaluation factors, but IJEGS also adds working conditions 
and the physical demands of roles, creating 9 factors in total:  

 Knowledge & skills  

 Contacts & communications  

 Problem solving  

 Decision making  

 Autonomy  

 Management of resources  

 Impact 

 Working conditions (IJEGS only) 

 
36 A proprietary tool owned by Willis Towers Watson (WTW). 
37 Developed and owned by Cabinet Office with the help of Towers Perrin (now WTW). 
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 Physical demands of roles (IJEGS only)  

JESP focuses on senior roles and is based on the following five factors:  

 Managing people  

 Accountability  

 Judgement  

 Influencing  

 Professional competence 

The JEGS, IJEGS and JESP schemes were chosen as being analytical factor-based schemes used 
widely in the Civil Service (e.g. Border Force, MOD, etc.) and beyond and have established 
equivalencies with some private sector schemes (e.g. Korn Ferry Hay). They are relatively 
transparent. Other schemes like WTW Global Grading System (GGS) operate on different principles 
and are often used by global/multinational private sector organisations based on career levelling 
and a job architecture framework designed for creating simple, potentially globally consistent career 
paths and a focus on market alignment, linking roles directly to external market data. Under GGS, 
roles are matched to predefined level descriptions based on a ‘best fit’ assessment against broad 
criteria. 

Job evaluation is an information-hungry process, and in undertaking these evaluations, we were 
conscious that the profiles originally available lacked detailed role information. Subsequently, 
HMPPS provided more detailed job descriptions for all bands in scope, apart from Bands 2 & 12. We 
revisited our initial JEGS evaluations to check and validate those initial outcomes and our 
assumptions and found that there were only minimal changes to those evaluation scores, with the 
JEGS score for Band 4 reduced and those for Band 10 & 11 increased marginally. Importantly, no 
band changed level from the initial assessment undertaken based on the summary description 
originally provided, providing reassurance on the robustness of the methodological approach used. 
The approach is described in steps 2 and 3 below.  

Step 2: Identifying and shortlisting external comparators 

Having developed a clear understanding of the HMPPS roles, we began identifying external 
comparators. Our approach provided a structured, multi-stage filtering process to move from a 
broad list of potential market comparators to a refined, defensible group of ‘good fit’ roles. The 
approach was based on a combination of comprehensive data gathering, our accumulated 
knowledge and expertise, and systematic evaluation. The entire process was underpinned by our 
robust and consistent job evaluation and experience using JEGS/IJEGS/JESP. This ensured that initial 
comparisons of job level were based on a common understanding of factors like skills, responsibility, 
and complexity.  

In analytical job evaluation, a level is the grade or band a role occupies within a defined structure, 
based on its total point score. For this comparison exercise, ‘levelling’ an HMPPS role against an 
external comparator used the JEGS/IJEGS analytical framework to ‘translate’ its factor outcomes 
into an equivalent understanding of size. This allowed us to judge whether the comparator role was 
at the same, a higher, or a lower level than the HMPPS role. 

Initially, we compiled a large, longlist of potential comparator roles to ensure all reasonable options 
were considered. To achieve this, we used a wide range of sources: 
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 Previous research, including past internal and external benchmarking studies and 
consultancy reports relevant to the organisation and industry. 

 Other relevant pay review body reports, particularl  the SSRB   rmed  orces’    S  School 
Teachers’ and Police most recent reports. 

 Semi-structured interviews with key stakeholders and HMPPS subject matter experts to 
leverage their operational knowledge and understanding. Of particular note, anecdotal 
evidence from stakeholders emphasised the importance of local (as opposed to national) 
labour markets and local issues contributing to the loss of staff. For example, proximity of 
establishments to large infrastructure projects such as Sizewell C and its demands for 
security related roles. However, in the absence of any systematic recruitment and leavers 
data from HMPPS, this was of limited value for the pay comparability exercise.   

 Our JEGS/IJEGS/JESP job evaluation databases, which contain around 3,500 roles that 
Beamans have previously evaluated, allowing for an initial match based on job level and 
responsibility, as well as considering relevant patterns of individual factor scores within the 
overall points total. 

 Utilisation of contacts within the public sector (e.g. Border Force, NIPS, SPS) as well as 
professional networks (e.g., expert with specialism on Police Force roles) to ensure the 
appropriateness of the identified comparator roles for different levels38 and to gather 
additional information on pay and allowances. 

 The expert knowledge of the project team to suggest potential comparators from both the 
public and private sectors. 

Gathering role information: Once the initial pool was identified, the next step involved gathering 
the information needed to properly assess each longlisted role. We gathered job descriptions for 
each role by accessing our internal archives, made direct requests to other organisations (e.g. 
private sector prisons), and searched publicly accessible sources like careers pages and recruitment 
websites. Where feasible, quality was prioritised by selecting job descriptions that were richer in 
detail, including a breakdown of responsibilities and a person specification. As this was not always 
possible, proxies were used where necessary. In instances where a full job description was 
unavailable, we obtained the best available alternative, such as a role profile, vacancy specification 
or an official career summary. 

The project team then undertook a qualitative review workshop to perform an initial sift, with a 
clear rationale for each exclusion. The focus was on the core duties, operational context, and general 
nature of the role. Roles that were fundamentally different in nature (e.g. primarily administrative 
versus highly operational), despite being at a similar job level, were discounted.  

Before assessing the size of the roles, we established the relevance of the comparison. This initial 
step answered the critical question: "How meaningful is this comparison for Prison Service roles?" 
To determine this, we consider several criteria, including: 

 Sector: The degree of similarity (e.g., central government, wider public sector, private 
sector). 

 Operational context: Similarities in the operating environment (e.g., operational delivery, 
regulatory, public facing). 

 
38 For example, information gathered from conversation with a professional contact with expertise on Police Force roles was used to 
understand the level of specialism required for Police Constables with different levels of experience (0-4 years and more than 4) and to 
map them to the appropriate level in the Prison Service (Band 3 and Band 4 respectively). 
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 Talent market: Whether the organisation is a realistic competitor for the same talent pool. 

 Functional similarity: How closely the core purpose and functions of the roles align. 

Based on these criteria, a relevance score of high (2), medium (1), or low (0) was assigned to frame 
the context of the subsequent analysis. A low relevance score indicated that the comparison was 
likely more useful for broad market insight than for direct benchmarking. 

Step 3: Assessment and selection using a comparator matrix 

The final step involved a systematic assessment of the shortlisted comparators using an analytical 
framework. To begin, all HMPPS benchmark roles and possible comparators had a capsule 
completed, to allow for consistent documentation and comparison of any role considered as part of 
the exercise. Once a capsule was completed, one of two analytical paths was followed, as set out 
below. 

Path A (formal JE comparators): When comparing to a role in an organisation with a formal JE 
system (e.g. relevant roles covered by the NHS Agenda for Change job evaluation scheme), the 
methodology acts as a translation tool. It maps the factors of the external system to the core factors 
of knowledge, skills & experience, complexity & problem solving, and accountability & impact. When 
assigning a comparative score for each pillar, our role was not limited to looking at the raw data, but 
rather also to use the emotional demand lens in the comparison. For example, we sought to answer 
the following question: "How does the high emotional demand of the HMPPS role affect the 
application of its required skills or the complexity of its problem-solving compared to the selected 
comparator?" 

Path B (proxy-based comparators): Where a formal JE system was unavailable (common in the 
private sector and some parts of the public sector, e.g. Armed Forces and police), a more extensive 
information-gathering exercise was necessary. We gathered proxies, such as job adverts, salary 
surveys, and organisational charts, to build a picture of the comparator role. We then used our 
professional knowledge, experience and judgement to interpret these proxies through the same 
KSE, C&PS, and A&I framework. Again, the ED lens is vital, allowing us to infer the likely emotional 
demands of the comparator role from keywords like "resilient," "crisis management," or the nature 
of the business, and compare this to the well-defined ED context of the HMPPS role. 

The levelling of roles in the  rmed  orces relies on information available to ‘civilian’  inistr  of 
Defence staff (also published more widely) and the information released by the MoD in response to 
a Freedom of Information Request some years ago. Given that neither the military rank structure or 
civil service grades have changed in that time, it was felt to be a valid methodology for mapping 
roles to HMPPS Bands. 

The rank structure and progression standards of the Police Service are not publicly available and the 
salary structure for the constable rank is broader than would typically be seen in a public sector 
organisation. Advice obtained via network contacts (from an expert previously employed in a civilian 
HR role within a police force) suggests that although a police constable could progress through the 
salary structure based purely on length of service if they met the progression standard, this tended 
to be the exception rather than the norm. Constables are strongly encouraged to develop one or 
more ‘specialisms’ such as communit  engagement activit   road traffic policing  use of firearms or 
dog handling (not an exhaustive list).  Once a constable role has the addition of one or more of these 
specialist areas the comparability is more in alignment with Band 4 HMPPS roles (Specialist Prison 
Officer). As a consequence, Police Constables with up to four years of experience were found to be 
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a suitable comparator for Band 3 HMPPS roles (Prison Officers), while those with more than four 
years of experience were aligned with Band 4 (Specialist Prison Officer).  

The Fire and Rescue Service also has a rank structure but there is more information available either 
through general research or job adverts on the duties and responsibilities of each level although 
detail of any job evaluation scheme in use is not accessible. The use of Firefighter (Development) 
and Firefighter (Competent) denotes the different nomenclature used routinely by the Fire Service 
and these are linked to both length of service, ability to operate independently and the acquisition 
of ‘specialist’ skills. Similarly to police comparators, the specialist skills are seen as aligning more 
closely with Band 4 Specialist Prison Officers. 

The final judgement: synthesising score and context 

In each case, regardless of which path was chosen, an analysis was undertaken of comparative job 
size, structured around the three fundamental dimensions of work identified above (knowledge, 
skills & experience, complexity & problem solving, and accountability & impact). For each of these 
three dimensions, the HMPPS role was compared to the comparator role based on the available 
evidence. A score from 1 to 5 was assigned to capture the relative difference, according to the 
following scale: 

 5: HMPPS role is significantly larger 

 4: HMPPS role is larger 

 3: HMPPS role is broadly similar 

 2: HMPPS role is smaller 

 1: HMPPS role is significantly smaller 

These three scores were then summed to produce a total job size score, which ranged from 3 to 15. 
A score of 9 indicated overall broad similarity in job size between the two roles. 

Alongside the quantitative scoring, a qualitative assessment of the working conditions was made, 
recognising the unique and often demanding environments within HMPPS, assessing whether the 
difference in working conditions between the roles is minor, notable, or significant. 

The final step in the analysis was to synthesise the distinct elements, the relevance, the Total Job 
Size Score, and the qualitative working conditions assessment, to arrive at a final, holistic 
comparability judgement.  

This judgement placed the comparison into one of four defined categories: 

 Highly comparable: For a role to be considered highly comparable, it must not only be 
equivalent in size (a score of 9), but also operate in a highly relevant context with only 
minor differences in working conditions. These are the most robust comparisons for direct 
benchmarking. 

 Broadly similar: This category applies to roles that are very close in overall size (a score of 
8, 9, or 10) but may have notable differences in their working conditions or are only 
moderately relevant. These comparisons are suitable for benchmarking, but with noted 
caveats. 

 Different: This describes roles where there is a discernible difference in job size (a score of 
6-7 or 11-12). The comparison is useful for understanding scale differences in various 
markets. 
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 Significantly different: This category is for roles that operate at fundamentally different 
levels of size and demand (a score of 5 or less, or 13 or more). 

In summary, the methodology outlined above provides a robust and defensible framework for 
comparison. It balances systematic scoring of core job size dimensions with critical, qualitative 
judgements on relevance, working conditions, and the unique emotional demands of the HMPPS 
environment. This synthesis of quantitative data and qualitative analysis ensures that each 
comparability judgement is both evidence-based and contextually aware.  

3.2 Organisations with comparator roles 

Applying the initial stages of our methodology, we compiled a broad pool of potential roles and 
subsequently conducted a high-level sift. This qualitative review eliminated obvious mismatches, 
discounting roles that were fundamentally different in nature (e.g., primarily administrative versus 
operational). Roles matched as low relevance were discounted (and not included in the analysis). 
Each of the roles marked medium or high has undergone the final, detailed assessment to 
determine a definitive comparability judgement.  

A summary list of the organisations where comparators roles were identified is presented below, 
while Table 7 in Annex 2 presents the list of comparators identified and assessed, along with their 
relevance (high, medium or low) and reason for inclusion (high and medium) or exclusion (low). 

 Public sector comparators  

 Scottish Prison Service 

 Northern Ireland Prison Service 

 Police Force in England and Wales 

 Armed Forces 

 Fire service 

 Border Force 

 Probation Service 

 NHS 

 Civil Service 

 Local Authorities 

 Private sector comparators 

 Private prison operators 

 Private – other (e.g. private security officers) 

3.2.1 Considerations and caveats 

There are a number of roles in the Probation Service which have been included as comparators to 
prison roles. They are all defined a being of medium (M) relevance. In some cases, where roles spend 
a high percentage of their time within the prison or equivalent environment they could be seen as 
being close to high relevance, such as for an Approved Premises Worker. However, approved 
premises (AP) are considerably smaller than prisons (usually between 12-45 residents at any one 
time) and the level of risk is reduced due to the offending category of residents and the general 
environment of the AP.  



3 | Identifying comparators 

 

 

London Economics - Prison Service Pay Review Body pay comparator review 18 
 

Additionally, Northern Ireland Prison Service (NIPS) roles were incorporated in the list of 
comparators using information provided by the Department of Justice in Northern Ireland. It should 
be noted that there is no direct ‘read across’ at all levels between   PPS and   PS roles. 

It is also worth bearing in mind that the last external review in 2019 did not consider Bands 7, 9 & 
12 equivalencies. There may be a degree of difference in the levels of comparators compared to 
that report for some bands for groups such as the army, fire service or police. HMPPS has potentially 
10 levels below the Senior Civil Service, whereas in the Civil Service there is usually a maximum of 7 
levels populated and often no more than 6. This adds to the complexity of making comparative 
judgements. In reality, there are only relatively small differences in job weight between some prison 
bands, e.g. 8/9 and 10/11, often depending on the nature and size of the prison establishment. 
HMPPS informed us that they would not expect every band level to typically be populated in a typical 
prison organisational structure. Consequently, the specific matching/positioning of a role at Band 8 
level compared to Band 9 should be treated with a degree of caution as, in other organisations, such 
roles might be positioned in the same (joint Band 8/9) level and likewise at Band 10/11. 

Regarding the identified comparators, those identified through the use of the JEGS/IJEGS database 
are ver  specific roles and it does not follow that there will be an automatic ‘read across’ to other 
roles in the same organisation at different levels. 

In general, the number of ‘high’ comparators is relativel  limited. This is because Prison Service roles 
are unique, so the best comparators are typically in other prison services in the UK (SPS, NIPS and 
private prisons). However    PPS is a ‘market leader’ in terms of pa   due to its size  so the pay set 
for the Scottish Prison Service and private prison pay may be in turn influenced by HMPPS pay 
decisions (and the Northern Ireland Prison Service is also within PSPRB remit, although separate 
from England and Wales).  

Moreover, the structure of pay for the selected comparators may be quite different compared to 
HMPPS staff, for example some private sector roles may have a larger component linked to 
performance pay and bonus or working overtime. Unsocial hours, which is a substantial component 
of pay for many HMPPS staff, is also defined differently depending on the comparator (e.g. in terms 
of the hours and days of the week included; whether it is a guaranteed payment as an allowance or 
paid based on the exact hours worked). 

Comparison with private prison staff 

As of September 2025, HMPPS data indicates that there are 122 adult prisons in England and Wales 
(excluding Young Offender Institutions and a Secure Training Centre), 106 of which are operated by 
HMPPS and 16 of which are operated by the private sector.39 The current contracted prison 
operators are Sodexo (6 adult establishments), Serco (5) and G4S (4), plus a newly established prison 
run by Mitie.40 

It should be noted that, despite several attempts to obtain detailed job descriptions of private sector 
prison roles, we have not been able to obtain them. Consequently, our analysis against this group is 
restricted to information provided by the stakeholders and publicly available information, such as 
job adverts. 

 
39    Prison and Probation Service     5  ‘Prisons and their resettlement providers’, link  
40 This list excludes   S’s Secure Training  entre. 

https://www.gov.uk/government/publications/prisons-and-their-resettlement-providers
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Although staff working in privately run prisons may seem the closest comparator to staff in public 
prisons, it is important to note significant differences across the public and private sector: 

 None of the Category A (high security) sites are operated by private operators41; 

 More generally, stakeholders reported that the typical working environment may be 
different, with private prison staff more likely to work in modern facilities; 

 Overtime may be a more significant component of pay for staff working in private prisons42; 

 Private prison directors may have more flexibility in hiring decisions to tackle staff 
shortages (as reported in the stakeholder consultation); 

 For senior leadership roles in private prisons, salaries typically include a performance pay 
linked to profitability43 (although this is subject to variation).  

 
41 See    Prison and Probation Service     5  ‘Prisons and their resettlement providers’  link  
42 For example available job adverts for Prison Officers at https://careers.serco.com/gb/en report the opportunity to work a number of 
overtime hours: ‘Whilst we cannot guarantee overtime will always be available, this is based on an average of 4 hrs per week’. 
43 The pay package in the private sector for senior management positions also typically includes a company car and health insurance. 

https://www.gov.uk/government/publications/prisons-and-their-resettlement-providers
https://careers.serco.com/gb/en
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4 Pay comparison 

In this section we present the findings from the pay comparability exercise, separately by HMPPS 
band in scope for the analysis (Bands 2-5 and 7-12). For each band we plot and compare annual 
salaries (basic pay and basic pay plus unsocial hours) with those observed for the high and medium 
relevance comparator roles identified in the job evaluation phase described in section 3. In most 
cases, annual salaries are identified by pay ranges (with actual pay depending on factors such as 
experience) and all findings presented in this section refers to the comparison based on National 
evidence (pay outside London), with findings for the Inner London area presented in Annex 4.44      

4.1 Data sources 

We used a variety of data sources to compile the database underlying the analysis: 

 Where comparators were public sector professions with salaries regulated by formal pay 
scales (e.g. Scottish Prison Service, the Police Force, the Fire Service), we used published 
information on pay bands and additional allowances, as well as information provided by 
contacts working in the relevant organisations. More details on the various data sources 
used are provided in Annex 5. 

 For Civil Service comparator roles, we used information on grades and salaries published 
by central government and public bodies45 as well as available job adverts46. 

 For local government roles, we used the latest Local Government Association (LGA) pay 
and grading structure47, as well as pay ranges for head teachers48, and available job 
adverts. 

 For private prison comparators, we used information available through job adverts49 and 
information shared from a senior contact at one of the private prison operators50. 

 For other private sector comparators, we collected data from job adverts51,52. 

4.2 Key metrics used in the comparison 

The comparison focuses on the salary range for HMPPS staff and the relevant comparators and was 
undertaken considering the following elements:  

 For staff in HMPPS Bands 2-5, the comparison shows the salary range based both on a 37 
and 39 hour working week, as these are the two most common weekly hours worked by 
HMPPS operational staff in those bands (see section 2.5). 

 
44 In the London analysis, for HMPPS staff and comparator roles where multiple rates were available (e.g., the NHS) we focused on Inner 
London pa .   ke  drawback in the anal sis is that some of the ‘ igh’ relevance comparators do not operate in London  e.g. NIPS, SPS) or 
do not have a separate London allowance (e.g., the Army). Also, there is only one privately operated prison in London, and data for private 
prison roles was only available for Bands 2, 3 and 5.  
45 See the published Organograms of Staff Roles & Salaries available on https://www.data.gov.uk/  
46 See https://www.civilservicejobs.service.gov.uk/csr/index.cgi  
47 See Local Government services pay agreement 2025  
48 See https://www.nasuwt.org.uk/advice/pay-pensions/pay-scales/pay-scales-england.html  
49 In particular through https://findajob.dwp.gov.uk/ and the private prison operators’ websites (Sodexo, Serco, G4S, Mitie) 
50 The pay ranges were also cross-checked against information provided by a private prison operator to OPRB and referring to 2023. 
51 In particular job adverts available through https://findajob.dwp.gov.uk/, https://www.adzuna.co.uk/ and https://uk.indeed.com/  
52 We also explored the suitability of using different private sector data sources, but no other specific data source was used for the 
comparison.  

https://www.data.gov.uk/
https://www.civilservicejobs.service.gov.uk/csr/index.cgi
https://www.local.gov.uk/our-support/workforce-and-hr-support/local-government-services/local-government-services-pay-2#:~:text=National%20Joint%20Council%20for%20local%20government%20services&text=Agreement%20has%20been%20reached%20on,are%20attached%20at%20Annex%201.
https://www.nasuwt.org.uk/advice/pay-pensions/pay-scales/pay-scales-england.html
https://findajob.dwp.gov.uk/
https://findajob.dwp.gov.uk/
https://www.adzuna.co.uk/
https://uk.indeed.com/
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 Staff working in HMPPS Bands 7-12 (functional and senior management) are contracted to 
work 37 hours per week. 

 Across HMPPS Bands 2-5 we show the comparison separately for basic pay and basic pay 
plus unsocial hours (hence, the set of comparators used for each band may vary, 
depending on whether comparator roles work unsocial hours or receive a separate unsocial 
hours allowance).  

 For HMPPS Bands 7-12, the comparison is based on a single measure of pay: basic pay plus 
unsocial hours for HMPPS staff (excluding those in Band 12) and comparator professions 
working unsocial hours; and basic pay for all other comparators (details are reported in the 
notes to each figure). 

 The comparison focuses on full-time positions only, noting any differences in the standard 
contractual (or typical) hours worked across comparators in Table 4.  

 Differences in pension scheme arrangements were also noted when possible (see Table 4 
below). 

Table 4 Summary of identified comparators 

Public sector 

Organisation Whether 
typically 

work unsocial 
hours* 

Typical hours 
worked 

(operational 
staff) 

Pension scheme 
(typical 

employer 
contribution) 

Standard 
retirement 

age 

Notes 

Scottish Prison 
Service 

Y 35 Yes (28.97%) 
State 

Pension (SP) 
age (65-68) 

Basic pay already 
includes unsocial 

hours allowance (UHA) 

Northern Ireland 
Prison Service 

Y 39 Yes (34.25%) 
SP Age 
 (65-68) 

Basic pay already 
includes UHA 

Police Force in 
England and Wales 

Y 40 Yes (35.3%) 60  

Armed Forces N 44 
Unfunded DB 

scheme*** 
60  

Fire service Y 42 Yes (37.6%) 60 
Basic pay already 

includes UHA 

Border Force Y Varies Yes (28.97%) 
SP Age 
 (65-68) 

 

Probation Service Varies** 37 Yes (varies) 
SP Age 
 (65-68) 

 

NHS Y 37.5 Yes (23.7%) 
SP Age 
 (65-68) 

 

Civil Service N 37 Yes (28.97%) 
SP Age 
 (65-68) 

 

Local Authorities N 37 Yes (varies) 
SP Age 
 (65-68) 

 

Private sector 

Private prison 
operators 

Y 
40 Yes (6%-10%) SP Age 

 (65-68) 
No separate UHA 

Private - other 
Varies 

40 Yes (varies) SP Age 
 (65-68) 

 

Note: * Operational roles. ** Approved Premises Residential Worker receive Unsocial Hours Allowance. *** The Armed Forces Pension 
Scheme (AFPS) is an ‘unfunded’ defined benefit (DB) occupational pension. The AFPS employer contributions are set as a percentage of 
pensionable pay. Since April 2019, the employer contribution rate was 65.5% of pensionable pay. This was forecast to rise to 73.5% of 
pensionable pay from 1 April 2024 (see CBP-10168).  

Source: London Economics and Beamans 

https://www.gov.uk/government/publications/armed-forces-pension-scheme-annual-accounts-2023-to-2024
https://www.gov.uk/government/publications/armed-forces-pension-scheme-annual-accounts-2023-to-2024
https://commonslibrary.parliament.uk/research-briefings/cbp-10168/
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4.3 Pay comparison 

In this section we show the pay comparison for HMPPS staff and the selected comparators, focusing 
on the national comparison. For each comparator we show the range of salaries (minimum and 
maximum) based on the latest available information. Throughout the anal sis  ‘high’ relevance 
comparators are identified by a darker blue column (and placed on the left hand side of the chart), 
while ‘medium’ relevance comparators are identified by a lighter blue column (and placed on the 
right hand side of the chart). Also, in the Band 2-5 charts, the pay scale for HMPPS staff working 37 
weekly hours is identified by black dotted lines, while the pay scale for HMPPS staff working 39 
hours is identified by red dotted lines.  

As noted in section 3.2.1, comparison is not necessarily straightforward as pay structures and 
working conditions may be different across different roles and organisations: for example, a lower 
pay for comparators working in privately operated prisons may also reflect different working 
conditions (e.g. private prison operators running more modern facilities, and not operating any 
category ‘A’ (high security) establishments) and a different pay structure more generally (e.g., with 
employer pension contributions more generous in the public sector, but with additional benefits 
and performance rewards part of the pay package for managerial roles in the private sector).  

Also, for some comparators working in senior management roles (e.g. Head Teachers in secondary 
schools53 or Nursing Home Managers), there are wide salary ranges reflecting the size and 
complexity of the establishment they manage.   

Detailed results are also provided in Table 8 in Annex 3. 

4.3.1 HMPPS Band 2 (Operational Support Grades) 

Figure 2 shows the comparison for HMPPS Band 2 staff (Operational Support Grades (OSG)), who 
earn between £24,527 and £25,853 per annum when considering basic pay (37 and 39 weekly hours 
respectively) and between £30,659 and £32,316 per annum (37 and 39 weekly hours respectively) 
when also factoring in unsocial hours: 

 When considering basic pay, the salary for OSG (both those working 37 and 39 hours) 
overlaps with the comparators used (although it tends to be lower than the upper end of 
the salary range for the selected comparators); 

 When including also unsocial hours in the comparison, pay for OSG tends to be slightly 
above the comparator professions (in particular when considering those working 39 hours), 
including Operational Support Officers in private prisons and OSG in the Northern Ireland 
Prison Service (NIPS), with the exception of Operations Officer in the Scottish Prison Service 
(who earn slightly more, at least those at the top of the range). 

 
53 These are based on a range of spine points on the Leadership Group Pay Range (LGPR) 
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Figure 2 HMPPS Band 2 (OSG) – Pay comparison 

Basic Pay 

 

Basic Pay plus Unsocial Hours 

 
Note: Comparison based on national pay. Darker blue columns identify high relevance comparators, while lighter blue column identifies 
medium relevance comparators. Job adverts for Security Officers and Travelsafe Officers (private sector) reported hourly pay, converted 
to an annual salary 
Source: London Economics’ analysis 
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4.3.2 HMPPS Band 3 (Prison Officers) – Pay comparison 

The comparison for HMPPS Band 3 (Prison Officers) is presented in Figure 3. As before, the top chart 
shows the comparison using basic pay, while the bottom chart presents the comparison using basic 
pay plus unsocial hours. The set of comparator professions may vary across the two charts 
depending on whether they work unsocial hours, whether the unsocial hours payment is already 
included in their basic pay and whether it is possible to meaningfully reconstruct the unsocial hours 
payment.   

Looking at basic pay, the salary range for HMPPS Prison Officers (£28,122-£31,532, depending on 
experience and weekly hours worked) is generally in line with the selected comparators (e.g. Police 
Community Support Officers (PCSOs), Approved Premises Residential Workers), albeit lower 
compared to Police Constables (with less than 4 years of experience) and Mental Health Nurses.54  

The most suitable comparison for HMPPS Prison Officers is based on the second metric, basic pay 
plus unsocial hours, as both Prison Officers and the most relevant comparators work unsocial hours: 

 The salary range for Prison Officers (£33,746-£37,774, depending on experience and 
weekly hours worked) is above the salary range for Prison Custody Officer (private prisons), 
Firefighters (Development), MOD Guard Service Officers and also slightly higher than Police 
Constables with up to four years of experience (when focusing on HMPPS Prison Officers 
working 39 hours per week) and in line with the pay range for PCSOs (although the bottom 
end of the range is lower for PCSOs). 

 On the other hand, while the salary range for Prison Officers partially overlaps with that of 
the other comparators considered (in particular, when looking at those working 39 hours), 
the upper end of the range is lower than the maximum values for the other comparator 
roles considered, namely Residential Officers (SPS), Custody Prison Officers (NIPS), Border 
Force Administrative Officers (receiving Annualised Hours Allowance), and NHS Mental 
Health Nurses. Staff working in these roles may receive a total annual salary in excess of 
£42,000. 

As discussed in section 2.4.2, Prison Officers working in around 17% of HMPPS sites receive a market 
supplement worth either £2,000 (paid in 13 Red sites) and £3,500 per annum (paid in 5 Red Plus 
sites). Factoring in this market supplement would take Prison Officers in Red Plus sites working 39 
hours per week towards the upper range of the scale observed for the higher paid comparator roles 
(as their total pay would range between £39,500 and £41,500, depending on experience). However, 
that only affects 5 Red Plus sites, out of 106 establishments managed by HMPPS and has therefore 
limited impact on the overall comparison.     

Furthermore, it should be noted that comparison is not always straightforward, for example the 
salary range for a Custody Prison Officer in Northern Ireland seems to be wider than the 
corresponding range in England and Wales, probably also encompassing some roles that would be 
classified as Specialist Prison Officers (Band 4) in England and Wales55. 

 
54 Pay for Prison Officers is higher than Enforcement Agents (a private sector comparator). However, pay structure for Enforcement Agents 
is significantly different, as a substantial proportion of their final pay is linked to commission and bonuses (with expected earnings around 
£40,000-£50,000)  
55 In fact, it was not possible to identify a direct comparator for HMPPS Band 4 from the Northern Ireland Prison Service. 
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Figure 3 HMPPS Band 3 (Prison Officers) – Pay comparison 

Basic Pay 

 
Basic Pay plus Unsocial Hours 

 
Note: Comparison based on national pay. Darker blue columns identify high relevance comparators, while lighter blue columns identify 
medium relevance comparators.  

Source: London Economics’ analysis 
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4.3.3 HMPPS Band 4 (Specialist Prison Officers) – Pay comparison 

Next, we look at the comparison for HMPPS Band 4 (Specialist Prison Officers/ Supervising Officers), 
with findings from the analysis presented in Figure 4.  

Overall, the analysis for HMPPS Band 4 staff suggests that, across both basic pay (£33,275-£35,074, 
depending on weekly hours worked) and basic pay plus unsocial hours (£39,930-£42,089, depending 
on weekly hours worked), private sector comparators generally receive a lower salary compared 
with Specialist Prison Officers (for example, those working in private prisons as Senior Prison 
Custody Officers, or working as Prison Warehouse Supervisors or Security Team Leaders), with the 
exception of Police Custody Nurses/Paramedics (employed in the private sector), who have salaries 
in line with Specialist Prison Officers working 39 hours.     

However, some of the key public sector comparators considered, in particular Firearms Officers, 
Police Constables (with more than 4 years of experience) and Border Force Executive Officers (once 
Annualised Hours Allowance (AHA) is taken into account), have higher annual pay, with salary ranges 
reaching up to £50,000 per annum. 

Figure 4 HMPPS Band 4 (Specialist Prison Officers) – Pay comparison 

Basic Pay 
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Basic Pay plus Unsocial Hours 

 
Note: Comparison based on national pay. Darker blue columns identify high relevance comparators, while lighter blue columns identify 
medium relevance comparators.  

Source: London Economics’ analysis 

4.3.4 HMPPS Band 5 (Custodial Managers) – Pay comparison 

Figure 5 presents the findings from the comparator analysis for HMPPS Band 5 staff, with basic pay 
for Custodial Managers ranging between £36,151 and £39,935 and basic pay plus unsocial hours 
ranging between £43,381 and £47,922 (in both cases, depending on experience and hours worked). 

Annual salaries for Custodial Managers are typically higher than those observed for Operations 
Managers in private prisons and Crew Managers (Fire Service) and in line with the salary range for 
First Line Managers (SPS) and Senior Prison Officers (Northern Ireland Prison Service, although the 
upper end of the range is higher for NIPS staff).   

Conversely, Police Sergeants, Warrant Officers Class II (Army) and Higher Executive Officers in the 
Border Force (including Annualised Hours Allowance) have higher salary ranges than Custodial 
Managers, with the top end of the range reaching between £55,000 to £60,000 for these 
comparators. Furthermore, NHS practitioners at Band 6 of Agenda for Change also typically receive 
a higher annual pay.   
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Figure 5 HMPPS Band 5 (Custodial Managers) – Pay comparison 

Basic Pay 

 
Basic Pay plus Unsocial Hours 

 
Note: Comparison based on national pay. Darker blue columns identify high relevance comparators, while lighter blue columns identify 
medium relevance comparators.  

Source: London Economics’ analysis 
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4.3.5 HMPPS Band 7 (Head of Function in a standard establishment) – Pay 
comparison 

For HMPPS staff at Band 7 and above (managerial and senior management roles), the comparison 
focuses on one pay metric for each band, namely basic pay plus unsocial hours for HMPPS staff (and 
comparator roles working unsocial hours) and basic pay for all other comparator roles (details are 
provided in the note to each chart). Also, the standard number of weekly hours worked is 37 for 
HMPPS staff in Bands 7-12. 

Figure 6 shows the pay comparison for HMPPS Band 7 (Head of Function in a standard 
establishment), and the pool of comparator roles (mostly public sector, with two private sector 
roles). Annual salary for staff in HMPPS Band 7 (a spot rate of £62,779, including RHA) is in line with 
pay observed for comparable roles in the Scottish (Head of Function) and Northern Ireland (Unit 
Manager) prison services (and also in line with the upper end of the range for comparator roles at 
Band 8a of the NHS Agenda for Change) and below the pay range for a Police Inspector. Conversely, 
pay for HMPPS Band 7 is above the two private sector roles considered and the other public sector 
roles considered (including comparator roles at Senior Executive Officer grade in the Civil Service).     

Figure 6 HMPPS Band 7 (Head of Function in a standard establishment) – Pay comparison 

 
Note: Comparison based on national pay. Darker blue columns identify high relevance comparators, while lighter blue columns identify 
medium relevance comparators. For Head of Function in a standard establishment (HMPPS), Head of Function (SPS), Unit Manager 
(NIPS), Inspector (Police) and Watch Manager (Fire service), the reported range incorporates unsocial hours. For all other roles, the 
range for basic pay is reported.  

Source: London Economics’ analysis 

 

  

  5    

       

  5    

 5     

 55    

       

  5    

       

  5    

 
et
en
 
on

  
an
ag
er

 B
or
de
r 
 o
rc
e
 

 
ea
d
 o
f  
u
nc
 
on
  
SP
S 

U
ni
t  

an
ag
er
  
 
 P
S 

 n
sp
ec
to
r 
 P
ol
ic
e
 

 
ir
po

rt
  
ut
  
 
an
ag
er

 P
ri
va
te
 s
ec
to
r 

Se
n
io
r 
Ex
ec
u 

ve
 O
 
ce
r 
 

Se
cu
ri
t 
  
 i
vi
l S
er
vi
ce
 

Se
n
io
r 
En
fo
rc
em

en
t 
 
an
ag
er

  
 
S 

 

W
at
ch
  

an
ag
er
   
ire
 s
er
vi
ce
 

Se
n
io
r 
 n
ve
s 
ga
 
on

s 
O
 
ce
r

  
 
 P
as
sp
or
t 
O
 
ce
 

Tr
ai
ni
ng
  

an
ag
er
  
Po
lic
e 

 
ep

ut
  
 
om

e 
 
an

ag
er
  

 
ur
si
n
g 
 
om

e 
 P
ri
va
te
 s
ec
to
r 

 
at
ro
n
 S
pe
ci
al
t 
  

an
ag
er

  
 
S 

Band     PPS



4 | Pay comparison 

 

 

London Economics - Prison Service Pay Review Body pay comparator review 30 
 

4.3.6 HMPPS Band 8 (Head of Function in a complex establishment/Deputy 
Governor in a standard establishment) – Pay comparison 

Next, we turn the attention to staff working at HMPPS Band 8 (which identifies Head of Function in 
a complex establishment or a Deputy Governor in a standard establishment). Those in HMPPS Band 
8 work 37 hours per week and receive between £66,548 and £73,204 (including RHA, with the 
majority being paid the maximum value)56. 

As shown in Figure 7, the pay range for HMPPS Band 8 is in line with the salary range observed for 
comparable roles in the NIPS (Functional Head), Police (Chief Inspector), slightly below the upper 
end of the range observed for a Deputy Governor in the SPS and generally slightly above the pay 
observed for a Deputy Director (or Head of Function) in privately operated prisons. Conversely, staff 
at HMPPS Band 8 receive a higher annual salary compared with the other comparator roles, with 
the exception of Nursing Home Managers (as annual salary may range significantly for this role, 
depending also on size, location and complexity of the nursing home).  

Figure 7 HMPPS Band 8 (Head of Function in a complex establishment/Deputy Governor in 
a standard establishment) – Pay comparison 

 
Note: Comparison based on national pay. Darker blue columns identify high relevance comparators, while lighter blue columns 
identify medium relevance comparators. For Head of Function in a complex establishment/Deputy Governor in a standard 
establishment (HMPPS) Functional Head (NIPS), Deputy Governor (SPS), Chief Inspector (Police), Deputy Governor/Director (Private 
Prisons), the reported range incorporates unsocial hours. For all other roles, the range for basic pay is reported.  

Source: London Economics’ analysis 

 

  

 
56 Median value is the same as the maximum value (£73,204), while the average is around £72,400 (analysis of HMPPS unpublished data). 
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4.3.7 HMPPS Band 9 (Deputy Governor in a complex establishment) – Pay 
comparison 

Figure 8 presents the comparison for staff at HMPPS Band 9 (Deputy Governor in a complex 
establishment), who receive an annual salary ranging between £85,232 and £93,755 (with median 
salary around £91,00057). Their salary range is below that observed for the identified comparator 
role in the Army (Colonel), overlapping with the range observed for a Police Superintendent in the 
police and slightly above the salary observed for an Inspector of Air Accidents (Air Accidents 
Investigation Branch (an independent unit within DfT), corresponding to a Grade 7 in the Civil 
Service).  

The other comparator roles considered includes a Head of Section in an Operational Government 
Department (e.g. MoJ) and an Area Manager in the Fire Service, both in receipt of a lower annual 
salary compared with Deputy Governors at Band 9.  

Figure 8 HMPPS Band 9 (Deputy Governor in a complex establishment) – Pay comparison 

 
Note: Comparison based on national pay. Darker blue columns identify high relevance comparators, while lighter blue columns 
identify medium relevance comparators. For Deputy Governor in a complex establishment (HMPPS) and Area Manager (Fire Service), 
the reported range incorporates unsocial hours. For all other roles, the range for basic pay is reported. Head of Section in an 
Operational Government Department (e.g. MoJ) is at CS Grade 7.  

Source: London Economics’ analysis 

 
57 Analysis of unpublished HMPPS data 
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4.3.8 HMPPS Band 10 (Governing Governor in a standard establishment) – Pay 
comparison 

HMPPS Band 10 identifies Governing Governors in a standard establishment, receiving an annual 
salary between £96,880 and £103,735 (including RHA, with most Band 10 staff being paid the 
maximum value)58.  

Figure 9 shows the comparison for Governors in Band 10 using the selected comparator roles: 
Governors in the Scottish and Northern Irish prison services receive a slightly lower annual pay, 
while both Police Chief Superintendents and Assistant Chief Fire Officers receive higher salaries (up 
to £115,000 and £140,000 per annum respectively).  

Head Teachers (in standard secondary schools59) have a wide salary range (approximately £85,000 
to £118,000), overlapping with the range observed for Governors in HMPPS Band 10, while Heads 
of Operational Function in the Probation Service are paid a lower annual salary. 

Figure 9 HMPPS Band 10 (Governing Governor - standard establishment) – Pay comparison 

 
Note: Comparison based on national pay. Darker blue columns identify high relevance comparators, while lighter blue columns identify 
medium relevance comparators. For Governing Governor in a standard establishment (HMPPS), Governor (SPS) and Governor in Charge 
(NIPS), the reported range incorporates unsocial hours. For all other roles, the range for basic pay is reported.  

Source: London Economics’ analysis 

 

  

 
58 Based on HMPPS unpublished data, median pay is equal to the maximum value, while average pay is around £102,800. 
59 Corresponding to Group 6 or spine points L21-L35 on the Leadership Group Pay Range (LGPR) 
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4.3.9 HMPPS Band 11 (Governing Governor in a complex establishment) – Pay 
comparison 

Figure 10 presents the findings from the pay comparison for Governing Governors in a complex 
establishment (HMPPS Band 11), who receive an annual salary between £106,133 and £116,746 
(including RHA, with most Governors in Band 11 being paid the maximum value)60. Assistant Chief 
Constables and Private Prison Directors receive higher salaries61 compared to Governing Governors 
in complex establishments, while NHS Secure Services Director (Band 8d on the NHS Agenda for 
Change pay scale) and Governors in Charge in the NIPS receive a slightly lower salary. 

Conversely, Governing Governors in Band 11 receive a higher annual salary compared to comparator 
roles in the Civil Service (corresponding to Civil Service Grade 6) and Head of Services in Local 
Government, while their salary range overlaps with the bottom end of the salary range observed for 
Head Teachers in large secondary schools62 and Assistant Chief Fire Officers (however these roles 
have a very wide salary range, with maximum salary above £140,000).      

Figure 10 HMPPS Band 11 (Governing Governor - complex establishment) – Pay comparison 

 
Note: Comparison based on national pay. Darker blue columns identify high relevance comparators, while lighter blue columns identify 
medium relevance comparators. For Governing Governor in a complex establishment (HMPPS), Governor/Contract Director (Private 
Prisons), Governor in Charge (NIPS - Maghaberry) and Assistant Chief Fire Officer, the reported range incorporates unsocial hours. For 
all other roles, the range for basic pay is reported.  

Source: London Economics’ analysis 

 
60 Based on HMPPS unpublished data, the median value is equal to the maximum value and average is around £115,300. 
61 This is the only private prison role receiving a higher salary compared to the corresponding role in HMPPS. However, employer pension 
contributions are lower (normally between 6%-10%) compared to the public sector, but prison directors in the private sector also receive 
performance pay linked to profitability and other benefits (e.g. company car).  
62 Corresponding to Group 8 or spine points L28-L43 on the Leadership Group Pay Range (LGPR). 
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4.3.10 HMPPS Band 12 (Prison Group Director) – Pay comparison 

Finally, in Figure 11 we show the comparison for Prison Group Directors (HMPPS Band 12), who 
receive an annual salary of £121,644. The two identified comparators in the Police (Deputy Chief 
Constable) and Fire Service (Deputy Chief Fire Officer) receive higher salaries, with top of the salary 
range around £180,000 for these roles. Moreover, Prison Group Directors receive an annual salary 
slightly below that observed for Army Brigadiers and overlapping with the upper end of the salary 
range observed for NHS Directors (Band 9 of NHS Agenda for Change). Conversely, the pay for Prison 
Group Directors is above that observed for a Director of Prisons in the NIPS63, Deputy Directors in 
the Home Office (SCS1 (Senior Civil Service) grade), Assistant Directors in Local Government and 
Chief Inspectors of Air Accidents (also equivalent to SCS1).    

Figure 11 HMPPS Band 12 (Prison Group Director) – Pay comparison 

 
Note: Comparison based on national pay. Darker blue columns identify high relevance comparators, while lighter blue columns identify 
medium relevance comparators. For Deputy Chief Fire Officer, the reported range incorporates unsocial hours. For all other roles, the 
range for basic pay is reported. 

Source: London Economics’ analysis 

 
63 It should be noted that there are only three prisons in Northern Ireland 
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Annex 1 Additional information on allowances 
Table 5 Summary of main allowances covered by the PSPRB 

Allowance 
Eligible 
bands 

Amount paid Description 
Next to be 
reviewed  

Payment Plus 3-5 £22 per hour 
For unpredictable bedwatch/escort duties or to cover vacancies 

in persistently understaffed sites  
2026/2028 

Unsocial Working Hours (UWH) 2-5 
25% of basic pay (band 2); 20% of basic 

pay (band 3-5) 
To reflect work undertaken Monday to Friday 19:00-07:00, all 

day/night weekends, Public and Bank Holidays. 
2026/2027 

Required Hours Addition (RHA) 7-11 20% of basic pay  
To reflect work undertaken Monday to Friday 19:00-07:00, all 

day/night weekends, Public and Bank Holidays. 
2026/2027 

OSG overtime 2 
Green hours: 1.3x base pay + £5 per hour 

For work beyond contracted hours 2028 
Red hours: 1.75x base pay + £5 per hour 

On-call (home) allowance 
Could not 
identify 

Workdays: £9 per 12+ hours 

For readiness to respond off duty 2026 
Rest days: £25 per 24+ hours / 

proportionate for <24 hours 

Hourly rate outside normal office hours: 
£1.04 per hour 

Operational Response and 
Resilience Unit (ORRU) on-call 
allowance  

Not band-
based 

£8,000 per year 
For ORRU staff trained for high-risk incidents in prisons and 

external sites, ready for immediate deployment for 20 weeks 
per year and 11-hour notice during the remaining 26 weeks. 

2030 

Operation Tornado payments 2-5 
OSGs: £30 per hour 

For responding to serious prison emergencies 2029 
Officers (Bands 3-5): £40 per hour 

Dirty protest payments 2-5 
≤4 hours: £15 per day For dealing with dirty protests (e.g. smearing excrement or 

urine) 
2029 

> 4 hours: £30 per day 

Care and Maintenance of Dogs 
allowance 

Not band-
based 

One dog: £2,846 per year For specialist dog handlers responsible for HMPPS dogs outside 
working hours (e.g. feeding, exercising, grooming, cleaning 

kennels  and ensuring the dog’s safet   
2027 

Multiple dogs: £3,556 per year 

Payments for Physical Education 
Instructors (PEIs) 

4&5 £1,500 per year 
For qualified PEIs, temporarily provided to support recruitment 

and retention amid ongoing shortages. 
2027 

Note: For OSG overtime, green hours are weekday daytime hours (07:00-19:00) and red hours are overnight (19:00-07:00), weekend and public holiday hours. For on-call (home) allowance, workdays refer to 
weekdays and privilege holidays, rest days to weekends and public holidays. ORRU includes the specialist teams of the National Tactical Response Group (NTRG) and the National Dog and Technical Support Group 
(NDTSG). It responds to serious incidents in prison (including at height) and may also be deployed to external sites such as Immigration Removal Centres, courts, secure hospitals and prisons in the Isle of Man and 
Channel Islands. Operation Tornado staff, including local Tornado teams and the ORRU, respond to serious operational emergencies such as disturbances or hostage situations, at their own or other prisons. 

Source: Prison Service Pay Review Body (2025) ‘Twenty-fourth report on England and Wales 2025’; POA (2024) ‘POA Circular 016/2024’. 

https://assets.publishing.service.gov.uk/media/682f19117fb7a7d9cd7751ef/PSPRB_24th_Report_2025_Web_accessible.pdf
https://www.poauk.org.uk/media/2470/poa-circular-016-2024-poa-pay-submission.pdf
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Table 6 Scottish Prison Service allowance rates as of 1 April 2025 

Allowance Payment 

Acting Up The payment is calculated as the difference between the staff 
member’s substantive salar  and the salar  that would be paid 
on promotion to the higher pay band into which the individual 
is acting. 

Detached Duty For each continuous and completed period of 24 hours 
calculated in accordance with Section 8 of this Policy, a flat rate 
payment of £70 will be due. Any income tax and National 
Insurance liability that would otherwise be the staff members 
will be met directly and in full by SPS. 

Dirty Campaign & Incontinent Prisoner 
Allowance 

The rate payable for qualifying duties carried out on and from 
1st April 2023 will be £4.00 per hour. 

Dog Handlers Allowance 
 

An allowance of £2,800 per annum will be paid whilst 
employees undertake dog handling duties. This allowance is 
provided to cover: 

• the care and maintenance duties employees will be 
required to undertake when they are off duty; and 

• the standard 48 days per leave year boarding costs to 
cover annual leave, rest days and short-term sick 
absences. 

In addition, SPS will meet all authorised costs for the upkeep of 
the search dogs. Authorised costs may include: 

• All necessary foodstuffs 

• Provision of food storage facilities 

• Dog handling items 

• Cleaning equipment and materials 

• Veterinary requirements 
Estate On-Call From 1 April 2025 the rate of SPS Estates Staff On-Call 

 llowance for each continuous period of   da s rostered as ‘on-
call’ will be  1  .    which is   1.   per da . 

Exceptional Duties There is an agreement that exceptional duties payments will be 
calculated on the same basis as standard non-operational 
overtime payments: Rate is 50% weekdays, and 100% 
weekends. 

Excess Journey Allowance The allowance is calculated by multiplying the annual excess 
mileage (home to new station less home to old station return 
journey) by the EJA mileage allowance which is 32p per mile. 

Ex-Gratia 

There is an agreement that ex-gratia payments will be 
calculated on the same basis as standard non-operational 
overtime payments: Rate is 50% weekdays, and 100% 
weekends. 

Overtime Rate is 50% weekdays, and 100% weekends. 

Senior Manager On-Call The annual allowance is £2,600 per annum. 

Winter On-Call 
The allowance rate and the minimum attendance credit are the 
same as those within the Estates On Call Allowance Policy. 

Source: Communication from the Scottish Prison Service shared by the OPRB 
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Annex 2 List of comparators 

Table 7 List of comparators and rationale 

Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

HMPPS Band 2 – Operational Support Grades (OSG) 

Scottish Prison Service 
Opera ons O cer 

 Public * 
    

This role is directl  comparable although does seem slightl  broader than the   PPS Band   with more direct 
prisoner contact – entr  and release from prison  escort to hospital  court  inter prison transfers 

Prison Opera ons Support 
O cer  Private  

    
 irectl  comparable tasks & responsibili es 

 

  PS Opera onal Support 
 rade 

    
 irectl  comparable tasks & responsibili es 

 

Securit  O cer  Private      
Similar screening and checking du es  in some instances can be more of a constant flow of tra c  airports for 
example  can be ver  bus   less frequentl  dealing with aggressive  stressed travellers visitors  generall  a 

controlled environment with more staff around to support. 

 rm  Private  Public      

 ilitar  role that is varied and dependent on  ilitar  Occupa onal specialit  – could be logis cal clerical or basic 
medical tasks.  lso responsible for maintaining ph sical  tness  undertaking drills  basic combat tasks. The 
working condi ons and ph sical demands can be similar if deplo ed but in the main not a good match as 

frequenc  is variable and risk to life can be more extreme. The main similarit  is as a support role to their unit  
following procedures and orders and overall contribu on to mission. 

 mbulance Passenger 
Transport Opera ve 

 Public  
    

Transpor ng pa ents & carers in non emergenc  situa ons  ma  have to deal with nervous pa ents or those 
displa ing challenging behaviour  usuall  work as part of two person team.  riving skills   rst aid  some shift work 

but in the main hospital opening hours for clinics and appointments. 

 ealthcare  ssistant 
 Public  

    
Providing direct support to pa ents  assis ng with mobilit  issues or personal care needs and undertaking basic 
health checks. Pa ents ma  demonstrate challenging behaviour for a variet  of reasons  e.g. drug use  demen a 

etc depending on loca on ma  need to work shifts weekends etc 

 acili es  ssistant    S      

Work as part of a team providing environmental cleaning and food prepara on services.   ommunica ng with 
pa ents  taking orders for food  basic prepara on of snacks  serving main meals  drinks.  aintaining high 
standards of cleanliness. Working as part of a team providing support service  ma  involve shift work. 

 

 acili es  ssistant 
 Private  

    
Undertaking minor repairs and maintenance  maintaining exterior area of site in good state of repair and  diness. 
Signing in contractors  opening and closing building  ma  be some shift work depending on loca on and industr  
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Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

Teaching  ssistant  Public      
 ssist class teachers in preparing resources  promo ng good behaviour  dealing with challenging and inappropriate 

behaviour.  elp individual children as required. School da  hours and term  me. 
 

Transport Securit  
Opera ve Travel Safe 

O cer  Private  
    

 isible presence on public transport  trains and trams   work in partnership with Bri sh Transport Police  reducing 
an  social behaviour & improving traveller experience  provide support to vulnerable individuals.  an use 
allocated powers to deal with an  social behaviour but an thing more serious referred on.  eed to respond 

rapidl  to incidents  irregular hours  long shifts  exposure and risk variable but demands increased at  mes of peak 
travel.  ssociated admin – reports  audit. 

 

Leisure  entre  ssistant 
 Public sector  

  L 
 ood match on  E S database and although working condi ons can be ph sicall  demanding there is not the 
same level of risk. Some occasional exposure to an  social behaviour  emo onal demands signi cantl  less. 

Plant Operator  Public    L 
 ood match on  E S database and although working condi ons can be ph sicall  demanding and there is level of 

risk from working with large machiner  the emo onal demands are signi cantl  less. 

 P Recep onist  Public    L 
Predominantl  administra ve role  dealing with challenging pa ents e.g. mental health issues  or angr  pa ents 
 wai ng  mes etc  although a dail  occurrence do not pose the same level of risk due to controlled environment 

with support readil  available. 

 arbour Opera ve 
 Public  

  L 
 ood match on  E S database  working condi ons are hazardous  main du es maintenance of equipment and 

ensuring slipwa s and harbour remain clean and safe. Regular   &S checks  earl  start  me but no shifts  ph sical 
demand is high but emo onal demand much less  different working environment. 

Warehouse Opera ve 
 Private  

  L 

Unloading deliveries  scanning and sor ng packages  picking orders and preparing for despatch  scanning items 
and upda ng stock records.  ollowing safet  protocols.  igh ph sical demand  standing  walking  lifting  repe  ve 
work  peaks and troughs in demand.  ain pressure is on mee ng targets which can lead to stress.  n the normal 
course of events no exposure to challenging behaviour  level of risk is dependent on t pe on environment and 

machiner  in use. 

 ash Securit  Transport 
Opera ve  Private  

  L 

Transpor ng items  mainl  cash  in a safe and secure manner  strict adherence to securit  protocols.  ust be 
able to assess and respond appropriatel  to threats  knowing when to escalate  main pressure strict adherence to 
 melines.  enerall   at least two people  driver +1  contact with central point at all  mes. Securit  threats  long 

hours  dela s outside of control  needs for constant level of alertness to situa on. Some elements of risk 
exposure similar but much less frequent. 

 irside Opera ons O cer 
 Private  

  L 

Passenger focussed ground handler role    ast paced high pressure role where  ght  mescales and quick 
turnarounds are essen al. Ensuring customer experience is good  dealing with poten al risks – e.g. passengers 
who have been drinking  not  t to travel  nervous passengers.  hecking documents and boarding passengers 

quickl  and safel . Risks and emo onal demands are not as frequent  fast paced changing customer popula on. 
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Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

HMPPS Band 3 – Prison Officers 

Police  ommunit  
Support O cer  Public  

    

 The communit  face of the police  offering a visible  accessible  and friendl  presence to provide reassurance  
prevent conflicts  build trust  collect informa on  and promote posi ve communit  rela onships. Respond to 

incidents  ke  role in resolving low level offences  ke  part of the role is building connec ons and problem solving 
to avoid issues escala ng. exposure to an  social behaviour  violence and conflict which  depending on loca on  

could be a regular occurrence. shift work and weekends 

Police  onstable      
 ears   Public  

    

Role is focussed on the preven on and detec on of crime. Respond to emergenc  and non emergenc  situa ons  
patrol assigned areas to engage with communi es  build trust and deter criminal ac vit . Engaging with a similar 

popula on as POs  exposure to violence  trauma and fatali es  responsibilit  for public safet   work can be 
emo onall  and ph sicall  demanding and there is an element of unknown risk. Shifts  long hours    5 da  

service  teamwork and collabora on essen al aspects.     ears of supervised on the job training to be considered 
competent. 

Scottish Prison Service 
Residen al O cer  Public  

     irectl  comparable tasks and responsibili es 

Prison  ustod  O cer      irectl  comparable tasks and responsibili es 

  PS  ustod  Prison 
O cer  Public  

     irectl  comparable tasks and responsibili es 

Border  orce  ssistant 
O cer   O  rade  

 Public  
    

Opera onal role responsible for checking passengers and freight arriving at the UK.  i cult or pressurised 
situa ons can occur although frequenc  varies  checking validit  of documenta on is the main feature of this role 
and undertaking low level searches. Working condi ons var  and depending on loca on the level of risk also. 

 ould be part of a team undertaking ‘raids’ on different loca ons in response to intelligence. Emo onal demand 
can be high if for example involved in mee ng and interviewing “illegal’ entrants to the UK. Less likel  to work 

alone in these situa ons. Shift working  peaks and troughs e.g. holida  season  

 O   uard Service 
Securit  O cer  Public  

    

 ivilian role in  o  responsible for safeguarding the UK’s  efence Estate.  ontrol access  conduct patrols  
perform searches  iden f  risks  manage securit  breaches. Responsible for the safet  and securit  of defence 
personnel  visitors and propert . Risk of sabotage  terrorism  espionage and crime.  eed an abilit  to iden f  

poten al risks threats  make decisions & act quickl  and appropriatel .  an be mentall  demanding – high levels 
of vigilance required  shift working pattern inc. weekends and bank holida s 

 ire ghter   evelopment  
 Public  

    

Required to respond quickl  and at unpredictable hours  shifts if retained  under supervision. 1     months to 
complete the range of training & be considered competent. Responding to emergenc  calls  providing communit  

 re safet  advice and educa on  attending communit  events.  an be ph sicall  and mentall  demanding 
depending on nature of incident  iden  ca on and assessment of risk  mul  agenc  working for some incidents  
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Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

can witness trauma c and distressing events. Time cri cal response with life threatening implica ons.  requenc  
is variable  call outs for  re crews can be as little as 1 % working of  me 

 pproved Premises 
Residen al Worker – 

Proba on Service  Public  
    

This role works as part of a team providing    hour cover at an  pproved Premises including securit  and 
monitoring of residents on proba on. Providing support for risk management and sentencing plans objec ves  
repor ng an  signi cant changes to risk of re offending or non compliance with licence condi ons or premises 

rules.  hallenge and manage abusive or aggressive behaviour and maintain discipline. Ensure securit  of 
premises during curfew  con rm presence of residents overnight.  an be exposure to aggressive or abusive 

behaviours  emo onall  demanding. Shift work and bank holida s & weekends. 

Private Sector 
Enforcement  ompanies 

 Private  
    

 ttending premises to carr  out enforcement ac vit  under recover  process which in some cases could involve 
removing individuals from propert   evic on  or removing items to contribute to repa ment of debt. Opera ng 

within speci ed legisla on 

 ental  ealth  urse 
 Public       S  

    

  role requiring a relevant nursing quali ca on  mental health  providing support and care to children and 
adolescents in a small  1  bed  residen al care setting. Responsible for the assessment  planning and 
implementa on and evalua on of care. Likel  to have exposure to challenging or disturbing behaviour  

emo onall  demanding but high ra o of nursing staff to pa ents so team support available. Shift working and 
weekends and bank holida s. 

   RO  ousing O cer 
  harit   

  L 

Similar role to  pproved Premises worker but not residen al.  anages a caseload of vulnerable individuals who 
are in accommoda on provided for low and medium risk offenders eligible for deten on curfew or bail that 

would otherwise be held in prison because the  do not have accommoda on.  onduct risks & needs assessments 
and develop support and resettlement plans. Exposure to challenging behaviour  individuals with complex needs  

poten al safeguarding issues.  igh level of administra on  case reports and keeping accurate records.   
reasonable match in terms of who this role is dealing with but frequenc  of exposure to risk and challenges is less 

but can be emo onall  demanding. Working hours between          . 

Securit  &   T  
 dministrator West 
 idlands  etro 
 Public Private 
Partnership  

  L 

 anaging and reviewing   T  footage – iden f ing incidents as the  happen and aler ng relevant authori es or 
downloading and reviewing footage following incidents.  igilance and atten on to detail are ke   abilit  to 

iden f  poten al risks and escalate as required. Tight deadline when working with serious incidents  distressing 
footage at  mes  can be large volumes of request. Some emo onal demands from stressors of deadlines and 

nature of footage  no ph sical risk to self but images ma be distressing. Shift working  long hours viewing several 
screens. 

Workboat Skipper  Public    L 

 ood match from  E S database due to hazardous working condi ons and problem solving  decision making 
requirements which poten all  carr  a risk to life outcome.  owever  in the main apart from unpredictable 
weather condi ons the risks are well controlled and dealt with a combina on of training  experience and 

following established   & S requirements. 
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Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

 isclosure and Barring 
Service Rehabilita on of 
Offenders  gent  Public  

  L 
 gain a good match from the  E S database but the context is different. Some exposure to poten all  distressing 

material during inves ga ons but predominantl  administra ve & o ce based role. 

   TS  ideo  earings 
O cer  Public  

  L 

  good match on  E S database in all but working condi ons. Plans and arranges video hearings advises on 
suitabilit   supports those being interviewed b  video. This ma  take place outside of court premises e.g. from 
prison or hospital and the role holder ma  attend. Responsible for producing transcripts of hearings.  epending 

on the circumstances unlikel  to be alone with witnesses giving evidence but transcript material ma  be 
distressing. Some degree of emo onal demand but less risk  working condi ons different. 

Train  anager  Private    L 

Responsible for ensuring safet  of passengers  checking and issuing  ckets for travel  assis ng passengers who 
need support.  ealing with low level an  social behaviour.  den f ing issues and escala ng to transport police. 
Shift work  can be mentall  demanding need for vigilance and dealing with challenging passengers  demand 

increases at peak  mes. 

Police  rmourer   L 

  good match on the  E S database.   civilian role responsible for the maintenance repair and repor ng on 
weapons  ancillar  equipment and explosives ensuring that all are available and read  for use when required. 

 a  also assist with the forensic inves ga ons following use of  rearms b  the police.  igh risk environment and 
a safet  cri cal role but emo onal demands not at the same level. 

HMPPS Band 4 – Specialist Prison Officers 

Border  orce Execu ve 
O cer level  Public  

    

Opera ng control points at entr  points to the UK for people and or goods  avia on  mari me and interna onal 
rail opera ons. pro ling people  goods and vehicles for border offences  conduc ng interviews under cau on at 
 mes  inves ga ng offences arising from movement of prohibited and restricted goods. Working collabora vel  
with immigra on visa and customs   shift work  bank holida s and weekends.  lso support for example human 
tra cking inves ga ons. Priori es can change quickl   must be able to assess risk and iden f  poten al issues. 
 ealing with challenging and confronta onal behaviour or criminal ac vit   ph sical demand and emo onal 
demand variable dependent on the area of work.  an be a ver  bus  environment.  t this level ma  include 

supervision of lower graded staff. 

Police  onstable  post   
 ears– specialist e.g. 

 rearms dog handling  
    

 u es as per constable described earlier but with a more specialised focus e.g. road policing  armed response or 
dog training unit.  an be dealing with ver  distressed & agitated vic ms and offenders  responsibilit  for public 

safet   emo onall  & ph sicall  demanding.  igh risk situa ons & at  mes high level of personal risk. 

Supervising O cer Private 
Prison  Private  

     irectl  comparable role responsibili es and tasks 

Bri sh Transport Police 
 irearms O cer 

    
Responds to incidents involving violence   rearms or threats to public safet .  arries out armed patrols working 
with other specialised opera ons teams e.g. counter terrorism to provide visibilit  & reassurance.  eed to be 
able to respond quickl  and accuratel  to high risk situa ons.  ace high stress and emo onal demands through 



Annex 2 | List of comparators 

 

 

London Economics - Prison Service Pay Review Body pay comparator review 45 
 

Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

exposure to trauma c events  casual es  high personal risk  mentall  and ph sicall  demanding role coupled with 
emo onal toll of using  rearms.  shifts  bank holida s etc 

  S Substance  isuse 
Prac  oner   P  Public  

    

 ssessing  planning  implemen ng and evalua ng care for prisoners with substance abuse issues. Will have an 
allocated caseload of prisoners who often have complex and challenging needs and do not wish to engage with 
the process of rehabilita on. Working alongside mul  disciplinar  professionals the role holder will need to 
balance treatment needs against risks and prospects of long term recover .  igh emo onal demand through 

managing acute state  situa ons  witnessing relapses and managing vulnerable individuals. Shift working covering 
     on a rota. Exposure to personal risk  high caseloads   nite resources. 

 WP Prison Work  oach 
 Public  

    

Predominantl  o ce based role with contact in the main b  phone virtuall . Providing emplo ment and training 
related support throughout sentence in order to facilitate transi on to emplo ment when leaving prison. Provide 

ongoing advice and highligh ng training opportuni es. Prisoners ma  be disengaged  mistrus ng or non 
coopera ve ma  have complex needs arising from trauma c events  substance abuse or mental health challenges 
so plent  of cross service contact required.  igh caseloads and requirement to meet targets can be demanding. 
 uch less ph sical contract so risk reduced in that respect but can be emo onall  demanding. O ce hours – no 

shifts etc. 

 ilitar  Provost  uard 
Service    efence 
 uarding Specialist 

    

Providing securit  and law enforcement  armed protec on against a variet  of threats to militar  bases and 
installa ons.  uard and control access to bases and sensi ve areas  enforce militar  codes of conduct and 
standards  respond to incidents and emergencies  conduct inves ga ons and escort prisoners.  igh level of 

vigilance and awareness required to assess threats and respond appropriatel . Long shifts  work can switch from 
mundane to cri cal securit  levels with threat to life ver  quickl   response must be appropriate and in line with 

protocol. Ph sicall  demanding  patrolling wearing heav  gear. 

Proba on O cer     

Undertake the full range of offender management tasks with people on proba on predominantl  assessed as 
medium risk or high risk. Undertake safeguarding du es as required  reinforce good behaviour and challenge 

an  social behaviour and attitudes. Works with mul  discipline teams as needed.  aintaining accurate repor ng 
and assessments. Emo onal ps chological demands of working with offenders  high caseloads  some exposure to 
distressing or trauma c content  risks of lone working.  lexible working with some out of hours requirements  

Police  rime Scene Trainer 
 Public  

    

 ood match from  E S database but audience different to that experienced b    PPS roles delivering training. 
Some exposure to trauma c or distressing content and a requirement to attend crime scenes for prac cal 
element of the training so can be emo onall  demanding  high levels of atten on to detail but frequenc  of 

exposure and risk not on a par with   PPS roles. 

 ire ghter  ompetent 
 Public  

    

Required to respond quickl  and at unpredictable hours  shifts if retained . Responding to emergenc  calls  
providing communit   re safet  advice and educa on  attending communit  events.  an be ph sicall  and 
mentall  demanding depending on nature of incident  iden  ca on and assessment of risk  mul  agenc  
working for some incidents  can witness trauma c and distressing events. Time cri cal response with life 
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Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

threatening implica ons.  requenc  is variable  call outs for  re crews can be as little as 1 % working of  me.  t 
this stage ma  also have undertaken some specialist training e.g.  driving  inland water based rescue etc. 

Securit  Team Leader 
 Private  

    

Oversee safet  and securit  of people  propert  and premises through coordina on and supervision of the 
securit  team. Responding to incidents and maintaining standards and compliance with S   regula ons and 

organisa on procedures.  aintain adequate levels of sta ng and undertake incident response and risk threat 
assessments.  hallenges of managing staff and providing support.  irect contact with visitors travellers posing a 
threat through their behaviour. Liaising with emergenc  services as required. Required to maintain a level of 

vigilance when on front line  shift work with long hours  managing incidents under pressure and being 
responsible for others  1st level supervision  

Prison Warehouse 
Supervisor  Private  

    

Lead  supervise and support prisoners working in a warehouse environment within a prison. Supervision and 
training of prisoners to carr  out warehouse du es e.g.  stock picking and packing. Reconcilia on of stock levels 

managing despatch of orders to inmates.  ee ng opera onal targets.  hallenges of managing prisoner 
behaviour and levels of engagement and dealing with poten al confronta on and disciplinar  issues.  ust be 

conscious of safet  and securit  whilst tr ing to build emplo abilit  skills and mee ng targets. Secure 
environment  need to be vigilant at all  mes business hours working  no shifts  

Police  ustod   urse or 
Paramedic  Private  

    

Working in police custod  suites providing healthcare as required to detainees.  ust be a quali ed nurse or 
paramedic.  aking decisions on detainees’ health  priori sing care.  den f ing and managing risk to both 

detainees  e.g. self harm  and self or others  exposure to disease  bodil  fluids etc .  hallenges of dealing with 
complex needs  mental health issues  intoxicated individuals – behaviour can be challenging  disrup ve or violent. 

 requenc  variable – peaks and troughs of ac vit  so frequenc  of demands is variable. 

Ombudsman  nves ga on 
 ssistant  Public  

  L 

 atch on the  E S database – role assists with inves ga ons into police misconduct – some exposure to 
distressing and unsettling content and some face to face interviewing  as part of a team  which can involve 

dealing with offenders and their families. Predominantl  o ce based   5 role.  hallenges not as persistent or 
frequent 

 orestr   omm  c ve 
Recrea on Ranger  Public  

  L 

 atch on the  E S database – risk arises predominantl  from working condi ons and ph sical demands. Some 
challenges of dealing with for example illegal off roading  hun ng or badger bai ng which can pose a threat to 

personal safet  and that of users of the area.  requenc  of this ac vit  is variable and situa on risk and 
emo onal demands not a good match. 

HMPPS Band 5 – Custodial Managers 

Police Sergeant  Public      

Line management of a team  co ordina ng front line opera ons and suppor ng the team’s development.   mix 
of managerial du es like performance monitoring and welfare support alongside opera onal tasks like 

responding to incidents and gathering evidence. Working environment can be challenging  shift working and long 
hours. 
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Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

Scottish Prison Service 
Opera onal  irst Line 
 anager  Public  

     irectl  comparable responsibili es and tasks 

  PS Senior Prison O cer      irectl  comparable responsibili es and tasks 

Opera ons  anager 
Private Sector Prison 

 Private  
     omparable responsibili es 

 igher Border  orce 
O cer  Public  

    
 anagement of an opera onal team dealing with issues iden  ed earlier in Border  orce O cer role. 

Responsibilit  for training and performance management of team  manging the team unit to meet opera onal 
priori es and targets. Undertaking inves gator  work with input to more complex cases. 

 ire Service  rew 
 anager  Public  

    

 n charge of the crew  team  opera ng a  re appliance –  re engine  rescue boat etc. directs the crew in the 
absence of the Watch  anager or under the Watch  anager’s control.  ttends incidents as o cer in charge of 
the appliance  takes command of small scale incidents  ma  deliver training. Similarit  is mainl  in rela on to the 
line management aspect. The role can be ph sicall  and mentall  demanding depending on nature of incident  
iden  ca on and assessment of risk  mul  agenc  working for some incidents  can witness trauma c and 

distressing events. Time cri cal response with life threatening implica ons.  requenc  is variable as call outs for 
 re crews can be as little as 1 % of working  me . 

 rm  Warrant O cer 
 lass     Public  

    
 anagement role focussing on the training  welfare and discipline of a ‘sub unit’  can be up to 1   soldiers .   

role that requires progression through the ranks probabl  a minimum of 15  ears. Ph sicall  demanding  
challenges and emo onal demands will var  depending on whether deplo ed or area of opera ons. 

Ward Sister  harge 
 urse  ental  ealth 

Prac  oner 
    

 linical leadership as well as management of the team. Overseeing dail  opera ons  ensuring high qualit  care  
supervising staff managing resources and ac ng as a link between nursing staff and other professionals  ensuring 
compliance with standard & deriving service improvements. Shift work  emo onal and ph sicall  demanding  

pa ent behaviour can be challenging  mental health unit  

Senior Proba on O cer 
 Public  

    

Line management and leadership of a team of proba on staff  ensure resources are deplo ed effec vel .  c vel  
manages performance and evaluates prac ce as well as dealing with more complex casework. Some out of hours 
working if required but in the main o ce hours.  ealing with individuals with a range of needs and issues  but 

less so than front line proba on staff. 

 pproved Premises 
 anager – Proba on 

Service  Public  
    

 anagement role within proba on service  overseeing staff and ensuring effec ve management of risk posed b  
residents.  c vel  manage staff to ensure that the wellbeing and social care needs of residents are met.  Ensure 
that an  social behaviour and attitudes are challenged and that good social skills and behaviours are encouraged. 
 eal with concerns raised b  neighbours and local communit  in the vicinit  of the premises. Undertake stand b  
du es  out of hours on call  shifts and weekends.  s a secure residen al facilit   can be some high pressure and 

vola le interac ons.  anagement of staff under pressure and needing support. 
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Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

Senior  rmourer Police 
 Public  

  L 

  good match on the  E S database.   civilian role leading a team responsible for the maintenance  repair and 
repor ng on weapons  ancillar  equipment and explosives ensuring that all are available and read  for use when 
required.  ssists with forensic inves ga ons following use of  rearms b  the police.  igh risk environment and a 

safet  cri cal role provision of support to staff but emo onal demands not at the same level. 

Senior  asework  anager 
BR    harit   

  L 

Bri sh Red  ross role working on the  igh  ntensit  Use programme suppor ng individuals who frequentl  rel  
on urgent and emergenc  care. These individuals face complex challenges such as substance misuse  mental 

health struggles  long term health condi ons and ma  have experienced trauma c situa ons. Role is based in the 
communit  supervising a team and managing own caseload.  c ng as an advocate facilitator to help individuals 
gain access to the right services at the right  me.  anaging risk and safeguarding issues and developing person 
centred support plans.  ommunit  based  mobile role with flexible working. Emo onall  demanding working 

with service users in crisis or dealing with complex mental health issues. 

 elp  esk Team  anager 
–  ight Shift  Private  

  L 

Leading a team responsible for planning and scheduling facili es management maintenance across a range of 
sites. Responsible for team performance  coaching and mentoring as required to ensure targets are met and high 
level of customer service maintained. Permanent night shifts fast paced high pressure environment with a focus 

on mee ng targets.  Emo onal demands and risk not as challenging. 

Opera ons  anager 
 itness & Wellbeing 

 entre  Third   Private  
  L 

Opera ons manager for private health  tness & wellbeing centre.  anaging staff  coordina ng work  risk 
assessments of equipment and facili es including swimming pool. Ph sical  tness required as well as team 

leadership skills. Some clients ma  be challenging but level of emo onal demand is lower. 

Travel  ompan   irport 
Ramp Opera ons 
 anager  Private  

  L 

People and opera onal responsibilit  ensuring safe and secure opera on of ramps as well as refuelling  despatch 
and baggage handling teams.  ast paced  high pressure with swift turnaround targets  managing disrup ons and 

juggling priori es.  a  be mentall  and ph sicall  demanding but emo onal demand lower  outdoor  nois  
airport environment  challenges different. 

Train  river  Public & 
Private  

  L 

Operate trains in accordance with signalling s stems and speed and safet  protocols.  ommunicate with 
signallers and control centre or sta on staff. Respond to incidents which ma  require split second safet  decisions 
and applica on of emergenc  procedures. Responsible for the safet  of passengers and crew  can be ph sicall  
and mentall  demanding with the need for constant awareness   me pressures  opera ng alone for long periods 

can lead to increased emo onal demand. Exposure to trauma c or distressing incidents not a common 
occurrence. Required to work shifts  weekends and bank holida s. 

Warehouse Logis cs Shift 
 anager Large 

distribu on  ul lment 
centre  Private  

  L 

Undertake workload planning  ke  decision maker on the shift to maintain produc vit  and safet  and service 
standards. Team management and leadership  focus on mee ng KP s. Time sensi ve pressured environment. 

 aking real  me decisions in rela on to issues  managing performance and dealing with equipment failure that 
impacts on targets.  Some emo onal demands rela ng to deadlines and pressured environment  maintaining 

staff mo va on  not at the same frequenc  or level. 
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Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

HMPPS Band 7 – Head of Function 

 ome O ce  eten on 
 anager  Public  

      

Lead and manage detainee engagement and compliance opera ons at an immigra on removal centre.  llocate 
resources and deplo  teams as required  working under strict legal and contractual procedures that cover 

detainees’ rights and centre opera ons.  c ng a lead contact on site and building rela onships with 
internal external stakeholders.  den f ing risks and promo ng improvements ensuring the sharing of good 

prac ce.  anaging and repor ng on staff performance and sickness absence  delegated budget responsibilit . 
 anaging incidents that could be life threatening to detainees and staff  emphasis on wellbeing of detainees and 
staff. Emo onall  demanding at  mes  focus on mee ng targets can cause issues  shift working requirement. 

Police  nspector  Public        

Plan  manage and monitor the front line and or specialist opera onal policing ac vit  of their team  upholding 
professional standards and promo ng workforce well being. Setting and monitoring performance indicators. 
 anaging ini al response to cri cal incidents in line with frameworks and guidance.  nal se and report on 

performance data.  anage and mi gate opera onal threats. 

Scottish Prison Service 
Unit  unc onal  anager 

 Public  
       omparable responsibili es and tasks 

  PS Unit  anager        omparable responsibili es and tasks 

  S  Senior Enforcement 
 anager  Public  

      

Responsible for managing the  a onal Enforcement O ce providing a point of escala on for enforcement staff 
on sensi ve or emerging issues. Planning and coordina ng enforcement ac vit   develop and deliver cross 

directorate communica ons on relevant issues reflec ng business need.  ot a front line role  but is required to 
support o cers who ma  be dealing with confronta onal or aggressive individuals par cularl  when impounding 

vehicles.  lexible working op ons predominantl  o ce based. 

Police Training  anager 
 Public  

      

Service func on lead  a senior posi on within L &   func on of a police force  requiring a combina on of policing 
experience and management skills.  cts as a strategic consultant and adviser to the senior leadership team 

ensuring that the force maintains the knowledge  skills and behaviours needed to provide an effec ve policing 
service. Leading a team and monitoring and repor ng on performance and target achievement. 

Senior Execu ve O cer   
Securit   Public  

      

 Lead a team of securit  professionals suppor ng the deliver  of effec ve securit  across the area of 
responsibilit  which ma be geographicall  dispersed. Ensure effec ve deplo ment of staff in response to securit  
breaches incidents. Lead reviews of securit  assessing capabilit  and capacit  for deliver  of an effec ve service 
in line with regula on.  hampion and share good prac ce and provide advice on such to more senior staff.  On 

site working predominantl   some unsocial hours 

 ire Service Watch 
 anager  Public  

      
Supervising and managing the watch during shifts  conduc ng training and competenc  assessments and 

responsible for performance  discipline and development of team members. Leading the team in dangerous 
situa ons environments and making decisions impac ng directl  on the safet  of life and propert .  ncident 
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Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

command pressures  balancing paperwork and repor ng requirements with compliance  emergenc  
preparedness and incident command pressure. Shift weekends and bank holida  working. 

 ut   anager at Large 
 omplex  enue  e.g. 
 ajor  irport  Private  

      

Leading the airport services team  ensuring deliver  of correct resource levels for terminal  ramp  securit  and 
cleaning services. Workforce planning  dealing with absence and performance issues and ensuring staff are full  
trained and competent.  irst line accountabilit  for evacua on of terminal building in an emergenc  situa on. 

Work with the  ead of Opera ons to manage contractors  solve problems and improve standards. 

 atron Specialt  
 anager  Public  

      

Responsible for effec ve strategic and opera onal management of a clinical specialit  e.g. paediatrics. 
Responsible for ensuring that non nursing staff are managed in line with organisa on polic . Working with 
clinicians will iden f  opportuni es for clinical innova on and modernisa on  deliver  of opera onal 

performance targets as well as wai ng list and  nancial management  bed u lisa on and improving the qualit  of 
services to pa ent. Unsocial hours at  mes but predominatel  o ce hours. 

 eput   anager 
residen al nursing home 

 Private  
      

Provide leadership for the nursing and care teams  support the development & deliver  of care for residents with 
complex health and social care needs.  ompliance with clinical governance framework and par cipa on in audit. 
 evelopment of monitoring and repor ng s stems and ensuring accurate record keeping and repor ng. high level 
of emo onal and mental demand arising from balancing clinical and opera onal du es. Resident behaviour can 

be unpredictable and challenging. 

 acili es  rea  anager 
 Public  

    L 

Ensuring that building  infrastructure and support services run smoothl   safel  and e cientl  whilst adhering to 
 SO standards and securit  protocols.  anaging and co ordina ng facili es opera ons across two sites ensuring a 
safe and secure workplace for staff and visitors.  aintaining rela onships with suppliers and managing contracts. 
  brid working  need to mul task and priori se  occasional exposure to hazardous condi ons on site. On call and 

rota for out of hours. Leading a small administra on team. 

Train  river  anager     L 

 anaging train drivers on a regional basis. Responsible for suppor ng and developing train drivers  maintaining 
opera onal standards and safet  and regulator  compliance.  onduc ng safet  brie ngs  inves ga ons and 

audits. Occasional manging driver trauma after near misses or fatali es  suppor ng staff well being.  ainl  o ce 
based but some shift working  weekends and flexible working loca ons. 

HMPPS Band 8 – Deputy Governor in a standard establishment / Head of Function in a complex establishment  

Police  hief  nspector 
 Public  

    

Responsible for managing opera onal policing  including planning and resource deplo ment for incidents and 
overseeing large teams of o cers.  ssessing threat intelligence  developing plans and reviewing policies and 

tac cs. Taking command of major incidents and working closel  with communi es and partner agencies. Upper 
middle manager posi on – ma  be the most senior person in their area or ma  manage a specialist func on. 

Scottish Prison Service 
 eput   overnor  Public  

     omparable tasks and responsibili es 
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Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

 eput   overnor  irector 
in privatel  managed 

prisons  Public  
     omparable tasks and responsibili es possibl  increased emphasis on mee ng targets  linked to pro t  

  PS  unc onal  ead      omparable tasks and responsibili es 

 ire Service Sta on 
 anager  Public  

    

Responsible for an area of work either a  re sta on or group of sta ons or a specialist func on.  The  ma  work 
da  to da  in a par cular polic  area  will take charge of large scale incidents and ma  pla  a specialist role at an 
incident. The  also pla  a role in managing staff  monitoring performance and ensuring compliance with the 

service protocols. Take responsibilit  for the planning and implementa on of sta on func on deliver  plans and 
risk management plan. 

 pproved Premises  rea 
 anager  a onal 

Proba on Service  Public  
    

Responsible for overseeing a cluster of  pproved Premises  managing resources and budgets effec vel  and 
deliver  against performance and qualit . Responding to opera onal risks b  implemen ng appropriate 

safeguarding measures and opera ng protocols.  hallenging an  social behaviour and attitudes and ensuring 
that staff are comfortable and feel supported to do so. Provide the necessar  resources and support for 

rehabilita on and reintegra on whilst maintaining public protec on. 

 a onal lead for an 
inves ga on & 

compliance agenc   e.g.  
 angmasters and Labour 
 buse  uthorit    L     

 Public  

    

 anaging a group of intelligence o cers to ensure that the  deliver against strategic priori es  lead and mo vate 
the team  priori sing professional development and well being whilst mee ng professional standards. 

 etermining how to respond to circumstances rela ng to the protec on of vulnerable and exploited workers. 
 nves ga ons often relate to illegal ac vit  at the level of organised crime e.g. human tra cking as well as more 
white collar issues such as failure to pa  minimum wage. This role “not on the ground’ but their team is  so will 
be required to support team members who have been exposed to distressing ac vit  either directl  or through 
viewing and evalua ng intelligence informa on. Predominantl  o ce based but some out of hours working 

depending on the nature of opera ons  lots of cross agenc  working. 

 are  ome  anager 
 Private  

    

Leadership and management of all staff emplo ed in the home. Ensuring  nancial and commercial management 
of the home in accordance with compan  policies.  aintaining a care environment that follows good prac ce in 
accordance with guidelines and legisla ve and regulator  requirements. Building a posi ve reputa on with the 
communit .  anaging stakeholder rela onships  residents  rela ves  suppliers  local authori es etc. ensuring a 
high level of sa sfac on with the service provided.  an be emo onall  demanding dealing with both staff and 

resident issues.  ariable hours with on call rota and some night shifts. 

 ommunit  Safet  
 anager Local  uthorit  

 Public  
    

This role leads and manages the council’s communit  safet  service  aimed at keeping residents and communi es 
safe.  Provision of strategic direc on and support to the council and advisor to the communit  safet  steering 
group.  ave overall control of speci c tac cal and opera onal plans and ensure that service standards are met. 
 nal se areas of risk & review and priori se the use of available  nancial  ph sical and human resources to meet 

targets. Evidence based decision making that impacts on communit  safet .  igh pressure public facing role 
subject to poli cal scru n  with a large element of partnership working. Leading teams  1  + staff   across a 
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Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

variet  of departments and with budgetar  responsibilit . Responsible for coordina ng emergenc  response 
outside of business hours 

HMPPS Band 9 – Deputy Governor in a complex establishment 

 ead of Sec on Team 
leader in Opera onal 

 overnment  epartment 
 Public  

    

  

Responsibilit  for a signi cant opera onal area  ac ng independentl  on da  to da  issues and taking a strategic 
view on opera onal polic . Signi cant contribu on to the achievement of business or polic  objec ves through 
provision of leadership and direc on to their teams or wider area. Pla  a ke  role in embedding organisa onal 

values  recommenda ons for ac on likel  to impact be ond their immediate area. 

Police Superintendent 
 Public  

    

  

Provide leadership and oversight of large teams with line management of senior o cers.  irect major opera ons  
inves ga ons or specialist units.  anage budgets  sta ng and departmental performance  dealing with 

compe ng priori es with limited resources  subject to public and poli cal and media scru n . Signi cant role in 
shaping culture  ensuring compliance and managing performance. O ce and  eld based  working long hours 

suppor ng staff dealing with emo onal demands of trauma c events and inves ga ons. 

 ead of Securit   Large 
public venue  

    

  

Responsible for leading the strategic & opera onal deliver  across a large venue or number of sites. Leading a 
group of internal managers and outsourced providers delivering risk based securit  services aligned to 

opera onal need.  aintaining and reviewing securit  protocols  emergenc  procedures  risk assessments and 
deplo ment models to ensure compliance and readiness.  anaging contracts  budgets and performance 

standards for ke  securit  related services e.g. control room    T  and alarms. 

 rm   olonel  Public  
    

  
 apped through  o  informa on. This is the lowest rank in general staff t picall  serving as staff o cer or 

senior advisers to more senior ranks. Occasionall  serve as task force commanders. 

 ire Service  rea  anager 
 Public  

      

Lead and manage the deliver  of an emergenc  service within the incident command s stem and provide 
strategic leadership and support at events that present a signi cant risk to the communit . Oversight of a number 
of sta ons  line management and budget responsibilit   mul  agenc  working.  anaging trauma c incidents  
fatali es and  re ghter welfare. Predominantl  o ce based on scene incident command as required. Shift 

working and weekends etc. 

 nspector of  ir  ccidents 
 Public  

      

 eplo  at short no ce to civil aircraft accidents & serious incidents.  onduct inves ga ons and provide reports 
into human factors and organisa onal aspects of an event. Keep families of vic ms informed of inves ga on 
progress and provide technical evidence at inquests. Exposure to situa ons  informa on and material of a 

sensi ve or trauma c nature.  round   % of  me o ce based expect when deplo ed  

HMPPS Band 10 – Governor in a standard establishment 

 ssistant  hief  ire O cer 
 Public ** 

    
  member of the execu ve leadership team providing visible leadership and maintaining availabilit  for strategic 
opera onal command purposes via rota and responding to opera onal incidents in line with service polic  and 
procedure. Effec ve management of staff  resources and budgets and ensuring compliance with health  safet  
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Rationale for inclusion/exclusion 

and welfare requirements. Representa on of the service at relevant forums and partnership mee ngs and 
chairing mee ngs with staff unions representa ves. Prepara on of appropriate reports and consulta on 

documents. 

Police  hief 
Superintendent  Public  

    

Senior management posi on  du es include leading mul ple large and complex areas of command.  aintaining 
opera onal oversight and leading responses to major events  cri cal incidents or serious and complex 

inves ga ons  setting strategic objec ves and resource deplo ment in line with force priori es. Responsible for 
leading and maintaining strategic rela onships with ke  partners. Leading the development and implementa on 

of polic  in area of responsibilit  and promo ng wellbeing and welfare of the wider force. 

Scottish Prison Service 
 overnor  Public  

     omparable responsibili es 

  PS  overnor in  harge 
 Public  

     omparable responsibili es 

 ead Teacher Standard 
Secondar  School  Public  

    

Provide direc on  training and inspira on enabling teacher to provide the best educa onal experience. Provide a 
safe environment and ensure the wellbeing of all students remains a priorit . Evaluate and report on 

performance  ensure students with addi onal needs are provided with support and guidance.  anaging budgets 
and deplo ing resources appropriatel .   onda    rida   term  me although some out of hours working 

necessar . 

 ead of Opera onal 
 unc on  a onal 

Proba on Service  Public  
    

Lead cluster opera onal deliver  and contribute to na onal deliver  polic  and priori es.   anagement and 
leadership with responsibilit  for resources including the management of delegated budgets. Oversee mul  

agenc  protec on arrangements and make decisions or provide advice on the management of offenders where 
senior management authorisa on or involvement is necessar  e.g. authorising recall to prison. Oversight of the 

management of complaints & direct involvement where needed. Undertake all  R related ac vit   such as 
overseeing recruitment  dealing with attendance issues  performance management etc and chair related 

hearings. Ensure risk assessments take place and that ac vi es compl  with all the relevant legisla on.  lexible 
working  on call rota. 

HMPPS Band 11 – Governor in a complex establishment 

 ssistant  hief  onstable 
 Public  

    

Part of the  hief O cer team  Responsible for leading a team of senior o cers  reviewing and driving 
performance and commanding the opera onal policing responses within their area of responsibilit .  a  lead 
responses to par cularl  high risk and or cross force major events. Will set strategic objec ves and priori es  
assess and manage threats and direct the deplo ment of resources. Stakeholder engagement and partnership 

working are an important element of the role 

Prison  overnor  ontract 
 irector  Private  

     omparable although increased emphasis on mee ng budgetar  targets. 



Annex 2 | List of comparators 

 

 

London Economics - Prison Service Pay Review Body pay comparator review 54 
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Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

  PS  overnor in charge  
  aghaberr   Public  

     omparable responsibili es governor of complex prison 

  S Secure Services 
 irector  Public  

    

Strategic leadership  non clinical  of the secure mental health services offered b  the trust.  anaging budgets  
developing and delivering cost improvement programmes balanced against the need to deliver qualit   safet  and 

e cienc . Providing direc on and leadership to staff ensuring clarit  around expected performance levels  
provision of support and accountabili es.  Widespread peer  staff and stakeholder engagement in order to 

develop and contribute to service improvement and redesign programmes.  risis and incident management and 
dealing with li ga on inves ga ons or complaints. 

Local  overnment Service 
 ead  Public  

    

Strategic leadership across a portfolio of statutor  and public facing services. Pla s a ke  role in transforma onal 
change  driving opera onal performance and the deliver  of a range of capital programmes. Ensuring that 

statutor  requirements are met and respond to evolving resident needs. Providing leadership support to a team 
of senior managers and direc on on strategic priori es. Strategic planning and forecas ng in rela on to budgets  

resources and workforce. 

 ead Teacher Large 
Secondar  School  Public  

    

 s previous  eadteacher but more complex environment due to numbers of pupils or inclusion of specialist SE  
unit. Provide direc on  training and inspira on enabling teacher to provide the best educa onal experience. 
Provide a safe environment and ensure the wellbeing of all students remains a priorit . Evaluate and report on 

performance  ensure students with addi onal needs are provided with support and guidance.  anaging budgets 
and deplo ing resources appropriatel .   onda    rida   term  me although some out of hours working 

necessar . 

 ssistant  hief  ire O cer 
 Public ** 

    

  member of the execu ve leadership team providing visible leadership and maintaining availabilit  for strategic 
opera onal command purposes via rota and responding to opera onal incidents in line with service polic  and 
procedure. Effec ve management of staff  resources and budgets and ensuring compliance with health  safet  
and welfare requirements. Representa on of the service at relevant forums and partnership mee ngs and 
chairing mee ngs with staff unions representa ves. Prepara on of appropriate reports and consulta on 

documents. 

 ir  ccident  nves ga ons 
Branch  eput   hief 
 nspector  Public  

    

 nvolved in the overall organisa on and control of inves ga ons into accidents and serious incidents in 
accordance with UK legisla on. Responsibilit  for line management of Principal  nspectors  budget management 
and regulator  compliance. Will act as the main point of contact for monitoring and resolving issues with external 

partners such as the police.  ainl  o ce based but on site as required. 

 ead of Unit  ome O ce 
Opera onal Unit  Public  

    

 anaging large workstream and overseeing progress of caseloads. Responsibilit  for par cularl  complex or 
conten ous case. Line managing a team of managers and ensuring that deadlines and objec ves are met. 

 ontribute to polic  and strateg  development and manage the opera onal response to government priori es 
rela ng to immigra on. Overall accountabilit  for work area and opera ng with a high degree of freedom in 

rela on to opera onal deliver  whilst maintaining compliance with relevant legisla on. 
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   TS  luster  anager 
 Public  

    

  leadership role overseeing a group of courts and tribunals in a speci c geographic area.  epending on the 
region these can range from magistrate courts up to high court. Provide leadership to local opera on managers 

and other staff ensuring an effec ve deplo ment of resources. Working to improve opera onal e cienc   
mee ng performance targets and managing allocated budgets. The maintenance of Stakeholder rela onships is a 
ke  part of the role which provides a link between judiciar   legal representa ves  government agencies and court 

users.  ontribu ng to the strategic oversight and development of policies within their region. 

 mazon Site Leader 
 Private  

  L 

Responsibilit  for a large site or several smaller  contribute to planning the opera onal planning covering  nances 
and workforce for 1  months with a focus on peak season demand.  ccountable for opera onal leadership  

measuring performance  giving feedback and providing support.  ocus on compliance with  ealth and safet  and 
delivering against business metrics. Responsible for the coaching and mentoring of team leaders setting the tone 
and culture of the site.  ast paced high pressure environment  a lot of  me spent with front line workers and 

team leaders  managing and suppor ng staff under pressure. 

HMPPS Band 12 – Prison Group Director 

 irector of Prisons     PS 
 Public  

       omparable responsibili es 

 eput   hief  onstable       

Second highest rank in most police forces. Responsible for strategic leadership and opera onal command as well 
as  nancial management. Supports the development of strateg   hold direct accountabilit  for the policing 
response to major crimes and incidents.  a  input to na onal policing standards or lead speci c na onal 

opera ons. 

 eput   irector  ome 
O ce Opera onal 
 ivision  Public  

      
 anage opera ons either on a regional basis or in a par cular func onal area such as mari me opera ons for 
example. Lead and manage large numbers of people via senior manager direct reports and manage signi cant 

budgets.  evelop and implement strategies and ensure the deliver  of agreed business objec ves. 

 eput   hief  ire O cer 
 Public  

      

Senior leadership role in a  re and rescue service responsible for opera onal func ons. The  command major 
incidents  contribute to setting strateg  and developing polic  and ensuring that service objec ves are met.   

large role in working with councils  other emergenc  services and broader partners to build and maintain strong 
rela onships and encourage a joined up approach to service deliver . Expected to promote a culture of 

improvement and high performance. 

 rm  Brigadier  Public        
 apped through  o  informa on.   ighest  eld o cer rank with a primar  responsibilit  of commanding a 

brigade  several thousand staff  

 irector  istrict  eneral 
 ospital  Public  

      

 iewed as a standard map to S S1 from a  ESP perspec ve. Responsibili es var  depending on the size  loca ons 
and speciali es of the   S trust.  an be opera onal or clinical roles responsible for deliver  of par cular 

services. There will be involvement in overseeing services  shaping and driving workforce planning and delivering 
against Trust priori es. 
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Note: Bands 7, 9 and 12 were not part of the 2019 pay comparability exercise.  
* from a Job Evaluation perspective SPS Operations Officer appears slightly broader than the OSG Band 2 level but not enough to put it as a comparator to Band 3; ** Assistant Chief Fire Officer is used as comparator 
at both Band 10 and Band 11. 
Source: Beamans’ analysis. 

 

Comparator (and sector) Whether 
in 2019 
report 

Comparator 
relevance 
(H/M/L) 

Rationale for inclusion/exclusion 

 hief  nspector of  ir 
 ccidents  Public  

      
Responsible for ensuring that all civil aircraft accidents and serious incidents are properl  inves gated. Publishing 
accident reports  making safet  recommenda ons. Leading a team of inspectors covering different speciali es  
e.g. opera ons  engineering.  hairing expert groups on air accident inves ga on with a view of improving safet . 

 ssistant  irector Local 
 overnment 

      

 iewed as a standard map to S S1 from a  ESP perspec ve.  enerall  have responsibilit  for deliver  of a speci c 
area of local authorit  services e.g.   amil  Services and ensuring that services are effec ve and responsive to 
residents’ needs. Budgetar  responsibilit  and accountabilit  for ensuring statutor  compliance also fall within 

the role.  rea ng and maintaining partnerships to provide integrated deliver  of services is a ke  part of the role. 
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Annex 3 Detailed pay comparison 

Table 8 Pay comparison by HMPPS Band – National level 

Job title Basic pay 
Basic pay + unsocial 

hours 

Weekly 

hours 

 Min Max Min Max  

Band 2 – Operational Support Grades (OSG) 
£24,527 £24,527 £30,659 £30,659 37 

£25,853 £25,853 £32,316 £32,316 39 

Operations Officer (SPS) - - £29,633 £33,569 35 

Operational Support Officer (Private Prisons) - - £25,470 £27,720 40 

OSG (NIPS) - - £28,150 £28,839 39 

Security Officer (Private sector) - - £25,397 £30,368 40 

Private (Army) £22,999 £29,060 - - 41.1 

Ambulance Passenger Transport Operative (NHS) £24,937 £26,598 £29,943 £31,938 37.5 

Healthcare Assistant (NHS) £24,465 £26,598 £27,705 £31,105 37.5 

Facilities Assistant (NHS) £24,465 £24,465 £28,610 £28,610 37.5 

Facilities Assistant  

(Private sector) 
£24,312 £30,000 - - 40 

Teaching Assistant £24,413 £27,254 - - 32.5-37 

TravelSafe Officer (Private sector) - - £27,490 £30,120 40 

Band 3 – Prison Officer 
£28,122 £29,611 £33,746 £35,533 37 

£29,946 £31,532 £35,874 £37,774 39 

PCSO (Police) £26,106 £31,296 £29,369 £37,555 37-40 

Constable (0-4 years) £31,164 £35,106 - - 40 

Residential Officer (SPS) - - £36,268 £42,586 35 

Administrative Officer  

(Border Force) 
£26,750 £30,750 £36,113 £43,050 38-42 

Prison Custody Officer (Private) - - £27,300 £33,860 40 

Custody Prison Officer (NIPS) - - £32,510 £42,725 39 

Guard Service Security Officer (MoD) - - £30,594 £32,530 43 

Firefighter (Development) - - £30,384 £30,384 42 

Approved Premises Residential Worker (Probation 

Service) 
£26,475 £31,650 - - 37 

Youth Justice Worker (HMPPS) - - £35,875 - 39 

Enforcement Agent  

(Private sector) 
£25,000 £28,500 - - 40 

Mental Health Nurse (NHS) £31,049 £37,796 £35,162 £42,802 37.5 

Band 4 – Specialist Prison Officer/ Supervising Officer 
£33,275 £33,275 £39,930 £39,930 37 

£35,074 £35,074 £42,089 £42,089 39 

Executive Officer  

(Border Force) 
£30,000 £35,750 £40,500 £50,050 38-42 

Constable (post 4 years) £37,737 £50,256 - - 40 

Senior Prison Custody Officer (Private) - - £37,000 £38,400 40 

Firearms Officer (BTS) £31,164 £50,256 - - - 

Substance Misuse Practitioner in a HMP (NHS) £31,049 £37,796 £35,162 £42,802 37.5 

Work Coach (DWP) £30,975 £30,975 - - 37 
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Job title Basic pay 
Basic pay + unsocial 

hours 

Weekly 

hours 

 Min Max Min Max  

Defence Guarding Specialist (MPGS) £33,456 £35,768 - - - 

Probation Officer £35,130 £42,000 - - 37 

Police Crime Scene Trainer £32,247 £37,692 - - 37 

Firefighter (Competent) - - £38,881 £38,881 42 

Security Team Leader (Private sector) - - £28,234 £31,529 42 

Prison Warehouse Supervisor (Private) £30,000 £30,000 - - 40 

Police Custody Nurse (Private sector) - - £41,000 £43,798 - 

Band 5 – Custodial Manager 
£36,151 £37,887 £43,381 £45,464 37 

£38,105 £39,935 £45,726 £47,922 39 

Sergeant (Police) £53,568 £56,208 - - 40 

First Line Manager (SPS) - - £45,567 £48,930 35 

Senior Prison Officer (NIPS) - - £46,095 £50,797 39 

Operations Manager  

(Private Prisons) 
- - £36,000 £42,000 40 

Higher Executive Officer (Border Force) £37,300 £44,191 £50,355 £61,867 38-42 

Crew Manager (Fire service) - - £41,322 £43,104 42 

Warrant Officer Class II (Army) £47,229 £52,390 - - 43.4 

Practitioner AfC Band 6 (NHS) £38,682 £46,580 £43,806 £52,750 37.5 

Senior Probation Officer  £44,100 £46,000 - - 37 

Approved Premises Manager (Probation Service) £44,100 £46,000 - - 37 

Band 7 – Head of Function in a Standard 

Establishment 
£52,316 £52,316 £62,779 £62,779 37 

Detention Manager (Border Force) £44,720 £52,130 - - - 

Inspector (Police) £63,768 £68,982 - - 40 

Head of Function (SPS) - - £59,798 £65,786 35 

Unit Manager (NIPS) - - £61,161 £64,965 - 

Senior Enforcement Manager (DVSA) £42,848 £48,085 - - - 

Senior Investigations Officer (HM Passport Office) £44,720 £52,130 - - - 

Training Manager (Police) £47,046 £50,949 - - 40 

Senior Executive Officer (Security) £41,890 £46,850 - - 37 

Watch Manager (Fire service) - - £44,038 £48,202 42 

Airport Duty Manager  

(Private sector) 
£37,380 £40,130 - - - 

Matron/Specialty Manager (NHS) £55,690 £62,682 - - 37.5 

Deputy Home Manager – Nursing Home (Private 

sector) 
£50,000 £55,000 - - 40 

Band 8 – Head of Function Operational in a Complex 

Establishment/Deputy Governor without Function 
£55,457 £61,003 £66,548 £73,204 37 

Chief Inspector (Police) £70,344 £73,149 - - 40 

Functional Head (NIPS) - - £69,323 £72,612 - 

Deputy Governor (SPS) - - £70,653 £77,854 35 

Deputy Director (Private Prisons) - - £65,000 £70,000 37.5 

Station Manager (Fire service) - - £50,135 £55,301 42 

Approved Premises Area Manager (Probation Service) £48,305 £52,935 - - 37 
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Job title Basic pay 
Basic pay + unsocial 

hours 

Weekly 

hours 

 Min Max Min Max  

National lead for an investigation agency £56,500 £65,136 - - 37 

Nursing Home Manager (Private) £57,000 £80,000 - - 40 

Community Manager (Local authority) £49,282 £52,413 - - 37 

Band 9 – Deputy Governor in a Complex 

Establishment 
£71,027 £78,129 £85,232 £93,755 37 

Head of Section (MoJ) £56,532 £69,338 - - - 

Superintendent (Police) £84,177 £99,015 - - 40 

Head of Security (Large Public Venue) £55,690 £67,468 - - 37 

Colonel (Army) £101,696 £112,691 - - 43.4 

Area Manager (Fire service) - - £67,792 £74,360 42 

Inspector of Air Accidents (DfT) £84,838 £84,838 - - 37 

Band 10 – Governing Governor in a Standard 

Establishment 
£80,733 £86,446 £96,880 £103,735 37 

Assistant Chief Fire Officer - - £105,000 £141,000 42 

Chief Superintendent (Police) £103,797 £115,785 - - 40 

Governor (SPS) - - £86,130 £93,513 35 

Governor in Charge (NIPS) - - £86,257 £92,697 - 

Head Teacher (Standard Secondary School) £84,699 £118,169 - - 37 

Head of Operational Function (Probation Service) £71,925 £77,495 - - 37 

Band 11 – Governing Governor in a Complex 

Establishment 
£88,444 £97,288 £106,133 £116,746 37 

Assistant Chief Constable £120,489 £135,756 - - 40 

Prison Director (Private) - - £130,000 £150,000 37.5 

Secure Services Director (NHS) £91,342 £105,337 - - - 

Governor in Charge  

(NIPS - Maghaberry) 
- - £93,718 £99,263 - 

Head of Service  

(Local Government) 
£61,140 £83,132 - - - 

Head Teacher  

(Large Secondary School) £100,540 £143,796 
- - 37 

Assistant Chief Fire Officer - - £105,000 £141,000 42 

Principal Inspector of Air Accidents (DfT) £93,114 £102,203 - - - 

Head of Operational Unit (HO) £73,900 £85,690 - - - 

Cluster Manager (HMCTS) £68,967 £83,585 - - - 

Band 12 – Prison Group Director £121,644 £121,644 - - 37 

Director of Prisons (NIPS) - - £101,743 £102,930 - 

Deputy Chief Constable £149,799 £190,737 - - 40 

Deputy Director of Operational Division (HO) £81,000 £100,000 - - - 

Deputy Chief Fire Officer - - £127,000 £178,000 42 

Brigadier (Army) £126,311 £131,651 - - 43.4 

Director District General Hospital (NHS) £109,179 £125,637 - - - 

Chief Inspector of Air Accidents (DfT) £115,000 £115,000 - - - 

Assistant Director (Local Government) £90,897 £109,999 - - - 

Source: London Economics’ analysis 
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Annex 4 Pay comparison for the London region 

Figure 12 HMPPS Band 2 (OSG) – Pay comparison (London) 

Basic Pay 

 
Basic Pay plus Unsocial Hours 

 
Note: Comparison based on Inner London pay when multiple London rates were available. Darker blue columns identify high relevance 
comparators, while lighter blue column identifies medium relevance comparators. Job adverts for Security Officers in the private sector 
reported hourly pay, converted to an annual salary.   
Source: London Economics’ analysis 
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Figure 13 HMPPS Band 3 (Prison Officers) – Pay comparison (London) 

Basic Pay 

 

Basic Pay plus Unsocial Hours 

 

Note: Comparison based on Inner London pay when multiple London rates were available. Darker blue columns identify high 
relevance comparators, while lighter blue column identifies medium relevance comparators. For HMPPS Prison Officers in Inner 
London the top end of the pay range for staff working 37 hours per week overlaps with the lower end of the pay range for staff 
working 39 hours per week.   
Source: London Economics’ analysis 
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Figure 14 HMPPS Band 4 (Specialist Prison Officers) – Pay comparison (London) 

Basic Pay 

 
Basic Pay plus Unsocial Hours 

 
Note: Comparison based on Inner London pay when multiple London rates were available. Darker blue columns identify high 
relevance comparators, while lighter blue column identifies medium relevance comparators. Job adverts for Police Custody Nurses in 
the private sector reported hourly pay, which was converted in an annual salary.   
Source: London Economics’ analysis 
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Figure 15 HMPPS Band 5 (Custodial Managers) – Pay comparison (London) 

Basic Pay 

 

Basic Pay plus Unsocial Hours 

 
Note: Comparison based on Inner London pay when multiple London rates were available. Darker blue columns identify high 
relevance comparators, while lighter blue column identifies medium relevance comparators. 
Source: London Economics’ analysis 
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Figure 16 HMPPS Band 7 (Head of Function in a standard establishment) – Pay comparison 
(London) 

 
Note: Comparison based on Inner London pay when multiple London rates were available. Darker blue columns identify high 
relevance comparators, while lighter blue column identifies medium relevance comparators. For Head of Function in a standard 
establishment (HMPPS) and Station Officer (LFB), the reported range incorporates unsocial hours. For all other roles, the range for 
basic pay is reported.  Source: London Economics’ analysis 

Figure 17 HMPPS Band 8 (Head of Function in a complex establishment/Deputy Governor in 
a standard establishment) – Pay comparison (London) 

 
Note: Comparison based on Inner London pay when multiple London rates were available. Darker blue columns identify high 
relevance comparators, while lighter blue column identifies medium relevance comparators. For Head of Function in a complex 
establishment/Deputy Governor in a standard establishment (HMPPS) and Station Commander (LFB), the reported range 
incorporates unsocial hours. For all other roles, the range for basic pay is reported. Source: London Economics’ analysis 
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Figure 18 HMPPS Band 9 (Deputy Governor in a complex establishment) – Pay comparison 
(London) 

 
Note: Comparison based on Inner London pay when multiple London rates were available. Darker blue columns identify high 
relevance comparators, while lighter blue column identifies medium relevance comparators. For Deputy Governor in a complex 
establishment (HMPPS) the reported range incorporates unsocial hours. For all other roles, the range for basic pay is reported. 
Source: London Economics’ analysis 

Figure 19 HMPPS Band 10 (Governing Governor in a standard establishment) – Pay 
comparison (London) 

 
Note: Comparison based on Inner London pay when multiple London rates were available. Darker blue columns identify high 
relevance comparators, while lighter blue column identifies medium relevance comparators. For Head of Function in a complex 
establishment/Deputy Governor in a standard establishment (HMPPS), the reported range incorporates unsocial hours.  
Source: London Economics’ analysis 
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Figure 20 HMPPS Band 11 (Governing Governor in a complex establishment) – Pay 
comparison (London) 

 
Note: Comparison based on Inner London pay when multiple London rates were available. Darker blue columns identify high 
relevance comparators, while lighter blue column identifies medium relevance comparators. For Deputy Governor in a complex 
establishment (HMPPS) the reported range incorporates unsocial hours. For all other roles, the range for basic pay is reported. 
Source: London Economics’ analysis 

Figure 21 HMPPS Band 12 (Prison Group Director) – Pay comparison (London) 

 
Note: Comparison based on Inner London pay when multiple London rates were available. Darker blue columns identify high 
relevance comparators, while lighter blue column identifies medium relevance comparators.  
Source: London Economics’ analysis 
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Annex 5 Additional information on key public sector 
comparators 

A5.1 Scottish Prison Service 

Within the Scottish Prison Service (SPS), each role is assigned to a designated pay band (C to I) in the 
SPS pay structure, with pay points. Upon successful completion of probation, staff move through 
their band via yearly incremental increases, up to the maximum band point. 

Table 9 presents the main grade pay bands effective between 1st April 2025 to 31st March 2026. The 
scale now starts at point 2, as point 1 was removed for bands G-I in 2023 and earlier for the others.  

Table 9 Scottish Prison Service pay rates between 1st April 2025 and 31st March 2026 

 Pay points 

Role Band 2 3 4 

Operations Officer C £29,633 £31,599 £33,569 

Residential Officer D £36,268 £39,148 £42,586 

First Line Manager (Operational) E £45,567 £46,416 £48,930 

Unit Manager F £52,355 £53,624 £55,885 

Head of Function G £59,798 £62,204 £65,786 

Deputy Governor in Charge H £70,653 £74,251 £77,854 

Governor in Charge I £86,130 £89,821 £93,513 
Note: The scale starts at point 2, as point 1 was removed for bands G-I in 2023 and earlier for the others. A small number of staff may 
still be paid on point 1, but it is classed as a legacy pay point and will be phased out over time (and no figures are provided). Pay points 
shown already include an unsocial hours element. 
Source: London Economics based on Scottish Prison Service (2024) ‘Annex A of response to freedom of information (FOI) HQ 23217’. 
and POA (2025) ‘CIRC 048: National chair update July 2025’. 

Additional pay components 

At SPS, unsocial hours are not treated as a separate element of pay unlike in England and Wales, but 
are incorporated into salaries shown in Table 9. However, in addition to basic pay, staff may receive 
a range of allowances (summarised below and reported in Table 6 in Annex 1).  

From 1st December 2023, the Senior Manager On-Call Allowance increased to £2,600 per year (pro-
rata) for eligible managers who are required to be available outside their normal working hours. 
Additional hours worked Monday to Friday are paid at a 50% premium, and those worked at 
weekends are paid at a 100% premium. Staff involved in dirty campaigns or managing incontinent 
prisoners receive £4 per qualifying hour.  

Ex-gratia payments are made to operational staff who work beyond their contracted hours.64 In 
2023/24, the total amount of these payments was £7.5 million. In a sample of those reviewed by 
Audit Scotland, the top ten recipients each received over £20,000, with the highest-paid receiving 
an amount equivalent to 72% of their annual salary.65  

 
 64 Scottish Prison Service    1   ‘Payment for working additional hours’. 
65  udit Scotland        ‘Scottish Prison Service 2023/24 annual audit report’.  

https://www.whatdotheyknow.com/request/pay_scales_2324_and_2425/response/2597599/attach/4/FOI%20HQ%2023217%20Annex%20A..pdf
https://www.poauk.org.uk/news-events/news-room/posts/2025/july/circ-048-national-chair-update-july-2025/
https://www.sps.gov.uk/sites/default/files/2024-02/Payment%20for%20Working%20Additional%20Hours%20Policy5879_2759.pdf
https://audit.scot/uploads/2024-11/aar_2324_scottish_prison_service.pdf
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Working hours  

From 1st December 2024, contractual full-time working hours in the SPS were reduced from 37 to 
35 hours per week, with no reduction in pay66.  

Pension scheme 

All SPS staff are enrolled in the Civil Service Pension Scheme, the same scheme as HMPPS staff, and 
therefore subject to the same contribution rates and retirement age. 

A5.2 Northern Ireland Prison Service 

The Northern Ireland Prison Service (NIPS) falls within the remit of the PSPRB. Following the latest 
award for 2025, Table 10 sets out the current basic pay by role and pay point. Although NIPS consists 
of 10 pay bands, Band 2 Prisoner Custody Officer and Band 4 PECCS Manager belong to Prisoner 
Escort and Court Custody Services (PEECS) and are therefore excluded from the table.  

Table 10 NIPS basic pay, effective from 1 April 2025 

Band Role 
Pay points 

1 2 3 4 5 6 

1 Operational Support Grade £28,150 £28,495 £28,839 - - - 

3 Prison Officer £32,510 £34,553 £36,596 £38,639 £40,682 £42,725 

5 Senior Officer £46,095 £47,171 £48,248 £49,325 £50,797 - 

6 Governor Head of Unit £61,161 £62,111 £63,061 £64,010 £64,965 - 

7 Governor Head of Function £69,323 £70,421 £71,513 £72,612 - - 

8 Governor in Charge (other posts) £86,257 £87,865 £89,481 £91,088 £92,697 - 

9 Governor in Charge (Maghaberry) £93,718 £95,320 £96,929 £98,532 £99,263 - 

10 Director of Prisons £101,743 £102,930 - - - - 
Source: PSPRB’s 2025 letter to the Ministry of Justice 

Additional pay components 

Unlike HMPPS, the basic pay for NIPS staff already incorporates renumeration for unsocial hours 
i.e. no separate allowance is paid for such working patterns. 

The main allowances available to NIPS staff are summarised in Table 11. None of them are 
pensionable. Other allowances such as payments for additional duties and governor grade on-call 
allowance, exist but are not included here.67 

 
66 POA (2025) ‘CIRC 048: National chair update July 2025’. 
67 These can be found on  nnex B of the PSPRB’s 2025 letter to the Ministry of Justice. 

https://assets.publishing.service.gov.uk/media/6881f6999fab8e2e86160fad/PSPRB_response_to_agreed_proposals.pdf
https://www.poauk.org.uk/news-events/news-room/posts/2025/july/circ-048-national-chair-update-july-2025/
https://assets.publishing.service.gov.uk/media/6881f6999fab8e2e86160fad/PSPRB_response_to_agreed_proposals.pdf
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Table 11 Main NIPS allowances 

Allowance 
Eligible 
bands 

Rate 
Effective 
from 

Explanation 

Supplementary 
Risk Allowance 

1-10 

NITA (Police 
Service of Northern 
Ireland Transitional 
Allowance rate) 

1st 
September 
2025 

Paid to all staff, except for pre-2002 Main 
Grade Officers, who already had a 
previous historical equivalent risk 
allowance consolidated into base pay 

Weekdays 
overtime 
payments 

1-5 Plain time 
1st April 
2025 

For additional hours worked by staff on 
less than full conditioned hours: at plain 
time rate only. For staff working beyond 
full conditioned hours for that week: 
calculated on the same basis as those on 
full conditioned hours. 

Weekends 
overtime 
payments 

1-5 Time and a half 
1st April 
2025 

Rostered staff 
Bank/Public 
Holiday payments 

1-5 
Plain time plus half 
premium 

1st April 
2025 

Paid regardless of conditioned hours.  
Rest day staff 
Bank/Public 
Holiday payments 

1-5 Time and a half 
1st April 
2025 

Source: PSPRB’s 2025 letter to the Ministry of Justice 

Working hours 

The standard full-time working week for NIPS staff is 39 hours.68 

Pension scheme 

All NIPS staff members of the Northern Ireland Civil Service Pension Scheme. The employer 
contribution rate is 34.25%69 and the retirement age is linked to State Pension Age.70  

A5.3 Police force (England and Wales) 

Basic pay 

The basic salaries for police officers by rank and pay point, from constable to chief superintendent, 
effective from 1st September 2025, are presented in Table 12, which are in line with the latest Police 
Remuneration Review Body (PRRB) recommendations. In March 2023, around 38% of constables 
(those appointed before 1st April 2013) were on legacy pay scales, which are not included in the 
tables.71 

Constables typically join at pay point 1, but the Chief Officer in each force has discretion to appoint 
new constables at pay point 2. Sergeants enter at pay point 2, while Chief Inspectors typically join 
the rank at pay point 1, unless the Chief Officer assigns a higher starting point. Across all ranks, staff 
generally progress by one pay point annually, subject to meeting the Pay Progression Standard. 
Ranks below superintendent are collectively referred to as the federated ranks, while 
superintending ranks consist of superintendent and chief superintendent.  

 
68 PSPRB’s 2025 letter to the Ministry of Justice. 
69  orthern  reland  epartment of  inance   o date  ‘Employer contribution rates’. 
70  orthern  reland  epartment of  inance        ‘Thinking about retirement: A brief guide’. 
71 No comparable updated data was provided in the PRRB 2025 report. 

https://assets.publishing.service.gov.uk/media/6881f6999fab8e2e86160fad/PSPRB_response_to_agreed_proposals.pdf
https://assets.publishing.service.gov.uk/media/6881f6999fab8e2e86160fad/PSPRB_response_to_agreed_proposals.pdf
https://www.finance-ni.gov.uk/articles/employer-contribution-rates
https://www.finance-ni.gov.uk/sites/default/files/publications/dfp/Thinking-about-retirement-a-brief-guide-Issue-10-July-2024.PDF
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Table 12 Basic police pay by rank and pay point, England and Wales, from 1st September 2025 

Pay 
point 

Constable Sergeant Inspector 
Chief 

Inspector 
Superintendent 

Chief 
Superintendent 

0 - - £63,768 - - - 

1 £31,164 - £65,505 £70,344 £84,177 £103,797 

2 £32,472 £53,568 £67,236 £71,715 £88,449 £107,226 

3 £33,789 £54,660 £68,982 £73,149 £92,955 £115,785 

4 £35,106 £56,208 - - £99,015 - 

5 £37,737 - - - - - 

6 £43,038 - - - - - 

7 £50,256 - - - - - 
Note: Salaries shown are those effective between 1st September 2025 and 31st August 2026. Refers to salaries outside of London. 
Constable salaries refer to salaries for constables appointed on or after 1st April 2013. 
Source: Salary scale table in Appendix F of Police Remuneration Review Body (2025) ‘Eleventh Report: England and Wales 2025’.  

Additional pay components 

In addition to basic pay, police officers can be eligible for a wide range of additional pay components. 
The most relevant of these components are:72 

 London allowance and weighting, for officers across all ranks in the Metropolitan Police 
Service and City of London. London allowance is worth up to £6,588 per year, and London 
weighting is worth £3,150 per year. Both elements may be received by eligible officers (i.e. 
for a potential total uplift of up to £9,738).73,74 

 South East allowance, for officers across all ranks in the South East, which is worth up to 
£3,000 per year for officers in Essex, Hertfordshire, Kent, Surrey and Thames Valley and up 
to £2,000 per year for officers in Bedfordshire, Hampshire and Sussex. 

 Unsocial hours allowance, which stands at 10% of basic pay per hour, for duty performed 
between 8pm and 6am. This is paid to the vast majority of staff (e.g. 92% of constables and 
90% of sergeants), with a median payment of £549 for constables and £566 for sergeants 
in the financial year ending 2024.75 

 On-call allowance, which stands at £35 per day (increased from £25 per day from 
September 2025) for each day that an officer is required to be on call. This allowance is 
most relevant for more senior officers (inspectors and above), with median payments 
ranging from £680 to £860 for those more senior officers, depending on the rank, in the 
financial year ending 2024 (based on a £25 per day rate).76 

 Overtime payments are paid at between 1.33 and 2 times the normal rate of pay per hour, 
but only constables and sergeants are eligible. It was paid to 93% of constables and 92% of 
sergeants in the financial year ending 2024, with median payments of £2,182 for constables 
and £3,935 for sergeants.77 

 
72 There are several other allowances, which have not been included here, as a small number of police officers are in receipt of those 
allowances. 
73 Police  ederation of England and Wales     5  ‘BB Circular – 006-2025’. 
74 Staff on legacy terms are subject to a different location allowance system (replacement allowance), which is not included here. 
75 Police Remuneration Review Body (2025) ‘Eleventh Report: England and Wales 2025’ 
76 Police Remuneration Review Body (2025) ‘Eleventh Report: England and Wales 2025’. 
77 Police Remuneration Review Body (2025) ‘Eleventh Report: England and Wales 2025’. 

https://assets.publishing.service.gov.uk/media/688cca3625ba7325501b096e/PRRB_11th_Report_2025_Accessible_v02.pdf
https://www.polfed.org/warks/media/1424/bb-circular-006-2025-amendments-to-annexes-f-u-o.pdf
https://assets.publishing.service.gov.uk/media/688cca3625ba7325501b096e/PRRB_11th_Report_2025_Accessible_v02.pdf
https://assets.publishing.service.gov.uk/media/688cca3625ba7325501b096e/PRRB_11th_Report_2025_Accessible_v02.pdf
https://assets.publishing.service.gov.uk/media/688cca3625ba7325501b096e/PRRB_11th_Report_2025_Accessible_v02.pdf
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Working hours 

The standard full-time working week for police officers is 40 hours.78 

Pension scheme 

Police officers are enrolled in the 2015 Police Pension Scheme, which is a career average revalued 
earnings (CARE) pension scheme. Under the scheme, the employer contribution has been set at 
35.3% since April 2024 and employee contributions follow a tiered structure based on income.79 
Employees contribute 12.44% of pensionable earnings up to £27,000, 13.44% of earnings between 
£27,000 and £60,000, and 13.78% of any amount above £60,000.80 The scheme has a normal 
retirement age of 60 and a normal minimum retirement age of 55.81  

A5.4 Armed Forces 

In this section, we consider the pay of officers covering ranks up to and including the 1-star level 
(Army Brigadier and equivalent).82 More senior roles in the Armed Forces are not included in the list 
of potential comparators identified, so their pay data is not covered here.  

Basic pay 

Table 13 shows current basic salary levels for Armed Forces officers. These figures include both core 
pay and the X-Factor, which is a pensionable addition to reflect the unique demands of military 
service compared to civilian employment. The full rate of X-Factor is 14.5%, tapering by 25% at pay 
range 5 and by 50% at pay range 6.83 X-Factor was excluded from the 2019 prison pay comparability 
study.  

Direct entry officers, who begin their careers as officers rather than rising through the ranks, start 
on OF1-01. Upon completion of initial officer training, they automatically progress to OF1-02. 
Beyond this point, progression generally follows an annual schedule, subject to performance, time 
served and the specific regulations of their service branch. 

Table 13 Officers' basic pay including X-Factor, effective from 1st April 2025 

Pay range Rank Increment level Salary 

1 
Below Lieutenant in the Navy, 

Below Captain in the Army, 
Below Flight Lieutenant in the RAF 

OF1-01 £34,676 

OF1-02 £41,456 

OF1-03 £42,872 

OF1-04 £44,288 

OF1-05 £45,705 

2 
Lieutenant in the Navy, 

Captain in the Army, 
Flight Lieutenant in the RAF 

OF2-01 £52,815 

OF2-02 £52,815 

OF2-03 £54,445 

OF2-04 £56,076 

OF2-05 £56,076 

 
78 Home Office (2003) ‘The Police Regulations  Regulation      nnex E’. 
79 Police Remuneration Review Body (2025) ‘Eleventh Report: England and Wales    5’. 
80  ome Office        ‘Amendments to The Police Pension Regulations 2015 (S.I. 2015/445)’. 
81  ome Office    1   ‘The police pension scheme   15  members’ guide’. 
82 Specialist professionals in the Armed Forces (e.g. nurses, veterinarians, medical and dental staff, chaplains or personnel in Special 
Forces) are not included, as there is pay differentiation by job type, making direct comparison with prison officers pay inappropriate. 
83  rmed  orces’ Pa  Review Bod      5  ‘Fifty-fourth report 2025’;  inistr  of  efence    1   ‘Pay16: the Armed Forces pay model’. 

file://///Lefs02/common/London%20Economics/Projects/Department%20for%20Business%20and%20Trade/2025/2025-058%20-%20Pay%20Comparability%20for%20Prison%20Service%20Pay%20Review%20Body/Reporting/ssets.publishing.service.gov.uk/media/688cca3625ba7325501b096e/PRRB_11th_Report_2025_Accessible_v02.pdf
https://assets.publishing.service.gov.uk/media/688cca3625ba7325501b096e/PRRB_11th_Report_2025_Accessible_v02.pdf
https://assets.publishing.service.gov.uk/media/673deca159aab43310b95951/Consultation%2Bon%2Bproposed%2Bupdates%2Bto%2Bthe%2Bpolice%2Bpensions%2Bscheme%2Bmember%2Bcontribution%2Bstructure.pdf
https://assets.publishing.service.gov.uk/media/5a823f2fed915d74e340282d/PPS_2015_Members__Guide.pdf
https://assets.publishing.service.gov.uk/media/682f2121b33f68eaba9539a8/AFPRB_Report_2025.pdf
https://assets.publishing.service.gov.uk/media/5a80a28b40f0b62302694a47/20160330_NEM-Pay16_Booklet_Rev_300316.pdf
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Pay range Rank Increment level Salary 

OF2-06 £59,337 

OF2-07 £60,968 

OF2-08 £62,598 

3 
Lieutenant Commander in the Navy, 

Major in the Army, 
Squadron Leader in the RAF 

OF3-01 £66,240 

OF3-02 £66,240 

OF3-03 £68,385 

OF3-04 £70,531 

OF3-05 £72,676 

OF3-06 £74,821 

OF3-07 £76,967 

OF3-08 £79,112 

OF3-09 £80,672 

OF3-10 £82,263 

OF3-11 £83,886 

OF3-12 £85,542 

OF3-13 £87,230 

4 
Commander in the Navy, 

Lieutenant Colonel in the Army, 
Wing Commander in the RAF 

OF4-01 £92,520 

OF4-02 £92,520 

OF4-03 £94,933 

OF4-04 £97,332 

OF4-05 £99,738 

OF4-06 £102,143 

OF4-07 £104,550 

OF4-08 £106,955 

5 
Captain in the Navy, 
Colonel in the Army, 

Group Captain in the RAF 

OF5-01 £111,854 

OF5-02 £111,854 

OF5-03 £113,687 

OF5-04 £115,519 

OF5-05 £117,352 

OF5-06 £119,184 

OF5-07 £121,017 

OF5-08 £122,849 

6 

1-star ranks: 
Commodore in the Navy, 

Brigadier in the Army, 
Air Commodore in the RAF 

OF6-01 £133,083 

OF6-02 £133,083 

OF6-03 £134,418 

OF6-04 £135,753 

OF6-05 £137,088 

OF6-06 £138,423 
Source: Armed Forces’ Pay Review Body (2025) ‘Fifty-fourth report 2025’; Ministry of Defence (2016) ‘Pay16: the Armed Forces pay 
model’. 

Additional pay components 

Armed Forces personnel may receive a variety of allowances, which are set out in the Tri-Service 
Regulations for Expenses and Allowances (JSP 752),84 which is divided into 17 chapters, each 
covering different allowance categories such as deployment, official travel, clothing, food and 
accommodation. The regulation JSP 752 provides detailed eligibility criteria and sets payment rates, 
but there is no publicly available data on how common these allowances are, or the average/median 
amounts paid.  

 
84  inistr  of  efence     5  ‘JSP 752 Tri-Service Regulations for Expenses and Allowances v62’. 

https://assets.publishing.service.gov.uk/media/682f2121b33f68eaba9539a8/AFPRB_Report_2025.pdf
https://assets.publishing.service.gov.uk/media/5a80a28b40f0b62302694a47/20160330_NEM-Pay16_Booklet_Rev_300316.pdf
https://assets.publishing.service.gov.uk/media/5a80a28b40f0b62302694a47/20160330_NEM-Pay16_Booklet_Rev_300316.pdf
https://assets.publishing.service.gov.uk/media/67f53f1432b0da5c2a09e194/JSP_752_-Tri-Service_Regulations_for_Expenses_and_Allowances.pdf
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Armed Forces do not have an allowance equivalent to the unsocial hours payments available to 
prison officers. 

Working hours 

The Armed Forces do not operate under a standard full-time working week. In 2024/25, trained 
regular personnel worked an average of 44.1 hours per week in 2024/25, with notable variation 
across services: 47.3 in the Navy, 43.4 in the Army and 42.8 in the RAF.85 

Pension scheme 

All members of the Armed Forces are automatically enrolled in the Armed Forces Pension Scheme 
2015 (AFPS 15), with a normal retirement age of 60.86 AFPS 15 is a career average revalued earnings 
(CARE) pension scheme, and unlike other public sector pension schemes, it is non-contributory. 
However, members still have the option to make voluntary contributions through the Added 
Pension arrangement. The scheme is unfunded and the pension, which is paid directly from the 
current government spending, is guaranteed by the government. From 1st April 2024, the pension 
was expected to be worth 71.5% of pensionable pay.87  

A5.5 Fire service (England and Wales) 

Basic pay 

Table 14 presents the national basic pay rates for firefighting roles from 1st July 2025, as agreed by 
the  ire Brigades Union’s  ational  oint  ouncil      .  n addition  the London  ire Brigade applies 
different London-adjusted pay rates as London weighting has been consolidated into basic pay since 
2019. Advertised salaries for the London Fire Brigade are presented in Table 15, although no official 
pay scales equivalent to the national pay scales could be identified. 

Table 14 Basic pay rates of firefighting roles, effective from 1st July 2025 

Pay point/Rank Firefighter 
Crew 

Manager 
Watch 

Manager 
Station 

Manager 
Group 

Manager 
Area 

Manager 

Trainee £29,169 - - - - - 

Development £30,384 £41,322 £44,038 £50,135 £57,743 £67,792 

Competent 
A 

£38,881 £43,104 
£45,260 £51,642 £59,476 £69,823 

B £48,202 £55,301 £64,013 £74,360 
Source: Fire Brigades Union (2025) ‘Pay settlement 2025’. 

Table 15 London Fire Brigade basic pay rates 

Role Salary 

Trainee apprentice (during 15 weeks training) £33,572 

Trainee apprentice at station £34,914 

Firefighter (Competent) £44,800 

Leading Firefighter £48,891 

Sub Officer £51,138 

Station Officer £53,831 

 
85  inistr  of  efence     5  ‘Armed forces continuous working patterns survey 2024/25: main report’. 
86  inistr  of  efence        ‘Armed Forces Pension Scheme 2015: Your pension scheme explained’. 
87  overnment  ctuar ’s  epartment        ‘The Armed Forces Pension Scheme valuation results’. 

https://www.fbu.org.uk/pay-rates/pay-settlement-2025
https://www.gov.uk/government/statistics/armed-forces-continuous-working-patterns-survey-202425/armed-forces-continuous-working-patterns-survey-202425-main-report
https://assets.publishing.service.gov.uk/media/6596b527614fa2000df3a8ee/20240104_-_AFPS_15_Your_Scheme_Explained.pdf
https://assets.publishing.service.gov.uk/media/6602e16a65ca2fa78e7da8ee/AFPS_2020_Valuation_Valuation_Results.pdf
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Role Salary 

Station Commander Approximately £57,000 

Group Commander Approximately £66,000 
Source: London Fire Brigade (No date) ‘Is firefighting the right career for you?’. 

The salaries of Chief Fire Officers (CFOs), Deputy Chief Fire Officers (DCFOs) and Assistant Chief 
Fire Officers (ACFOs) are determined through a combination of national and local arrangements. 
The National Joint Council for Brigade Managers annually sets the minimum pay rates any nationally 
agreed annual uplifts. Individual fire and rescue authorities then determine how salaries are set 
within their service using local frameworks. Table 16 lists the nationally determined minimum basic 
pay rates for CFOs, effective from 1st July 2025, based on the population size of the area for which 
they are responsible.  

Table 16 Minimum basic pay rates for Chief Fire Officers, effective from 1st July 2025 

Population band Population Salary 

1 Up to 500,000 £132,196 

2 500,001 - 1,000,000 £132,196 

3 1,000,001 - 1,500,000 £137,076 

4 1,500,000 and above (except London) £150,504 

London London £165,274 
Source: Local Government Association (2025) ‘Gold book pay award’. 

Local arrangements for other senior fire roles vary between fire and rescue authorities. Salary data 
for senior fire roles included in the 2019 prison pay comparability study came from the NJC for 
Brigade Managers Salaries and Numbers Survey 2017, published by the Local Government 
Association. The most recent update to this survey was for 2022/23 and was published in July 2023.88 
It covered 48 chief fire officers, 43 deputy chief fire officers and 84 assistant chief fire officers in all 
48 fire and rescue authorities in the UK. Table 17 shows the average basic and total pay figures from 
this survey. 

Minimum rates shown in Table 14 are up to date, while caution is required when interpreting the 
average figures provided in Table 17, as they are now outdated. 

Table 17 Average basic and total pay for brigade managers in 2022 

Role Assistant Chief Fire Officer Deputy Chief Fire Officer Chief Fire Officer 

Population band Basic pay Total pay Basic pay Total pay Basic pay Total pay 

1 £93,170 £87,459 £107,504 £112,584 £131,918 £130,956 

2 £101,333 £102,804 £111,117 £114,543 £138,623 £139,252 

3 £109,198 £111,549 £131,980 £132,193 £153,181 £154,922 

4 £115,420 £115,107 £129,847 £130,475 £162,472 £163,840 

Average incl. 
London 

£109,865 £110,076 £122,452 £124,744 £149,156 £149,752 

Source: Local Government Association (2023) ‘Brigade managers pay survey 2022/23, final report’.  

 
88 Local  overnment  ssociation        ‘Brigade managers pay survey 2022/23, final report’.  

https://www.london-fire.gov.uk/careers/become-a-firefighter/is-firefighting-the-right-career-for-you/
https://www.local.gov.uk/our-support/workforce-and-hr-support/fire-and-rescue-workforce-support/brigade-managers/brigade-13
https://www.local.gov.uk/publications/brigade-managers-pay-survey-202223-final-report-july-2023
https://www.local.gov.uk/publications/brigade-managers-pay-survey-202223-final-report-july-2023
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Additional pay components 

There are several pay components that may contribute to the total pay of firefighters, although 
comprehensive data on the full range of allowances, the proportion of staff in receipt, or 
average/median payment values is not publicly available. 

Overtime is typically paid at 1.5 times the basic hourly rate, though Group Managers and Area 
Managers are not eligible for overtime. Other additional payments include continual professional 
development payments, call-out payments per occasion, on-call allowances, and car and mileage 
allowances. A 20% pensionable supplement is paid to officers on the Flexible Duty System (FDS), 
Station Managers and above, in return for providing 24-hour operational cover.89 While this 
supplement was included in the basic pay plus unsocial hours comparisons in the 2019 prison pay 
comparability study, it is not applied uniformly across services or within ranks, which may limit 
comparability. In addition, market supplements may be approved locally where recruitment or 
retention issues arise.  

Working hours 

There are no nationally standardised working hours for firefighters, but they typically work 42 hours 
per week across 4 shifts, usually two day shifts and two night shifts.90 This pattern does not attract 
separate unsocial hours allowances, as it is considered part of standard duty.  

Pension scheme 

Firefighters are enrolled in the Firefighters’ Pension Scheme 2015 (FRS 2015), which operates on a 
CARE basis. The normal retirement age is 60 under this scheme, although retirement from age 55 is 
possible.91 The employer contribution rate is 37.6% and employee contributions are tiered 
according to pensionable pay: 11% for pay up to £27,818, 12.9% for pay between £27,819 and 
£51,515, 13.5% for pay between £51,516 and £142,500, and 14.5% for earnings above £142,501.92 

A5.6 Border Force 

Availability of pay data 

For Border Forces, data on pay scale by grade, unit and region are published by the Home Office on 
their website (latest publication refers to December 2024)93. Starting salaries are also available 
through job adverts and recruitment campaigns published on the Home Office website. 

According to December 2024 data, the pay scale for Executive Officers ranges between £30,000 and 
£35,750, while for Administrative Officers the corresponding figures are £26,750 and £30,750. 
Higher Executive Officers have a salary range of £37,300 to £44,19194. According to job adverts95, 
London based role are at the higher end of the scale. 

All of these roles may be eligible for the Annualised Hours Allowance (AHA). AHA is paid in addition 
to basic salary to compensate for working shift patterns including night shifts, early morning starts, 

 
89  ire Brigades Union        ‘Contents of Grey Book’. 
90  orth Wales  ire and Rescue Services  no date  ‘Full time firefighters - Hours and pay’. 
91 Local  overnment  no date  ‘ irefighters’ Pension Scheme   15’. 
92  irefighters’ Pensions Scheme  dvisor  Board     5  ‘FPS contribution rates 2025-26’. 
93 Home Office Home Office: structure and salaries, 2024 - GOV.UK 
94  ome Office   une    5  ‘We’re recruiting Border  orce  igh Officers – Campaign closed’. 
95 Home Office (November 2024  ‘We’re recruiting Border  orce Officers and  ssistant Officers –  ampaign  losed’. 

https://www.fbu.org.uk/sites/default/files/publications/FBU%20Contents%20of%20Grey%20Book-%20a%20working%20document-%20January%202022%20%28003%29.pdf
https://www.northwalesfire.gov.wales/about-us/recruitment-and-vacancies/full-time-wholetime-firefighters/hours-and-pay/
https://fpsmember.org/fps-2015
https://www.fpsregs.org/
https://www.gov.uk/government/publications/home-office-structure-and-salaries-2024
https://careers.homeoffice.gov.uk/news/bfhojune25
https://careers.homeoffice.gov.uk/news/border-forcer-officers-and-assistant-officers-nov24
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late night finishes, weekends, and public holidays. Shifts can vary in length and can be up to 12 hours 
and can be varied according to business need. The AHA rate paid also reflects the flexibility 
associated with the role (the higher the rate the more flexible the role is) and it is dependent on 
location.96  

 s     rates var  significantl  depending on role and location  it is not possible to derive a ‘standard’ 
package, but current posts being advertised can provide an indication of the range of AHA rates 
being paid (data on AHA for current staff is not published by the Home Office). Jobs being advertised 
also vary in terms of arrangements, covering for example part-time full-year or full-time part-year 
arrangements, (also with focus on summer or winter), and a varying number of annual hours and 
shift patterns (e.g. early and late shifts, night shifts, weekends only).97 AHA rates found on the Home 
Office website98 varied between 14% and 77%. However, these rates are also subject to change (i.e. 
they are not fixed over time by role or location)99.   

Additional specialist payments may be made through Capability and Skills Allowances, which include 
Pay Framework Allowances (PFA), Recruitment and Retention Allowances (RRA) and other 
supplements for specialist skills.  

Information received from the Home Office Reward Team confirmed that AHA rates may vary 
significantly depending on a range of factors and that the average rates for employees in receipt of 
AHA typically range between 35% and 40%100. These figures will be used as working assumption for 
the comparison, noting the wide range of AHA rates. 101  

Pension scheme 

Border Force staff are enrolled into the Alpha scheme of the Civil Service Pension Scheme, so their 
pension arrangement mirrors that of prison staff 

 
96  ome Office  no date  ‘Allowances - Home Office Careers’  
97 It should be noted that many of these positions are advertised with a pro-rata salary as they are not full-time full-year (but either part-
time full year or full-time part-year).  
98  ome Office  no date  ‘https://homeofficejobs-sscl.co.uk/bf-role-overview.html’  
99 The allowance is not fully pensionable, and it is tied to a specific role and location (not the individual). 
100 Communication from the Home Office HR Reward team to OPRB 
101 The 2019 pay comparability study used salary figures from job advertisements and applied a 30% addition to create a basic pay plus 
unsocial hours estimate. PSPRB, on the other hand, uses unpublished Home Office payroll data in its annual reports and includes an 
estimate of unsocial hours based on   R’s anal sis 

https://careers.homeoffice.gov.uk/allowances#annual-hours
https://homeofficejobs-sscl.co.uk/bf-role-overview.html
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Annex 6 Job capsule template 

Role: [Enter Role Title] / [Grade/Band] 

Sources: [e.g., JD Ref]                                                          Date: [DD-MM-YYYY]                                           Reviewer                                                              

 

1. Role Snapshot & Key Accountabilities: 

• Purpose: [1-sentence summary of the role's core objective.] 

• Key Accountabilities: 

o [Brief description of Accountabilities] 

2. Core Demands Profile: 

• A. KSE (Knowledge, Skills & Experience): 

o Essentials: [Required qualifications/experience] 

o Expertise: [Key specialist knowledge/skills] 

• B. C&PS (Complexity & Problem Solving): 

o Challenges: [Nature of typical problems/complexity] 

o Judgement: [Level of autonomy/initiative required] 

• C. A&I (Accountability & Impact): 

o Scope: [Scale of responsibility, e.g., team size, budget, nature of establishment] 

o Impact: [Nature of impact, e.g., on safety, well-being, operations] 

• D. EDC (Emotional Demands & Context): 

o Stressors: [Nature of key emotional demands, e.g., conflict, trauma, pressure] 

o Load: [Typical intensity and frequency of stressors] 

• E. WC (Physical/Environmental Context): 

o Environment: [Primary physical setting, e.g., operational wing, warehouse or office] 

o Demands: [Key hazards, unsocial hours, other physical conditions] 
Source: Beamans
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