Salary Survey

Following from our Survey in August 2002 we have again revisited the highest geographical concentration of security officers in the UK, Canary Wharf and the City of London.  The significant difference is that the meridian point has increased from £6.80 to £8.12 across 1,000 positions surveyed, an increase of 19.4% in 2 years.  

General terms of employment for the security officer have continued to evolve, with shorter working weeks leading to more stability of staffing and equally greater trust from client’s.  Competition for quality front of house personnel remains extremely high within these post code areas.  The recent Recruitment & Employment Confederation bulletin on jobs reports that for 12 months the UK has experienced jobs growth.  Employers of permanent and temporary work force continue to cite shortage of labour market skills as the single most inhibiting factor in profitability.  Wage inflation has pushed markedly ahead in the service sector across most parts of the UK.  Job growth in May 2004 was 5.5% up year on year.   The UK is predicted to have a further 3,000,000 new jobs by 2008, against the back-drop of an aging UK population.

End users of security services seek a higher degree of personal competencies. 56% of those companies surveyed rely entirely upon contract management of supervisory grades to deliver quality of service.  In-house management have less time to supervise outsourced services as they deal with other needs such as fraud awareness, travel advice and protection of information as security risk gains higher visibility with their senior management. 

Outsourced staffing in secretarial and general reception duties continues to grow with remuneration rewards high enough that workers travel up to 3 hours per day, although the average travel time is 40 minutes.  This year’s survey includes pay rates for reception staffing.   

Achieving salary status, rather than hourly pay, is the most consistent barometer of those employed in the contract security guard force.   Opportunities to be considered ‘in-house’ are the most consistent reason for moving jobs.   But what does that mean?

Equalised monthly pay!  Many of those employed in low-tech environments could not manage on fortnightly pay let alone four weekly or monthly.  Yet 25% of those applying for in-house positions from the contract sector have monthly pay cycles and a well-positioned degree of employee responsibility, taking less than 3 days sick leave per year.  Adverse sick or convenience sick leave accounts for an average 9 days per year from UK workers.   The recent British Airways strike negotiations revealing average sick days per employee as 17, brings into context how £60m of additional costs or over-employment equal to 5% of BA’s workforce, damages profitability. 
Pensions continue to be quoted by support staff as another reason for moving jobs, yet there is a relatively low take-up by those in support positions.  Average age of those opting to contribute to a pension scheme, in our sample, was 49, whilst the averaged workforce age was 37.   Most pension members had been with a company 5 years, work force employment averages 3 years.   Post 40 years of age is when pension members feel they can make the maximum allowable payments, rather than commence at smaller amounts per month.  Contractors who offer matched funded schemes of up to £1,000 per annum, would find this a low cost way of improving staff longevity.  In general only 18% of eligible members take up the benefit, but 79% of staff see it as an attainable benefit.  

Because of frequent changes of contractors, and TUPE, this has increased support staffing longevity for many end-users, with workers possibly feeling refreshed from new management and staying with the client or location they prefer, money is secondary. 

The Confederation of European Security Suppliers (COESS), based in Brussels, claim that 18 countries have developed policy and legislation for the Euro-wide security industry.

They believe that social partnering with unions has achieved significant gains in quality of service and is responsible for improving conditions of service for those employed in the sector.

Countries with a legacy of regulation have developed ‘premier security agents’. Staffing attrition rates fall to 14% which is comparable across an all employment sectors index.

The ‘Skyddsvant’ or protective security officer in Sweden is a prime example of how private security can extend from armed officers protecting nuclear plants, to time shared resources for loss prevention.  There is still an under belly of low paid employees in every country even where security officers are licensed for arms.   

The contract security providers should seek to provide minimum benefits of:  


Healthcare

Private care for all operative officers.


Pension

Minimum allowance of up to £1,000 per annum.


Death in Benefit
For a 4 x salary the cost is less than £250 per person 

Approximately 70% of clients surveyed had, due to the Working Time Regulation, either reduced the maximum working week to 48 hours or less or were actively budgeting for compliance.  End users with low expectation of their guardforce insisted on 60 hours working.  In all cases this latter group obtained significant lower performance from its workforce due to a perpetual roundabout of personnel changes averaging 30% per annum.  

Workforce expectations revolve around performance grading (recognition of performance – non monetary), bonus attainment for individual performance. 

Education and training is a constant motivator according to a majority of workers in the security workforce.  An equally good feel factor is given to the professionalising of an individuals career, which licensing in the UK will achieve. 

Further jobs expansion in all sectors throughout Europe and particularly the UK will hoover up many excellent individuals traditionally attracted to the service sector, who  become tired of repetitive tasks.  But in a regulated environment with shorter working hours, well-defined training and recognition, this can attract a broader base of applicants.  Career trails into client organisations through service support contractors remains a well rewarded route for many, but may still perpetuate the roundabout of attrition.

SSR ® is the largest recruitment consultancy dedicated to the security, fire, health and safety sectors in Europe, operating in 20 countries. We have a global presence in North America, Asia and Eastern Europe and are accredited with Investors in People and ISO 9001:2000.  For further details view our web site www.ssr-personnel.com

Peter French CPP is Managing Director of SSR® Personnel and has been employed within the Service Sector since l979. As a founding Director he has used his past experience to develop, with our Clients, specific initiatives. He holds a number of non-executive posts advising on human resource planning, motivation and psychometrics. He is a Regional Vice President of ASIS, European member ISMA, and Deputy Chairman of London Crimestoppers board.  He currently advises a number of community employment projects in the UK and overseas.  
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	Sector
	Manager
	Deputy Manager
	Snr Supervisor
	Supervisor
	Security Officers
	Receptionists/ Front of House officer
	Other
	Incentive scheme
	Comments

	F
	
	32K Salaried
	N/A
	9.13 (60)
	8.81 (60)
	7.55 (60)
	9.98 (40)
	Systems manager 29K (50)
	
	Staff attrition under 20%

	S
	
	12.27 (50)
	10.74 (50)
	
	
	8.30 (56)
	9.00 (56)
	Inspector 9.40 (56)
	0.16 p efficiency bonus
	

	H
	
	
	
	10.82 (47.5)
	10.42 (42)
	8.47 (42)
	8.91 (45)
	Inspector

9.42 (42)
	
	

	L
	
	11.53 (50)
	N/A
	Leading Guard

9.86 (42)
	10.18 (42)
	9.36 (42)
	N/A
	Day Officer

7.80 (50 M-F)
	
	

	K
	Publishing 
	In-House
	N/A
	N/A
	In-House
	13.33 (48)
	14.93 (48)
	P/T officer 15.45 (24)
	
	

	I
	Financial (COL)
	In-House
	10.80 (48)
	10.56 (50)
	8.50 (56)
	7.44 (56)
	8.27 (60)
	Pass Office 9.87 (48)
	
	A compliance promotion structure exists 

	J
	
	9.56
	
	
	8.53
	7.50
	
	
	
	

	N
	
	14.55 (48)
	11.95 (48)
	10.86 (48)
	9.67 (48)
	8.83 (48)
	22.3K (42)
	
	PHTG
	Educational bonuses available up to £500 pa.  Staff attrition is 13%.

	G
	Financial Services 
	40K (50)
	35K (50)
	32K (60)
	28K (60)
	24K (60)
	24k (50)
	
	
	

	C
	Financial Services (COL)
	In-House 45k 
	In-House 24k
	8 (60)
	
	7.50 (60)
	
	
	
	Staff attrition 7%, all supervisory grades are in-house and have been promoted through the guardforce. 

	Q
	Financial Services 
	14.33
	
	10.42 (42)
	9.22 (42)
	8.04 (42)
	
	
	
	

	T
	Financial Services CW
	
	
	9.05 (56)
	7.88 (56)
	7.35 (56)
	
	CCTV op 7.61 (56)
	
	

	O
	Banking (COL)
	
	
	
	8.14 (56)
	7.61 (56)
	9.38 (40)

7.93 (60) Supervisor 
	
	
	


	B
	Financial Services 
	In-House 32k
	
	
	
	£22 Pa (48)
	
	Controller £26 pa (48)
	+ Bonuses

Looking to reduce to 42 hr week 

PT
	Staff attrition under 5%, challenges are to promote leadership in the supervisory levels. 

	A
	Financial Services (CW)
	
	
	
	
	In-House 21k
	
	
	PHNT
	

	D
	Publishing (CW)
	
	
	
	
	
	
	
	
	

	E
	Conference Centre (DL)
	
	
	
	
	
	
	
	
	

	M
	Financial Services (DL)
	
	
	
	
	
	
	
	
	

	P
	Financial Services (CW)
	32k (45)
	11.33 (42)
	
	10.50 (42)
	9.78 (42)
	10.07 (45)
	Training Manager 25.5k (45)
	
	Annual bonus based on performance and length of service with a voucher award scheme to merit outstanding events.  Staff retention is very high. 

	U
	Regulatory (CW)
	
	
	
	
	8.75 (42)
	
	
	
	

	V
	Publishing (COL)
	In-House 
	
	7.90 (56)
	7.40 (56)
	7.00 (56)
	
	
	
	Staff attrition in 30%

	W
	Financial Service, Cheshire 
	In-House 33k
	
	
	In-House 9.00
	In-House 6.00
	
	
	
	Staff attrition under 10%

	X
	Telecommunications, Nationwide 
	
	
	
	
	5.50 – 8 (56)
	
	
	
	Staff attrition rates are 25% for contract and under 10% for in-house staffing grades.


Contract unless stated 

Rates are per hour unless indicated

	(CW): 
Canary Wharf based

(COL): 
City of London 

(DL): 
Docklands 

(O):
Bonus applied in addition to basic 

(P): 
Pension other than stakeholder 
	(H): 
Healthcare 

(T): 
Travel assistance 

(8): 
8 hour shift pattern otherwise 12 hours 

(N): 
Nights only shift 

(D): 
Day only shift 
	(R): 
Rolling roster 

(C): 
Cafeteria  

(G): 
Gymnasium membership

(  ): 
Contracted hours 
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