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Remunerating the Practice Manager

Both in our recruitment work with practices, on our advice line and from Practice Managers directly, we handle a stream of questions about the appropriate remuneration level for an incoming Practice Manager (as well as for managers in post).

As well as the question about the basic pay level appropriate for a Practice Manager, there are increasingly questions about bonus and performance-related payments, and even the principle of sharing in the profits of the practice.  

The QOF points reward package makes a major statement about what the State will pay a practice for a total service and moves away from pre-2004 “bitty” reimbursement system for each service offered. GPs similarly now need to move away from linking a Manager’s remuneration to a pre-determined level of reimbursement and move to a remuneration package that reflects the value of the post.

Let’s look first at the remuneration level.  There has never been any grading structure or national pay scale in practice management – how could that be anyway when managers work for small independent businesses. There are strengths and weaknesses in the idea of a national pay scale for Practice Managers (ask any GP about national pay arrangements) but getting a national pay scheme for Practice Managers would be impossible. 

Typically many GPs have not seen the value in practice management, perhaps did a lot of it themselves and many practices have sought to minimise the intrusion of “management” and to minimise the cost (i.e. the salary level) to the practice. Each GP employer treats Practice Managers very differently – a Practice Manager can and does have very different responsibilities even though the name is the same; it is not unsurprising given that there are about 8,000 employers!  

Our constant advice to practices who ask about an appropriate salary level for an incoming manager centres on the following key questions: -

· Even though the person has the title Practice Manager, is this what they (will) do?

· The role and status you expect the person to have in the practice – are you looking for or do you have a manager or an administrator? (see illustration at the end)

· The degree to which you will let the manager manage – or will other Partners want to get extensively involved?

· An awareness of what other good Practice Managers in the area are being paid

· What other employers are you competing with in the local economy: – e.g. you will have to pay more in London

There is no easy or correct answer to what is the appropriate salary level but if you ask, we can perhaps give some pointers.

The term “package” has been rarely used when assessing a manager’s reward but there are some other benefits apart from pay and pension:

· Car allowance

· Holiday entitlement – usually 25-30 days 

· Flexible working arrangements - scope to meet family commitments

· Study leave (in the same way the Partners do)

· Private medical insurance

· Relocation allowance (if appropriate) on joining a practice

· Simple bonus awarded annually

· Performance related pay or profit sharing arrangements reviewed annually

· Offering partnership

Performance related pay or profit sharing is something very few practices have done until now, but the QOF offers the possibility to make a move towards this.

To get an overview of salary levels which are currently being paid around the UK, you might like to take a look at the results of our annual UK-wide Practice Managers salary survey at http://www.firstpracticemanagement.co.uk/PM_salary_survey/survey_summary_intro.htm 

Illustrative Exercise Looking At The “Status And Standing” Of the Manager In The Practice

What status and standing will you accord to the manager?

Practices vary in the status they accord to their manager in the practice.  Some managers – sometimes for historical reasons but sometimes by design or choice of the partners - are no more than glorified secretaries (left-hand side of continuum below). Some at the other end of the spectrum are viewed almost as partners (right-hand side)

Read the information immediately below and then simply mark along the continuum at the bottom where (after induction and training) you personally would want your new Manager to be.


Subordinate/taking orders





Equal/giving orders

Reactive, responding



                     Proactive, initiating
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Senior Receptionist			Staff Manager				Practice/Business Manager


Practice Administrator			Practice Manager				General Manager


Reception Manager			Practice Business Manager          		Chief Executive





Possible titles which can help convey status 














Gets on with the job as directed





Makes occasional suggestions for improvement





Takes an overview, initiates regular discussion, but checks back





Draws up objectives with the partners or for the partners and actively delivers these





Through to…
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