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What is the Career Band Framework? 

 

The Career Band Framework provides a simplified view of the business and the different levels 

that colleagues work at within it. It is a sequence of bands into which jobs of a comparable size 

and level are placed. 

 

We have worked with an external partner and used the Willis Towers Watson Global Grading 

system to underpin the Framework. It is made up of broad bands to help us better organise the 

roles in the Business. Both Venture Secure and Willis Towers Watson are Reward experts and 

we have engaged their support and expertise as we introduce further structure around our 

organisational hierarchy, compensation, and benefits. 

 

The Framework is organised by value streams, job families, sub job families and bands. 

 

What is a Value Stream? 

 

There are six Value Streams and each one helps navigation of the architecture of the Career Band 

Framework and assists managers and colleagues quickly find what they need. The Value Streams 

are: 

 

• Business Development – the management, marketing and extension of business opportunity 

with customers and clients through the processes of communicating, marketing, pricing and 

bidding of Mitie capability to identify and tender for new work. Here the emphasis is on 

building relationships, communicating capability, delivery of cost competitive quotations and 

tenders and winning business. 

 

• Hard Services – the delivery of frontline technical service to customers involving the 

maintenance and management of buildings and facilities. Here the emphasis is on timely 

delivery of a cost-effective service consistent with contractual arrangements and agreements. 

 

• Soft Services – the provision of frontline services to customers involving provision of a safe 

working environment (e.g., cleaning and security) or the provision of customer services 

(e.g., catering, front of house, service desk, etc.). Here the emphasis is on timely delivery of a 

cost-effective service consistent with contractual arrangements and agreements. 

 

• Specialist Services – a cluster of frontline delivery job families where the requirement is to 

provide direct management of people within an asset or facility and contractual framework 

(e.g., custodial). Here the emphasis is on the safe management of the detention or restriction 

of movement of people. 

 

• Business Management – a cluster of job families involved in the management of delivery of 

frontline work. These families contain global jobs that are commonly used across all delivery 

streams (soft, hard and specialised). Typical job families include contract management, delivery 

management, project management, logistics.  

 

• Business Support - the provision of services in support of frontline delivery and frontline staff. 

This includes financial control, information technology and people management services. In 

this value stream the emphasise in on delivery of a quality service at a prescribed level of cost. 

Business enabling staff would typically communicate and work with internal customers and 

have little contact with external stakeholders. 
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What is a Job Family and Sub Job Family? 

 

Job Families are groupings of jobs with similar characteristics, focusing on common competencies, 

skills and knowledge. 

 

Sub Job Families are a subgroup of the Job Family, which divide the Job Family into more specific 

characteristics. 

 

What is a Band? 

 

A Band is a wide category containing multiple Global Jobs of a similar size. There are nine bands in 

Mitie ranging from band M1 to M7.3, with Band M1 being the most senior. 

 

Why is Mitie introducing a Career Band 

Framework? 
 

The Framework has been introduced to underpin Mitie’s people objective, ‘To make Mitie a 

Great Place to Work, to become the Employer of Choice in the FM Industry’. 

 

Once implemented and embedded the framework will: 

 

• Enhance our overall employee value proposition (EVP) and aid the attraction, retention and 

motivation of employees. 

• Create an integrated talent and reward framework. 

• Create a platform from which our People Strategy can be built and be instrumental in 

becoming the ‘employer of choice’ within the FM sector and continuing to create ‘a great 

place to work’. 

 

Colleagues have been asking for a banding and pay framework via the Upload survey. Here’s a 

sample of feedback we’ve received: 

 

“More grading on roles” 

“Better pay structure for new starters and long-term staff” 

“Introduce 'levels' to each department” 

“Pay structure should be fair and consistent” 

 

What does each Band represent in the Career Band 

Framework? 

Band 
Delivery (income 

generation) 

Technical (individual 

contributor) 

Enabling (functional 

support) 

M1 

Managing Director –

Organisation Strategic: 

• Jobs leading and heading 

up the overall business 

or a major operating 

division or business. 

n/a  Group Functional Director:  

• Jobs heading up and 

providing overall 

leadership for a Group 

function. 

• Jobs that form part of the 

overall executive 
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• Jobs carrying overall 

accountability for 

developing and delivery 

of 

organisation/business/div

ision mission and values, 

strategies and culture, 

plans and operating 

results.  

management team for the 

organisation and carrying 

overall accountability for 

developing and delivery of 

organisation/business/divisi

on mission and values, 

strategies and culture, 

plans and operating results. 

 

Typical jobs include CFO, CIO, 

CPO.  

M2 

Director – Delivery 

Strategic: 

• Jobs forming part of a 

business or divisions 

executive board of 

management. 

• Jobs carrying collective 

accountability for 

developing and delivery 

of the business or 

division strategies, plans 

and operating results.  

• Jobs with accountability 

for setting operational 

strategies consistent 

with organisation’s 

strategy.  

• Jobs heading up and 

leading business delivery 

functions, e.g., 

operations, production, 

sales.   

Director – Technical 

Strategic: 

• Jobs forming part of a 

business or divisions 

executive board of 

management. 

• Jobs carrying collective 

accountability for 

developing and delivery of 

a business or divisions 

strategies, plans and 

operating results.  

• Jobs with accountability for 

setting technical strategies 

consistent with 

organisation’s strategy. 

• Jobs heading up and 

leading a technical 

function, e.g., design, 

development, engineering, 

technical or science.  

Director – Functional 

Strategic: 

• Jobs forming part of a 

business or divisions 

executive board of 

management. Jobs carry 

collective accountability 

for developing and delivery 

of a business or divisions 

strategies, plans and 

operating results.  

• Jobs with accountability for 

setting functional strategies 

consistent with 

organisation’s strategy.  

• Jobs heading up and 

leading business support 

functions, e.g., Finance, 

HR, Marketing, etc.  

M3 

Head of Department – 

Longer Term: 

• Jobs where the focus is 

longer term, e.g., two or 

three years. 

• Jobs responsible for 

putting in place 

resources, policies and 

plans in order to deliver 

longer term strategic 

objectives of the 

business, contract or 

site. At this level jobs 

have significant influence 

of strategy development 

for the business or 

contract or site and 

converts business 

strategies into strategies 

relevant to an area of 

activity.  

 

Typical job titles include ‘Head 

of…’. 

Unique Subject Matter 

Expert: 

• The single or most senior 

subject matter expert in a 

specialist subject area, e.g., 

an engineering sub 

function, who provides 

thought leadership in the 

area. 

• Requires deep professional 

expertise, knowledge and 

experience in the subject 

area. At this level is the 

single SME in an area of 

subject breadth and 

significance to the business 

and achievement of 

business objectives.  

 

Typical job titles include Chief 

Engineer, Head of Research, 

Professor.  

Heads of Department – 

Area Strategy: 

• Jobs accountable for 

heading up an area within a 

sub functional area (i.e., a 

part of a sub function) and 

accountable for developing 

policies, approaches and 

procedures for application 

across all business 

activities.   
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M4 

Senior Manager – 

Annual: 

• Jobs with full managerial 

control of staff, 

products, projects or 

processes. 

• Jobs concerned with 

meeting annual targets 

and objectives for a 

department or unit and 

for meeting annual KPIs 

and SLAs. At this level 

the focus is on delivering 

a service where the 

service is broad, 

complex, high risk 

and/or high impact.  

 

Typical job titles include Senior 

Manager.  

Subject Matter Expert: 

• Subject matter expert in a 

specialist subject area, e.g., 

a technical sub function, 

who provides thought 

leadership for the subject 

area. 

• Requires deep professional 

expertise, knowledge and 

experience in the. At this 

level is one of several 

SMEs within a subject area. 

Thought Leader: 

• Jobs with deep and broad 

expertise and experience 

in a subject area. 

• Jobs developing and 

applying thought leadership 

within a subject area, i.e., 

jobs thinking about, 

developing and 

recommending ways 

forwards and different 

approaches at the 

forefront of technology. 

• At this level is one of a 

very limited number of 

SMEs within the subject 

area, i.e., there are only 

one or two others with 

this level of knowledge 

within the business, 

experience and 

professional contribution 

in the subject area. 

M5 

Managers – Operational 

Delivery: 

• Jobs with full managerial 

control of staff, project, 

product or process. 

• Jobs where the focus of 

is on meeting short-

term (monthly or 

quarterly) targets and 

objectives for a 

department, unit or 

project and for meeting 

operational KPIs and 

SLAs. 

• At this level the focus is 

on delivering a service, 

project, product or 

process which is 

confined, bounded or 

constrained, i.e., it lacks 

scales, scope, 

complexity, risk and/or 

impact.  

Specialist: 

• Understands the concepts 

and principles in a subject 

area. 

• Designs, develops or 

determines solutions to 

engineering issues. 

• At this level is able to 

work on a range of 

engineering problems 

involving some complexity. 

• Is able to refer to others 

or seek guidance for more 

unusual or complex 

problems and situations. 

• At this level expected to 

be chartered engineer or 

equivalent.  

Specialist: 

• Jobs requiring an 

understanding of concepts 

and principles that apply 

within a subject area. 

• Jobs requiring deep and 

broad knowledge and 

understanding of a subject 

area, jobs writing policy, 

jobs carrying out the most 

difficult tasks and activities 

within a subject area, and 

giving advice and guidance 

to other more junior or 

less experienced members 

of a team.  

M6 

Team Leader – 

Operational 

Management:  

• Management or 

supervision of a team or 

teams. 

• Jobs concerned with the 

setting out and 

utilisation of labour, 

quality of work, training 

and capability of staff, 

meeting the daily and 

weekly (or monthly) 

Professional: 

• Understands the concepts 

and principles in a subject 

area. 

• Designs, develops or 

determines solutions to 

subject area issues.  

• At this level is able to 

work on a range of 

engineering problems 

involving some complexity. 

• Is able to refer to others 

or seek guidance for more 

Advise, Recommendation 

and Challenge: 

• Jobs requiring a broad and 

deep understanding of 

processes and procedures 

associated with a 

functional area and a 

requirement to apply this 

knowledge to a variety of 

situation. 

• Jobs giving advice and 

guidance of policy to 

others, and where the 
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schedule. Focus of the 

job is on the 

deployment and 

motivation of staff.  

 

Typical job titles include First 

Line Manager (FLM), Team 

Leader, Supervisor, 

Superintendent. 

unusual or complex 

problems and situations. 

• All work would be 

reviewed by a more senior 

professional.  

 

Typical jobs include programmer 

or planner requiring good 

technical skills (e.g., Designer, 

CAD Operator, Lab Technician). 

requirement is to 

investigate and 

recommend alternative 

ways of doing things, and 

where the requirement is 

to challenge the existing 

way of doing things.   

 

Typical titles include Advisor.  

M7.1 

Operator, Skilled: 

• Industrial – time served 

operatives. Compete 

and thorough 

understanding of how to 

undertake and deliver 

the task. 

 

Typically, ex apprenticeship, 

e.g., fitter, electrician, 

fabricator, etc.  

  

Assistant, Technical: 

• Carries out technical, 

laboratory or design work, 

performance tasks and 

duties to established and 

required standards, under 

close procedural or 

technical supervision and 

consistent with technical 

conventions, processes 

and standards.  

 

Typical job titles include Assistant 

Designer, Draughtsperson, Lab 

Assistant.  

Coordinator: 

• Jobs undertaking the most 

complex administrative 

work. 

• Jobs collating information 

to produce reports and 

management information. 

• Undertaking the most 

complex administrative 

procedures. 

• Coordinating the input and 

activities of others. 

M7.2 

Operator, Semiskilled: 

• Process operators, jobs 

understanding the 

system or process and 

how to control and 

adjust it to meet 

operational and quality 

requirements.  

n/a  Administrator: 

• Jobs understanding 

systems and processes in a 

department. 

• Jobs that work 

independently and organise 

their own daily schedule 

and understand how their 

works fits into the 

schedule of work in the 

department or unit. 

M7.3 

Operator, Unskilled: 

• Jobs that carry out work 

requiring training and 

instruction about how 

to carry out a task 

and/or deliver an 

outcome. 

• Jobs that follow clearly 

articulated and set out 

process instructions and 

where unusual problems 

are referred to others. 

 

Typically, cleaner, labourer, 

litter picker.  

 Admin Assistant: 

• Jobs that carry out work 

requiring training and 

instruction about how to 

carry out a task and/or 

deliver an outcome. 

• Jobs that follow clearly 

articulated and set out 

process instructions and 

where unusual problems 

are referred to others. 

 

Typically, post room operator. 

 

What factors were considered when determining 

the job bands? 
 

The Willis Towers Watson job evaluation tool considers seven key factors: 
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Factor Description 

Job Functional Knowledge 

Knowledge of functional work and activities measured through a 

hierarchy of work expanding from ‘tasks’ to ‘full theory’ and practice in 

more than one discipline. 

Business Expertise 

Knowledge and expertise about the business, rather than technical 

expertise, measured by establishing gradients of knowledge about the 

work unit to knowledge of the industry, or industries, in which the 

business functions. 

Leadership 
Leadership and guidance provided to others measured through the 

nature and breadth of the leadership. 

Problem Solving Level of mental/analytical skills required in order to perform a role. 

Nature of Impact 
The way the job impacts the business by measuring the associated 

responsibility. Considered in tandem with Area of Impact. 

Area of Impact 

Area of impact which the job has on the business by measuring the 

specific organisational entities where the impact will be felt. Considered 

in tandem with Nature of Impact. 

Interpersonal Skills Level and type of ‘people skill’ that are required for the role. 

 

What are the advantages of having the Career Band 

Framework? 
 

• We will be using bands to give more visibility of career paths for succession planning and 

career progression. 

• We can ensure that we are giving the right salary and benefits to new hires and to colleagues 

being promoted. 

• We can link salary ranges to the external market. 

• We can also provide more insightful business information and data around our organisational 

structure. Some of the key business uses are: 

 

o Organisation design and development 

o Workforce planning and analytics 

o Compensation and benefits 

o Talent management 

o Succession Planning 

o Learning and career development 

o Resourcing and selection. 

 

 

Business leaders Colleagues Mitie 
I have access to improved data & 

analytics about the people and 

structure of my business. I can 

use the Framework to make 

commercial decisions and control 

costs. 

Reward is transparent and fair. Mitie has improved governance 

around pay and benefits and can 

control costs. 

I can ensure that my people are 

paid fairly and have the right 

benefits for their role. 

I can see clear career paths and 

understand how to develop my 

career in Mitie. 

A clear Framework enables 

career planning, competency 

development, succession planning 

and career development. 

I can use Mitie bands to help with 

career development and 

succession planning for my team. 

I am more engaged. New hires are offered the right 

salary and benefits package for 

their role. 
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I have a clear organisational 

structure to use for bids. 

I understand how I can achieve 

pay progression. 

Salaries can be linked to market 

ranges both externally and 

internally and can be adapted to 

changing market conditions to 

resource and retain key talents. 

Structured pay framework 

supports equal pay and gender 

pay reporting. 

 

How will the Career Band Framework be used? 

 

The Career Band Framework will help us organise our roles in a logical manner, making it easier 

for us to deliver core HR activities. The Framework will support effective decision making, 

provide valuable insights about our colleague base and simplify HR administration. We’ll be able to 

incorporate band information in our management information analysis and reporting. 

 

We are a very large organisation and we have structured our roles into bands for a simple, 

consistent Framework that fits all of Mitie. We want business leaders to know that we now have a 

robust way of organising our roles which will provide them with insight to assist their decision 

making. The band information is designed to give Reward and HR teams an additional level of 

detail to support them as they deliver core HR activities. 

 

The Framework has been embedded within Resourcing and Fleet since October 2021 and it will 

be used to underpin most HR and Reward activities. For example, the band will enable us to 

define the benefits to be offered to a role and in time, the salary range. 

 

How do I find out which Global Job has been 

assigned to me? 
 

Please visit People Hub and navigate to the Career Band Framework section where you will be 

able to view which Global Job, Job Family, Sub Job Family, Value Stream and Band that have been 

assigned to your role.  

 

If you have any queries, please raise an AskHR ticket, via People Hub. You can visit People Hub 

using the QR code below 

 

 

 

 

 

 

How does performance or length of service affect 

job banding? 
 



Document ref: CBF  

 

9 
 

The Career Band Framework determines the band of the Global job, not the colleague. All 

colleagues doing the same role will be in the same band. Performance in the role or length of 

service do not impact on the band or Global Job. 

 

Performance is discussed and the performance rating captured during the MiReview performance 

review process. For salaried roles, the MiReview performance rating is considered for any salary 

review and for bonus if a role is eligible to participate in a Mitie bonus scheme. Performance is 

also considered should a colleague choose to apply for a promotion within Mitie. 

 

Outstanding performance is also recognised via Mitie’s recognition programmes including Mitie 

Stars and Mitie Exceptional Awards. Length of service is recognised through Mitie’s long service 

awards. 

 

Click here for the Celebration Hub to learn more about recognition at Mitie. 

 

What will happen to a colleague’s Global Job or 

Band if they are promoted or change role? 
 

If a colleague’s role changes, HR will assess what the impact is on their Global Job and in turn, 

their Band.  

 

What should a manager do if they have a new job in 

their area? 
 

We have assigned over 4,000 jobs in Mitie to the Career Band Framework and narrowed the jobs 

into 400 global jobs. Therefore, if a new job arises then it would be quite likely that it could be 

slotted into the current Framework where a global job already exists. However, if a manager 

believes they have a new role that does not exist in the Framework then they should contact their 

HR Business Partner to discuss. 

 

Is a colleague’s Global Job and Band contractual? 

 

No, Global Jobs and Bands are not contractual. 

 

What happens when we acquire a new contract or 

business and TUPE applies? 
 

TUPEs into Mitie will be banded and aligned to the Career Band Framework as part of the 

onboarding process by the HR Change team responsible for TUPE. Terms and benefits will not be 

aligned to the Mitie standard. As and when a colleague changes roles or is promoted they will be 

offered the Mitie standard benefits associated with the Band of the relevant Global Job in the 

Framework. 

 

 

https://mideals.rewardgateway.co.uk/SmartHub
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How do salaries and benefits link to Global Jobs and 

Bands? 
 

The Framework will be used to determine the benefits eligibility for new starters and promotions. 

In the future, we’ll be developing salary ranges linked to each band, which will be referenced 

against the external market on a regular basis. In the meantime, Group Reward can provide 

guidance on the correct salary range for each global job. 

 

Is there a plan to harmonise benefits using the new 

Framework? 
 

There is no immediate plan to harmonise existing benefits, but this is something that we will look 

at in the future. 

 

I am a line manager, how do I allocate a Global Job 

to a new starter? 
 

New starters will be allocated a global job and band as part of the recruitment process, so please 

liaise with your Resourcing Partner who will be able to advise. 

 

How do I progress my career at Mitie? 

 

We’ve developed a career planning tool called MiCareer to help you plan your career journey and 

share this with your line manager. Click this link to head to the MiCareer page on Mitie People to 

start your journey. 

 

 

 

https://mitiepeople.com/micareer/

