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It’s that time of the year again, and, as before, BAJR will continue to encourage an achievable unilateral 
baseline minimum for the lowest level of salary for professional archaeology staff for the upcoming 
period of 2026/2027. 

Baseline Salary 

The original 2024/2025 single baseline, subsequently updated in 2025/2026, was to provide support to 
CIfA and other groups to prepare a suitable strategy for following years. PROSPECT have been working 
on negotiating longer term pay deals, and we have seen several larger companies push forward with 
base salaries, prior to benefits and bonuses.  CIfA have now also published their latest Benchmarking 
Survey 2025/2026, which shows an encouraging underlying trend upwards, but still a rather flat 
progression from PCIfA to MCIfA grades.  
 
While some have criticised the minima rates for not taking into consideration potential employment 
benefits and bonuses that may elevate a salary above this benchmark , we at BAJR consider this baseline 
figure a key criterion for insuring staff at a lower pay grade are able to thrive. Having said that, it is 
agreed that although we have implemented a single minimum for G2 level, the important part is to view 
all companies as providing additional benefits which will be useful or indeed pivotal to prospective 
employees.   

Additional Benefits 

The additional benefits that companies now offer have increased over the past years and range from 
advantageous healthcare plans, various pension schemes or payment of CIfA fees to longer holiday 
provision and the end of year bonuses. Some companies may have more focus on training of employees, 
which allows them to acquire new skills to progress their careers, while others provide involvement in 
community and research-based projects, which many may find preferable to the commercial ones. It is 
important for employees to consider these various aspects in order to make an informed choice 
regarding both the financial remuneration and the additional benefits offered.  BAJR has produced a 
Guide to for those applying for posts, detailing the key questions applicants can ask including the 
provision of benefits.  Replying to a Job Advert: BAJR Guide 54  

Examples of additional benefits are frequently clearly highlighted on BAJR adverts and tables 1-3  below 
summarises some of these based on recent postings by three large archaeology employers in the UK 
(note, this is a random sample and may also not include the full range of benefits from each employer) 

Table 1 

Oxford Archaeology 
A company pension scheme with 6% employer contributions.  

21 days annual holiday allowance. (plus Bank Holidays) 

Subsistence payment of £23.50 per night (tax free) and free, single room accommodation (usually B&B or 
self-catering) for away-based projects. 

37.5-hour (basic) week with optional paid overtime at time and a half for hours in-excess of 37.5 hours 
Monday-Friday and on Saturdays, and double time on Sundays and bank holidays. 

Paid travel time for journeys to site that take longer than one hour from the office and free transport from 
regional offices to sites. 

Free high quality personal protective equipment (inc. full breathable waterproofs, fleece etc). 

Comprehensive care for employee welfare through a number of policies, including: the AXA Health 
Employee Assistance Programme (EAP) Premier, generous paid sick leave, a network of mental health first 
aiders, and personal accident insurance. 

100% of CIfA subscription fees. 

Cycle to work scheme. 

 

https://www.bajr.org/wp-content/uploads/2024/08/Applying-for-a-Job-2024.pdf
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Table 2 

AOC Archaeology 
Annual Bonus: Ring-fenced Scheme based on performance. 

Welfare & Support: Comprehensive Employee Assistance Programmes, occupational health support, 
Medicash Health Insurance and generous sick leave. 

Pension Scheme: Company pension scheme included. 

Accommodation & Subsistence: Provided when working away from home, including weekend stays when 
required. 

Training & Development: Access to training budgets, conference allowances, and career progression via 
AOC’s bespoke Job Aspiration Matrix. Training and support offered for a range of HSE programmes 
including, First Aid, manual handling, CSCS, SSSTS, and SMSTS where relevant to your role. 

Inclusive Environment: We foster an inclusive, tolerant, and supportive workplace with staff-led committees 
(Employee Representative, HSQE, Social). 

Flexible Working: We offer a flexible working policy to reflect both the business needs and staff 
preferences. 

100% of CIfA subscription fees. 

Cycle to work scheme. 

Paid travel for all staff, and time off in lieu (TOIL) policy. 

 

Table 3 

Headland Archaeology  
Competitive paid subsistence when applicable. 

Employee assistance and health support scheme. 

Paid accommodation when working away. 

Use of cutting edge technology on site, e.g. paperless systems, iPads etc. 

Ongoing regular training in various areas e.g. Health & Safety, Technical areas and transferable 
skills. 

Time off in lieu of time worked above standard hours or overtime paid. 

Annual profit discretionary bonus & performance-related bonus schemes, T&Cs apply. 

Monthly clothing allowance. 

28 days annual leave, rising based on service length. 

Relocation package. 

Extra annual leave purchase scheme. 

5%-6% employer contribution to pension scheme. 

Income Protection Policy, after a year with Headland. 

Life Assurance Policy, insuring you 4 times your annual salary, after a year with Headland. 

Regular performance, wellbeing & professional development check-ins. 

Referral scheme with generous fee. 

A support group of 30+ Mental Health First Aiders. 

Regular offers through RSK Group (e.g. Tastecard, Gym membership discount, Holidays and 
Entertainment). 

Employee Assistance Programme (advice on finance, mental health etc). 

Paid 100% CIfA membership. 

Cycle to work scheme. 

 

Compensation packages 

While benefits and bonuses are valuable components of a compensation package, an achievable salary 
increase is equally important for the reasons outlined above: 

- Stability and Security: A steady salary provides a predictable foundation for your employee’s financial well-
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being. It allows them to budget effectively, manage cost of living expenses, and plan for the future. Bonuses, 
while exciting, can be unpredictable and shouldn't be relied upon for ongoing expenses. Equally, paid 
subscriptions to gym membership or cycle to work schemes, while worthy and useful health boosting 
benefits, do not add to the needed personal cashflow of employees. 
- Recognizing Performance and Growth: A real and inflation busting salary increase demonstrates an 
employer's recognition of the contributions and value of the employee to the company. It reflects growing 
skills, experience, and the additional responsibilities that may have been taken on by the employee, as well 
as providing a solid foundation for staff loyalty and retention. 
- Motivation and Retention: Competitive and regular salary increases are key to employee motivation and 
retention. Feeling valued financially helps employees feel appreciated and wanting to invest in their long-
term career with the company. 
- Market Competitiveness: Regular salary adjustments ensure the company remains competitive in the job 
market. Here, we should all look to the future, when commercial/developer-led archaeology salaries are in 
line with those in other similar industries, notably the closely related construction. Keeping base salaries in 
line with industry standards allows companies to maintain credibility in the marketplace and at the same 
time to inspire a well-motivated and loyal workforce. 

The ‘Measured and Achievable’ Part: 

Negotiating an increase means aiming for a realistic percentage or cash amount based on factors such as: 
- Industry Standards: Comparison of salaries between different companies, based on similar level of 
experience. 
- Company Performance: Consideration of a company's overall financial health and profitability over the 
coming year. 
- Employee Performance: Highlighting the accomplishments and contributions of the employee to the 
company's success. 
- Economic Factors (Cost of Living): The volatile nature of the economy, and the often-crippling and 
unexpected price rises for basic necessities such as fuel, utilities and food can play a major role in the 
financial health of individuals. BAJR uses Current Cost of Living Index on a Map to examine the current living 
costs across the UK to inform the benchmark figure for the upcoming year. 

 

The Bottom Line 

In summary, benefits and bonuses undoubtedly represent  a welcomed addition to any compensation 
package and will most certainly impact the potential employee’s decision regarding future employment 
with the company. Yet, a reasonable compensation package, consisting of a measured, achievable long-
term salary pay deal, provides the essential backbone of the employee’s financial security, while also 
recognising the employee’s contributions to the company’s success. Above all, a well-rounded employee 
salary insures the companies are able to compete within the job market and thrive. 
The recent statistics (including the latest review by CIfA) show an encouraging, if still a rather measured 
trend of consistent salary increase for the lowest pay grades. Yet, at the same time, the pay gap 
between the lower and the higher career levels is getting narrower, which will undoubtedly have a 
negative impact on the availability and the retention of experienced staff within companies and the 
practice of archaeology in the near future.  
Just like other professions, Archaeology is a skill-based discipline, which requires years of training and/or 
education and this should be reflected in the financial renumeration. As archaeologists we should not be 
afraid to advocate for our value to economy and client and secure the salaries we deserve in order to 
encourage the growth of the profession and its practitioners.  
 

 

 

https://www.numbeo.com/cost-of-living/gmaps.jsp
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2026/2027 Minimum and Recommendations  

In the Table 4 below below are the pay requirements for advertising with BAJR as of 1st April 2026. The 
rates are based on recommendations for other levels, equating to ACIfA and MCIfA grades, together 
with the examination of the RPI, CPI and general inflation trends, as well as the examination of the 
current Cost of Living.   
 

Table 4:  Recommendations and Required rates Based on January 2026 CPIH figures released on February 18, 2026 and December 
2025 growth in earnings figures released on February 17, 2026. 

Grade BAJR Minimum/ 
Recommendation 

April 25/26 

BAJR Going Rate as 
of end of year 25/26  

BAJR Minimum/ 
Recommendation 

April 26/27 

G2 required £ 25,800 £     26,442.65 £   27,200.00 

G4 recommendation £ 30,202.92 £     29,945.77 £   30,904.04 

G5 recommendation £ 33,973.28 £     33,831.54 £   34,914.15 

G6 recommendation 
£ 41,788.59 £     43,781.81 

£   45,182.83 
 

 

While we at BAJR have endeavored to take into account what should be reasonably achievable for the 
largest number of archaeology employers and employees in the UK (see Table 5), we recognise that this 
may not be possible for all the career grades. As such, we confirm that only the G2 minimum will be 
strictly enforced, although it may be necessary to question other grades, if they fall significantly below 
the expected going rate. For example, Supervisor posts (G4) for £27, 500 will be queried, as opposed to 
those offering pay in access of £29,000, and companies will be advised about the likely repercussions, 
i.e. reduced numbers of potential job applicants. 

At the lowest level, the Trainee grade (G1) will require at least the National Minimum Wage  
(£24,784.50), although it should be noted that the Real Living Wage  rises to £26,227.50 and it is anticipated 
that trainees will be on a suitable rate that allows them to live as well as train in any given locality (Current 
Cost of Living  Map). Correspondingly, trainee positions adverts will only be accepted on BAJR if they are 
accompanied by an approved training scheme, including clearly specified outcomes which will lead to the 
employment with the company on the completion of the training. 

 

 

David Connolly MCIfA 
March 2026 

 
 
 
 
 
 
 
 
 
 

https://www.ons.gov.uk/economy/inflationandpriceindices/timeseries/l55o/mm23/
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/timeseries/kac3/lms
https://www.gov.uk/national-minimum-wage-rates
https://www.livingwage.org.uk/
https://www.numbeo.com/cost-of-living/gmaps.jsp
https://www.numbeo.com/cost-of-living/gmaps.jsp
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Table 5: Base Salaries by company – based on G2 Grades ( 2025/2026), excluding benefits 
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In keeping with the CIFA recommendations to ROs, BAJR has a full commitment to 
support this across the industry in the following areas 

A total employment package1 which includes, as a minimum, the following: 
 

1. 6% employer pension contribution subject to any reasonable qualifying period 
• There is no requirement within the amended scheme for employers to compensate 
staff who choose not to join a pension scheme where employer contributions are 
offered. 
• There is no requirement to compensate staff on short-term contracts who are not 
employed for enough length of time to meet the qualification period of a pension 
scheme although this is something which the CIfA and BAJR strongly encourages as 
good employment practice. 
• It is recognised that the qualifying period may be set by the pension company. 

2. Average 37.5 hour working week 
• It is recognised that the circumstances of contract work often require working 
beyond these hours, compensated for by systems of time off in lieu or overtime 
payments. A regular increase in working hours should be reflected by a 
corresponding increase in pay. 

3. Paid annual leave of at least a minimum of 28 days including statutory holidays 
• Staff employed on a fixed-term or part-time basis should be entitled to paid annual 
leave accrued on a pro rata basis. 

4. Sick leave allowance of at least 1 month on full pay subject to any reasonable 
qualifying period 
• Sick leave allowance may be aggregated over a rolling twelve-month period. Three 
to four months is suggested as a reasonable qualifying period. Staff employed on a 
fixed-term or part-time basis should be entitled to sick pay accrued on a sliding scale 
or pro rata basis. 

 
 
 
 
 
 
 
 
 
 

 

1 Attention is drawn to the Fixed-term Employees (Prevention of Less Favourable Treatment) 

Regulations which came into force on 1 October 2002 and state that: 
Fixed-term employees will have the right not to be less favourably treated than comparable 
permanent employees, unless the less favourable treatment is justified on objective grounds. 
The right applies both to less favourable treatment in relation to contractual terms (including 
pay and pensions) and to their overall package of conditions. In addition fixed-term 
employees should not be subject to other detrimental treatment by the employer. 

 
Further information on the Regulations can be seen at 
www.dti.gov.uk/er/fixed/fixed-pl512.htm. 

http://www.dti.gov.uk/er/fixed/fixed-pl512.htm
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(ie Field Archaeologist Early Career ) a basic minimum, excluding all benefits, bonuses, pension 

contributions and London Weighting - £27,200 (required) 

G 2: 

 
 

 

No previous experience required, you will be 
supervised and trained though you will be 
expected to carry out tasks under supervision. 

 

Suitable for individuals or recent graduateswith 
few practical skills – it is expected that after 6 
months (maximum) of training the individual 
will progress to the relevant full position. 

 

It is important to discuss this kind of position 
with BAJR first. It is expected that a reasonable 
remuneration and that a formal outcome will be 
provided – in addition it must be clear that this 
does NOT replace qualified staff. Skills Passports 
can be used to access progression. 

Professional knowledge 
Basic 

 

Decision making and influence 
None 

 

Freedom to act 
None – Full Guidance 

 

Communication 
Ability to work as part of a team. 
Ability to learn 

 

Qualifications 
None required 

 
Previous experience 
Minimal (weeks) or no experience. 

 
 

 

 

 

General knowledge of work required, should be 
able to carry out work with instruction from 
Supervisor or a senior field worker. This rate 
would be for a person with perhaps 3 months – 1 
year work at this level. 

 

An Entry Level role that requires candidates to 
have more relevant general knowledge of the 
sector than G1, usually gained through a 
postgraduate qualification, or hands-on 
experience and training. 

 

It should be possible for a more experienced and 
trained individual to move from this level after 
providing evidence of competence at a higher 
grade. This could be transferrable between 
companies 

Professional knowledge 
General level of knowledge in chosen field. 

 

Decision making and influence 
Expected to work on short-term 
targets through an established procedure 

 

 

Freedom to act 
Only with the advice and guidance of more senior 
colleagues. 

 

Communication 
Ability to work as part of a team. 
Ability to learn 

 
Qualifications 
Likely to have degree and relevant 
postgraduate qualification (or equivalent 
qualification/experience/training). 

 

Previous experience 
Some relevant experience (from 3- 6 months) 
including work as a student and or volunteer positions 

(Training Position Early Career)  At least £24,784.50 

G1: 

http://www.archaeologyskills.co.uk/
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(ie Senior Archaeologist or Technical Worker 1 or Junior/Trainee Supervisor ) 

G 3/4 : Intermediate Grade 

 
 

 

Experienced in most aspects of the work, though 
will receive supervision and further instruction 
from higher levels. 

 

Usually the person has a longer experience in 
chosen field than G2 – rated in years rather than 
months 

Professional knowledge 
Working level of knowledge in chosen field. 

 

Decision making and influence 
Expected to work on short-term targets through an 
established procedure 

 
Freedom to act 
Guidance of more senior colleagues. 

 
Communication 
Ability to work as part of a team. 
Ability to learn and mentor G2 staff. 

 

Qualifications 
Likely to have degree and relevant 
postgraduate qualification (or equivalent 
qualification/experience/training). 

 

Previous experience 
Demonstrable relevant experience (around 
two to three years). 

 
 

 

 

Experienced in all aspects of the work, and 
although they may receive supervision and 
further instruction from higher levels are capable 
of basic G4 tasks and responsibilities 

 

Usually the person has experience in G3 activities 
– rated in years. 

 
This grade is to acknowledge a senior G3 position 
where the individual has achieved the highest 
level of responsibility 

 
OR 

 

The individual is being prepared or trained for 
supervisory roles – though still requires guidance 
and advice from colleagues. 

Professional knowledge 
Will have working knowledge in a particular 
professional discipline and/or responsibility 
for a discrete area of work 

 

Decision making and influence 
May occasionally play a supervisory role. 

 

Freedom to act 
Work within set procedures and standards 
and reports to more senior colleagues. 

 

Communication 
Generally working as part of a team to deliver 
work targets. 
May be responsible for small projects. 

 

Qualifications 
Likely to have degree and relevant 
postgraduate qualification (or equivalent 
qualification/experience/training). 

 

Previous experience 
Demonstrable relevant experience (around 
two to three years). 

(ie Experienced Archaeologist or Technical Worker 1) - 

G 3: 
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Expected to be competent in chosen field and 
able to instruct others in the basics as well as 
take responsibility at a low level. 

 

Will supervise others to required tasks, but will 
receive instructions from higher level. 

 

Usually the person has experience in G3 activities 
and/or has trained for post with relevant CPD 
training courses or G3/4 training period – rated in 
years’ experience. 

Professional knowledge 

Will have a competent knowledge in a particular 
professional discipline and/or responsibility 
for a discrete area of work 

 

Decision making and influence 
Will play a supervisory role. 

 
Freedom to act 
Work within set procedures and standards 
and reports to more senior colleagues. 

 

Communication 
Generally working as part of a team to deliver 
work targets. 
Will be responsible for small projects and discreet 
areas of larger projects 

 

Qualifications 
Likely to have degree and relevant 
postgraduate qualification (or equivalent 
qualification/experience/training). 

 

Previous experience 
Demonstrable relevant experience (over 
three years). 

 

G 4/5 : Intermediate Grade 

(ie Senior Technical Worker 2 or Supervisor or Junior Project Officer ) 

 

Expected to be proficient in chosen field and be 
able to act independently on a single project, 
with responsibility for the daily running though 
receiving strategy instruction from higher levels 

 

Usually the person has experience in G4 activities 
and/or has trained for post with relevant CPD 
training courses rated in years’ experience and 
proven record of ability. 

 

This grade is to acknowledge a senior G4 position 
where the individual has achieved the highest 
level of responsibility 

 
OR 

 

The individual is being prepared or trained for A 
more responsible junior management role – 
though still requires guidance and advice from 
senior colleagues. 

Professional knowledge 

Will have a considerable practical knowledge in a 
particular professional discipline and/or responsibility 
for a discrete area of work 

 
Decision making and influence 
Likely to manage a small team or discrete 
area of work. Likely to have some budgeting 
input with guidance. 

 

Freedom to act 
Will have procedures/standards to follow. 
Will refer to a manager for guidance. 

 

Communication 
Will have ability to learn well-developed and effective 
communication and presentation skills. 

 

Qualifications 
Likely to have degree and relevant 
postgraduate qualification (or equivalent 
qualification/experience/training). 

 

Previous experience 
Demonstrable relevant experience – including 
evidence of responsible posts (over five years). 

(ie Technical Worker 2 or Full Supervisor ) £30,904.04 recommended  

G 4 : 
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G 5 : 
(ie Specialist 1 or Project Officer) £34,914.15 recommended 

 

Expected to be proficient and capable in chosen 
field and be able to act independently on a single 
project or area of work, with responsibility for 
the daily running, though still receiving strategic 
instruction from higher levels 

 
Usually the person has experience in G4 activities 
and/or has trained for post with relevant CPD 
training courses or G4/5 training period – rated in 
year’s experience and proven record of ability. 

Professional knowledge 

Will have a considerable practical knowledge in a 

particular professional discipline and/or responsibility 
for a discrete area of work 

 

Decision making and influence 
Will be able to manage a small team or discrete area 
of work/project. Will have budgeting input into specific 
project. 

 
Freedom to act 
Will have set procedures/standards to follow. 
Will refer to a senior manager for guidance. 
Degree of autonomy of single projects 

 

Communication 
Will have well-developed and effective communication 
and presentation skills. 

 

Qualifications 
Likely to have degree and relevant postgraduate 
qualification (or equivalent experience/training). 

 
Previous experience 
Demonstrable relevant experience – including 
evidence of responsible posts (over five years). 

 

G 5/6 : Intermediate Grade 

(ie Senior Specialist and Project Officer or Junior/Trainee Manager) 

 

Expected to be an experienced and proficient 
practitioner in chosen field with ability to make 
independent decisions, run several projects 
simultaneously, deal with budgets and leading 
teams through projects to completion 

 
Usually the person has experience in G5 activities 
and/or has trained for post with relevant CPD 
training courses rated in year’s experience and 
proven record of ability. 

 
This grade is to acknowledge a senior G5 position 
where the individual has achieved the highest 
level of responsibility for that grade 

 
OR 

 

The individual is being prepared or trained for A 
more responsible junior management role – 
though still requires guidance and advice from 
senior colleagues. 

Professional knowledge 
Will have a high level of professional competence and 
knowledge relevant to the organisation. Will have 
technical/specialist knowledge as well as being 
prepared to learn management skills. 

 

Decision making and influence 
Will be responsible for their position role through 
project management and/or specialist input. 
Will learn to play a role in developing strategy and 
manage a number of staff. 

 

Freedom to act 
Will have some freedom to set team targets, subject to 
main objectives. Responsible to a senior manager. 

 

Communication 
Will have shown good negotiation and influencing 
skills. Will be expected to increase range of contact to 
represent the organisation externally. 

 

Qualifications 
Likely to have degree, postgraduate qualification (or 
equivalent experience/training), and be working 
towards CMIFA grade. 

. 
Previous experience 

Substantial relevant experience (over six 
or more years). 
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G 6 : 
(ie Specialist 2 or Project Manager) £45,182.83  recommended minimum 

 

Expected to be highly experienced and proficient 
practitioner in chosen field with ability to make 
independent decisions, run several projects 
simultaneously, deal with budgets and leading 
teams through projects to completion 

 

Usually the person has experience in G5 activities 
and/or has trained for post with relevant CPD 
training courses rated in year’s experience and 
considerable record of ability in management of 
projects, budgeting, report writing and team 
leadership. 

Professional knowledge 
Will have a high level of professional competence and 
knowledge relevant to the organisation. Will have 
technical/specialist knowledge as well as a full range of 
management skills. 

 

Decision making and influence 
Will play a significant role and be responsible for 
budgets, project management, and/or specialist input 
into multiple projects and will play a role in developing 
strategy. Will manage a significant number of staff. 

 

Freedom to act 
Will have freedom to set team targets, subject to 
meeting organisational objectives. Will only be 
responsible to Director or Senior Management. 

 

Communication 
Will have excellent negotiation and influencing skills. 
Expected to have a range of contacts and represent 
the organisation externally. Ability to engage with 
public and clients confidently. 

 

Qualifications 
Degree, postgraduate qualification (or equivalent 
experience/training), and expected to be CMIFA. 

. 
Previous experience 

Substantial relevant experience (seven+ years). 

 

G 7 : 
(ie Directorial and Senior Management) 

Professional knowledge 
Will have the acknowledged authority and ability to draw on extensive experience to develop policy and solve 
complex issues. Will have leadership and extensive organisational skills. 

 

Decision making and influence 
Will play a significant role in planning, setting standards for others to follow. Will be a decision maker for major 
teams and projects, and have the ability to justify decisions at highest level 

 
Management of resources 
Likely to manage a company, organisation or department and act as team leader/director. Will have financial 
responsibility of whole function and have skills to balance conflicting demands. 

 

Freedom to act 
Will be able to introduce new practices under the guidance of agreed policy and be significantly involved with the 
formation and implementation of policy. 

 

Communication 
Will have advanced communication skills, often leading negotiations with important stakeholders and 
representing the museum. Ability to engage with public and clients and senior colleagues with ease. 

 

Qualifications 
Likely to have degree, postgraduate qualification (and equivalent experience/training), and expected to be 
CMIFA. 

 

Previous experience Substantial relevant experience (over seven or more years). 

 


