23 March 2017
(1)

MEMBERS OF THE AVON FIRE AUTHORITY
Councillors Abraham (Chairman), Barber, Barrett (C), Barrett (N), Butters,
Clark, Cranney, Davies, Davis, Drew, Dudd, Garner, Hale, Jackson, Jama,
Massey, Phipps, Pomfret, Scott, Shelford, Stevens, Threlfall, Williams, Wilton
and Windows.

(2)

APPROPRIATE OFFICERS

(3)

PRESS AND PUBLIC

Dear Member
You are invited to attend a meeting of the Avon Fire Authority to be held on Friday
31 March 2017 at 2.00pm. The meeting will be held in the Main Conference Room,
Avon & Somerset Constabulary, Police HQ, Valley Road, Portishead, BS20 8QJ (for
satellite navigation devices use: BS20 8JJ). Transport will be provided to and from
Fire Service HQ for Members who require it.
The Agenda is set out overleaf.
Yours sincerely

Guy Goodman
Clerk to the Fire Authority

Clerk to Avon Fire Authority
Avon Fire & Rescue Service Headquarters, Temple Back, Bristol BS1 6EU
Telephone 0117 926 2061 Extension 231 Fax 0117 927 2908
the.clerk@avonfire.gov.uk
Working in partnership with the Gambia Fire & Rescue Service (GF&RS)

Notes
Attendance Register: Members should sign the Register which will be circulated at
the meeting.
Code of Conduct – Declaration of Interests: any Member in attendance who has a
personal interest in any matter to be considered at this meeting must disclose the
existence and nature of that interest at the commencement of that consideration, or
when the interest becomes apparent. A Member having a prejudicial interest must
withdraw from the meeting room whilst the matter is considered.
Emergency Evacuation Procedure:
•

The fire alarm or notification of any other threat is a continuous siren.

•

In such cases Members must leave the building by the nearest exit.

•

In the event of explosion or smoke where controlled evacuation is not
possible, Members must follow fire exit signs.

•

All corridors are lit with emergency lighting.

•

The assembly point is situated in the rear yard.

Exempt Items: Members are reminded that any Exempt reports as circulated with
the agenda for this meeting contain exempt information and should therefore be
treated accordingly. They should not be disclosed or passed on to any other
person(s). Members are also reminded of the need to dispose of such reports
carefully and are therefore invited to return them to the Clerk at the conclusion of the
meeting for disposal.
Inspection of Papers: any person wishing to inspect Minutes, reports, or a list of the
background papers relating to any item on this Agenda should contact Kathlin Baty
on 0117 926 2061 ext. 231 or by visiting Avon Fire & Rescue Headquarters, Temple
Back, Bristol (during normal office hours).
Public Access: under Standing Order 21 and providing 2 clear working days’ notice
has been given to the Clerk (the.clerk@avonfire.gov.uk) any resident or
representative of a business or voluntary organisation operating in Bristol, South
Gloucestershire, Bath and North East Somerset or North Somerset Council may
address the Fire Authority or one of its Committees (for no more than 5 minutes) to
present a petition, make a statement, or as leader of a deputation. This is a time limit
of 30 minutes for Public Access
Reports: reports are identified by the relevant agenda item number.
Substitutes (for Committees only): notification of substitutes should have been
received from Group Leaders by the Clerk prior to the meeting.

AGENDA
1.

Apologies for Absence

2.

Emergency Evacuation Procedures for Police HQ

3.

Declaration of Interests

4.

Chairman’s Business

5.

Minutes of the Meeting of the Avon Fire Authority held on 10 February
2017

6.

Public Access

7.

Minutes of Committee
7.1. Equalities Sub-Committee – 17 February 2017
7.2. Audit, Governance and Ethics Committee – 24 February 2017
7.3. General Purposes Committee – 16 March 2017

8.

Urgent Action under Standing Order 5.1
To note that the Clerk, after consultation with the Chairman, waived the Fire Authority’s legal
professional privilege in respect of internal and external legal advice received for the purposes
of the current statutory inspection.

9.

Appointment of Interim Treasurer

10. Annual Review of the Remuneration of the Chief Fire Officer / Chief
Executive
11. Pay Policy Statement 2017/18
12. Strategic Workforce Development Plan - Update
13. Service Delivery - Risk Reduction Update
14. Fires and Other Incidents
15. Date of Next Meeting – Friday 26 May 2017 (2.00pm)
16. Exclusion of Press and Public
To resolve:
“That the public be excluded from the meeting during the following items of business on the
grounds that they contained exempt information pursuant to Schedule 12A, Part I of the Local
Government Act 1972 and that in accordance with Schedule 12A, Part II, paragraph 10 of the
Local Government Act 1972 the public interest in maintaining the exemption outweighs the
public interest in disclosing the information.”

17. HQ Disposal - Update
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10 FEBRUARY 2017
PRESENT: Councillors Abraham (Chairman), Barber, Barrett (C), Barrett (N),
Butters, Clark (arrived at 15.14 hrs), Cranney, Davies (D), Davis, Drew, Dudd,
Garner, Hale, Phipps, Pomfret, Scott, Shelford, Stevens, Threlfall, Williams, and
Windows.
Meeting started at 14.03 hrs.
73

APOLOGIES FOR ABSENCE
Apologies were received from Councillors Jackson, Jama, Massey and Wilton.

74

EMERGENCY EVACUATION PROCEDURES – The Chairman drew attention
to the emergency evacuation procedures as set out in the Agenda.

75

DECLARATION OF INTERESTS – The Chairman drew attention to the
requirements of the Code of Conduct as set out in the Agenda.

76

CHAIRMAN’S BUSINESS
The Chairman advised Members of a letter received from Brandon Lewis MP,
Minister for Policing and the Fire Service, reference the Home Secretary
appointing Dr. Craig Baker as the person to carry out an inspection of Avon
Fire Authority. The Chairman and Clerk are to meet with the Inspector at the
end of the month. The inspection is due to be completed by June 2017.
The Chief Fire Officer (CFO) advised Members of the new inspectorate being
set up with new inspections due to take place from the end of 2017. The first
inspection will cover 3 areas: diversity, collaboration and flexible deployment
in the work force. The CFO stated that some reform must happen, the
proportion of Black and Minority Ethic (BME) and female firefighters must
increase and the culture has to change.
Members discussed the Fire Minister’s speech delivered on 7 February 2017
and the Chairman reiterated that there has been a significant reduction in the
number of fires. The Chairman advised Members that there is a need for
change and if a change is not made then it will be enforced.
A discussion was held around the size of the Fire Authority and it was agreed
that the Audit, Governance and Ethics Committee would review with the Clerk
on how other Local Authorities have reduced in size and the options available.

77

MINUTES OF AVON FIRE AUTHORITY HELD ON 16 DECEMBER 2017
RESOLVED that the minutes be approved as a true record and signed by the
Chairman.

78

PUBLIC ACCESS
Mr Dobbing provided a statement tabled on the IRMP. The statement can be
found on the Fire Authority’s website, www.avonfire.gov.uk, included in the
papers for today’s meeting.
Mr Taylor, representative of the Fire Brigades Union (FBU), provided a
statement to Members tabled on the IRMP. The statement can be found on
the Fire Authority’s website, www.avonfire.gov.uk, included in the papers for
today’s meeting.
The FBU presented 3 petitions, 2 at Yate and 1 in Cabot Circus, which was
formally accepted by the Chairman.
The Chairman congratulated Mr Taylor on his clear, precise and fair speech
and wished him a happy retirement. The Chairman also thanked Mr Taylor for
his long service and highlighted that it is down to Mr Taylor for his personality
and engagement that the Fire Authority has been able to work well with the
FBU. The Chairman advised that he was looking forward to working with Mr
Taylor’s successor with all that he has learnt from him.

79

MINUTES OF COMMITTEES
RESOLVED that the minutes be received for the Committee meetings held;

80

•

Performance Review and Scrutiny Committee – 20 January 2017

•

General Purposes Committee – 26 January 2017

URGENT ACTION UNDER STANDING ORDER 5.1
RESOLVED to note that the Clerk, after consultation with the Chairman,
advised the Local Government Association that the Fire Authority did not wish
to engage in any potential further legal action in respect of the Part-Time
Workers (Prevention of Less Favourable Treatment) Regulations – Fire
Brigades Union And Retained Firefighters Union Settlement Agreements.

81

NOTIFICATION OF A POLITICAL GROUP
RESOLVED to note that the appropriate documentation has been received by
the Clerk on the formation of an additional political group on the Fire Authority.
The Green/Independent Group has appointed Cllr Davies as its leader. As a
consequence the Liberal Democrat Group will lose one seat on the Audit,
Governance and Ethics Committee to the new group but it has been agreed
that this will only be effected for the new Municipal Year.

82

INTEGRATED RISK MANAGEMENT PLAN 2016 - 2020
A debate was held around the consultation period and concerns were raised
around holding the consultation over the Christmas period. It was agreed that
a lesson has been learnt and any future consultations will not be held over
public holidays. A Member assured all that the Deputy Chief Fire Officer

(DCFO) and her team visited Yate on various occasions and spent a lot of
time with the Parish Councillors and did their best with the resources that they
had. The suggestion made to deliver leaflets to every household in Yate
would not have been cost effective or proportionate to the proposed changes.
The CFO provided an overview and advised Members that the Integrated Risk
Management Plan (IRMP) is the most important document to sign off as it
sets out their understanding of risk and how they plan to utilise resources
through an integrated approach. Since 2009, there have been a significant
number of reductions within the budget which has resulted in further
reductions being made in whole-time fire fighter posts and a change in
deployment.
The will target where the reductions will fall with manageable impact and the
3 main areas in the first draft of the IRMP looks at alternative crewing and
proposes the change to crewing at Yate Fire Station and the use of the Urban
Search and Rescue (USAR) team. A wide range of responses and diverse
reviews were received during the consultation process and this influenced to
shape final proposal.
A Member referred to the speech provided by the FBU representative on the
response times being recorded for first and second pumps. The Fire Authority
can set the standards and the performance will depend on the measurements
set.
Members agreed that they would like to receive information on when a second
pump is required and how long it takes to respond.
A Member raised a query on whether reserves could be used to avoid losing a
fire fighter post. The CFO advised that it would not be wise to use underspend
to fund the service as it is a one-off underspend.
A further query was raised on the time that it would take for a second pump to
be deployed if option 2 was agreed. The CFO assured Members that 2 pumps
will be stationed at Yate and when a call is received, both pumps will turn out.
A Member representing Yate thanked the DCFO and her team in the work
completed for the IRMP and addressing the concerns which were raised. A
concern was raised regarding the extra time it would take for retained fire
fighters to travel to Station during rush hour of 17:00 to 18:00. The CFO
assured Members that a review will take place to look at the potential
difficulties due to traffic.
A Member raised concern on the increasing level of properties and proposals
in place for 2500 new homes in Yate and an additional 1500 homes outside of
Yate which will run beyond the period of this IRMP but could be considered in
the next IRMP. The CFO advised that Yate has always been on the borderline
of a high risk category and that it will be kept under review and will be
addressed again if the population grows and impacts on the performance.

A concern was raised regarding the loss of 2 fire fighter posts and the DCFO
assured Members that the 2 fire fighter posts are relating to the USAR team.
The USAR team will be relocating to Hicksgate and 2 posts will not be
transferred.
Members discussed community events and congratulated Yate firefighters for
the fantastic work they do at these events. Community activities undertaken
during the day and is an opportunity to be more productive with an integrated
approach.
A Member raised a query on the estimations provided on tax base and
whether it has been underestimated over the last 4 years and can provide
more funds to pay the reserves. The Treasurer advised Members that the tax
base calculations are received by the Unitary Authorities and are based on
number of properties of what they think they will have and the number of new
properties along with estimating the numbers of no collection of council tax
which is extremely difficult. If the Treasurer over estimates then there will be
a deficit so they are more cautious.
The Chairman moved recommendations a - d and requested that
recommendation b was amended to read agreed rather than preferred.
Councillor Drew seconded the recommendation. A vote was held and the
recommendations were passed by 18 votes for and 2 against.
RESOLVED to:
a) Ensure savings are achieved, by endorsing the changes to the crewing
models outlined in the IRMP and summarised in this report.
b) Approve option 2 as its agreed option for the future crewing model at
Yate Fire Station.
c) Approve the Integrated Risk Management Plan 2016-2020, which will
be amended to reflect the feedback received and the decision made by
Members in (a) above.
d) Approve the publication of the amended Integrated Risk Management
Plan 2016-2020 and the implementation of the associated action plan.
83

REVENUE BUDGET 2017/18 AND MEDIUM TERM FINANCIAL PLAN
The Treasurer provided an overview on the report which outlined the latest
budget position following consultation. A query was raised on recruitment and
what would happen if there were a high number of individuals who dropped
out during the training process. The CFO assured Members that the
recruitment process is kept under constant review and historically there has
been a very low number of drop outs.
A Member raised a query on Appendix 2 and the significant changes in what
is being purchased. The Treasurer advised Members that they are expecting
to purchase equipment to protect the firefighters with the uplift of new
terrorism threats.

A further query was raised on Appendix 4 and the Treasurer assured
Members that there is an option available to defer the borrowing and utilise
reserves.
The Chairman moved to accept the recommendations which Councillor Drew
seconded. A vote was held and the recommendations were passed by 18
votes for and one against with 2 abstentions.
RESOLVED to approve;
a) A Revenue Budget and Band ‘’D’’ precept level for 2017/18.
b) The Capital Programme set out in Appendix 2.
c) The statutory determinations which are set out in Appendix 1.
d) That the Fire Authority’s basic amount of Council tax (i.e. per Band D
property) for 2017/18 is increased to £69.28, an increase of £1.35 (less
than 2%) or less than three pence per week.
e) That precepts be issued on the Unitary Authorities in the Avon Fire
Authority area in proportion to the tax base determined by them.
f) The amount of Council Tax for 2017/18 for properties in each tax band
is:
Amount per Council Tax Band 2017/18
Band
Band A
Band B
Band C
Band D
Band E
Band F
Band G
Band H

Value
£46.19
£53.88
£61.58
£69.28
£84.68
£100.07
£115.47
£138.56

g) To instruct the Treasurer to forward precept details to the Unitary
Authorities as the billing authorities.
h) The charging structure set out in Appendices 6 and 7 with effect from 1
April 2017. That the charges be levied in full in all cases but power be
delegated to the Chief Fire Officer to remit the whole or part of the
charge if, in all the circumstances, he considers it appropriate to do so
in any case.
84

DATE OF NEXT MEETING – FRIDAY 31 MARCH 2017 AT 2.00PM
This meeting will be held at Police HQ, Portishead.

The Meeting closed at 16.20 hrs.

………………………………
Chairman

AVON FIRE AUTHORITY

7.1

EQUALITIES SUB-COMMITTEE
17 FEBRUARY 2017
Present: Councillors Abraham, Drew (for Clark), Scott (Chair) and Windows.
Meeting started at 10.30 hrs.
11.

APOLOGIES FOR ABSENCE
Apologies were received from Councillors Clark and Jackson. Councillor Jama was
absent.

12.

EMERGENCY EVACUATION PROCEDURES – The Chair drew attention to the
emergency evacuation procedures as set out in the Agenda.

13.

DECLARATION OF INTERESTS - The Chair drew attention to the requirements of
the Code of Conduct as set out in the Agenda.

14.

MINUTES OF THE MEETING OF THE SUB-COMMITTEE HELD ON 4
NOVEMBER 2017
RESOLVED that the minutes be approved as a true record and signed by the
Chairman.

15.

CHAIR’S BUSINESS – none.

16.

PUBLIC ACCESS - none.

17.

EQUALITIES UPDATE
The HR Manager provided an overview of the report which outlined the actions
taken since the last meeting in November 2016. The main issue raised is positive
action which the HR Department are implementing during the whole time
recruitment campaign by ministering key notes on reform and diversity. There is
wider resource available with recruiting support staff but recruitment in control has
tight timescales so only 8% had BME background with 1 appointed in 5 posts.
There are 2 members of support staff working on positive action and are very
passionate about equalities, this is not a one off exercise, this is something which
will be continued and would like more support from individuals who are working with
community groups that can encourage them to apply to join our work force. With
retained fire fighters, it tends to be in more rural areas with less BME residents.
Work is constantly being reviewed and revolved and the shifts are currently being
reviewed to try and attract more female applicants.
A Member suggested working with colleges to engage with student applicants and
the HR Manager assured Members that this is already in place on a national scale.
Female fire fighters have taken part in videos based on their career that are shown
in schools, the videos were issued around 2006 so they are old but the skills are still
the same. Females operational staff are very interested in visiting schools and

colleges and providing messages to the community on how their career fits into their
personal life.
The design of vehicles and equipment that fire fighters use have changed to be
lighter and access to ladders are being improved so that a degree of strength is not
as much of an issue.
On Friday 3 February 2017, an Inclusive Fire Service workshop took place with the
union representatives and Equalities and Diversity Officers to look at best practice
around all fire and rescue services. It was mainly focused on promoting services
and encouraging people to apply for jobs along with responding to bullying and
harassment. London Fire Brigade is the best example as they have 30% employees
from BME backgrounds but their turnover is higher than others. Dany Cotton, the
Commissioner, is keen and committed to improving the diversity and London are
always willing to share their learning.
The CFO advised Members that the agenda has moved on and the language is
changing to reflect the new agenda, moving on to an inclusive organisation as
demonstrating an inclusive organisation will naturally bring diversity. If this is
promoted externally, the public will view the fire service as more of an employer of
choice.
A discussion was held regarding engaging with the community and having a more
outward approach with holding regular events and meetings. A Member suggested
writing to communities organisations to invite them to Fire Authority meetings and
for Members to be seen by the public and be more involved.
A discussion was held around a past employment tribunal. A Member advised that
each unitary are handling claims on a daily basis and it would be dangerous to take
a single case and analysis it too deeply.
Members agreed that they would like to continue to receive an equalities update at
each Equalities Sub Committee.
RESOLVED to note the report.
18.

COMMUNICATING WITH BME COMMUNITIES
The Corporate Communication Manager provided an overview of some of the
methods the Fire Authority adopts in order to engage with members of BME
communities. Work has been carried out on the main product, Home Fire Safety
Visits (HFSV), to remarket and rebrand the offering. An application on the tablets
that crews use whilst completing a HFSV have access to show photographs for
individuals who may have limited English and can engage in a visual way. During
2017, the Risk Reduction Department will be focusing on the target audience who
may be more at risk due to several issues such as living in an area of deprivation.
The most important work being carried out is firefighters out in the community, last
year a total of 272 visits were carried out away from stations in community events
and a third of those were communicating with the BME community. There is more
work to be carried out with the Integrated Risk Management Plan (IRMP) as the
response received during the consultation period was very heavily towards white

men, although work was carried out with the Equalities and Diversity Officer, there
are lessons to be learned and we can learn from the London Fire Brigade.
There are leaflets and documents available with translation and the Fire Authority
will continue to fund producing this in order to communicate with individuals who
speak languages. A project was released last year for every frontline appliance to
have translation graphs in order for crews to ask questions during an incident. The
fire fighters may attend a fire where an individual cannot speak English so to enable
them to communicate, translation graphs are provided so they can hold up a
question which will cover medical issues and fire related issues.
The Corporate Communication Department continue to work with Support Staff to
discuss opportunities on how to communicate and encourage more people to apply
for posts. Social media is being used to target young people as the reality is the
article in the Evening Post will not reach the target audience. The Fire Brigades
Union (FBU) representative advised Members that it is important to add more in to
the educational packs to stimulate young people’s minds so when they are at the
age of applying, they will already be looking to join.
There is a lack of money for a continuation of communications with BME groups and
investment is needed to ensure that it continue to progress through the service and
the Inclusion Days are vital to engage and improve the service.
RESOLVED to note the report.
19.

DISCUSSION POINTS
a)

Accountability and Inclusion.
No discussion was held as accountability and inclusion was discussed in
agenda items 7 and 8.

b)

Opportunities to develop partnerships with diverse communities
A Member suggested inviting people to attend the Equalities Sub-Committee
to offer their views and opinions and felt it would be more welcoming than the
full Fire Authority meeting. The HR Manager agreed to work with the
Partnership Manager to review a list of different agencies and groups to invite
to the public gallery. Members agreed that the Equalities Sub-Committee
meeting can be held out of the Headquarters in a community venue.

c)

Resources
Members agreed that it would be useful to have an additional page within the
reports on challenges and issues faced with funding and also admin resources
particularly on the activities discussed during the Equalities Sub-Committee.

d)

Policy
No discussion was held.

e)

Putting diversity at the top of our organisational priorities and including
it in the corporate risk register
A discussion was held around the wording and a Member suggested putting
inclusion instead of just diversity. Members agreed to put inclusion at the top
of the organisational priorities and to include it in the corporate risk register.

20. DATE OF NEXT MEETING – Thursday 6 April 2017 (10.00am)
Meeting closed at 11.22 hrs.

………………………………
Chair

AVON FIRE AUTHORITY

7.2

AUDIT, GOVERNANCE & ETHICS COMMITTEE
24 FEBRUARY 2017
The meeting started at 10.33 hrs.
PRESENT: Councillors Barber, Butters, Massey, Pomfret and Threlfall.
23

APOLOGIES FOR ABSENCE
Apologies were received from Councillor Cranney, Davis and Wilton.
Apologies were received from Melanie Henchy-McCarthy, Chief Internal Auditor at
Bristol City Council.

24

EMERGENCY EVACUATION PROCEDURES – The Chair drew attention to the
emergency evacuation procedures as set out in the Agenda.

25

DECLARATION OF INTERESTS – The Chair drew attention to the requirements of
the Code of Conduct as set out in the Agenda.

26

CHAIR’S BUSINESS – None.

27

MINUTES OF THE MEETING OF THE COMMITTEE HELD ON 30 SEPTEMBER
2016
RESOLVED that the minutes be approved as a true record and signed by the Chair.

28

PUBLIC ACCESS - None

29

GOVERNANCE STRUCTURE - REVIEW
The Clerk provided an overview on the report which outlined the current change that
have been made to the governance structure. The Committee were invited to review
the governance structure prior to the next Annual Meeting in June 2017. The Clerk
advised Members that he felt the committees had made a good start and had no
suggestions for change.
A discussion was held on the size of the Membership of the Fire Authority and the
Chair suggested continuing with the status quo until the outcome from the statutory
inspection was known as this may have an impact. A Member raised concerns on
reducing the size as it may cause issues with possible long term sickness and the
need for substitutes as the Committees take time to understand. A further concern
was raised with the impact on personal and family life of those Members who would
take on a more demanding role if the size were reduced.
1

Members thanked the Clerk for producing the report and agreed that they would not
like to make any recommendations to the Fire Authority but would prefer to set up a
working party to work through the governance structure and consider all issues and
potential changes in size of membership once feedback has been received following
the inspection and reviews within the Unitary Authorities. The suggested time for this
review is autumn 2017.
RESOLVED to note the report and recommend to the Fire Authority that a review is
scheduled for autumn 2017 to review the governance structure following feedback
received from the inspection and Local Authority reviews.
30

MEMBERS’ ALLOWANCE SCHEME - REVIEW
The Clerk provided an overview of the report on the Members’ Allowance Scheme
and had no suggestions for change. The Clerk highlighted to Members that they were
at the lower quartile in comparison with other Fire and Rescue Authorities.
A Member raised a query on whether the allowances were based on the size and
population of the authority and the Clerk advised that it was not clear upon what
basis allowances were set. The Clerk was asked to circulate a note to Members on
what Hampshire currently pay their Members for their reduced Membership and
provide background knowledge of their regime for information to help in the future.
The Fire Authority has already agreed a small increase in the special responsibility
allowances for 2017/18 but no increase for the basic allowance.
A Member suggested that allowances should rise in line with pay rises to support
staff under the Green Book to enable an automatic increase each year without the
need for review. A Member advised that if an increase was not made it may lead to a
larger increase in a few years’ time.
The Clerk was asked to provide the revised figures to support the recommendation to
the next Fire Authority meeting.
RESOLVED to recommend to the Fire Authority that annual increases in the basic
and special responsibility allowances should be linked to annual increases awarded
under the Green Book with effect from 1 April 2017.

31

REVIEW OF CONSTITUTIONAL DOCUMENTS
The Clerk provided an overview of the report on the current constitutional documents
and advised Members that the documents were seen to be fit for purpose and had no
suggestions or concerns.
RESOLVED to note the report and provide no recommendations for change at the
Annual Fire Authority meeting.
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32

INTERNAL AUDIT REPORT – INSPECTIONS PROGRAMME 2016/17
The Treasurer introduced Phil Eames from Bristol City Council who provided an
overview on the internal audit report on the Inspections Programme 2016/17 on
behalf of the Chief Internal Auditor. Mr Eames advised Members that the outcome of
the audit showed that there are good controls in place in terms of dealing with the
risks identified. A Member raised a query on the likelihood of the minor weaknesses
becoming important and Members were reassured that the weaknesses were
considered low priority and are not likely to escalate.
A discussion was held on the challenges faced with housing and properties changing
on a regular basis from flats to hotels etc. and the Technical Fire Safety Manager
assured Members that a new system is in place which will support crews attending
an incident as the information available to them will be directly from the Land
Registry. A Member raised concern on Houses in Multiple Occupation (HIMOs) and
the risk of multiple occupancies being unsafe, the Technical Fire Safety Manager
assured Members that the Department works closely with the local authority building
control and shares building regulations and licensing information is shared although
this is sometimes after the changes have taken place.
A query was raised around training and whether there are any modules based on
risks of HIMOs and the Technical Fire Safety Manager advised Members that training
days are held regularly with local authority housing officers and other agencies to
learn about each other’s powers.
RESOLVED to note the audit findings and recommendations.

33

INTERNAL AUDIT REPORT – PRIORITISATION AND ALLOCATION OF
TRAINING 2016/17
Phil Eames from Bristol City Council provided an overview of the internal audit report
on Prioritisation and Allocation of Training on behalf of the Chief Internal Auditor. Mr
Eames advised Members that the overall conclusion of the audit was good and at a
satisfactory level of control with one medium level weakness.
A Member raised a query on the delay with developing the electronic TR1 forms and
the Resource Planning Unit Manager advised Members that the TR1 form is currently
being developed from a word document to a writable PDF. A further query was raised
relating to access to reports based on training and the Resource Planning Unit
Manager advised Members that the Department record and scan all training forms
and the risk critical training and skills are recorded on Fire Watch which can provide a
report.
Mr Eames advised Members that Internal Audit will be monitoring the progress of the
medium and high risk recommendations and will be able to provide a report on the
progress at the next Committee meeting.
RESOLVED to note the audit findings and recommendations.
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34

2016/17 AUDIT PLAN AND PROGRESS REPORT
Peter Barber from Grant Thornton, the External Auditor, provided an overview of the
2016/17 audit plan and progress report.
Mr Barber advised Members that the deadline for auditing the accounts has been
brought forward to the end of July meaning that Members will be unable to review the
accounts during their meeting in June but will have an opportunity to meet with the
Treasurer to raise any concerns or questions on the draft accounts. The Treasurer
will initially sign off the statement of accounts by the end of May.
Members agreed that they would like to continue to receive updates on issues that
may be relevant to the role of the Committee and the Fire Authority.
A discussion was held around positive action campaign and the issues raised and the
Deputy Chief Fire Officer advised Members that a report on the reform and action
plan will be produced based on how the Fire Authority will work with the trade union
colleagues to complete its action. The Deputy Chief Fire Officer advised Members
that she has personally wrote to every female fire fighter within the service to ask for
support and advice on how to improve the positive action campaign. Members also
discussed issues with the profile on retained fire fighters as the public do not see this
role as a secondary career.
RESOLVED to note the audit plan and progress to date.
Members thanked both Auditors from Grant Thornton and Bristol City Council for their
continual support and work carried out with the audits.

35

DATE OF NEXT MEETING – Friday 16 January 2017 (10.30am)
Members agreed that they would prefer the meeting to be held at 10.30am rather
than 10am due to traffic restrictions.
The meeting closed at 11.43 hrs.

……………………………
Chair
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AVON FIRE AUTHORITY

7.3

GENERAL PURPOSES COMMITTEE
16 March 2017
PRESENT: Councillors Abraham (Chairman), Davies, Davis (for Drew) and Garner (for
Barber).
The meeting started at 10.31 hrs.
36.

APOLOGIES FOR ABSENCE
Apologies were received from Councillors Barber, Barrett (C), Drew, Jackson and
Scott.

37.

EMERGENCY EVACUATION PROCEDURES – The Chairman drew attention to the
emergency evacuation procedures as set out in the Agenda.

38.

DECLARATION OF INTERESTS – The Chairman drew attention to the requirements
of the Code of Conduct as set out in the Agenda.

39.

CHAIRMAN’S BUSINESS – None.

40.

MINUTES OF THE MEETING OF THE COMMITTEE HELD ON 26 JANUARY 2017
RESOLVED that the minutes be approved as a true record and signed by the
Chairman.

41.

PUBLIC ACCESS – None.

42.

REINVESTING FOR THE FUTURE PROGRAMME
The Chief Fire Officer (CFO) advised Members that the report provided an update on
the Reinvesting for the Future Programme and outlined the three key stations of
Avonmouth, Bath and Weston as a priority. The CFO advised Members that the
scheduled date for relocating is 18 September 2017 and Avon and Somerset
Constabulary (ASC) have confirmed that their staff who are required to move out will
be moving in mid-May.
A query was raised on the issues with BT and the Project Manager assured Members
that a plan was being developed to control any problems that may arise and that BT
have provided confirmation that they will be able to support the relocation in
September.
A debate was held on the vetting process for Members and the CFO suggested
inviting the ASC Vetting Officer to meet with Members to discuss any concerns. A
1

query was raised on whether contractors are required to be vetted and the Project
Manager advised Members that all contractors undertaking the refurbishment works
will be vetted and this is a requirement in the tender document. The Project Manager
advised Members that Support Staff have raised similar concerns and a Frequently
Asked Questions (FAQ) document has been created. The Project Manager agreed to
circulate the FAQ document to all Members of the Fire Authority.
A query was raised on Weston Fire Station being at phase 2 and the Clerk advised
Members that this was due to Bath being a more problematic project estimated to
take longer to complete and Avonmouth is likely to be straightforward with no
planning issues. The Bath Fire Station project is estimated to take at least 3 years to
complete with Avonmouth estimated to take 2 years. The Clerk advised Members
that only two projects can run at the same time and Weston will start once
Avonmouth has been completed subject to funding. The CFO advised Members that
Weston presents opportunities which are being reviewed.
A further query was raised on whether the Fire Authority are reviewing the Unitary
Authorities’ plans and working with the Planning Departments to ensure that the
locations of the fire stations are not affected. Members were assured that the
Integrated Risk Management Plan takes account of the potential risks and part of the
plan is to regularly check plans and developments that may be of interest.
A concern was raised on the local press advising the public of the closure of Weston
Fire Station and the CFO assured Members that there are no plans other than redeveloping the current site.
RESOLVED to note the report.
43.

TREASURY MANAGEMENT STRATEGY AND PLAN 2017-2021, UPDATED
CAPITAL PROGRAMME 2017-2021 AND PRUDENTIAL INDICATORS
The Treasurer provided an overview of the report which outlined the Fire Authority’s
policy, strategy and plan 2017-2021 on Treasury management activities, together
with the updated capital programme 2017-2021 and associated prudential indicators.
Treasury Management is the management of the Fire Authority’s investments and
cash flows and covers its banking, money market and capital market transactions and
the risks associated with these activities.
A concern was raised on inflation and whether there was a sufficient plan in place for
risk managing the interest rates and potential impact on the Capital Programme. The
Treasurer assured Members that he is confident that the Fire Authority will remain
within target for the 4 year period and will report to Members if circumstances
change. The Treasurer advised Members that the programme is very dependent on
capital receipts supported by potential borrowing although the Fire Authority may
have to increase its prudential borrowing limit.
A Member raised a query on the financial implications with collaborating with other
Emergency Services and the CFO advised Members that there is regular dialogue
2

between colleagues at Avon and Somerset Constabulary and South Western
Ambulance Service and every possible opportunity for further collaboration is
reviewed. The CFO advised Members that the focus when updating Fire Stations is
ensuring that the response standards are maintained.
RESOLVED to:

44.

a)

Approve the Treasury Management Strategy and Plan 2017-2021, including
approving the relevant limits and indicators as set out in the Executive
Summary.

b)

Approve the Treasury Management Policy Statement.

c)

Approve the Prudential Indicators reflecting the 4 year Capital Programme
2017/18 to 2020/21

d)

Note the Capital Programme 2017- 2021, including slippage, and proposed
funding.

e)

Note the affordability and impact of the capital investment and option appraisal
decisions as detailed within the Prudential Code Indicators.

DATE OF NEXT MEETING: THURSDAY 13 JULY 2017 (10.30am)
Members agreed that they would prefer all Committee meetings to start at 10.30am
and the schedule of meetings will be updated to reflect the new time and referred to
the full Fire Authority meeting for approval.

The meeting closed at 11.12 hrs.

………………………………
Chairman
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SUMMARY
The purpose of this report is to seek approval for the continuation of the
appointment of Martyn Wallberg as Interim Treasurer.

2.

RECOMMENDATIONS
The Fire Authority is asked to extend the appointment of Martyn Wallberg as
Interim Treasurer until 31 March 2018.

3.

BACKGROUND

3.1.

Under paragraph 7 of Schedule 1 to Avon Fire Services (Combination
Scheme) Order 1995 the Fire Authority is required to appoint a Treasurer of
the Combined Fire Service Fund. In addition, under section 112 of the Local
Government Finance Act 1988 the Fire Authority shall make arrangements for
the proper administration of its financial affairs and shall secure that one of its
officers has responsibility for the administration of those affairs (Chief Finance
Officer). In reality, these 2 posts are combined.

3.2.

James Dack, the previous Treasurer, resigned from his post and left the
employment of the Fire Authority on 28 December 2016.

3.3.

At its meeting on 16 December 2016 the Fire Authority approved the
appointment of Mr Wallberg as Interim Treasurer for an initial period from 1
January 2017 to 31 March 2017.

3.4.

Mr Dack also held the post of Director or Finance, Assurance and Asset
Management. Mr Wallberg has only undertaken the financial aspects of the
role and has provided continuity and stability at this time. The remaining
management functions are being covered predominantly by the Clerk with the
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Deputy Chief Fire Officer taking responsibility for some of the strategic work
which complements her role. A revised interim management structure is
currently in force.
3.5.

It was the intention of the Chief Fire Officer (CFO) to bring forward proposals
to this meeting of the Fire Authority for the future arrangements for the
Treasurer role and a management restructure within the Service management
Board. However, upon reflection the CFO believes that with the impending
move of HQ to Police HQ at Portishead and the inevitable opportunities this
will bring for more joint working which will need to be considered that for the
rest of this financial year the interim arrangements should continue. This will
provide stability in the transition to Police HQ and provide the necessary time
to consider proposals for change. This will also enable a strategic review of
financial services to be undertaken given that the current arrangements with
Bristol City Council are due for review by the end of the financial year.

3.6.

Therefore, it is proposed that Mr Wallberg should continue as Interim
Treasurer until 31 March 2018.

4.

CONSIDERATIONS

4.1.

Contribution to Key Policy Priorities
The Treasurer is part of the robust and transparent governance arrangements
that are key to service delivery and meeting policy priorities.

4.2.

Financial Implications
It is proposed that the Interim Treasurer will be continue to be paid 3.5/5ths of
the salary of the Director of Finance, Assurance and Asset Management and
1.5/5ths of the salary of the Finance Manager. This equates to £79,478 per
year. The DCFO and the Clerk will not receive any additional remuneration
for undertaking additional management responsibilities. It is expected that the
Interim Treasurer will continue to secure additional support within the Finance
Department at Accountant level. The Finance Manager role will not be
backfilled as such. It is anticipated that at worst the proposal will be cost
neutral and at best return a small saving.

4.3.

Legal Implications
These are covered in the report.

4.4.

Equality & Diversity Implications
Whilst the Fire Authority would usually recruit to senior positions through open
competition to engage the best talent where recruitment is on an interim basis
only as here the need for stability and continuity is paramount. It is envisaged
that any permanent replacement will be recruited by open competition unless
this is part of a new shared services arrangement or as part of a cost saving
2

exercise through a restructure. The decision on these matters will ultimately
be for the Fire Authority to make.
4.5.

Corporate Risk Assessment
Failure to implement proper governance arrangements could result in
challenge to the Fire Authority and in censure for any breaches.

4.6.

Environmental/Sustainability Implications
None.

4.7.

Health & Safety Implications
None.

4.8.

Crime & Disorder Implications
None.

5.

BACKGROUND PAPERS
Report to the Fire Authority – 16 December 2016

6.

APPENDIX
None

7.

REPORT CONTACT
Guy Goodman, The Clerk, extension 231
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MEETING:

Fire Authority

MEETING DATE:

31 March 2017

REPORT OF:

The Clerk

SUBJECT:

Annual Review of the Remuneration of the Chief Fire
Officer / Chief Executive

1.

SUMMARY
This report invites the Fire Authority to approve the recommendation of the
Employment Committee on the pay of the Chief Fire Officer / Chief Executive
(CFO).

2.

RECOMMENDATIONS
The Fire Authority is asked agree that:
a)

There be no local pay increase in the CFO’s salary for 2017/18.

b)

The CFO receives any annual cost of living award agreed nationally
(if any) by the National Joint Council (NJC) for Brigade Managers of
Fire and Rescue Services with effect from 1 January 2017.

3.

BACKGROUND

3.1.

The CFO is conditioned to the conditions of service agreed nationally by the
NJC and set out in the Gold Book.

3.2.

In respect of salaries the Gold book provides:
9.

The NJC will publish annually recommended minimum levels of salary
applicable to chief fire officers/chief executives employed by local
authority fire and rescue authorities.

10. There is a two-track approach for determining levels of pay for
Brigade Manager roles. At national level, the NJC shall review
annually the level of pay increase applicable to all those covered by
this agreement. In doing so, the NJC will consider affordability, other
relevant pay deals and the rate of inflation at the appropriate date.
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Any increase agreed by the NJC will be communicated to fire
authorities by circular.
11. All other decisions about the level of pay and remuneration to be
awarded to individual Brigade Manager roles will be taken by the local
Fire and Rescue Authority, who will annually review these salary
levels.
3.3.

Any local award would apply from 1 April but NJC awards apply from the
immediately previous 1 January.

3.4.

In terms of any pay award the CFO has advised that he does not believe that
any local pay increase is appropriate at this time.

3.5.

It should be noted that all members of the Service Management Board and
the Statutory Officers are paid a set percentage of the CFO salary and any
decision made equally affects their pay. Also note that this applies to the
Clerk who is the author of this report.

3.6.

The Employment Committee agreed at its meeting on 22 March 2017 to
recommend to the Fire Authority that:
a)

there be no local pay increase in the CFO’s salary for 2017/18.

b)

the CFO receives any annual cost of living award agreed nationally (if
any) by the National Joint Council (NJC) for Brigade Managers of Fire
and Rescue Services with effect from 1 January 2017.

4.

CONSIDERATIONS

4.1.

Contribution to Key Policy Priorities
It is important that the Fire Authority has within its senior roles quality and
talented individuals to drive its priorities.

4.2.

Financial Implications
Any increase agreed nationally will be met from existing budgets.

4.3.

Legal Implications
These are dealt with in this report from a contractual perspective.

4.4.

Equality & Diversity Implications
None identified.

4.5.

Corporate Risk Assessment
Salaries levels can impact upon retention and recruitment.
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4.6.

Environmental/Sustainability Implications
None identified.

4.7.

Health & Safety Implications
None identified.

4.8.

Crime & Disorder Implications
None identified.

5.

BACKGROUND PAPERS
National Joint Council for Principal Fire Officers of Local Authority Fire
Brigades ‘Constitution and scheme of conditions of service‘, known as the
Gold Book.

6.

APPENDICES
None

7.

REPORT CONTACT
Guy Goodman, The Clerk, extension 231.
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SUMMARY
The Fire Authority is asked to approve the recommendation of the
Employment Committee for the proposed Pay Policy Statement for the
financial year beginning on 1 April 2017.

2.

RECOMMENDATIONS
The Fire Authority is asked to approve the proposed Pay Policy Statement
2017/18.

3.

BACKGROUND

3.1.

The Fire Authority is required under the Localism Act 2011 to prepare an
annual Pay Policy Statement. This will state the Fire Authority’s policy
towards a range of issues relating to the pay of its workforce and in particular
the senior staff and the lowest paid employees.

3.2.

The Statement must include the following:
•

Remuneration of its Chief Officers.

•

Remuneration of its lowest paid employees.

•

The relationship between the remuneration of its Chief Officers

•

The remuneration of those employees who are not Chief Officers.

3.3.

Under the Act Pay Policy Statements must be prepared for each financial
year, approved by the full Fire Authority and published.

3.4.

The proposed Statement for 2017/18 is attached at the Appendix. No
substantive changes are proposed from last year’s Statement except in
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respect of reflecting the Fire Authority decision to suspend the Reemployment Policy.
4.

CONSIDERATIONS

4.1.

Contribution to Key Policy Priorities
None identified.

4.2.

Financial Implications
Funding for staffing costs is contained within existing budgets.

4.3.

Legal Implications
These are dealt with in the reports.

4.4.

Equality & Diversity Implications
No issues have been identified.

4.5.

Corporate Risk Assessment
None Identified.

4.6.

Environmental/Sustainability Implications
None identified.

4.7.

Health & Safety Implications
None identified.

4.8.

Crime & Disorder Implications
None identified.

5.

BACKGROUND PAPERS
None.

6.

APPENDIX
Proposed Pay Policy Statement 2017/18.

7.

REPORT CONTACT
Guy Goodman, The Clerk, extension 231.
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Appendix
PROPOSED PAY POLICY STATEMENT 2017/18
1.

INTRODUCTION

In accordance with sections 38 to 43 of the Localism Act this Pay Policy Statement
outlines the Fire Authority’s policies relating to:
•

Remuneration of its Chief Officers,

•

Remuneration of its lowest paid employees,

•

The relationship between the remuneration of its Chief Officers and the
remuneration of those employees who are not Chief Officers.

This will ensure that there is the appropriate accountability and transparency of
salaries and in particular the salaries of senior staff. The Fire Authority will publish
the statement on the Fire Authority’s website and update it on an annual basis or at
such times as it is amended.
In applying its policy, the Fire Authority will work to eliminate any elements which
may, directly or indirectly, discriminate unfairly on the grounds of sex, race, colour,
nationality, ethnic or national origin, age, marital status, having dependants, sexual
orientation, gender reassignment, religion or belief, trade union activity, disability or
any other factors. Part-time workers receive the same pay and remuneration as fulltime workers undertaking the same job role on a pro-rata basis.
Decisions on the pay and conditions of employment of Chief Officers are made by
Members at a meeting of the Fire Authority itself.
2.

REMUNERATION OF CHIEF OFFICERS

The Fire Authority is responsible for establishing the pay policy for all employees of
the Avon Fire and Rescue Service and reviewing the pay level of the Chief Fire
Officer.
The Pay Negotiating Body for Chief Fire Officers is the National Joint Council (NJC)
for Brigade Managers of Local Authority Fire and Rescue Services. The NJC
annually reviews the level of pay increase applicable to all those covered by the
national agreement and determines any pay settlement. The Fire Authority applies
the annual negotiated pay settlements. All other decisions about pay levels and
remuneration for individual Brigade Managers are taken locally by the Fire Authority.
The salary structure for the Chief Fire Officer, other Board members and the
Statutory Officers is determined by the Authority and is subject to future salary
reviews in accordance with the Constitution & Scheme of Conditions of Service of
the National Joint Council for Brigade Managers of Local Authorities’ Fire Brigades
known as the ‘Gold Book’.
The Fire Authority undertakes negotiations with its recognised representative bodies
on local agreements which affects the terms and conditions of its employees and

which may include agreement of local allowances. The Representative Bodies
recognised for negotiating purposes for Chief Fire Officers is the Association of
Principal Fire Officers (APFO).
3.

REMUNERATION OF OTHER UNIFORMED / OPERATIONAL STAFF

The Chief Fire Officer (CFO) has delegated responsibility to establish appropriate
pay gradings and salaries for all other employees of the Avon Fire and Rescue
Service.
This includes Wholetime, Retained Duty staff and Control Room staff. The
remuneration levels for these staff are subject to national negotiation as contained in
the Scheme of Conditions of Service of the National Joint Council for Local Authority
Fire & Rescue Services which is known as the ‘Grey Book’.
The representative body recognised for negotiating purposes is the Fire Brigades
Union.
4.

REMUNERATION OF SUPPORT STAFF

The Scheme of Conditions of Service for these staff are set out within the National
Joint Council for Local Government Services known as the ‘Green Book’.
The Hay Job Evaluation Scheme and Grading Structure were approved by the Fire
Authority. The National Joint Council negotiates the level of any annual pay
increases applicable to all ‘Green Book’ staff.
The representative bodies recognised for negotiating purposes are UNISON and
UNITE.
5.

REMUNERATION OF THE LOWEST PAID EMPLOYEES

This statement must state the definition of “lowest-paid employees” adopted by the
authority for the purposes of the statement, and the authority’s reasons for adopting
that definition.
Avon Fire Authority is a ‘living wage’ employer. The living wage is a rate which is set
by an organisation known as Citizens UK. The current living wage outside of London
is £8.45.
6.

THE RELATIONSHIP BETWEEN THE REMUNERATION OF CHIEF FIRE
OFFICERS AND THOSE EMPLOYEES WHO ARE NOT CHIEF FIRE
OFFICERS

The Localism Act requires the Fire Authority to set out the relationship between the
remuneration of Chief Officers and the remuneration of those who are not Chief
Officers.
6.1

Establishing the Pay of the Chief Fire Officer

This statement must include the authority’s policies relating to:
a) the level and elements of remuneration for each chief officer
b) remuneration of chief officers on recruitment
c) increases and additions to remuneration for each chief officer
d) the use of performance-related pay for chief officers
e) the use of bonuses for chief officers
f) the approach to the payment of chief officers on their ceasing to hold office
under or to be employed by the authority and
g) the publication of and access to information relating to remuneration of chief
officers.
The Fire Authority has established a policy that Service Management Board roles
below that of CFO would be paid as a proportion of the locally agreed CFO base pay
rate. The salaries of the Chief Officers:

CFO

£144,854

DCFO (80%)

£115,883

ACFO (75%)

£108,640

Directors & Statutory
Officers (65%)

£94,155

Subject to any increase awarded nationally by the
NJC from 1 January 2017

6.1.1 Bonuses Payable / Performance Related Pay
The Fire Authority does not operate a bonus scheme or a Performance Related Pay
Policy for Chief Officers.
6.1.2 Charges, Fees or Allowances Payable
Payment of charges, fees and allowances for Chief Officers, is in accordance with
the provisions of the Gold Book and Section 4 of the Grey Book.
6.1.3 Vehicles
A taxable leasing contribution is provided to Chief Officers. Officers can claim
reimbursement for business mileage in accordance with the conditions of that
scheme. Officers who do not take advantage of the Fire Authority’s car leasing
scheme may claim reimbursement for the use of their private motor vehicle for
Service purposes, in accordance with the NJC Mileage rates and the provisions of
the Essential User Scheme.

6.1.4 Travelling and Subsistence Expenses
In accordance with NJC Conditions of Service, Chief Officers who are absent from
their usual place of duty, and who necessarily incur additional expenses in obtaining
food, may claim subsistence allowances in accordance with the Fire Authority’s
published rates.
6.1.5 Expenses
Chief Officers may claim reimbursement for out of pocket expenses incurred in the
course of carrying out their duties. The Fire Authority also permits Chief Officers to
utilise corporate procurement / credit cards in accordance with the terms of the
scheme.
6.1.6 Professional Memberships
Fire Authority will reimburse Chief Officers for the cost of joining or maintaining
membership of professional bodies essential to the duties of their role.
6.1.7 Benefit in Kind
Chief Officers may elect to be provided with a lease vehicle under the car lease
scheme which may produce a taxable benefit in kind. Chief Officers may use the Fire
Authority’s medical intervention fund which could incur a taxable benefit in kind if the
treatment is related to a non-work injury.
6.1.8 Re-engagement / Reemployment
The Fire Authority has suspended its retirement and reemployment policy for the
time being so no new applications are being accepted.
The Fire Authority operates a Flexible Retirement Policy for employees in the Local
Government Pension Scheme which allows staff to take their pension benefits and
be re-employed on reduced hours or at a lower grade without abatement of pension.
This complies with the provisions of the Local Government Pension Scheme.
6.1.9 Redundancy
There is no provision within either the firefighters pension schemes to enable Fire
and Rescue Authorities to provide enhanced redundancy payments above those
payable by virtue of enactment.
Officers within the LGPS are entitled to enhanced redundancy payments in
accordance with the provision of the scheme and the Fire Authority’s policies.

6.1.10 Termination by mutual agreement
The Fire Authority reserves the right to negotiate a compensatory payment for
termination of employment by mutual consent. Such payments may only be made if

the Fire Authority is satisfied that it is in the best interests of both the Fire Authority
and the public interest.
6.1.11 Payment in lieu of Notice
The Fire Authority reserves the right to make payment in lieu of notice of exceptional
circumstances, where this is deemed to be in the best interests of both the Fire
Authority and public interest.
6.1.12 Payment for untaken annual leave
The Fire Authority reserves the right to pay in lieu of untaken annual leave, where
the employee has been unable to take their leave entitlement due to the
contingencies of the Service.
6.1.13 Pension Arrangements
The pension schemes applied by the Fire Authority for the various staff groups are:
•

The Firefighters Pension Scheme 1992

•

The Firefighters Pension Scheme 2006

•

The Firefighters Pension Scheme 2015

•

The Local Government Pension Scheme 2008

•

The Local Government Pension Scheme 2014

The Fire Authority implements guidance in relation to these schemes as amended
from time to time by the responsible government department.
6.2

Internal Pay Comparators

The comparison with the median earnings of the whole workforce using the basic
pay for full-time equivalents based on:
•

The CFO’s salary being £144,854

•

The lowest pay point being £16,302

•

The median basic pay of the Fire Authority’s whole workforce FTE (excluding
retained duty staff) being £31,408

are as follows:
•

The current ratio between the CFO and median basic pay is 4.6:1.

•

The current ratio between the CFO and a competent fire-fighter is 4.8:1.

•

The current ratio between the CFO and lowest paid employee is 9.1:1.
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MEETING:

Avon Fire Authority

MEETING DATE:

31 March 2017

REPORT OF:

Chief Fire Officer / Chief Executive

SUBJECT:

Strategic Workforce Development Plan - Update

1.

SUMMARY
At the Fire Authority meeting in December 2016, Members requested that a
review be undertaken on the Strategic Workforce Development Plan following
the release of the Adrian Thomas Review. Following the release of the
Review, the Chief Fire Officers Association (CFOA) have produced a National
People Strategy 2017/2022 for the Fire and Rescue Service. This report
benchmarks the Fire Authority’s current position against that Draft People
Strategy.

2.

RECOMMENDATIONS
The Fire Authority is asked to note the report.

3.

BACKGROUND

3.1.

The Fire Authority has in place its own workforce development plan called the
Learning and Development Strategy 2016 - 2020. This Strategy provides
direction to staff as to how they will be developed and supported to meet
existing and future challenges facing the Fire Authority over the next four
years and beyond. This is in line with the Fire Authority’s Strategic Aim 3 of
‘Continuing to ensure our staff are well supported and their health, safety and
welfare is a priority.’

3.2.

The Strategy’s aim is to maintain a workforce that is competent and safe in
their diverse roles, whilst ensuring, where possible, staff have opportunities,
choice and pathways for promotions and development and are able to gain
skills in specialist areas. The Strategy covers 5 key themes of Professional
Workforce, Outstanding Leadership, Operational Competence, Organisational
Excellence and Sustainable Workforce.
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3.3.

In response to the Thomas Review, CFOA have released a draft National Fire
and Rescue People Strategy which offers a response to the
recommendations in the Sir Ken Knight ‘Facing the Future’ and Adrian
Thomas ‘Independent Review of Conditions and Service for Fire and Rescue
Staff in England’ reports but goes further and draws out the main drivers for
change over the next five years and the impact on our people. The CFOA
document represents a broad direction of travel and includes all of the UK fire
services and has been the product of consultation with key stakeholder
including Chief Fire Officers, the Local Government Association and trades
unions.

3.5

Over the next five years the Fire Authority will need to become flexible in the
design of duty systems, contract types and working together on day to day
activities. The Fire and Rescue Service’s evolving role in working in
partnerships has implications for professional development, well-being and
organisational culture. To build on current success new leadership skills will
need to be developed attracting a diversity of thought and knowledge. To help
define and plan improvements the following six key areas have been agreed:
•

Strengthen Leadership and Line Management to
organisational change and improved community outcomes.

•

Develop cultural values and behaviours which make the Fire Authority
a great place to work for all staff.

•

Ways of working that are able to respond to service model needs.

•

Provide excellent training and education to ensure continuous
improvement of services to the public.

•

Continue to support the health and well-being of all staff.

•

Strengthen the ability to provide good service by diversifying staff and
creating a fair and equal place to work.

support

3.4.

A review of the Strategy has been undertaken and compared to the CFOA
document, the findings of which are contained within Appendix 1. Members
will find at Appendix 2 a copy of the CFOA document. The Workforce
Development Plan 2016 - 2020 is currently being refreshed to reflect the
CFOA document in preparation for the final document to be adopted as an
overarching policy statement.

4.

CONSIDERATIONS

4.1.

Contribution to Key Policy Priorities
The Workforce Development Strategy is essential to delivering the Strategic
Aim 3 – Continuing to ensure our staff are well supported and their health,
safety and welfare is a priority

4.2.

Financial Implications
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The delivery of the Workforce Development Strategy is provided through the
allocated learning and development budget.
4.3.

Legal Implications
None specifically identified.

4.4.

Equality & Diversity Implications
A full Equality Impact Assessment will be undertaken on amendments to the
Workforce Development Strategy

4.5.

Corporate Risk Assessment
There is no change required for the risk register.

4.6.

Environmental/Sustainability Implications
None

4.7.

Health & Safety Implications
None

4.8.

Crime & Disorder Implications
None

5.

BACKGROUND PAPERS
Adrian Thomas Review

5.

6.

APPENDICES
1.

Review against the CFOA National Fire and Rescue Draft People
Strategy

2.

CFOA Draft National Fire and Rescue People Strategy

REPORT CONTACT
Simon Shilton, Assistant Chief Fire Officer (Learning & Development / Risk
Reduction), extension 234.

3

Appendix 1
Review against the CFOA National Fire and Rescue Draft People Strategy
The National Fire and Rescue Draft People Strategy 2017/2022 states
recommendations following two key reports (Knight/Thomas) into the future change
opportunities facing the Fire sector.
The reports, latterly the draft itself comes at a time when AFRS is reviewing its own
Learning and Development Strategy, where a proportion of the recommendations
are already either in place or being reviewed as to their potential benefits for our
service.
The draft strategy offers little in the way of guidance however it does reference the
working streams arising from the National Fire Chiefs Council (NFCC) and its
overarching role in providing guidance and direction to the sector. The NFCC is as
yet to concrete its position. In this last point, the draft is partially aspirational that said
the objectives provide a benchmark for our present work and areas where we can
draw into to further improve the work we have done and are currently doing.
This report therefore concentrates on aspects which will reference through the
Learning and Development Strategy and how if not yet done will be evidenced.
The current present Learning and Development strategy takes account of the Fire
Professional Framework (FPF) and gives linkage to the five main key themes arising
from it. The future Strategy will build upon the current being reflective of
recommendations arising from the Strategic Objectives within the Draft People
Strategy for Fire and Rescue Services.
We believe that our staff are highly skilled, engaged and motivated. In order for them
to thrive in their careers we already provide them with the means to develop
themselves both practically through: Relevant risk critical training standards (MOST);
excellent training facilities at SWCDC, SPTC and at our new Hicks Gate Fire Station.
Additionally by using a mixture of operational simulation events and through an array
of planned and short notice operational exercise opportunities we test our Incident
Command and Control procedures across all levels of operational command from
operational to strategic levels, incorporating JESIP principles at all levels of thinking.
We will also continue to develop the forward thinking Firefighter through our elearning packages; internal risk publication systems and the through continual
professional development in the workplace.
The present Assessment and Development Centre, for internal development to
access promotion is currently under review. A stakeholder review will take place and
a cross service review working group will provide scrutiny ensuring we take account
of all views in establishing meaningful changes.
We recognise that our future managers and fire-ground commanders must be highly
flexible and adept at leading our staff within a complex world which is why we will

continue to set the bar high; ensuring we select the best people through excellent
preparation which begins with the individual taking personal ownership of their
careers.
In order to develop our staff as roundly as possible we are embedding the principle
of coaching throughout the organisation, to inspire our staff to be self-reflective,
recognise their latent abilities and strive for excellence at every opportunity.
We have and continue to train coaches within service to the level 5 standard.
(P20,21)
It is recognised that coaching offers huge wealth to those who are coached which is
why we will include individual coaching for the 2017 recruit school cohort throughout
their initial development phases as they acquire new skills and grow within the
service.
AFRS already supports the wider learning of staff through a variety of routes through
managerial development courses and through the sponsorship and bursary routes if
appropriate to support. (P22)
We are currently reviewing the apprenticeship role and how it may add value to the
service. We will take account of how other services are employing apprenticeship
schemes and review any lessons learned. (P23)
As Operational Incidents reduce we invest more time in operational simulation at
SWCDC and through exercising at station and service level. We also utilise the Fire
Service College on an annual rolling basis to exercise our operational firefighters at a
variety of simulated safe to learn incidents.
To create time efficiencies when assessing our Incident Commanders Command
capabilities shortly we will roll out XVR which is a mobile Incident Commander
software tool. We will be able through simulation, to quality assure our commanders
decision making and rationale in the workplace reducing appliance movements and
time lost in travelling to SWCDC.
This will further enable us to develop our Incident Commanders critical thinking and
decision making, consider emerging trends and develop best practice for us to
internally communicate so that lessons can be shared for all to learn from. (P25)
Our role requires our staff to have a multitude of skills such as having an enquiring
mind or demonstrating compassion; an ability to communicate clearly at distressing
or challenging events, through to rescuing people and animals at a variety of
emerging situations.
Our MOST skills database helps our officers manage their professional competences
by exception and reviewed at a glance by their line managers.
A firefighter in the modern service has to be adaptable and this is clearly evidenced
through the increasing reliance and prioritisation of community education strategies
as the key skill to prevent loss of life within the communities which we serve.

Our firefighters no longer work within a single role but transcend traditional
boundaries and lead, within multi agency environments. We are seen as reliable,
highly adaptable and can do and able to bridge cultural gaps which may have
traditionally been difficult.
In order to develop the principle of the thinking firefighter, we offer life-long learning
and continual professional development through sector relevant training; promote the
wealth of IFE qualifications and use them as a key aspect of aspiring for promotion;
engage with and support the FBU learning and development strategy; push the elearning facility and our own intranet as areas to seek out information from.
We drew guidance from the Fire Professional Framework for and referenced our five
key themes in our present strategy. For the strategy in review we will embed aspects
of these and expand them further. (P31)
We are currently embedding National Operational Guidance documents as and
when released, with internal review in a risk based approach, beginning with Incident
Command. This alongside the introduction and training of all relevant staff with a
new breathing apparatus set. (P31)
For all staff who either are in development we have learning portfolios in place and
MOST serves along with Fire Watch as a sector excellent means to log ones training
and development throughout their career however, we will always be looking to
refine how we do this by taking direction from the NFCC, the FPF and what is
emerging as best practice from other services. (P31)
Firefighter safety is of paramount importance and we have well established Health
Safety and Awareness systems in place to monitor staff during training and those
providing it; the reporting of incidents and matters which require attention is well
managed through our WELLWORKER system. Manager training to use and perform
investigations is an established part of daily work. (P33)
We have formally supported the MIND - time to change pledge, and seek to utilise
the e-learning packages when developed within the sector and formal programmes
when they are released from the NFCC to embed further staff awareness of mental
health and wellbeing. We currently link to the work of MIND from our intranet. (P34)
As an employer of choice ahead of the new recruit school for 2017 we are currently
engaged with preparations for a series of positive action events and are taking time
to ensure that the whole process of recruitment is transparent and fair. (P36,7)
Our recruiting profile will assist in securing the best candidates able to perform the
role of the future thinking firefighter.
For the future recruiting cycle of 2017/2018 we are investing time with our diverse
communities through our have a go days to reduce perception barriers and for AFRS
to be seen as an employer of choice, accessible and relevant to them through
Positive Action events.
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Executive Summary
The National Fire and Rescue People strategy offers a response to the
recommendations in the Sir Ken Knight ‘Facing the Future’ and Adrian Thomas
‘Independent Review of Conditions and Service for Fire and Rescue Staff in
England’ reports but goes further and draws out the main drivers for change over the
next five years and the impact on our people.
It aligns the needs of the firefighting, and supporting professions to realise the vision
set out in the NFCC ‘Making the Difference Needed’ strategy.
Components of the People Strategy.
Over the next five years we will need to continue to develop flexible duty systems,
contract types, and how we work together on the day to day activity. The Fire and
Rescue Service’s evolving role in working in partnerships has implications for
professional development, well-being and organisational culture. If we are to build on
our success we need to develop new leadership skills and attract a diversity of
thought and knowledge. To help us define and plan improvements we have agreed
six key areas:
•
•
•
•
•
•

Strengthen Leadership and Line Management to support organisational change and improved
community outcomes
Developing cultural values and behaviours which make the Fire & Rescue Service a great
place to work for all our people
Ways of working that are able to respond to service model needs
Provide excellent training and education to ensure continuous improvement of services to the
public
Continue to support the Health and Well-being of all our people
Strengthen our ability to provide good service by diversifying our staff and creating a fair &
equal place to work

Broad action plans have been developed under each key area which help outline a
direction of travel and strategic intent which we can all agree and work towards.
With the agreement of the NFCC the Workforce Coordination Committee will specify
those actions in more detail in an annual plan.
Success measures for each action will be developed and we will work with the
Independent Standards body to define standards for pertinent areas of the work.
It is our hope that every FRS will use this document to develop a local People
Strategy and ensure that the main themes and principles are echoed in their own
thinking. This means we can align our work nationally and locally and improve our
ability to share emerging best practice or “do things once and for the good of all”.
This will also help future Inspectors in looking for a cohesion in our workforce
development and help us all share best practice.
We will continue to work with the Inclusive Fire Service Group on matters relating to
equality, diversity and behavior and the NFCC equality group will take forward
actions agreed at a practitioner level. Good work is already underway with the Home
Office on reviewing data needs and benchmarking.
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Consultation and Support.
We have sought views on a wide basis from Fire Authorities across the UK, Chief
Fire Officers and Chief Executives, FRS staff, the Local Government Association, the
Home Office and Devolved Administration representatives, trades unions and
academic experts.
We are offering all FRS the support of a small team of HR experts who can help
them develop their strategy and local action plans.

My thanks for so many positive and useful comments and the buy-in and energetic
support of everyone concerned.
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Why does the Fire and Rescue Sector need a people strategy?
The UK Fire and Rescue Service wants to provide the highest quality
service to their customers across the spectrum from community based
services to highly specialised rescue services and we all believe that highly
skilled, motivated and engaged people are essential to ensuring this can be
achieved. As well as providing direct operational response a large number
of our staff are involved in providing aspects of social care, education and
support which allow the Sector to deliver the highest possible standards of
support to people in crisis. NFCC has recognised this broader role for the
FRS, and that is reflected in the 'Making the Difference Needed' vision
below.
Workforce planning is best when it supports what an organisation or Sector
is trying to achieve. Therefore this document offers a response to the
significant changes in service provision by re-framing what we need from
our people over the next few years and what we need to do to support them.
This document represents a strategic direction of travel and includes all of
the UK fire services and has been the product of consultation with all Chiefs,
Accredited Bodies and the LGA.
The Sir Ken Knight ‘Facing the Future’ and Adrian Thomas ‘Independent
Review of Conditions and Service for Fire and Rescue Staff in England’
reports and others going back to Sir Ronald Holroyd’s report on the Fire
Service in the 1970’s have highlighted the need for a people strategy to
support changes in services to better serve our communities. The UK Fire
Rescue Service (FRS) is well regarded professionally, trusted and has
secured significant change over the past decade. There has been a
significant change in how we develop working patterns, recruit, train and
manage all our employees.
Most aspects involved in delivering this people strategy are within the
control of local fire authorities; however, some elements may need to be
enabled by changes associated with national negotiating bodies.
Clearly each Service needs to formulate its own forward thinking people
strategy given the legitimate differences in leadership, local politics and
service delivery models. It is our hope that every FRS will use this
document to develop a local People Strategy and ensure that the main
themes and principles are echoed in their own thinking. We will work
together to take forward the principles and actions expressed in this
document. Actions will be monitored and refreshed as necessary in the
annual plan and the strategic document will also maintain its currency. The
introduction of the Independent Standards Body will support the outcomes
and measures required of this strategy.
Signed: National Fire Chiefs Council
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The Vision
Fire and Rescue is going through a transformational period. Painting a broad
landscape this would include - legislative change including Mayors, PCC’s exercising
options for FRS governance, the Duty to Collaborate in England, increased
collaboration in various guises, English fire reform programme, mergers of FRAs.
The NFCC is working with the Home Office and the Local Government Association
responding with a wide ranging change programme including development of new
inspection arrangements and independent standards, new commercial procurement
strategy and changes to how we work. All of this requires a workforce which can
respond positively to deliver the changes needed.
The people strategy is shaped by what we are trying to achieve. This document is
expressing a response to these broad issues, the external change drivers on pages
9 - 16 and the vision statement drawn from the CFOA Making the Difference
Needed, CFOA Strategic Direction (November 2015). Also drawing from the new
Policing Vision 2025 to align workforce strategies.

Making the Difference Needed

Protecting business

Supporting
improvements in the
health, safety and
wellbeing outcomes of
communities through a
range of methods

Working to build more
resilient communities

Making the Difference
Needed

Helping the vulnerable
by providing a safe,
effective and trusted
response

Building national
resilience

Owning Reform and
Innovation to create
efficient & effective
services
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Underpinning Principles
Each Service will have different cultural determinants because of many differences which
include leadership style, service delivery model and size but we share a vison to change our
cultures with the following common goals and principles:
•
•
•
•
•
•
•

•
•
•
•
•
•

We want to be an Employer of Choice
We want to train our people so they understand the needs and differences of our
communities
Fire fighter safety and the safety of all our people is important to us
Clarity on the decision making levels, accountability and processes without
unnecessary hierarchy
Clarity on whether people have a consultative or decisive voice
A focus on good communication of key messages in an open way using a wide range
of engagement methods
Developing an internal customer service culture – making processes easy to use for
people, reflecting on self-service where ever possible and encouraging an attitude of
supporting each other – breaking down barriers between different areas of our
organisations
Support for well-being and specific actions to attack stigma about taboo issues such
as mental health, transgender, menopause
Leadership at all levels which understands situational needs – balancing authority,
facilitation, coaching and change agency
There be more open career paths that more readily allows talent to rise to the most
senior roles in FRSs irrespective of their terms and conditions on entry.
Recognition that failure is part of growth and to be welcomed – fail fast, solve
problems and work together to improve
A sharpened focus on organisational learning that seeks to both embed the learning
of lessons and use that learning to appropriately challenge underlying principles or
processes.
Building trust in relationships to allow disagreement and challenge to be seen as part
of positive culture.

Transparency: all FRSs will be open and accountable to the population it serves
•
•
•
•

We will publish information make this easily available to the public
We will be open in terms of pay and benefits for senior staff
We will have a fair and transparent job evaluation process
We will publish a pay policy statement annually in one place with full details about
reward
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Equality, Diversity and Inclusion – Meaning and Principles:
What does ‘equality’ and ‘diversity’ and ‘inclusion’, mean within this strategy? Equality is
defined in law (The Equality Act (2010), General Equality Duty, to eliminate discrimination,
harassment, victimisation and any other conduct that is prohibited under the Act) and is
about ensuring individuals or groups of individuals are not treated differently or less
favourably, on the basis of their specific protected characteristic, including areas of race,
gender, disability, religion or belief, sexual orientation, gender reassignment, marriage and
civil partnership, pregnancy and maternity and age.
Diversity is about promoting and fostering everybody’s right to be different, about being free
from discrimination, valued as an individual, and having choice and dignity with a right to
your own beliefs and values. ‘Diversity’ is a word that means ‘varied and different’. Diversity,
therefore, is about more than equality. It’s about creating a culture which values individual
differences and encourages people to be themselves at work.
Inclusion refers to an individual’s experience within the workplace and in wider society, and
the extent to which they feel valued and included. We also want to make Inclusion a reality
and reach out to Hard to Reach communities and those who have hidden vulnerabilities
such as Female genital mutilation, modern slavery, child sexual exploitation and many more.
Principles: We want people to bring themselves to work without the need to hide their
sexuality, mental health state, quirks and individual traits etc.
Diversity is a reality – Inclusion is a choice. The dictionary definition gives the clue to the
principle ‘the act of including someone or something as part of a group, list, etc., or a person
or thing that is included’. It requires an act to include. Therefore we want to promote
behaviours which seek to include all in conversation, in opportunities, in offering an opinion.
It also means working with partners to reach people in our communities who are vulnerable
and ensuring they receive our services.
We value diversity and we recognise that different people bring different perspectives, ideas,
knowledge and culture, and that this difference brings great strength.
We believe that discrimination or exclusion based on individual characteristics and
circumstances, such as age; disability; caring or dependency responsibilities; gender or
gender identity; marriage and civil partnership status; political opinion; pregnancy and
maternity; race, colour, caste, nationality, ethnic or national origin; religion or belief; sexual
orientation; socio-economic background; trade union membership status or other
distinctions, represents a waste of talent and a denial of opportunity for a great career in the
FRS. We will also remind people it is unlawful to discriminate and brings risk to our
Services.
In order to improve the way we deliver services to our communities we want to increase the
diversity of our workforce. Whilst we have improved in this area, we know that we can do
more and recognise that patterns of under-representation and differences in outcomes in
FRS can be challenged through positive action programmes.
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Positive action means helping employees or job applicants which:
• are at a disadvantage because of a protected characteristic and/or
• are under-represented in the organisation, or whose participation in the organisation

is disproportionately low, because of a protected characteristic and/or
• have specific needs connected to a protected characteristic.

We must be able to show evidence that any positive action is reasonably considered and will
not discriminate against others.
•

•

•
•
•
•

We respect the rights of individuals, including the right to hold different views and beliefs.
We will not allow these differences to be manifested in a way that is hostile or degrading
to others.
We expect commitment and involvement from all our staff, partners and providers of
goods and services in working towards the achievement of our vision and we equally
make the same commitment.
We will not tolerate bullying or unfairness in the workplace and will support staff that
report bullying and investigate cases quickly and fairly
We will have an up to date and communicated whistleblowing policy
Our recruitment processes will be fair and transparent
We will involve people internally and externally in the co-design of services to achieve
excellence in service delivery

Signing up to the Fire Inclusion Group Diversity MOU will assist us all in establishing a base
position and an ability to share improvements. Also really embedding People (equality)
Impact Assessments will drive improvements in services to communities.
Working with Accredited Representatives
Good working relationships with local representatives of our recognised unions are important.
We will seek to build good communication and trust in order to seek early resolution on
issues and work together to develop our organisations.

These principles will be woven into the areas of action and also respond to recommendations
in the Ken Knight review ‘Facing the Future 2013’ and the Adrian Thomas ‘Independent
Review of Conditions and Service for Fire and Rescue Staff in England’ 2014.
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Drivers for change and the impact on people
The Vision above provides a context for how we need to shape our organisations and
support our people. The table below sets out each of the key drivers for change and the
impact these are likely to have on our people. We recognise it makes for longer reading but
seeking consensus on the issues in each area will help us define actions with more
accuracy. Most of the issues raised cover all of our staff.
2007 Service delivery model
The biggest external driver for change is the significant re-focusing of the service delivery model
over the last ten years and its constant re-shaping into the future as we all work with local partners
in responding to demands in our communities.
In 2007 the Service delivery model (with some local differences) could be expressed as such.
• Fire
• RTC
• Flooding
• Emergency Rescue
• Community safety activity – some partnership working
• Education programmes with schools
• Interaction with Business through Technical Fire safety with a focus on enforcement
• Limited co-responding in some areas
• The beginnings of work on local resilience forums
The 2017 Service Delivery Model
The following expresses the service delivery model now and into the next five-ten years and draws
out some of the impact on our people.

Change Factor

Impact on the People

Fires. We are going to less fires and there
are more complex building materials in use
and many differences in construction.

The fundamental change to what we do requires
that we can lead change effectively in
partnership with others. Understanding how
commissioning, influencing, negotiation and joint
development of projects works are becoming
the skills needed.

Prevention of fire fatalities and reduction of
injury, where possible, remains our
constant goal.

There is an impact on the NJC of changes
in what FRS do with reduction of fires and a
recognition of reform of Operational/Gold
Book as well as the need to utilise current
flexibilities therein as we expand our role at
pace and in response to local factors so
one size fits all doesn’t always work.

We still sadly experience firefighter fatalities
during fires so safety needs to remain our
underpinning for all activity.
Less fires means more training and simulated
experience including emerging virtual learning
methods and e-learning as skills can fade with
less exposure. We also still need good live fire
training experiences. As with any profession
continuous learning is important.
We are also going to lose a generation of
expertise over the next five years and we need
to find ways to transfer that knowledge through
development of coaching, mentoring, e-learning
and simulation activity.

9

Staff will need to be multi-skilled and flexible as
fire will be a constant but smaller part of the job.
That said one of the clear emerging issues for
us is balancing multi-skilling with specialists and
we will track that over the next ten years.
We want to attract and develop people who
engage with people effectively in their own
home, at an open day and at an incident –
adaptable, people focused, public service
values and resilient.
Messaging that the job is different now is vital
and selection techniques need to find those
multi skilled people.
There is an impact on the On-call workforce as
we need to ensure they can gain new skills at a
reasonable pace. We also need to improve how
we capture and harness the broad range of
skills that the On-call workforce bring from their
primary employment.
We need to work with primary employers as the
role broadens as the likelihood of their staff
being called upon more increases.

Road traffic collision activity sadly remains
constant though with an increased
complexity of extrication because of new
vehicle technology. There is increased
emphasis through joint working on reduction
of Killed and Seriously Injured. Prevention
activity is increasing as is a more joined up
approach at incidents.

Fire and RTC incidents mean exposure to
horrific scenes – Well-being which includes
mental health is and should be a cornerstone of
how we develop people plans – a focus on
normalising rather than pathologising,
encouraging people to talk and removal of
stigma coupled with strong support
mechanisms.
We need people who can work across
organisational boundaries (JESIP) to serve the
public. That requires emotional intelligence,
wider knowledge of other agencies and good
influencing/assertion skills.
Our staff need the skills to educate and
influence behaviour change and work effectively
with key road safety professionals to maximise
the impact we can make.

Specialist Rescues
There are a myriad of crisis situations that
require our assistance. With the increasing
health issue of obesity we also carry out
more bariatric rescues.

In workforce planning there is a balancing act
between skilling the majority to be able to
respond to different incidents and creation of
specialisms. Costs, including training, is one of
the determinants in that debate. It is dependent
on local need to an extent but we seek to ensure
as many as possible have multiple skills so we
can flex our response.
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A further determinant is the split between the
capacity and capabilities of whole time and Oncall/part time firefighters and managers.

National terrorist threat and increased
emphasis on national resilience given the
level of threat – introduction of MTFA and
mechanisms for national resilience.

Everyone is now working to JESIP
principles but we need to maintain focus on
this.

Health and safety issues remain at the heart of
response and it is important not to lose sight of
the basic manual handling skills which prevent
muscular-skeletal problems.
There is also an impact on Control staff as we
expand our role and we need to focus on
training and the nature of how we take calls so
there is a clear focus on customer need.
The emphasis again is on multi-skilled,
adaptable people. The ability to own personal
learning and development and a capacity to
keep learning new skills.
Keeping JESIP training in our plan and using
every opportunity to rehearse working together
for national resilience and major incidents. We
continue to embed JESIP principles.

Effective training is vital as is a good relationship
with people who are volunteering to respond to
MTFA – dialogue and responsive support are
key. Related employment issues are currently
under discussion.
In developing the FRS's broader role, leaders
Duty to collaborate with emergency and
are faced with increasingly complex problems.
other services.
The process of successfully addressing such
problems requires the bringing together of
different, diverse perspectives. Within this
Local Resilience Forums have been in
place for some time and are becoming more context it will be important for FRS's to increase
effective. In some areas we are also seeing the diversity of people in leadership roles. Joint
joint Resilience Teams being formed to pull training with Police/Ambulance and other CCA
Category 1 and 2 responders for leadership
together governance and support for major
roles in the future would be helpful.

incidents and training.

The National Operational Guidance for Incident
Command requires command and control ability
in certain situations such as the fire ground but
we now need to recruit and train people at all
levels to use different styles and skills so they
can work in partnership and can collaborate,
they can run multi-professional teams and
projects, can negotiate and “do deals”. They will
recognise that culture is the determinant of
success and have the people skills to facilitate
change and manage people effectively.
More teams are becoming multi-agency in
structure. We need people who can work
effectively in multi‐professional teams using
JESIP principles and have the personal skills to
negotiate and influence.
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There will be an increasing impact on the ways
of working (duty systems including On-call) and
the need to seek more flexible contract types as
we respond to different needs in our community
and work with partners.
We are seeing a merging of job roles where
firefighters also carry out wider tasks including
co-responding and in some instances PCSO
roles and that will mean a difference in training,
job descriptions, when work is carried out and
reward. NJC trials evaluating the broadening of
firefighter roles are currently underway.
Greater focus on local job descriptions as local
service delivery models are different – though
with some generic elements.
Control staff may increasingly be working in joint
control rooms with police or fire and that
requires new skills to work in a different
environment.

Increased working as a health asset and in
partnership with Health organisations to
focus on helping people stay safely in their
homes and reduction of admissions into
A&E.
Working with partners to provide targeted
work on Falls prevention, frailty
identification, Safeguarding, safe and well
visits, winter warmth advice etc.

There is a need to attract people who want to
work in a wider role with a recognition of need
for flexibility. Marketing that there is wider role
and an interesting career in Fire is important.
Career planning is also a consideration – it’s not
just about skilling people to take promotion but
also discussing issues such as how long people
want to work on the frontline? The increasing
recognition that firefighting is a profession and
career planning is not just about promotion but
continuous learning.
Many community safety and technical fire safety
teams now seek Non-Operational staff to work
with vulnerable people and this allows attraction
of people who have previous experience and
expertise in social care and good people skills.
There will be an increasing mix of Nonoperational and Operational staff providing
direct services to external customers (e.g.
Prevention and response to health being
accepted as direct customer services). Single
status and equal pay considerations need to be
factored in here as does an acceptance in work
on culture that ALL have value in the Service
and contribute to safer communities.
We need diversity in our skill sets and in our
thinking to ensure we can meet the demands of
our customers and understand the nature of
issues such as frailty in the elderly and its
impact on falls. Education about issues such as
dementia, impact of poverty, drink and drugs
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Joint working with Police on activity ranging
from counter terrorism, civil defence, antisocial behaviour, looking for missing people
(often people with Dementia), RTC
prevention, crime prevention etc.
We need to be able to create joint
technological solutions so we can integrate
data and work together on projects in our
communities

and mental health are necessary as is a focus
internally on the importance of respect for
equity, fairness and respect for difference. We
want an ability to respond to different
communities and their particular risk
characteristics.
Attracting scarce specialist support staff is vital
to supporting service development. Making the
fire and rescue service attractive to work for
Non-Operational who will have the professional
skills to develop training, well-being support,
develop lean systems and partner managers in
managing delivery.
Cross agency training and education is going to
be vital.
Ability to use data and have good IT skills is now
vital. In our support functions we need to be able
to develop internal staff and attract highly IT
literate people and specialist IT staff.
Outsourced functions will require a different
approach.

Working with Local authorities and
Districts/parish councils to build resilient
communities, community safety
partnerships, and targeted task forces
dealing with people who have multiple
issues.

We also need to ensure people understand and
act in relation to protective security measures.
Recognition that efficiency is key and creating
projects and actions which deliver and are cost
effective. Learning project management skills at
every level is becoming important and also a
focus in communication about budget so people
are to understand and accept limits to activity
but also work out ways to tackle joint problems.

We are working with schools through our
education programmes to help change
human behaviour for the long term.

Being able to uses data, systems and processes
in an efficient and effective way is also important
as we do more complex work.

Flooding activity has increased and more
forecasted through environmental factors –
increased emphasis on helping
communities build resilience and working
together through Resilience Forums

IT skills are a must for the future and we will
help some people who still struggle with IT
literacy.
Working across boundaries (multi-agency and
organisational) requires communication and
problem solving skills and leadership ability at
all levels.
Specialist training is required and needs to be
maintained.
The ability to put significant resource into the
operational field at very short notice is notable –
however the ability to continue to resource this
over an extended period requires flexibility,
commitment and pre-planning.

International response has increased

Specialist teams require different training and
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through USAR and ISAR and their specialist support. Career succession is important as
skills are complex and take time to acquire.
skills are also used in complex rescues in
the UK.
The contract and support package require
different support re insurance and allowances.

Community safety activity is more targeted
now on Vulnerable groups – dementia,
mental health, joined up crime and fire
prevention and focusing on the impact of
deprivation. Stronger links with Community
Safety partnerships have been forged and
we are seeing in some areas the growth of
joint community safety teams which include
Fire.

We need to really understand the issues of
vulnerability and frailty

Leadership skills in the team are important.
We need people who can shift from station to
community settings and can be careful about
data protection and also have good knowledge
about the people they serve and the nature of
vulnerability. The ability to work with different
people without prejudice and being responsive
to need is vital.
Working across boundaries and organisational,
will require that people can work effectively in
multi‐professional teams.
We are likely to see more multi-agency
neighbourhood projects and that again will
require project management skills, ability to
influence and focus on customer.

Increasing use of social marketing approach
and service delivery design with customers. We need to plan and manage to ensure the right
skills are available to provide the highest quality
of care to customers.

Working with business in a different way
through Better Business regulation
initiatives and more focus on education and
keeping business in business

Well-developed succession plans and clarity on
people who are single points of failure –i.e.
scarce skills is important – ensuring that we
have skills that can take us forward.
We need people who can offer credible advice
and work in partnership with business.
Attracting Non-Operational staff into Technical
Fire safety is increasing.
We need to develop specialist fire safety
engineers who are highly knowledgeable.
They need to be able to work across boundaries
with other enforcers and offer better business
regulation. This is due to be a statutory duty in
Wales and already in Scotland and NI. Sharing
information with partners to improve community
safety (such as Border Control Agencies and
the impact of modern slavery).
Skills to work in a range of settings and
recognise the needs of small and big business
with a respect for equality and difference and
good underpinning knowledge of different
needs.
Helping business will increasingly mean use of
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technology and guided websites so we need to
attract those skills or have the client side ability
to commission this work and then share with
others.

Working with Ambulance services to
provide a medical response and coresponding, campaigning on public access
de-fib and support at emergencies.

Our attraction image and information needs to
change to attract a broader and more diverse
range of people from the community, so people
see us as a worthwhile career choice and also
to highlight to those who join to “put out fires”
that the job is very different now.
DBS (disclosure and barring) checks for all
firefighters needs to become the norm.
Health considerations such as Hepatitis B and
impact on well-being of seeing and experiencing
more trauma – welfare support mechanisms are
needed. We need to consider rotation and other
resilience practices that moderate the potential
for sustained exposure to only traumatic
incidents.
Effective on-going training is required and a
focus on joint training.

Support staff (support staff) will be working
in different ways with colleagues from other
agencies whether through merger or more
joint collaboration. There are different
models including outsourcing, shared
service or emergent models of joint teams
with pooled expertise.
Existing, different governance
arrangements, as well as new emerging
structures will see staff working in different
ways.
Changes in processes and systems such as
procurement, transparency, project
management, budget management and IT
impact on the way people need to work.
HR processes are also changing and there
is an increasing focus on different levels of
support from self-service to business
partner approaches.

Transferable skill development is a key issue.
People will need to be able to transfer or apply
for new jobs or jobs that are significantly
changing and that means ensuring that training
is available to continuously learn.
Professional qualification and continuous
professional development is also vital and our
support staff will need access to maintain their
knowledge and trade skills to ensure we are
getting best practice techniques but also
individuals gaining transferrable skills and are
protecting their career opportunities.
Engaging people in process reviews are vital
and that means building a culture where people
understand engagement and learn new skills as
a part of business as usual.
There is also an impact in ensuring all staff
understand and apply new processes.
People need help to be able to change and be
capable of supporting new skills and ways of
working.

New innovation is being developed and
introduced in firefighting and rescue
equipment and techniques.
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Impact of Brexit

Increasing expectation of local
communities, in all their forms, to be
engaged and involved in decisions that
impact on services provided to them

Something of an unknown but we recognise that
employment law may change and working
practices. We also need to consider the needs
of any EU staff and there current resident status.
People will need to appreciate and be able to
operate as local community leaders, in their
operational capacity, alongside their political
leadership.
Able to influence, communicate and engage with
people from diverse backgrounds in a manner
that inspires confidence and trust. The
communities are the customer and developing
the knowledge to be able to demonstrate
community benefit is vital.
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Where are we now?

It’s worth taking a moment to reflect on the shape of our workforce now so we can
benchmark in 2022 and recognise some of our current challenges. These outcomes
are from the recent NJC for LAFRS Workforce survey. The survey covers FRSs
across the UK and all uniformed roles from firefighter to area manager level
inclusive. It does not currently collect data on support staff.
•
•
•
•

•
•
•

•
•
•
•

•
•

There remains low levels of female and BME representation across the
uniformed (Operational) workforce as detailed above
Gender and BME progression through the roles to management appears to
be an issue for the Fire & Rescue Service
64% of our people are now over 40 – it is an ageing workforce
Detailed discipline and grievance records are kept with cases broken down by
categories, however many FRS have only had up-to-date records for the last
2-3 years and FRS inconsistency of recording the substantive issue was
problematic (guidance will be issued for the future)
From the survey sample the level of reported disciplinary cases over the five
year period were 3042 with 1796 grievance cases over the same time period
80% of FRAs had carried out a Staff Survey in the last five years
38% of FRAs had carried out a Cultural Audit in the last five years. The size of
organisations and the cost implications of running regular cultural audits can
be attributed to this low figure. Most of the FRAs who have undertaken
Culture Audits tend to be larger FRAs and they also are likely to sit within the
‘Achieving’ or ‘Excellent’ categories of the FRS Equality Framework.
91% of the 44 eligible respondents evidenced their FRSs Equalities Duty
documentation and policies. Northern Ireland Fire & Rescue Service is not
subject to the Public Sector Equality Duty.
81% of the 43 eligible respondent FRAs had gained ‘achieving’ or ‘excellent’
status on the FRS Equalities Framework spectrum.
91% of the 44 eligible respondents evidenced their FRSs Equalities Duty
documentation and policies.
Whilst 91% of respondent FRAs have a Social Media Policy in place, the
experience of the Inclusive Fire Service Group suggested problems with
personal use and abuse of social media was increasing. (Guidance was
subsequently issued to FRAs)
There is significant evidence of formal/informal support networks in place for
uniformed personnel. All but one of the 45 FRA respondents indicated that
their organisation had such formal or informal support mechanisms in place.
Equality policy - FRAs were asked to provide information on what their Fire &
Rescue Service had published as objectives under the Public Sector
Equalities Duty. 40 (91%) out of the 44 eligible respondents evidenced their
FRSs Equalities Duty documentation and policies. Northern Ireland Fire &
Rescue Service is not subject to the Public Sector Equality Duty.
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The Components of the People Strategy
Over the next five years we want to shape the workforce to be more flexible, diverse,
integrated with partners and professionally expert across a wider skill set. We want people
to enjoy the work and have fulfilling careers in Fire and give of their best.
We all want to achieve the best customer service for our communities so we want people
who feel they want to provide that service. Effective delivery requires an increasing diversity
of skills, ideas and people who then deserve to feel they can contribute with equality and
fairness as a given. Attracting applicants into our Services without attention to our culture
and attitude to well-being will mean that we perpetuate problems or lose good people. The
FRS is not a single model employer with only office based part and full time staff, thus there
are unique challenges where we employ people in a range of on-call and part time roles. The
sector may need to consider that in order to be truly inclusive and adaptive we may need to
consider how the wide range of non-full time employed staff are incorporated fully, fairly and
with due consideration into those plans. None of this can achieved without good leadership
at all levels and the underpinning attention to processes and support mechanisms.
Therefore the five areas of focus for this workforce strategy are below. Each area will have
an action plan which will be monitored and refreshed regularly and feed into the annual plan
which is monitored at the NFCC. Plans will be regularly refreshed as progress is made and
informed by the Independent Standards body and the Inclusive Fire Service Group. As the
Inspection process beds in over the next few years we will be able to draw out key issues as
themes. We will also refresh underpinning principles when needed.

Continue to support the
Health and Well-being of
all our people

Strengthen leadership
and line management to
support organisational
change and improved
community outcomes

Developing cultural
values and behaviours
which make Fire &
Rescue a great place to
work for all our people

People strategy
2017 - 2022

Strengthen our ability to
provide an excellent
service by diversifying
our staff, promoting
inclusion and creating a
fair & equal place to work

Provide excellent training
and education to ensure
continuous improvement
of services to the public

Ways of Working that are
able to respond to
service model needs
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Strengthen Leadership and Line Management to support organisational change and improved community outcomes
FRS Leadership & Management Development Model – A modular programme.

Leadership at the Peak.
Tailored Executive Leadership Development Programme.
Focusing on multi-agency expertise, command, innovation and ethical
leadership

Level 4 and 5: Leadership for Succession Management
Development Programme. ELP, Cross Sector Leadership and Open Modules.
Focus on developing skills to support and lead corporate change.
Group and Area Managers, Heads of Support Services, Senior Professionals

Level 3. Unlocking Leadership Potential
Leadership Talent Management Development Programme
Watch and Station Managers, Support Managers

Level 2. First Time Managers
Focus on People Management, Legal and ethical framework and personal
leadership skills, personal resilience

Level 1: Fire fighter to Crew/Entry level Support Staff
Induction and local Foundation
Management & Staff Development Modules
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Strategic Objective

Detailed Objective

Measures and accountable project outputs

The intention is to devise common FRS development modules, based on identified needs, which will be common and relevant to all managers
whether on-call, part time or full time. The ultimate aim of the programme is to make development support available to all managers within a given
level. There will be a focus on maximising the use of ICT and blended learning with much of the programme being available through e-learning. To
ensure buy-in from key stakeholders is our goal. It is a proven principle that ‘people tend to support what they create’. This clearly underlines the
importance of using a consultative process to develop an effective Leadership and Management Development Strategy. Consultation throughout the
development stage will be key to its success and will also help ensure buy-in. Working with Police and Ambulance partners to create joint modules
where possible will be vital. To lead the organisation forward in the evolving operating environment we need individuals who are capable of:
•
•
•
•
•
•
•
•

creating a compelling vision and taking people with them;
leading across boundaries;
utilising high levels of emotional intelligence in order to influence through a shared mission or goal;
being in the present, but also horizon scanning;
promoting and developing distributed leadership (i.e. leadership at all levels, not just at ‘the top’);
acting as ambassador for learning through both practice and creating and sustaining a learning environment
embracing diversity, innovation and being open to alternative views;
demonstrating and promoting compassion for ‘self’ and others, with a focus on improvement and accountability.

The actions below support the Leadership & Management Development Strategy.

Developing the right leaders
to ensure continuous
improvement and ability to
lead across boundaries
Different learning pathways
are needed to ensure
managers at every level
have the suite of
management skills needed
Recognising that people can
maximise their contribution

The Five Levels within the Leadership & Management
Development Strategy will be supported by:

Established mentoring scheme with
assessment of outcomes of learning at the end
of the mentoring contract.

Agree entry criteria into roles at each level and what constitutes
the type and level of skill, experience and knowledge needed.
The Fire Professional Framework will help to support this. It’s
important to recognise this includes control staff support staff,
firefighters and managers, shared service staff and volunteers.

Modules agreed by co-design with staff.

We will work with other agencies especially Police and
Ambulance to join up learning wherever possible.
Reviewing the skills and attributes needed to be an effective
senior leader in the FRS.
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The Independent Standards Board will assist
in defining standards required for Leadership
in the FRS.
Explore models for leadership standards from
other established professional bodies

through continuous personal
development
Unifying leaderships and
management development
in a manner that provides
professional consistency
across the sector
Footnote: We recognise that
there are other progression
routes / gateways to recruit
candidates who have learnt
skills in other ways – e.g.
MBA’s, local multi-agency
leadership programmes etc.
and direct entry candidates
who have wider experiences.

Operational skills and
command competence will
feature alongside the
leadership and management
modules, for the staff that
carry out operational roles.
The fire professional framework
and NOG guidance will be a
backbone to this work.

Development of a National Mentoring Scheme beyond the
formal programmes which allows for people who are progressing
to access different views. Levels 2- 5.
We will explore the use of remote and virtual tools for Action
Learning Sets to join up people in progression.
We will create online forums which support an action learning
set method led by chiefs aimed at level 2- 4 manager support.
We will encourage personal reflection and guided reading as a
part of personal development. Too busy to learn is unhelpful
and organisations are now recognising that acceptance of
people looking into space and thinking is a good thing! In the
same way that encouraging people to chat, gather round tea
points and have a laugh is also part of creating a great place to
work. Always accepting that people need to be inclusive and
aware of banter when having fun.
Sharing e-learning content for ops but also guidance on matters
such as safeguarding, data protection and other management.
Explore use of joint Ambulance, Police and FRS project
assignments at middle manager level to foster learning and
achieve joint goals.
We will promote the use of the coaching courses/qualifications
to support more use of coaching.
We will also reflect on how we help people maintain
development in role and recognise the need for continuous
learning and reflective practice. This will be served by
development of more accessible learning such as e-learning.
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Using external qualifications ELP, Cross Sector Leadership
(Diploma in management studies, Masters etc.) to support
development of underpinning knowledge and building personal
networks.
Explore ways that managers and leaders are able to develop
greater commercial skills to operate effectively in a changing
public service environment.

Framing Excellence in the
Fire and Rescue profession

We will review Talent Management concepts and methods and
share across the Sector.
The introduction of an Independent Standards Body will support
the on-going development of the profession. We will work
together to join this strategy, especially the measures, to the
work of the standards body.
Adhere to the NFCC Code of Ethics and we will feature in all our
leadership training, person specifications and disciplinary
process (plus local FRA policies)

Maintaining public trust in
our Services through ethical,
honest and accountable
leadership
We need to balance staff to number of senior managers – as we
We need to attract the best
people to lead our Services. empower managers at the front line to take day to day decisions

what does that mean for middle managers? We will look at roles
for managers and help design training which equips managers
to take a modern view of managing people - balancing coaching,
facilitation, delegation, honesty, transparency and compassion.
We will review mechanisms for direct entry for Chiefs and other
roles where suitable including guidance on different models of
incident command at Level 4.
Our Non-Operational staff also offer our Services real diversity
of skills and thinking and we must ensure they are equally
valued in our messaging and thinking. We need to work at
national level on the single status issues for Non-Operational
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Professional Framework

These are stated in our principles but act as
measures. The standards board will address
other standards.
We will track how many direct entry staff there
are and how many people fast track into
management.

staff ensuring parity in terms and conditions and career routes in
the Service.
We will explore use of a national secondment scheme to assist
in developing different approaches.
We will promote fast track into management and graduate entry.
We are mindful that this is a profession where you need to have
learnt good operational skills for many of the posts at senior
level as we need them for incident command. We need to
design career routes to take account of this issue.
We will promote using more Non-Operational staff to ensure
balance of professional skills. We will share job descriptions
and person specifications for posts which are converting from
Operational to Non-operational and therefore attracting diverse
skills and reducing costs.
Review succession planning models and develop best practice
to share.
Supporting apprentices and cadets for firefighters and other
professional roles will allow us to cast widely for people who are
interested in a career in FRS and will be a pipeline for future
permanent posts. There may be potential to also combine blue
light entry schemes for apprentices. Apprenticeship can include
new starts and existing staff and we will be exploring a
progression pathway which can follow the varying levels of an
apprenticeship from 3 – 7. The Trailblazer apprenticeship for
operational firefighters has been extended until Oct 2017 and its
imperative that we get projects going in order to prove concept.
Develop leaders who are able to lead across the public sector
system with direct responsibility for services beyond fire and
rescue. This reflects the current county council governance
arrangements and potential future governance under PCCs.
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Developing cultural values and behaviours which make Fire & Rescue a great place to work for all our people
Strategic Objective
Culture is created by many
things – we will address
those change levers which
will support our Services to
become better places to
work for all and help people
focus on customer.
Working with the Home Office
to gain enhanced transparency
and greater data collection will
help us all reflect on areas for
action.

Detailed Objective
We want to continue the use of peer teams to offer consultancy
with potential to ask for themed support. We will create a pool
of people who can offer mentoring and guidance for Services
who are carrying out formal culture change programmes.
We do not propose to adopt the Thomas recommendation of a
national culture audit each year. It would be costly but the main
reason is that Services are in different stages of cultural change
and generic surveys make it hard to extrapolate meaningful
data. We will support Services who want to carry out culture
surveys using different methodologies and create mechanisms
for sharing progress and debating progress on cultural reform.
We will want to test how committed staff are to joint objectives.
We will work with the Fire Inclusion Group to survey those
criteria that do lend themselves to benchmarking.
We want to work with our staff and local accredited unions in
creating a better workplace and tackling bullying.
Supporting our people through change so they feel valued and
we maintain motivation to offer good service to colleagues and
customers. We will establish and circulate good practice
guidance on communications, change management,
constructive challenge and empowerment. We will host a NFCC
conference and training events on managing culture change.
Making effective use of collaboration and integration beyond fire
and rescue services to impact positively on culture and
behaviours across the respective organisations.
We will consider the development of a cultural maturity model
and diagnostic tools that will facilitate services in measuring
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Measures and accountable project outputs
Reduced absence, grievances, disciplines
and turnover.

We want to encourage
people to have a voice,
contribute and offer
constructive challenge.

Promoting trust Acceptance of making
mistakes and being clear
why we need engagement
with all our people.

progression towards a culture that is inclusive, innovative and
safe.
We will share evidence of use of online forums and staff
engagement mechanisms.
We will share emerging methods for managing meetings such
as the “thinking environment” – simple tools that help
contribution for those who are unused to being asked!
This works alongside an offer of training for all on assertion,
influencing and presentation skills.
We need to support people making decisions at an incident
ground – supporting people to take rapid decisions and being
willing to learn means establishing a clear psychological
contract. Some Services have issued guidance which help their
people understand the support they have if they need to deviate
from a procedure so it avoids risk aversion and helps people feel
they can take decisions on the ground without fear. We will
ensure this guidance and approach is shared.
We will promote the use of Agile project methods which help
people Fail fast, solve problems and move on – use of these
emerging ways of working will help people accept that they can
make mistakes and succeed. NFCC will provide training courses
for middle and senior managers in emerging project
methodology.
The Sir Ken Knight ‘Facing the Future’ 2013 report stated that
‘the public might accept higher costs per head if it was clear that
these resulted in better outcomes. Many Services have been
openly debating outcomes for the public. We need to join this
together and this will require asking questions about quality
input and “so what” questions – these need engagement in
different ways so we can determine what is working. There is
work on the IRS, benchmarking and standards underway and
we need to ensure we maintain a focus on outcomes for the
public.
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Develop High Reliability thinking around
learning lessons rather than simply
acknowledging them, rewarding early
reporting of mistakes/failures.
Capture emergent best practice even
where it ultimately fails at first attempt.
Development of sector wide confidential
‘near miss’ reporting tool (such as CHIRP
from Aviation and maritime industry)

Ways of working that are able to respond to service model needs
Strategic Objective
We need to offer reward and
recognition to attract the
best but in balance with
what is affordable to our
communities.
Demonstrating leadership
through clarity on pay and
reward

Detailed Objective

Measures and accountable project outputs

Establishing transparency of pay for Chiefs. A clean pay policy
where all aspects of the remuneration package are identifiable in
one place on websites.

We will publish information and make this
easily available to the public

Agree how we approach CE job descriptions (reflecting on jd’s
for Police) to facilitate pay decisions and potential future single
Chief model. This will also establish the competencies and
requirements for entry into the roles of Deputy and Chief
Officers. This would need to be done by an external expert.

We will be open in terms of pay and benefits
for senior staff
We will have a fair and transparent job
evaluation process
We will publish a pay policy statement annually
in one place with full details about reward

Be agile enough to reflect the different leadership roles in some
governance structures where the Chief Fire Officer and other
senior managers often have roles beyond the fire and rescue
service.

Creating more flexible
and adaptive Services
by shifting emphasis
from fixed duty systems
to contract types which
help create a more
flexible response.
Ideally we should align
fire fighter availability to
the planned work load
(e.g. community safety)
whilst providing
response cover

The ‘Operational’ should be updated and reformed with an
emphasis on a move to contract types and job descriptions. The
role maps need to change to have only key and generic
elements to allow for flow with NOG guidance and learning and
then use job descriptions which are determined locally by the
employers - i.e. the Local Fire Authority/PCC.
We will collect all the different contract types – annualised, part
time positive hours, flexible rostering, additional voluntary hours
and others and ensure they are shared with some evaluation of
the pros and cons of each.
We will promote the use of Flexible Rostering which is becoming
more widespread and is effective in reducing costs and offering
more flexibility for people. We will promote the ‘co-designing
with crews’ approach to reduce anxiety and industrial relations
issues. We will share the system design documents.
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Service delivery: all FRSs will have the
capability to respond to the needs of the
community – service outcomes are the
measure of how well we are matching
workforce to need of the community.
Each FRS will have an up to date risk
assessment of the area it serves. Duty
systems will be flexible to meet the needs of
the risk assessment.

appropriate to the local
Service Delivery model.

The systems has pros and cons and we need to be clear on
those and share solutions.
We agree the Thomas recommendation that if competence
issues become clear or some other reason than we should have
the ability to remove someone from the FDS system with clear
consultation and process.
It is also important to reflect on flexible working patterns for staff
to make the job more attractive, family friendly and help FRS.
We will share approaches and contract types.
We recognise that local discretions apply but we need to work at
national level on the single status concept and mechanisms that
can help build equality. (Single Status is about equal pay for
work of equal value and how people ae valued).

Continuous Improvement of
Recruitment and selection –
two different things:
The recruitment process
includes debate on what
type of workforce is needed
– some are moving more
from Operational to Nonoperational for instance to
attract wider skills in
community safety, analysing
the requirements of a job,
attraction issues which are

We will all implement a clear policy on declaring secondary
employment so we can monitor working time directive issues
and conflicts of interest.
We will work through the Inclusive Fire Service Group to look at
issues which will help recruitment of people with protected
characteristics.
Make clear what the reward packages are including non-pay
reward and share across Services and use in recruitment.
Attraction is the most difficult issue and we need to accept that
many people including women will not consider fire as a career
choice but will join ambulance and police. We will commission
an independent academic to work on attraction issues for us –
for instance why don’t women join – how much is us and how
much is it seen as a male job? What aspects would we need to
change to appeal to women and BME more? etc.
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Academic report with conclusions /
recommendations responded to.
Sharing of best practice recruitment guidance
and monitoring of impact through numbers
joining and staying.

We will monitor success of campaigns by using
agreed checkpoints. Who initially looks at

not just about the job itself
but the broader messaging
about the organisation.
Being seen as a male,
traditional service will put
some people off. It also
includes debate on what is
on offer as a career.
Selection is to ensure fair
screening and selection of
applicants, hiring, and
integrating the new
employee to the
organisation.
These issues cover all duty
systems
We want to promote use of
the On-call wherever
feasible and make the
system effective where it
contributes to the local
service delivery model. We
recognise the challenges of
this duty system and will
work to share best practice
and address issues
together.

We will work on messages and campaign strategies (at national
and local level) which we can all use which will help us become
an Employer of Choice and re-orientate people’s perceptions of
what we do.
We will carry out a best practice review of recruitment processes
and use of IT systems.
We are currently exploring how cadet schemes and
apprenticeships (once accepted as a framework by govt) can be
integrated into Services – they are a good mechanism for
increasing diversity.

websites, who then applies and so on and
bring together trends so we can interrogate
data at a national level?

Success of cadet schemes can be measured
by numbers and type of people attracted, who
then moves into the workforce and long term
retention.

We will review any e-learning packages or training guidance
which can help managers understand employment law and its
application in selection.
We will support work on the Code of Practice on the
Welsh/English language requirement for public sector workers.
We will look at attraction issues for RDS, recruitment and pay
schemes with the LGA. The impact of including co-responding
for part time means the attraction and retention issues will
change and we need to share this data.
The Duty Systems review carried out earlier in 2016 by CFOA
makes clear that use of the On-call is contingent on many
factors and we need to keep in balance how different contract
types help each Service respond to their IRMP. We are pooling
knowledge on the various contracts and approached to the RDS
system in use across the UK identifying innovation and good
practice beyond the Operational. We all recognise, for instance,
how hard it is increasingly to get the right cover for times of the
day needed. We all agree that their needs to be transparency
about workforce design and plans which are fit for purpose and
affordable by our communities. These are for debates with
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We will test what is working against agreed
criteria such as attraction of diverse staff and
share.
Work with Inspectorate on KPI’s for RDS.
We can carry out an annual audit of how many
On-call ff’s each service has in context with
other changes to workforce so we can see
emerging patterns i.e. moves towards different
contract types.
Investigation of other sectors facing similar
challenges e.g. RNLI, HMCG etc.

Members and future inspection.
Branding: We will address the issue of identity of the On-call to
prospective employees, their primary employers and the wider
public to ensure that the message is clear that this can be a job
for all and the role of a modern FF is now much wider than the
traditional perception.
Consider further work on engagement with industry on
connecting On-call to Corporate Social Responsibility strategies.

Working with the NJC to
ensure reform and changes
can be introduced more
effectively.

Pension changes have
created longer career paths
– we will need to reflect on
people who exit and may reenter our workforce which is
more typical in the broader
public sector.

We will seek to ensure that On-call staff are treated in
accordance with the Part time workers act – no new legislation is
needed. Though we are mindful of the reviews of the working
time directive.
We support changes to the NJC so it has a focus on national
pay and key issues in Reward. Increasingly agreements on
many terms and conditions are agreed locally and we can
facilitate change by formally accepting that position.
We await for the outcomes of the five current NJC work streams.
We will continue to work with the LGA pension’s service which
has made a real difference but also seek to bring together
pension administration functions wherever we can and create
better pathways for joining up information for people.
There are now some financial disincentives for people to work
past their notional retirement date and we need to consider in
our succession plans the loss of expertise.
Good work has been done on creating factsheets and seminars
on pensions by Clair Alcock, LGA and we need to keep a focus
on ensuring shared understanding of schemes and support
changes arising from work of the Scheme Advisory Board.
We will review any implications for Services for off-payroll
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Number of pension functions now and in the
future.

Efficiency in HR transactions
and change is vital.

working in the public sector.
Disagreements regarding additional payments, collaborations or
implementation of new technologies and working practices
should be resolved locally without resort to the national advisory
panels. TAPS and RAPS need to be replaced by the use of
ACAS if necessary.
We will share information about HR processes and systems to
help people reduce costs and deliver better internal service. We
will run workshops to help people use different types of method
to change business processes to make them more effective.

We want to support
organisational level
transformation to assist
changes and maintain
service provision standards
during re-structure.

We can support changes of governance from fire authority to
PCC, where agreed, by sharing approaches to transition and
leadership issues. Also sharing communication approaches to
staff and public.
We need to work together to develop effective TUPE
understanding and support for services where collaboration
could lead to more formal mergers. Government may be able to
support us with transformational funding to support the creation
of larger fire and rescue services that offer critical mass in areas
of technology introduction, recruitment, succession and
development.
We do recognise funding constraints so will also create a subgroup of the workforce committee to work with the Employment
Relations Unit within the Workforce Team at the LGA to
research and share best practice with Services heading to single
employer status or fire-fire merger.
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Number of times ACAS is used and to what
outcome.

Number of FRAs using lean techniques and
savings secured.

Provide excellent training and education to ensure continuous improvement of services to the public
Strategic Objective
Creating a shared platform
for learning for generic
issues

Detailed Objective

Measures and accountable project outputs

Embed the fire professional framework and NOG guidance.

Staff will be trained to meet the risks the
authority can reasonably be expected to
mitigate. This can be assured through
compliance with the FPF and professional
development framework.

Facilitating effective learning
across the Sector.

Work is already underway to develop shared e-learning content
to support learning and reduce abstraction from work. We will
provide a costed model to run a Fire Learning Management
System which will significantly reduce costs and allow for
effective shared learning.

Testing this relies on reviewing effectiveness at
incidents and in delivery of corporate projects –
needs to be done at local level through Quality
Assurance methods.
Effective appraisal

Using the standard training specifications being produced by
NOG to procure training together and shape learning events and
e-learning.

Development of professional Operational training lies at the heart of providing our services
and keeping firefighters safe. However the components that
skills.
We recognise the need to
make learning adaptive to
different people in different duty
systems especially recognising
time constraints on On-call
staff.

make FRS successful lie in the so called ‘soft skills’ of conflict
resolution, people management, influencing, political skills etc.

We will draw these skills into the development of the
management modules (above) but we will also share
development of training in this area and in particular seek to codevelop or purchase e-learning content to support development
of these skills.
It is also vital that we support the continuing professional
development of our supporting professional staff such as
accountants, HR, procurement people through their professional
bodies and access to conferences etc.
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Introduction of CPD portfolio, learning logs
Development and presentation of case studies.

Data and academic
research form the currency
of multi- agency working and
we need to support the
workforce to use it
effectively
Developing excellence in
Operations

We need people who have good IT skills and have the ability to
use data for analytics and interpretation. We will share elearning packages to facilitate IT skills development and
information we can all use on data protection.

Collation of any data protection breaches.

We will all fully support implementation of the NOG guidance
and through the Ops training work stream areas agree training
approaches and share good practice.

We will test that use of agreed training
approaches and comprehensive NOG training
is in place for all.
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Continue to support the Health and Wellbeing of all our people
Strategic Objective
Promoting well-being for all
our staff.

Detailed Objective

Measures and accountable project outputs

Services will define Well-being in different ways – some have
formal Employee Assistance programmes with telephone
assistance, some have internal mediation schemes, use social
media products to discuss mental health etc. We will help all
Services create a well-being programme which suits their
culture and needs.

Reduce absence, effective return to work
processes.

We will support the introduction of the Blue-Light Workplace
Well-being Charter which is being developed by Linda Hindle,
Public Health England. Originally for Police but now being
extended. Offers excellent self-assessment framework.

Fire-fighter safety underpins
all our workforce design
Keeping our focus on
reduction of accidents,
RIDDOR and muscularskeletal problems

Support for muscular-skeletal problems is also essential as part
of maintaining well-being. We will continue to share stats on
accidents and best practice on accident prevention.

Accident statistics and RIDDOR are published
regularly – we need to review data at national
level for trends.

We will continue to address specific issues such as blisters and
burns in training, heat exhaustion and impact assessment for
specific disabilities. Think contaminants is also an emerging
issue for debate.

We will publish specific guidance on emerging
issues and monitor data.

We will use best practice and continuously review to ensure we
have safe systems of work. Develop and introduce technology
and equipment in a safe and effective way to assist in ensuring
Ff safety.
NOG guidance and other elements of learning will ensure a
focus on fire fighter safety.
We will share information on lone working policies, issues of
Safeguarding and dealing with aggressive customers. We know
some firefighters have been attacked and we need to consider
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Develop a safety culture model that looks at
control of major accident hazards, slips trips
and falls and the right and duty to intervene.
Benchmark against relevant other services.

approaches to their safety including use of cameras etc.

To reduce the incidence of
reported stress and PTSD
as a result of work

Managing Change: The
MIND survey suggests that
much of the reported stress
is related to change. The
Thomas Review also
highlights a need for early
engagement during change.

Firefighter fitness testing guidance was launched in October
2016. We will share support mechanisms and best practice and
review any emerging issues.
We will carry out a survey of all services on issues relation to
PTSD and current approaches. This will include a focus on
exposure to traumatic events which don’t specifically lead to
PTSD, but can have a chronic effect on workplace sickness
levels. We will source academics to explore best practice and
emergent methods for support.
Up-skill all staff in recognising and normalising early sign of
stress associated with post trauma and initiate early and
appropriate intervention.
Many Services have now signed the MIND ‘Time to Change’
pledge – we will encourage all to join.
Training for managers on initiating and managing change is vital
along with understanding of its impact on people – we will all
commit to this through shared e-learning, formal programmes
through NFCC and local management development – we will
share approaches on this.
We need to develop staff engagement mechanisms that are
clear on whether it is consultation or they are involved in the
decision making – the latter where possible being preferred – we
will review best practice in Fire and other sectors and share.
We will help shape e-learning or face to face training on
personal management of change, understanding the change
curve and coping tools.
We will continue to work with MIND who have won new LIBOR
funding and will help us review stress in Control, training for
managers and info lines.
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Less cases of PTSD
More open discussion about mental health will
stimulate more discussion and evidence
suggest men especially suffer more as they
don’t feel they can talk.
Be aware that initially intervention may release
previously unaddressed and currently
supressed or depressed issues

We will work with Mind to re-survey in a couple
of years and see if any difference has been
made.

As an Employer of Choice
we want to support family
friendly processes and work
patterns where possible

Creating the debate on wellbeing and helping
individuals to help
themselves.
We want to consider the
issues of aging in our
workforce. We do this in
recognition that aging does
not in itself create disability
and we embrace people at
every age and respect the
enhanced experiences
people can offer.

The Fire Fighters Charity is working to develop a tool kit and
good practice guidance for people working in the UKFRS.
We will share use of Carers Contracts which are emerging as a
useful way of helping people deal with family care issues so it
avoids having to overuse domestic leave or taking sick days and
a consequent fear of failing in their career.

Benchmark against other services such as
Thames Valley Police control room staff

Attraction to the Fire Sector of people who are balancing family
and work may be helped by the increasing use of flexible
rostering as people have more ability to change their hours
worked when they need to than in the previous 2,2,4 system –
we will monitor this and use the data in recruitment as part of our
benefits package. Attraction of women can be helped if they
can see willingness to be flexible and support their needs.
Many services now have a wellbeing zone in their intranet. We
All services to complete the sickness survey
will share links to products such as the NHS Live it Well and
carried out by the Occupational Health Group
other free support packages.
to get year on year trends and information
which can be shared with staff.
The Occupational Health work stream has started work on
looking at the impact of aging and produced a guide to the main
issues to be distributed Feb 17. The group will continue to
address issues for all staff as there are impacts for staff working
to 60 and others at 65 and in the future we will see workers
going beyond 65. We will address any physical issues and the
support we can offer. Also issues such as menopause and
mental health as we age. We will ensure links are made to the
R&D hub to press suppliers for lighter and easy to use
equipment.
One of the considerations will how we help people transition
from work when they will have worked for 40 – 50 + years and
how they plan for their next stage. A retirement planning guide
will be produced.
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Strengthen our ability to provide an excellent service by diversifying our staff, promoting inclusion and creating a fair & equal place
to work
Strategic Objective
The section above - ‘where
are we now’, does not paint
a good picture of diversity
and inclusion in our Sector.
We are totally committed
to changing this. We are
encouraging all to consider
a “make ready” policy so
there is a platform of
inclusion and fairness for
new people to join.

We want to create better
support and help available
to those at risk from
prejudice and discrimination
through a shared
professional, ethical, moral
and humane responsibility.

Detailed Objective

Measures and accountable project outputs

The Inclusive Fire Service Group has the NJC, LGA, Unions and
NFCC all working together on driving the equality agenda. The
NFCC Workforce Committee has an Equality Group which will
take forward actions in Services. Working with the Home Office
to gain enhanced transparency and greater data collection will
help us all reflect on areas for action. We would also expect the
Inspection in future to raise thematic issues on equality, diversity
and inclusion.

We will not tolerate bullying or unfairness in
the workplace – needing clear communication
and support mechanisms and reviews of
internal processes such as selection for jobs or
training
We will have an up to date and communicated
whistleblowing policy

Make Ready

We will support staff that report bullying and
investigate cases quickly and fairly

Leaders paying attention to equality is the best make ready tool
– fully supporting tools such as impact assessment signal
change and intent.

Our recruitment processes will be fair and
transparent

Fostering debate at stations/support departments on visits about
equality, taboo subjects, inclusion and encouraging stations to
do local impact assessments of their patch and using tools such
Chief’s blogs or updates to raise issues whether directly on
equality or through warming the organisation to equality through
the well-being route – ideally a combination of both.

A drive for excellence in delivery through codesign of services with people internally and
externally which means that each FRS will
have an effective equality impact assessment
process and will use it to inform service
development.

Attention to the well-being aspects above will help widen a
diversity debate by focusing on current staff in terms of mental
health, disability, understanding vulnerability/frailty of customers,
and approaches to encourage people to declare disability and
support people who want to “come out” and be open about their
sexuality. This will only succeed if culturally these messages
are supported by seen changes in how managers behave.
We encourage all to use culture surveys/focus groups etc. to
examine any issues of bullying or the more subtle pressure to
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We will want to see different and more flexible
working patterns.

We will seek some champions on this work to
help us monitor progress within services or
across the NFCC.

conform to norms which inhibits difference of view and stifles
some in their career.
We are all supportive of any internal interest groups and will
encourage joining up with other agencies so people can join
wider groups e.g. rainbow forums with Police. We all also want
to support national groups and networks such as Asian Fire and
the Women’s Networking Group, Quiltbag etc.

Some good work has been
done across all Services in
moving towards a fairer and
more diverse workforce but
we need to do more.
Attraction issues have been
raised in another section but
it is important to all work
together and with the Home
Office and LGA to promote
Fire as a career and a good
and fair place to work for all.

Engage with staff representative bodies to develop joined up
strategies that reflect the national position of all involved.
We will join up campaigning through social media to interest
groups and other ways of signalling that we are an Employer of
Choice. There is evidence that social media attracts more
women. The Scottish Fire service using an independent
occupational psychologist found that being able to undertake
tests online attracted more females (increase in applications
from stay at home mums). Scotland and some other Services
have also done targeted work on exploring the perceptions of
underrepresented groups which we need to join up and test in
other areas of the UK. We will commission an academic/expert
to help us gather information from other Sectors and explore
specific issues for Fire.
One thing seems clear from anecdotal and limited research –
people leaving school and further education are not offered Fire
as a thought about career. We will collaborate on materials
schools and careers services can use to highlight the
opportunities.
There are many ways to carry out positive action and we can
share what works and what doesn’t - it is important to help
current staff understand the purpose of this and clarify that at
selection stage we still choose the right people and don’t
positively discriminate. We can share messaging which has
worked.
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Increased levels of interest from underrepresented groups at all stages of
recruitment processes.

Promoting the job as being more varied than response to fire will
help some women and BME see it as a more attractive role with
a clear career progression route, e.g. trauma care, coresponding, safe and well visits.

Data monitoring is vital. We
need to ensure we collect
UK wide reliable data and
use of trend analysis,
benchmarking and visibility
of issues.

We will join up with other Blue Light Services wherever possible
to share recruitment opportunities.
The Fire Inclusion Group, has work underway in a sub group to
establish guidance on the key data indicators needed and then
seek agreement to get like for like reporting across Services.
The IFSG will also consider the appropriate frequency for
subsequent surveys to monitor application of the wider
improvement strategies on equality, diversity and behaviour
issues in order to monitor improvement and to assess whether
such strategies ned to be amended or new strategies developed
on emerging issues from the monitoring process. .

It is essential that we take a holistic view of our
organisations. Its right that we focus on
diversity of firefighter roles but direct service to
external customers is increasingly made up of
Non-Operational posts. We need to know the
composition of senior teams, support staff and
firefighters to give a clearer view on progress
with diversity.
Each Service will collect its workforce data.

We will support our Members using the LGA toolkit for Members
on data sharing.
We will seek consistency across the FRS with Gender pay
reporting.

Encouraging people to
declare their disability and
consider support for people
who want to be open about
their sexual orientation.

We will review implications for the General Data Protection
Regulation due May 2018.
We will share campaign and information materials which help
people understand why we collect this data and how it can help
shape services to support individuals.
A lot of work has been done in Services to support people with
disabilities ranging from Dyslexia, eye sight issues, mental
health and physical disabilities but we need to continue to
establish best practice guidance in these areas by working
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We can assess the proportion of the workforce
who share their information.

Equality Impact Assessment
is not only a requirement of
law but a meaningful way of
ensuring impact on
protected characteristics is
evaluated for workforce and
customers.
We currently don’t share
impact information and we
need to address this as the
strategic impact could be
significant
Equality Framework for Fire.
Good progress has been
made but we need to
continue.
Practical issues is equality

together and with expert partners such as charities and local
support groups.
NFCC projects in future will all have an impact assessment and
at conferences/training it will be helpful if we can share impact
issues and mainstream the debate on equality. New standards,
data transparency and Inspection outcomes will assist in
reviewing how impact assessment is working.
The NFCC equality and diversity project is focusing on sharing
impact assessment tools and data.
We are starting to gather data on the protected characteristics
through impact assessments. We want to be able to draw out
trends and issues which can impact IRMP debate and our
workforce and then determine future planning.
We are all signed up to continuing to work towards excellence in
the framework through peer support and sharing of best practice
though we are mindful the new Inspection model may cover
equality.
We will promote and share plans for station builds and
refurbishments which promote dignity by having separate
changing rooms and sleeping accommodation.
In the Collaborative PPE project wearer trials have been
focused on ensuring women and men can wear with comfort.
We will continue to promote this approach.
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Dissemination of impact assessment tools and
data

Publication of data collected
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SUMMARY
This report highlights the work of the Risk Reduction Department, within the
context of the Fire & Rescue Services Act 2004 and the National Fire &
Rescue Framework (July 2012) and the Fire Authority’s educational
engagement programme with young people in mainstream education which
also includes road safety. In addition, the report will highlight the work being
undertaken in regard to our Fire Setter Intervention Programme, Fire
Investigation and Technical Fire Safety.

2.

RECOMMENDATIONS
The Fire Authority is asked to note the report.

3.

BACKGROUND

3.1.

Section 6 of the Fire & Rescue Service Act 2004 places a responsibility on the
Fire Authority to provide the community with information and advice on
prevention and protection. As well as working in partnership with other
agencies to work towards a common aim to make the community a safer
place to live, work and visit.

3.2.

The Regulatory Reform (Fire Safety) Order (FSO) replaced most fire safety
legislation with one order. These fire safety rules affecting all non-domestic
premises in England and Wales came into force on 1 October 2006. It meant
that any person who had some level of control in premises must take steps to
reduce the risk from fire, consider how to contain a fire should one break out
and then make sure people could safely escape if there is a fire. Fire
Authorities no longer issue fire certificates and those previously in force have
no legal status any more.
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3.3.

The Community Risk Reduction Strategy 2014 - 2017 ensures that the Fire
Authority continues to significantly reduce the number of people killed and
injured in fires, road traffic collisions and other emergencies. This Strategy
provides the 4 themes where the Fire Authority will work in partnership with
the Police, Local Authorities, social care providers, public health
organisations, voluntary and third sector organisations and other key services
on areas that are mutually beneficial.

3.4.

The Strategy has been designed to translate the framework of expectations
laid out in the relevant legislation and guidance documents into appropriate
action. This will ensure an integrated approach to the delivery of services and
further underpins the corporate planning process. It also ensures that the
expectations and needs of all our partner agencies and communities are met.

3.5.

The Strategy is also designed to support and complement national and local
strategic plans. It is underpinned by robust action plans, along with the
requisite scrutiny and monitoring processes, to ensure that the Strategy is
delivered effectively. Above all, the Strategy will ensure that, wherever
possible, prevention is placed before response, as the most effective means
of reducing risk in the communities served and ensuring that every contact
counts.
Children and Young People

3.6.

The Children and Young People Team have been busy engaging in the
education of children at various Key Stages (KS):
•

KS1: Since the last report 59 Key Stage 1 fire safety sessions have
been delivered, which is approximately 1800 children that have been
engaged with around key messages.

•

KS2: The Arson awareness lesson is complete and the supporting
resources have been sourced. There is excitement about the
completion of this pack which will support the suite of educational
materials to be delivered in a Primary School setting, assisting in the
preparation of young person’s moving up to senior school.

•

KS3 Water Safety: All Station 12 Bath watches have now requested
training in this package to enable them to use it to target locally
identified risks. CYP are in the process of organising this training.

•

KS3 Fire Safety: 8 sessions have been delivered since the last report
to approximately 210 children who attend schools in very high risk
areas.

•

KS4 & KS5 Road Safety: 20 sessions have been delivered to schools
and colleges and there has been an increased uptake of this session
generally, particularly across North Somerset. In addition, the
Community Safety Team have spent a 2 week period delivering
sessions at Weston College across 3 different sites to ensure they
engaged with relevant learners.
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3.7.

Since the last report the Fire Setters have had 11 fire setter referrals. There
has just been an internal advert for more fire setter advisors and training for
advisors has been secured to support the changes made following the review
of the programme.

3.8.

From a Safeguarding perspective crews have alerted to 3 concerns of abuse
and/or neglect relating to children and young people and 17 concerns of
abuse and/or neglect relating to vulnerable adults since the last report. The
Department have also delivered 2 further training sessions to flexi-duty
Officers and the e-learning module has gone live and is mandatory for all staff
to complete.
Vulnerable Adults

3.9.

The Vulnerable Adults (VA) Team have been working collaboratively with the
police, unitary road safety teams, mobility centres and Devon and Somerset
Fire and Rescue Service. Attempts are being made to establish an Older
Drivers Forum in recognition that this group of road users have their own very
specific needs to reduce risk and those KSI on the road networks.

3.10. The Hoarding Framework including the clutter image rating scale has been
adopted by North Somerset Council and the VA team are working to push this
out across all unitary areas.
3.11. The Department is also working more closely with the police to utilise their
predictive analytics tool to assist in identifying road risk areas which can be
targeted with interventions.
Enforcement
3.12. On 31 May 2016 a serious fire occurred in the basement of 12B George street
Bath. Following the incident fire safety officers visited and inspected the
premises. Due to the findings the officers then launched an investigation into
breaches of the FSO. Following several months of investigating the decision
was made to issue a simple caution to the building’s owners. Due to their
omission that they had made some mistakes the use of a caution was
appropriate. It ensured that the company admitted their failings. The company
acknowledged our work and agreed to pay the investigation and legal costs in
full. This was an important outcome for the Fire Authority and showed how the
operational element and the Risk Reduction element work hand in hand to
ensure the safety of the general public in commercial premises.
3.13. The Technical Fire Safety Team in Bath are working with a number of letting
agents to ensure that holiday rentals in the city meet the requirements of the
FSO prior to the busy summer period.
3.14. Work is also on going into engagement with business owners to reduce the
number of unwanted fire signals. Whilst the work of the Team has ensured a
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drop in attendance at alarms, work is continuing with a number of companies
that have a high number of incidents. It is hoped this work will see a further
drop in call outs to alarms particularly those where crews are turned back on
route to the premises.
3.15. The Bristol Team have been working closely with Avon and Somerset
Constabulary in a number of areas in Bristol proving advice and support
through joint inspections to business owners and residents. Some of these
inspections have been in the areas that have seen a large number of fires and
work continues with partner agencies to assist in reducing the incidents of fire
through education and enforcement.
3.16. Two more members of the Technical Fire Safety Team have recently been
awarded their level 4 Diploma. This is the nationally recognised qualification
for inspectors who will visit complex premises and carry out building
regulations. Two other members of the Team are working towards their
awards which should be completed by April 2017.
Partnership Working
3.17. Staff from the Department work with key partner agencies particularly in the
field of Health & Social Care in order to reduce the risk of fire to vulnerable
residents. Various agencies are enabled to “refer” vulnerable clients to the
Fire Authority for Home Fire Safety Visits. Over recent years such targeted
referrals have grown considerably and during the period from 9 January to 23
February 2017 some 598 such referrals were received (3796 year to date).
3.18. In further recognising the value of this area of work, in September 2016, a
Vulnerable Adults Referral Advocate was appointed whose main focus is to
expand the range of agencies worked with, and particularly Domiciliary Home
Care Providers, in order to generate further referrals for the most vulnerable
people and further reduce risk to communities. Early outcomes have been
positive as it can be evidenced that over 300 vulnerable people have been
referred for HFSV as a direct result of engagement via this new post. Referral
mechanisms have and continue to be established to ensure such referrals
endure.
3.19. As part of the mission to “make every contact count” referral mechanisms
have also been developed direct from the Community Fire Risk Management
Information System (CFRMIS) to Falls Prevention services in North Somerset
and also for Assistive Technology to Bristol Careline. During the period 9
January to 23 February 2017 27 such referrals were made (147 year to date).
3.20. The Partnership and Collaboration Register and framework have been
updated and this reflects the commitment to collaborative working.
Risk Reduction Activity
3.21. The updated statistics are as follows:
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TFS Activity
Fire Safety Audits
Licensing
Operational FS Checks
Building Regulations
Enforcement Notices
Prohibition Notices
Alterations Notices
Community Safety
HFSV
Agency HFSV
Quick Jobs
Off Station Interventions
On Station Interventions
Key Stage Education

This Reporting Period
102
49
2
172
1
4
0
This Reporting Period
1418
85
1831
26
46
85

4.

CONSIDERATIONS

4.1.

Contribution to Key Policy Priorities

Financial Year to Date
651
320
66
1055
26 (2 in force)
3 (27 in force)
1 (24 in force)
Financial Year to Date
6734
782
11325
290
217
282

These Community Safety work programmes contribute to reducing fire,
injuries and deaths linked to Strategic Aim 1 – making the Avon area safer by
preventing and responding.
4.2.

Financial Implications
All resources will be designed to a high standard within a restricted budget
and minimal running cost to maintain the products as they stand. Future
investment will be required to insure that all materials are up to date.

4.3.

Legal Implications
These are mentioned in the report.

4.4.

Equality & Diversity Implications
The education programmes have been designed to be used within
mainstream education and the impact assessment reflected this, ensuring
that the programme is accessible to all this group of young people. Work is
continuing to develop an amended programme that will produce resources to
embrace Special Educational Needs.

4.5.

Corporate Risk Assessment
With size of the Community Safety Team being reduced and the increased
use of operational staff to deliver the programme, there is an increased risk of
not being able to deliver the programme as arranged, due to operational
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commitments on the day. There is a possibility that sections of the identified
groups in need will not receive the education. This may well be reflected in
the outcomes of the programme being met.
4.6.

Environmental/Sustainability Implications
The impact on the environment has been keep to a minimum by using local
resources to deliver the programme in schools, the negative impact, is that
the vehicles being used are not the most efficient. The programme has been
designed with a built in developmental feedback loop, along with a quality
assurance support process this will insure that the material being used is
always current and learner centred.

4.7.

Health & Safety Implications
Risk assessments have been completed for all activities.

4.8.

Crime & Disorder Implications
None

5.

BACKGROUND PAPERS
None

6.

APPENDICES
None

7.

REPORT CONTACT
Matt Peskett, Group Manager (Risk Reduction), Ext 271.

6

AVON FIRE AUTHORITY

MEETING:

Fire Authority

MEETING DATE:

31 March 2017

REPORT OF:

Chief Fire Officer / Chief Executive

SUBJECT:

Fires and Other Incidents

1.

14

SUMMARY
This report focuses on the fires and incidents of interest to Members in
January and February 2017. It also summarises the proactive work
undertaken by the Corporate Communication Team during these months.
This work is based on the annual cycle of events in the community safety
calendar and outlines how, through the use of the media, social media and
other campaigns, safety is improved in a number of key areas.

2.

RECOMMENDATIONS
The Fire Authority is asked to note the report.

3.

BACKGROUND
Campaigns

3.1.

In September a student safety campaign was launched with the aim of
reducing fires and false alarms at student halls of residence and promoting
safety around water. The campaign had two main strands – attendance at
freshers’ events and a social media competition to encourage students to
engage with the campaign themes.
Press Releases

3.2.

The following have been issued:
•

Cook safely in your home – Monday 9 January.

•

Water rescue demonstration at Motion Nightclub – Friday 13
January.
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•

Fire service signs up to Blue Light Pledge – Thursday 26 January

•

Avon Fire Authority approves Integrated Risk Management Plan –
Friday 10 February.

•

Weston-super-Mare
firefighters
welcome
#PressToTest
competition winners to fire station – Tuesday 21 February.

•

Bedminster firefighters supporting children with reading –
Tuesday 21 February.

•

Firefighters to hold rope rescue exercise at SS Great Britain –
Friday 24 February.

Incidents of note in January 2017
3.3.

Man rescued following two car collision
Tuesday 3 January
15.47hrs, Claypool Road/Court Road, Kingswood
Crews were called to a collision involving two cars and when they arrived on
scene found that one vehicle had left the road. One male casualty who was
trapped in one of the vehicles was rescued by firefighters and conveyed to
hospital.

3.4.

House fire in Bath
Tuesday 3 January
21.46hrs, Van Diemens Lane, Lansdown
Firefighters attended a fire in the entrance hall of a two storey residential
property. Two firefighters in breathing apparatus used one high pressure
hose reel and one jet to tackle the fire. All occupants were able to leave the
property, however firefighters did rescue one cat from the building. The fire
was believed to have been started deliberately.

3.5.

Easton flat damaged by fire
Thursday 5 January
09.48hrs Cooperation Road, Easton
A ground floor flat suffered extensive damage after a fire broke out. Crews
from Temple and Kingswood fire stations were alerted after neighbours
reported smoke coming from the property.
Initially it was thought there may have been someone inside the ground floor
flat in a mid-terraced property. Four firefighters in breathing apparatus
entered the home and used high pressure hose reels to extinguish the fire
and prevent it spreading to the flat above. A search of the ground floor flat
found it was unoccupied however one person who had been in the first floor
flat at the time of the fire was provided with oxygen at the scene after inhaling
smoke.
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3.6.

Woman rescued from flat fire
Sunday 8 January
10.57hrs, Clouds hill Road, St George
Crews attended a flat fire on the first floor of a three storey building. Nine
firefighters in breathing apparatus used two high pressure hose reels and two
45mm jets to tackle the fire. The turntable ladder was used as an observation
platform. A woman was rescued from the property by fire crews using a triple
extension ladder. The fire is believed to have started accidentally.

3.7.

Man rescued from kitchen fire
Tuesday 10 January
15.56hrs, Forth Avenue, Portishead
Crews attended a small kitchen fire at a multi occupancy building. Firefighters
in breathing apparatus used a ventilation fan to clear the building of smoke.
Crews rescued a 60 year old man from the property and also treated a 40
year old woman on scene for mild smoke inhalation. The man was later
conveyed to hospital by ambulance. The fire is believed to have started
accidentally.

3.8.

Trapped horse rescued by crews
Monday 16 January
20.35hrs Bridgwater Road, Dundry
Fire crews were called out to rescue a horse which had become trapped
upside down between a wall and building. Firefighters from Bedminster Fire
Station trained in animal rescued attended the incident. The horse is believed
to have fallen from a field, off a low retaining wall. The wall was around one
metre from a farm building and in the fall the horse had become trapped on its
back between the wall and building. Firefighters attached strops around the
horse before using farm machinery to vertically lift the horse to safety. The
horse was then checked over by a vet and reunited with its owner.

3.9.

Cause of chlorine alarm investigated
Tuesday 17 January
08.16hrs Broad Street, Bristol
Firefighters in breathing apparatus and gas tight suits were called to
investigate the cause of a chlorine alarm at a hotel spa. Fire crews from
Temple, Hicks Gate, Bedminster and Kingswood fire stations were alerted by
hotel staff after the alarm sounded in the spa’s plant room. The attendance
included seven fire engines, command units and an Environmental Response
Unit.
Crews in gas tight suits used chemical monitoring equipment to check the
cause of the alarm. A slightly increased level of chlorine was detected within
the plant room, however it was deemed at a level safe enough to hand the
incident over to hotel staff.
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3.10. Car and van collide on Cumberland Basin
Tuesday 24 January
15.18hrs, Plimsoll Bridge, Cumberland Basin
Crews were called to a road traffic collision involving a car and a van. When
crews arrived they found one 20 year old female was able to vacate the
vehicle she was traveling in. A 20 year old male was rescued by firefighters
from his vehicle using hydraulic cutting equipment. Crews also rescued a 50
year old man who suffered a broken leg and was conveyed to hospital by
ambulance.
3.11. Laundry fire at Bath dry cleaners
Thursday 26 January
17.57hrs, Lower Bristol Road
Crews were called to a fire located in the laundry room on the ground floor of
a two storey building used as a dry cleaners. Crews gained access at the
rear of the property. Firefighters in breathing apparatus used one high
pressure hose reel and one jet to extinguish the fire.
3.12. Flat fire in Weston
Monday 30 January
15.05hrs, The Centre, Weston-super-Mare:
Crews were called to a fire at a three storey building used as residential flats.
Firefighters in breathing apparatus used one high pressure hose reel and one
jet to tackle the fire which was located on the third floor. A ventilation fan was
used to clear the property of smoke.One male was conveyed to hospital. The
fire is believed to have been started deliberately.
3.13. Elderly man rescued from vehicle in ditch
Monday 30 January
16.57hrs, Puxton, Hewish, Weston-super-Mare
Firefighters were called to a road traffic collision involving one vehicle and
when crews arrived they found the car had left the road way and was found
partially in a ditch. One 70 year old male was rescued by crews using a long
board and hydraulic cutting equipment. The man was later conveyed to
hospital.
3.14. Four vehicle fire at Fishponds garage
Tuesday 31 January
23.18hrs, Lodge Causeway, Fishponds
Crews were called after reports of a fire at a car repair garage involving four
vehicles. Firefighters in breathing apparatus used one high pressure hose
reel and one jet to extinguish the fire. The fire which is believed to have been
started deliberated also affected a nearby derelict building.
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Incidents of note in February 2017
3.15. Crews called after bus collides with tree
Wednesday 1 February
16.24hrs, Hill House Road, Mangotsfield
Two crews from Kingswood Fire Station were called out following a collision
between a double-decker bus and a tree. Once on scene firefighters found a
large branch from the tree had struck the bus and then fallen into the road,
hitting two other cars. No one was injured in the incident, however a lady in
her 40s was treated on the scene for shock by firefighters and the ambulance
service. The road was partially closed during the incident.
3.16. Crews called to chemical incident at university lab
Friday 3 February
14.30hrs: Cantocks Close, Bristol
Firefighters were called to an incident involving an unstable substance at a
university lab. Four fire engines and the Environmental Response Unit
attended the incident. The building was evacuated and a safety cordon put in
place on Cantocks Close. The Army's Explosive Ordnance Disposal team
also attended and carried out a controlled explosion at Royal Fort Gardens
just before 19.00hrs.
3.17. Fire destroys caravan and mini bus
Sunday 5 February
04.11hrs, Redlands Terrace, Midsomer Norton
Multiple calls were received to report a fire involving a number of vehicles and
a garage. When crews arrived on scene a caravan and a mini bus were well
alight. Firefighters in breathing apparatus used a high pressure hose reel and
two jets to tackle the fire. One 52 year old woman was treated on scene for
smoke inhalation. A garage was also badly damaged by the fire and a
neighbouring garage suffered some minor heat damage. The fire is believed
to have started accidentally.
3.18. Car fire at Yate shopping centre car park
Tuesday 7 February
10.06hrs, East Walk, Yate
Crews were called to an underground car park following reports of a car fire.
Firefighters in breathing apparatus used one high pressure hose reel to
extinguish the fire and a ventilation fan was used to clear the smoke caused
by the fire. The vehicle was badly damaged by the fire which is believed to
have started accidentally.
3.19. Man taken to hospital following garage fire
Thursday 9 February
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10.38hrs, Goosard Lane, High Littleton
Crews attended a small fire at a four bay garage. Firefighters used a high
pressure hose reel to dampen down the garage and a ventilation fan to clear
the building of smoke. A 47 year old man suffered smoke inhalation and
received oxygen at the scene. The man was later conveyed to hospital by
ambulance. The fire is believed to have started accidentally.
3.20. Crews attend Stockwood bedroom fire
Monday 13 February
14.19hrs, Showering Close, Stockwood
Crews were called to a bedroom fire at a two storey property. Firefighters in
breathing apparatus used one high pressure hose reel and a jet to tackle the
fire. A ventilation fan was also used to clear the property of smoke. The Red
Cross emergency unit attended the incident to offer the occupants of the
property support. All persons were able to safely leave the building. A 30
year old man was given oxygen therapy at the scene. The fire is believed to
have been started deliberately.
3.21. Man rescued from water in Bristol
Wednesday 15 February
05.40hrs, Welsh Back, Bristol
Crews rescued a 27 year old man from the water near Welsh Back in Bristol.
Firefighters used water safety equipment including ladders and throw lines.
The man was treated at the scene by ambulance crews.
3.22. Man rescued from car in ditch
Friday 17 February
20.16hrs, Wick Road, Wick St Lawrence, Weston-super-Mare
Crews were called to road traffic collision involving one vehicle that that had
left the road way and ended up on its roof in a water filled ditch. When
firefighters arrived they found a man trapped in the car. Crews worked
alongside paramedics to stabilise the casualty before he was rescued from
the vehicle using a stretcher to lift him out of the car and up the bank.
3.23. Woman and child escape from Stockwood house fire
Sunday 19 February
21.04hrs, Sturminster Road, Stockwood
Crews attended a fire at a property which affected the ground and first floor.
Firefighters in breathing apparatus used one high pressure hose reel and a jet
to extinguish the fire. A ventilation fan was also used to clear the property of
smoke. A woman and child were able to leave the property and were treated
in scene by ambulance crews. The fire is believed to have been started
deliberately.
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3.24. Fire causes major damage to bungalow
Tuesday 21 February
20.01hrs, Hortham Lane, Hortham, Almondsbury
Crews were called to a fire at Bungalow and when they arrived found the
property well alight. Firefighters in breathing apparatus used one high
pressure hose reel and one jet to extinguish the fire. Crews also used a
ventilation fan to clear the property of the heavy smoke caused by the fire.
One 72-year-old woman was treated on scene by paramedics for smoke
inhalation. The fire which caused significant damage to the property is
believed to have started accidentally.
3.25. Rubbish fire at multi storey car park
Wednesday 22 February
01.07hrs, Lower Castle Street, Bristol City Centre
Following a number of calls, crews attended a large rubbish fire on the
second floor of a multi storey car park. Firefighters in breathing apparatus
used one high pressure hose reel and one jet to extinguish the fire. The fire
is believed to have been started deliberately.
3.26. Fallen tree closes Bath Road
Wednesday 22 February
15.25hrs, Bath Road, Arnos Vale
Crews were called to the Bath Road after reports of a fallen tree outside the
Arnos Manor Hotel. The large tree caused slight damage to one vehicle, the
driver of which was uninjured. A 13-year-old male pedestrian was assessed
at the scene by paramedics. All three inbound lanes on the Bath Road were
closed and Police were on scene to manage the traffic. Highways England
attended the incident to remove the tree and deal with the damage caused to
the traffic lights.
3.27. Horse rescued from sink hole
Friday 24 February
15.15hrs, Smithams Hill, East Harptree
Crews were called a rescue a trapped horse that had fallen into a sink hole in
the paddock of a farm. The large animal was sedated by a vet before the
animal was recovered using small and animal rescue equipment.
3.28. Bristol night club fire
Sunday 26 February
22.00hrs, St Stephens Street, Bristol City Centre
Crews were called to a fire in the basement of a three storey building. The
basement is used as a night club and bar with three floors above used as
residential flats. Fifteen firefighters in breathing apparatus used three high
pressure hose reels and three jets to tackle the fire. Crews also used
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ventilation fans to clear the building of smoke. Fifteen people were evacuated
and were supported by the Red Cross Emergency team to either, return to
their homes, stay with friends or find alternative accommodation.
3.29. Fire causes extensive damage to bedroom
Tuesday 28 February
09.26hrs, Bridgeleap Road, Mangotsfield
Crews attended a bedroom fire located at the front of a two storey property.
Firefighters in breathing apparatus used two high pressure hose reels to
tackle the fire. A ventilation fan was also used to clear the property of smoke.
A concerned neighbour who wanted to ensure no one was in the property
was treated at the scene for slight smoke inhalation and given oxygen
therapy. No one was at home inside the property at the time of the incident.
The fire caused extensive damage to the bedroom and caused smoke
damage throughout the property. It is believed that the fire was caused after
the sun reflecting in a mirror set fire to the curtains in the bedroom.
4.

CONSIDERATIONS

4.1.

Contribution to Key Policy Priorities
Not applicable.

4.2.

Financial Implications
None

4.3.

Legal Implications
None

4.4.

Equality & Diversity Implications
None

4.5.

Corporate Risk Assessment
No impact.

4.6.

Environmental/Sustainability Implications
None

4.7.

Health & Safety Implications
None
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4.8.

Crime & Disorder Implications
None

5.

BACKGROUND PAPERS
None

6.

APPENDICES
None

7.

REPORT CONTACT
James Bladon, Corporate Communication Manager, extension 390.
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