Professor Bain proposed a number of changes to the Service, which he envisaged
would provide the capacity for the Service to continue to reform itself in response
both to the Government’s drive to improve public services generally and to the
needs of local communities. As a result, in June 2003, the Office of the Deputy
Prime Minister published its White Paper entitled ‘Our Fire and Rescue Service’,
which set out the Government’s vision for the Fire and Rescue Service of the future.

The Fire and Rescue Service Act 2004, which came into force on 1 October 2004,
gave effect to the majority of proposals contained within the White Paper. Full
details of the Act can be found on the following website:

http://www.leqislation.gov.uk/ukpga/2004/21/contents

The Act repealed the Fire Service Act 1947 and contains seven parts as follows:

Part 1 — Fire and rescue authorities (sections 1 to 5)

This determines which body is the fire and rescue authority for an area, and
provides for the combination of two or more fire and rescue authorities by order. A
combination scheme under this section may be made only if it appears to the
Secretary of State that, in the interests of:

a) economy, efficiency and effectiveness, or
b) public safety

there should be a single fire and rescue authority for the combined area.

Part 2 — Functions of fire and rescue authorities (sections 6 to 20)

This sets out the duties and powers of fire and rescue authorities which, amongst
other things, have been expanded to include duties to promote fire safety, to make
provision for rescuing people from road traffic accidents and to respond to other
emergencies (which may be outside the authority’s area) as defined by the
Secretary of State by Order. Other emergencies have since been specified as
chemical, biological, radiological and nuclear incidents; search and rescue events;
major flooding incidents; and major transport incidents, including at sea.

Part 3 — Administration (sections 21 to 31)

This provides for the preparation of a Fire and Rescue National Framework, setting
out the strategic priorities of the Fire and Rescue Service, and for the supervision of
fire and rescue authorities. It makes supplementary provision for the Secretary of
State to provide equipment and training centres for fire and rescue authorities.

Part 4 — Employment (sections 32 to 37)

This deals with employment by fire and rescue authorities, in particular the creation
of negotiating bodies to determine the terms and conditions of employees, and
pension schemes.

Part 5 — Water supply (sections 38 to 43)
This imposes duties on fire and rescue authorities and water undertakers to ensure
an adequate supply of water for firefighting activities.

Section 1 (1)
2 V4.0 Reissued August 25
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FOREWORD.

The People Strategy sets out how Shropshire
Fire and Rescue Service (SFRS) will support and
develop all our people throughout their time with
the Service.

!

To achieve this, we will use innovative solutions to
attract, recruit and retain individuals, to promote
diversity and inclusion in all that we do.

There is work to do within the Service, however,
our approach of putting our people at the centre
of everything we do will support organisational
development and continuous improvement.

We are fully committed to valuing each member
of our team and want SFRS to be recognised as a
great place to work.

Our aim is to have a skilled workforce, that are agile
and adaptable to change and able to capitalise

on improvement opportunities that will assist with
personal, team and organisational development,
whilst remaining resilient and with a focus on

the health and wellbeing of all our people. This
approach will support the Service vision of ‘Making
Shropshire Safer’.

Culture is our greatest asset, but can also be our
biggest weakness, and it is recognised that the
way we lead, manage performance and behave are
fundamental elements of creating the culture of the
Service.

This is represented within our values and the
behaviours set out within the Workplace Charter,
which has been created by our staff for our staff.

The Service and the wider fire sector are in a

state of constant change and reform, and the pace
and depth of change is likely to increase into the
future. The People Strategy will support the Service
and our people to adapt, evolve and respond
effectively to a changing landscape, which can be
difficult for all.

Our People Plan to support the strategy will set out
our policies and will be guided by the priorities,
declarations and critical success factors set out
within this document.

It is important that the contents of this strategy are
communicated to all staff, and all our people have
opportunity to engage and feedback their views, as
this will support reviewing and amending existing
policies and processes collaboratively.

OUR LEADERSHIP

TEAM.

Simon Hardiman
Chief Fire Officer

U ¥

David Minnery |
Chair of Fire Authority '
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OUR VISION

!

AND STRATEGIC

INTENT.

The quality of our people is the key driver to our success.

At SFRS we strive to create an environment in
which our people can grow and develop in their
work to deliver an outstanding service to the public
and our communities. We operate within a defined
set of values and behaviours which drive our
business practices.

Our vision ‘Making Shropshire Safer’ can only
be achieved with the appropriate numbers of
motivated and skilled staff.

SFRS are committed to developing the organisation
to achieve excellence in people and performance
management, working collaboratively to deliver an
efficient service.

We actively focus on employee engagement, using
our Staff Survey results to develop strategies and
increase engagement. We have built a shared
sense of purpose and give people a meaningful
voice on matters that affect their working lives.

At SFRS we encourage learning and innovation to
motivate employees to reach their full potential.
Our staff are engaged and empowered to make a
difference on their own.

We will work with and support our leaders to
encourage a culture of trust, people development
and wellbeing to enable all our staff to be their very
best at work.

We seek out innovative ways to substantiate our
commitment to Equality, Diversity and Inclusion by
removing barriers and celebrating differences, to
include all in the workplace to share in our success.

OUR

SERVICE DELIVERY GOALS

Response

We will respond quickly, safely and
effectively to emergency incidents
with competent, prepared and
well-informed teams.

Prevention

We will help the community to stay
safe by making fire safety advice
available to all and targeting

our interventions at those most
vulnerable.

Protection

We will support businesses to
protect people from harm and
when necessary, use enforcement
to keep communities and our
firefighters safe.

ENABLING/CORPORATE SERVICES GOALS

People
Our culture will be purposefully diverse, collaborative and
inclusive, building confidence in our values and performance.

We will nurture the talent of our staff and leaders, providing
them with the right range of skills, to enable change for the
next generation

Data and Digital
Data is readily used and relied upon to inform decision making.

We will provide new systems capabilities to support increased
automation of processes.

We will stay protected from emerging and sophisticated cyber
threats and attacks.

Environment
We will reduce our carbon footprint, adapt to the changing
climate and protect the environment.

Finance and Resources
We will provide a value for money service to the communities
of Shropshire, through the most effective use of resources.
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PURPOSE.

The purpose of our People
Strategy is to support all
that we do to attract, recruit,
develop, retain, support and
reward our employees to
meet our future goals and
aspirations.

This document offers a response to
the significant changes in service
provision by reframing what we
want from our people over the next
three years.

The People Strategy allows us to plan and
facilitate the evolving demands of the wider
workforce.

Employees are looking for meaningful work,
flexible working options, personal development
opportunities and a working environment that
facilitates upskilling and training.

Our People Strategy provides a framework to
support the aims and objectives of the Service as
outlined in the Community Risk Management Plan
(CRMP). This strategy details how the Service
intends to achieve this by:

1. Developing leadership capacity
. Organisational development and engagement

. Resourcing the Service

. Health, safety, wellbeing and fithess

2
3
4. Equality, diversity and inclusion (EDI)
5
6. Skills, training and education

7

. New ways of working

!
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OUR VALUES
& BEHAVIOURS.

Through defined core values, SFRS sets out what is expected of employees.

We also fully support the national fire and rescue core values of:

Service to the
Community

We value service to the
community by.

« Working with all
groups to reduce risk.
- Treating everyone

fairly and with respect.

- Being answerable to
those we serve.

« Striving for excellence
in all we do.

Valuing all
our people

We value all our
employees by
practicing and
promoting.

- Fairness and respect.

» Recognition of merit.

« Honesty, integrity and
mutual trust.

« Personal
development.

» Co-operative and
inclusive working.

Valuing diversity in
the Service and the
Community

We value diversity
in the service and

community by.

- Treating everyone

fairly and with respect.

« Providing varying
solutions for
different needs and
expectations.

- Promoting equal
opportunities in
employment and
progression within the
Service.

« Challenging prejudice
and discrimination.

Valuing improvement
at all levels

We value improvement
at all levels of the
Service by;

« Accepting
responsibility for our
performance.

» Being open-minded.

- Considering criticism
thoughtfully.

« Learning from our
experience.

- Consulting others.
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WORKPLACE
CHARTER.

The Workplace Charter is a
commitment to changing the
way we all think and act in the
workplace. It seeks to promote
higher standards of behaviour
throughout the workplace.

The Workplace Charter is supported by the
vision statement and the core values and while
many positive behaviours are already regularly
demonstrated across the Service, this charter
provides specific guidance, setting a standard
of behaviour and conduct for people ensuring
everyone feels valued and respected.

The charter captures what staff themselves feel is
appropriate and reflects the National Fire Chiefs
Council’s (NFCC) Leadership Framework and Core
Code of Ethics.

The Workplace Charter behaviours are a
condensed set of statements that have come from
the NFCC Leadership Framework which outline
behaviours that employees are expected to
demonstrate in a modern fire and rescue service.

The Fire and Rescue National Framework for
England sets out the Government’s priorities
and objectives for fire and rescue authorities.
This provides the overall strategic direction to
authorities which includes the driving forward of
workforce reform.

Where practicable Shropshire & Wrekin Fire
Authority supports the achievement of national
strategies applicable to the Fire and Rescue Service
whilst balancing this with a focus on providing a
service that makes Shropshire Safer.

To that end, the following
strategies and frameworks have
informed the development of our
People Strategy:

« NFCC People, Leadership and Culture Programme

- Fire and Rescue Service National Framework for
England: 2023 progress report

« Community Risk Management Plan 2025 - 2028
« Local Government Association — Fire Vision 2024

. State of Fire and Rescue - The Annual Assessment
in England 2023

« NFCC Leadership Framework

« NFCC Core Code of Ethics

« NFCC Culture Action Plan

» Leading the Service Fire Standard

« Leading and Developing People Fire Standards

« HMICFRS Values and culture in fire and rescue
services

« HMICFRS Standards of Behaviour — The handing
of misconduct in fire and rescue services

This strategy doesn’t stand alone
and is supported and contributed
to by other plans derived from, or
informed by these include the:

Health and Wellbeing Plan
» Equality, Diversity and Inclusion Plan
» Workforce & Resourcing Plan
» Organisational Development Plan
» Training Needs Analysis

These plans are reviewed annually and support the
overall delivery of the People Strategy and provide
clear goals, time scales, and measures of success.

More detailed planning and activities to support
the achievement of our organisational strategy can
be found in the human resources and corporate
support plan, the training and development
departmental plan and the Digital and Data and the
Communication strategies.




WORKPLACE
CHARTER.

Shropshire Fire and Rescue Service have created the Workplace Charter which
incorporates the core code of ethics for Fire and Rescue Services in England.
It sets out the standards of behaviour expected in the workplace and is supported

by the representative bodies.

ORGANISATIONAL EFFECTIVENESS

We will explore and embrace alternative ways of
working, to achieve our common purpose using the
benefits of technology

We will listen to our colleagues and the public and
communicate information to them that is lawful,
relevant and timely

We understand how our roles contribute to the aims
of the Service

We are responsible for the health, safety and
wellbeing, of ourselves and others

OUTSTANDING LEADERSHIP

We wiill create an inclusive environment where people
can be the best they can be, supporting each other
through encouragement and motivation

We will recognise and challenge inappropriate
behaviour, providing support to those who do raise it

We are open to giving and receiving constructive
feedback

We will be visible, accessible, honest and transparent in
order to build trust

We are accountable for our actions and behaviours

SERVICE DELIVERY

We will share our ideas to create improvement and
development opportunities

We will share responsibility to work together to solve
problems effectively

We are committed to, and understand, our
responsibility towards safeguarding

We will provide an efficient and productive service
considering the needs of our colleagues and our
communities

PERSONAL IMPACT

We consider the impacts of our actions on others and
always welcome alternative views and feedback

We contribute to an inclusive culture remaining
respectful of any differences we may have

We will remain professional at all times and act with
integrity

We will encourage discussion to improve our wider
understanding of health and wellbeing

We will take care of, and protect, our personal data

We are responsible for our own development and that
of others
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INTERNAL DRIVERS

FOR CHANGE.

Nationally there is a clear focus on the need to improve culture and inclusion across the fire sector.

Shropshire Fire and Rescue Service has this same
challenge and recognises that change will only
come from effective leadership, embedding the
right behaviours, enabling diversity and inclusive
ways of working to ensure all our people can
contribute to change. By achieving this we can
create an environment where the health and
wellbeing of our staff is supported, nurturing talent
for the future.

Our staff are our greatest asset and are
professionals in the work they do. We understand
from internal reviews, staff surveys and cultural
work that there is more for us to achieve in

creating a truly inclusive workplace where staff feel
confident and positive behaviours are expected and
displayed.

Our most recent HMICFRS (His Majesty’s
Inspectorate for Constabularies and Fire and
Rescue Services) Inspection has identified areas
for improvement which demonstrate some of the
current challenges we face in recruiting, developing
and engaging a diverse workforce.

The priorities set out in this People Strategy
highlight some of our internal drivers for change:

- Our aspirations in engaging a workforce that
is representative of the communities we serve.
Increase female and BAME representation across
uniformed roles

- Enable Female and BAME progression. Identify
through workforce planning how we support an
ageing workforce and we mitigate this through
ongoing recruitment

- Enable a more diverse pool of recruitment for
senior leaders.

- How we continue to develop our workforce
despite public sector funding pressures.

- How Changes in new technology will help us to
maximise productivity and enable flexibility.
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DEVELOPING
LEADERSHIP
CAPACITY

Our intention is that our leaders will have the
ability to lead, inspire, coach and develop others
in the organisation.

T

They will be visible, demonstrate strong
leadership skills, showcasing accountability,
honesty, openness, and transparency in their
decision making. Leaders will be effective in
performance management of their employees.

Our developmental culture enables us to
recognise that our success hinges on the
capabilities of our people. Therefore, we will
support our leaders to grow and invest in their
personal and professional development.

LEADERSHIP
DEVELOPMENT.

We will:

Review, evaluate and refresh leadership and
management programmes ensuring they reflect the
core values, the Workplace Charter, Core Code of
Ethics, and strategic direction.

Develop our leaders to ensure operational and
non-operational leadership capacity is in place to
manage the organisation into the future.

Work in accordance with the NFCC Leadership
Framework, Core Code of Ethics and other NFCC
People, Culture and Leadership products to
develop leaders who are both professionally and
operationally competent and who have the ability
to inspire and motivate others.

Ensure that all leaders and managers have access
to appropriate development and training which
supports the Service’s strategic outcomes and
corporate priorities.

Ensure that senior managers are visible and
demonstrate service values through their
behaviours

Review our performance management practices to
ensure our leaders and managers can effectively
manage staff performance.

COACHING
AND MENTORING.

We will:

Continue to embed coaching and mentoring
to support performance improvement and the
demonstration of desired values and behaviours.

Continue to encourage the use of coaching and
mentoring to support the Individual Performance
and Development Review (IPDR) process.

Promote the NFCC Coaching and Mentoring portal
and encourage all to access to support continuous
improvement.

CRITICAL

Increase completion rates in leadership
development programmes and activities both
internally and externally in line with the agreed
framework.

Increased levels of operational competence for
our leaders.

Managers and leaders demonstrate increased
visibility, knowledge and understanding of
people management activities and behaviours
as outlined in staff survey through being
open, approachable and effectively manage
performance.

Percentage increase in evidence of senior
managers adhering to SFRS’s values as
indicated in the Staff Survey.

Increased levels of staff obtaining successful
Career Progression Gateway passes.

Increased use of external coaches.
Increased use of the performance management

procedures resulting in improved performance
levels.

17
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ORGANISATIONAL
DEVELOPMENT
& ENGAGEMENT

Organisational development helps us focus on
how we can maximise the value gained from our
resources.

HR activity can be redesigned to bring about
change that the Service needs, and it helps create
better alignment with the organisation’s goals and
activities. If employees feel engaged, we expect
our workforce to be healthier, more fulfilled, and
more motivated.

If we allow our employees a voice and to bring
ideas to the table this will enable individuals to
contribute to innovation at work.

STAFF
ENGAGEMENT.

We will:

Continue to undertake the Staff Survey at regular
intervals, analysing the results and keeping our
people updated regularly on progress. We are
committed to listening to and acting on what our
staff tell us and want to encourage openness and
honesty in communication.

Work to maintain effective employment relations
with employees and representative bodies and
we will engage with staff to ascertain and improve
levels of satisfaction and motivation.

Ensure employees are empowered and that they
have the autonomy, flexibility and accountability
to make a positive difference in their day-to-day
environment.

Managers will be expected to proactively engage
with Service wide people management processes
to support effective service delivery and personal/
professional development/career progression.

Review the Workplace Charter/introduce Core
Code of Ethics as a standalone entity

Implement and embed all elements of the Cultural
Action Plan

REWARD AND
RECOGNITION.

We will:

Support improvements in staff physical and mental
wellbeing to offer a holistic work life balance for
our people therefore becoming an employer of
choice.

We are committed to ensuring staff feel valued
and recognised, we will continue to recognise the
importance of praise via annual awards events and
long service awards.

Support the development of the national pay
arrangements which recognise the contribution of
all employees.

Continue to support and monitor performance
management and identify high potential through
the IPDR process.

Continue to seek suggestions and improvements
from our staff in all areas of the Service.

Work with staff and their representatives to further
consider opportunities to recognise and reward
those who innovate and go above and beyond
their roles to deliver excellence and support the
Service’s values.

Continue to monitor and report on complaints and
compliments.

CRITICAL

Improved staff satisfaction, engagement score
and number of respondents from the Staff
Survey.

Increased number of staff respondents to
HMICFRS surveys.

Increased number of staff suggestions and
active participation in Service and community
events

More staff being recognised for their individual
and team achievements.

Improved percentage of staff feeling valued
and recognised for the work they do as outlined
through the Staff Survey.

Improved numbers of compliments received by
the Service.

Implementation and embedding of all
recommendations within the Cultural Action
Plan

19



Shropshire

ire and Rescue Service

RESOURCING
THE SERVICE

Resourcing is about attracting and selecting
people for the right role, at the right time, with the
right skills and capacity, and at the right cost in
order to successfully manage change and risk.

!

Our resourcing activities will be focused on
understanding the employee experience,
designing effective assessment and selection
processes, and making effective recruitment
decisions.

Our workforce planning data will inform our
decision making and succession planning. By
managing talent strategically our organisation can
build a high-performance workplace, encourage
continuous learning, and create meaningful work
and growth opportunities for employees.

WORKFORCE
PLANNING.

The Workforce Plan sets out how the Service will
meet both current and future workforce demands
in line with the Community Risk Management Plan
(CRMP).

We will:

Continue to use appropriate performance
management data to inform workforce and
succession plans and to mitigate any potential risks
of inadequate staffing numbers.

Continue to analyse current and future workforce
needs and identify deficiencies in the current
Workforce Plan and its alignment with the CRMP

We will maximise resilience through a proactive
and supportive approach to attendance
management with a focus on employee wellbeing.

Review non-operational resources to improve
capacity to bring about sustainable change

We will review and ensure our promotion
processes are fit for purpose, accessible, and
inclusive for all employees.

RECRUITMENT
AND ATTRACTION.

We wiill:

Attract, recruit, select, and retain talent with critical
skills needed to deliver the service while adapting
to significant changes in workforce needs.

Work with managers to ensure effective
recruitment, retention, and progression. We will
use proven modern methods of recruitment,
making the best use of technology and marketing
techniques to ensure robust systems are in place
across the Service.

Identify ways to make jobs more flexible/agile to
improve work life balance by enabling staff to have
greater flexibility over where, when and the hours
they work.

Identify and overcome barriers to equal
opportunity, so the workforce better represents its
community.

Analyse recruitment equality data and use this data
to inform future recruitment processes eg positive
action.

TALENT
MANAGEMENT
AND SUCCESSION
PLANNING.

We will:

Seek to attract, identify, develop, engage, retain,
and deploy individuals, taking into account areas
of single points of failure.

Support the development of our organisation to
improve productivity and manage performance
through the Individual Performance and
Development Review (IPDR) process and use
of the NFCC People Culture and Leadership
products.

Review the current IPDR process and support
managers to effectively complete IPDRs
recognising and nurturing our people’s potential
and any identified career aspirations.

Create an open and fair process to identify,
develop and support high potential staff and
aspiring leaders.
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WIDENING
PARTICIPATION.

We will:

Seek to give opportunities to individuals who have
the ability and desire, to enter into a fire service
career.

Create opportunities and identify career pathways
for young people and other talented members of
the community to enter into the Service.

Look to increase the number of apprentices

and provide additional opportunities for work
experience, working with local partners, schools
and agencies.

CRITICAL

Increased capacity in resources to bring
about sustainable change

Workforce shortages/gaps are minimal, and
risks including single points of failure are
managed.

Improved confidence in promotion
processes that are timely, fair and
transparent.

Reduction in the percentage turnover rate
of all staff groups.

Improved attendance levels across all
absence categories.

Improved use of modern methods of
recruitment techniques and technology.

Increased number of applicants for roles
from under-represented groups.

Reduction in the use of agency staff.

Reduction in turnover rates across
all groups. Increase in the number of
completed IPDRs.

Future talent and supporting succession
plans in place, aligned to workforce needs.

Increase number of apprentices and
opportunities for work experience.

Increase the number of flexible/agile
working requests to include different
contract types, shift patterns and working
practices.

Increased access to the NFCC Interactive
Career Pathways (ICP) (due for launch in
March 2025) to encourage recruitment into
the sector and also provide information
around career pathways for existing fire and
rescue sector employees.

Increased understanding, application and
completion of IPDRs.
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EQUALITY, DIVERSITY,
AND INCLUSION.

SFRS wants to create a culture where everyone feels welcomed, accepted, valued, and can bring their whole
self to work. Equality, diversity, and inclusion (EDI) are three principles that help to create a fair society where

everyone gets equal opportunities.

Equality is about equal opportunities and protecting people from being discriminated against while diversity is
about recognising, respecting and valuing differences in people. Meanwhile, inclusion refers to an individual’s

experience within the workplace and in a wider society, and the extent to which they feel valued and included.

We will:

Promote equality, diversity and inclusion within the
workforce and value the benéfits this brings.

Strengthen our ability to provide an excellent service
by welcoming a diverse workforce, promoting
inclusion, and creating a fair and equal place to work.

Review and continue to deliver positive action
programmes to attract, retain and develop under-
represented groups.

Engage and maintain connections with community
groups as part of the Service’s positive action
programme

Use demographic data and community knowledge
to assist with providing equality of access to
services and employment for specific protected
characteristics.

Improve employee equality monitoring data

Review policy and ensure managers understand

the importance of completing Equality Impact
Assessments and the value this will bring the Service
and our communities.

Review the Equality Impact Process

Ensure under-represented groups are heard and
have influence.

Ensure our recruitment processes are appropriate,
transparent, and inclusive.

Review current training packages and promote
opportunities for further EDI training

CULTURE
AND VALUES.

We will:

Promote cultural values and behaviours which
make the Fire and Rescue Service a great place to
work for all our people.

Promote a culture of dignity and respect with both
the public and our workforce so engagement may
flourish, making us more flexible, innovative and
create environments where people feel valued and
are able to bring their true self to work.

Listen to our staff, use their feedback to grow the
ideal workplace environment.

Not tolerate bullying, harassment or discrimination
in the workplace

Strengthen the anti-harassment and bullying
policies, procedures and support

Support staff that report bullying and investigate
cases quickly and fairly.

Ensure staff are aware of, and follow the Core
Code of Ethics, including through all policies and
procedures

Review and strengthen the misconduct and
grievance policies, procedures and welfare support

CRITICAL

Members of staff understand and act in accordance
with our values and standards of behaviour, this
will be reflected in a variety of ways including the
results of our staff survey, numbers, and types of
disciplinary and grievances.

Further engagement and effective use of the Voices
groups throughout the Service.

Increase workforce diversity at all levels and number
of applicants for roles from under-represented
groups.

Increased number and quality of Equality Impact
Assessments, the creation of positive action events
targeted at specific groups based on demographic
data and see a reduction in the Gender Pay Gap.

Increase in positive feedback in our Staff Survey
regarding support for employees going through
harassment or bullying cases

Increase in the number of employees declaring
their monitoring data, increased awareness and
understanding of the Core Code of Ethics and
increased confidence, knowledge, understanding
and effective management of misconduct and
grievance procedures
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HEALTH
AND SAFETY.

The Health and Safety section of the People Strategy

is fundamental to the Authority’s, the Chief Fire

Officer’s and the Service’s commitment to protecting

its people, ensuring operational excellence, and
fostering public trust.

To do this effectively, we adopt the Health and Safety

Executive (HSE) guidance to ensure a cohesive,
legally compliant, and high-quality approach to
managing health and safety.

Core Guidance:

- Managing for Health and Safety (HSG65): A
structured ‘plan-do-check-act’ model for risk
management.

- Leading Health and Safety at Work (INDG417):

Emphasises leadership’s role in driving health and

safety culture and standards.

Key Actions:
. Plan:

Establish clear policies integrating health and
safety into our vision, objectives, and activities.
Conduct gap analyses to identify risks and align
with legal and sector standards.

Develop scalable systems for continuous
improvement without duplication.

. Do:

Prioritise risks by identifying significant hazards
and mitigation strategies.

Cultivate a safety culture through leadership,
training, clear communication, and active
engagement.

Ensure adequate resources and competency
development at all levels.

. Check:

Monitor performance with active (proactive
inspections) and reactive (incident analysis)
methods.

Implement robust systems for regular audits and
evaluations.

. Act:

Review performance regularly and after major
incidents.

Celebrate successes and address shortcomings to
maintain effective systems.

We will:

Adopt Best Practices: Implement the HSE’s
Managing for Health and Safety (HSG65) and
Leading Health and Safety at Work (INDG417)
frameworks to ensure a systematic, compliant
approach to health and safety management.

Maintain and Develop Clear Policies: Establish
health and safety policies integrated into our vision
and values, outlining responsibilities at all levels.

Enhance Risk Management: Regularly assess
and prioritise risks, ensuring effective mitigation
strategies and resources are in place.

Foster a Safety Culture: Strengthen leadership
accountability, communication, and workforce
engagement to embed a proactive and inclusive
health and safety culture.

Deliver Effective Training: Provide comprehensive
training programs tailored to roles and operational
requirements, ensuring competency across all
levels.

Monitor and Improve: Implement robust monitoring
and audit systems to evaluate performance, identify
areas for improvement, and ensure continuous
development.

Leverage Collaboration: Partner with external
organisations and stakeholders to align with best
practices and enhance health and safety outcomes.

Recognise Success: Celebrate achievements
and innovations that advance health and safety
standards across the organisation.

CRITICAL

Health and safety practices are aligned with

HSE guidance, legal requirements, and national
standards across the organisation.

Senior Leadership Team visibly drives health

and safety as a core priority, demonstrating
accountability and active engagement.

Health and safety policies are seamlessly
embedded into all organisational activities,
supporting a consistent and practical approach to
managing risks.

A robust approach to risk management is in
place, resulting in fewer incidents and greater
confidence in safety measures.

An engaged and informed workforce takes shared
responsibility for health and safety, actively
contributing to a safer working environment.

A trained and competent workforce maintains
safety standards and responds effectively to
emerging risks.

Monitoring and auditing systems drive consistent
improvement, adapting swiftly to new challenges
and ensuring ongoing effectiveness.

Strong partnerships with external stakeholders
enhance health and safety outcomes through
innovation, shared learning, and joint initiatives.
Efficient and integrated systems track health and
safety performance, providing reliable data for
informed decision-making.

A Health and Safety culture that recognises
achievement, learns from incidents, and
showcases improvements across the organisation,
reinforcing the importance of health and safety.
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HEALTH
AND FITNESS.

Fostering employee health, wellbeing and fitness in
the organisation can help prevent stress and create
positive working environments where individuals can
flourish.

Healthy workplaces help people to thrive and reach
their full potential. Our intention is to continue to
invest in employee wellbeing to increase resilience,
reduce and prevent sickness absence and in turn
increase productivity and performance.

We will:

Continue to develop and offer a range of wellbeing
initiatives to support the mental and physical
wellbeing of staff.

Continue to provide timely access to occupational
health, fitness, physiotherapy and counselling
service, ensuring early interventions to prevent
sickness absence or support those already absent.

Develop managers’ skills to raise awareness of
achieving staff wellbeing and train them to recognise
the signs and symptoms of mental health issues to
support their teams.

WELLBEING

Continue to develop employees’ awareness and
training opportunities for suicide prevention.

Use HR data to inform policy and planning.

Continue to monitor and support changes to the
firefighter fithess testing programme and provide
additional support to staff to ensure they remain
physically fit for their roles.

Review and implement the NFCC Health and
Wellbeing strategy.

Ensure we have an effective Occupational Health
provision in place through an external provider

Proactively monitor working hours (including
overtime) to improve staff wellbeing

CRITICAL

°
Reduction in all absences

Increase in the number of flexible working
requests to manage work life balance.

Percentage increase in staff believing SFRS do
enough to support their mental and physical
health at work as outlined in the Staff Survey.

Increased numbers of mental health (MH) First
Aiders/MH Awareness Training/TRIM (min. 10%
of the workforce).

Increased number of our people trained in
Suicide Awareness; Suicide First Aid Lite for
operational colleagues.

A clear supportive fitness testing programme is
in place and an increase in fitness levels across
operational teams.

Smooth transition from one Occupational Health
provider to another, ensuring staff have access
to services that support both their mental and
physical wellbeing.

Staff aren’t working excessive hours on dual
contracts.
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SKILLS, TRAINING
AND EDUCATION.

Driven by the Service Vision, we prioritise Operational Excellence
through high standards in training and development, fostering a
unified culture of respect, integrity, and inclusivity.

!

Guided by the risks identified within the CRMP and the objectives of
the People Strategy, we target our training to address operational
demands and enhance preparedness.

Emphasising professionalism, continuous improvement, and
accountability, we leverage innovation and collaboration to ensure
our teams are trained and developed to meet evolving challenges
and deliver exceptional service.

Learning and Education
We will:

Prioritise a digital approach and streamline training and
development data reporting systems, offering a blend of online,
practical, classroom based, and remote learning opportunities to
increase accessibility and flexibility.

Establish clear career pathways where opportunities exist, outlining
education, training, and technical requirements for all roles, ensuring
clarity of progression for staff.

Explore opportunities to innovate and improve Training and
Development paper-based activities and processes to reflect a
more efficient and accurate modern method of recording personnel
information enabling accurate auditing, reporting and trend analytics
to better understand strengths and areas for improvement.

Host a range of teaching delivery,
demonstration and assessment
methods to accommodate the spectrum
of learners ensuring not to disadvantage
those with any neuro diversity.

Create opportunities for lateral
development, including secondments
and collaborative development
initiatives, to broaden skills and
experience.

Promote opportunities for further
education and training, providing
funding for role-specific academic
studies to enhance professional
development.

Develop and implement a three-year
phased approach to training, beginning
with a digital-first strategy to roll out
online platforms, followed by localised
training, and concluding with facility-
based training at Telford to ensure
operational readiness.

Establish clear career pathways
outlining education, training, and
technical requirements for all roles.

Mandatory Role Based
Training
We will :

Improve and enhance training facilities
by implementing a three-year program
to refurbish operational training centres,
beginning with securing budgetary
provisions and developing a detailed
refurbishment plan in the first year.

Develop safe and realistic training programs that
respond to and provide standardised, relevant,
effective and realistic learning and development
opportunities in a safe environment that meets
the demands of each role map and best practice
guidance for our sector.

Maintain sector relevance for new and emerging
risks assuring review of equipment, guidance,
procedures, techniques, policy and training keeps
pace with the change in demand.

Provide opportunities and support for the training,
development, and maintenance of professional
skills for all staff.

Provide robust quality assurance mechanisms to
uphold the delivery standards of all training and
development activities.

Strengthen competency recording and assurance
processes by introducing simplified, scalable

tools for tracking development and activity for all
personnel across the Service particularly for on-call
colleagues.

Ensure an appropriately sized and trained
internal quality assurance (IQA) cadre, capable

of conducting regular assurance visits to validate
training effectiveness, address learning gaps, and
ensure continuous improvement.

Collaborate with strategic partners and external
training providers to enhance the quality and
diversity of training opportunities.

CRITICAL

Alignment with training and operational standards
that comply with legislative requirements, National
Joint Council national operational standards,
national operational guidance, fire standards and
accredited awarding bodies.

Improved and modernised training facilities,
providing realistic, relevant, and safe environments
for staff and instructors.

A Developed program for competence maintenance
across all roles and specialist functions ensuring the
best possible operational standards for safety of our
teams and wider community

Streamlined training and development administration
and data intelligence, improving efficiency and
accessibility for all staff.

Closer alignment and enhanced collaboration with
bordering FRSs and external partners, providing
increased frequency of multi-agency training events,
fostering inter-agency coordination.

Clarity regarding career pathways for both Grey and
Green Book staff, supporting professional growth
and progression, providing transparent routes that
support professional development, growth, and
progression where relevant.

Further development of career pathways for Grey
and Green Book staff.
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NEW WAYS
OF WORKING.

Technology, processes, and the existing talent
pool are considerations in the implementation of
the People Strategy.

Technology not only influences the work
employees carry out but can also change the full
working environment by facilitating more agile
working.

Our approach to transformation is an ongoing
process for continuous improvement. Our leaders
will actively create the right environment for
change to happen and we will engage early

with staff to motivate staff to overcome their
frustrations and challenges.

Learning and adapting the new ways of working
takes energy to maintain a continual business
momentum.

MANAGING
CHANGE.

We will:

When initiating major change programmes, review the risks
and the composition of our workforce and adapt to affect
these changes.

Consider opportunities for workforce redesign and
transformation following the introduction of new
technologies and different ways of working.

Review organisational systems, processes, and procedures
to identify efficiencies and productivity savings and enable
staff to work innovatively and responsively to the changing
environment.

Use HR data to understand the nature of our workforce
and support our decision making.

Create more flexible and adaptive services by shifting
emphasis from fixed duty systems to contract types which
help create a more flexible response.

Continue to work with the National Joint Council and Trade
Union representatives to ensure reform and changes are
introduced effectively.

Continue to support the Local Pension Board to monitor
the provision of pensions to existing employees and
retired members and ensure we have an effective
pensions provision in place through the external scheme
administrator and the pensions officer.

INFORMATION
SYSTEMS.

We will:

Work with colleagues to continue to develop and
realise the benefits from computerised systems
such as the HR dashboard and Resource Link.

Increasingly simplify processes through digital
transformation, continually moving towards
‘paperless’ processes.

ORGANISATIONAL
PERFORMANCE
METRICS.

We will:

Continue to use the dashboards to improve HR,
Training and Development, LEO and Health and
Safety metrics to support HMICFRS data collection.

Develop a set of Corporate Health Indicators.

CRITICAL

Provide HR polices that facilitate innovative
workforce change.

Duty systems will be flexible to meet the needs
of the Service.

Increased usage of technology to provide
useful workforce data to aid decision making.

Further development of computerised systems
to reduce reliance on paper-based processes
and improve efficiency.

Introduction of a range of focussed and

relevant HR Corporate Health indicators
to further develop benchmarking of HR

performance.

Adoption of a national set of professional
standards.

Percentage increase in the number of staff
showing an understanding for change at SFRS
given the challenges faced by the Service as
outlined in the Staff Survey.




Shropshire

ire and Rescue Service

MONITORING

!

AND EVALUATION.

The HR, EDI and Training and Development teams will
work with managers to influence and contribute to
Service strategy ensuring that the workforce agenda is
appropriately considered.

The team will regularly engage with relevant
stakeholders, internally and externally to ensure
workforce issues are addressed.

Our team will continually develop to ensure a
progressive, professional and competent approach to
the delivery of all HR systems, processes and practices.

Heads of departments and line managers are
responsible and accountable for the effective
management of their staff and teams and will be held to
account for the delivery of effective HR performance in
their areas of responsibility.

Delivery and actions will be monitored through the
workforce plan and monthly people management
meetings.

This will inform the annual business planning cycle
and corporate objective setting process which will
encompass all elements of the workforce team’s
delivery areas.

All departmental plans are monitored by the
Service Management team through exception
reporting.

An annual report on the People Strategy will
be considered by the Strategy and Resources
Committee.

The plans that underpin this strategy will be
reviewed on an annual basis taking into account
any major organisational changes, providing the
Service with the most relevant workforce today
and in the future. Critical success factors will be
reviewed annually to ensure that they remain fit for
purpose and will be updated accordingly.

The People Strategy is available to all staff and will
be published on the Portal and on our website at
www.shropshirefire.gov.uk

There will be ongoing consultation with

the Representative Bodies regarding the
implementation of specific elements within the
strategy through annual plans. Any supporting
plans to the strategy will be reviewed on an annual
basis.

MEASURING

WE WILL KNOW OUR STRATEGY HAS BEEN EFFECTIVE IF WE FIND:

WE ARE ACHIEVING
AGAINST THE CRITICAL
SUCCESS FACTORS.

OVERALL STAFF ENGAGEMENT SHOWN
THROUGH THE STAFF SURVEY IS GOOD AGAINST
BENCHMARKS AND CONTINUES TO IMPROVE.

SICKNESS ABSENCE LEVELS, INCLUDING STRESS-
RELATED ABSENCE ARE LOW COMPARED TO
BENCHMARK ORGANISATIONS.

OPERATIONAL RESPONSE
AND PERFORMANCE
TARGETS ARE MET.




Shropshire Safeguarding Partnership Board

Shropshire Neglect and exploitation sub group

Shropshire Domestic Abuse Strategic Priority Group

West Midlands Fire NHS and Baywater Partnership meeting
Telford Employer Group

Telford Crime Reduction Neighbourhood Partnership

Telford White Ribbon Group

Team Shrewsbury

East and West Midlands Regional Safeguarding Group

East and West Midlands Community Safety Managers Group
Domestic Homicide Review Panel

#Morse (multi agency partnership)

Early Help Partnership Board Shropshire

Strengthening Families Telford and Wrekin

Drug and Alcohol Group Telford and Wrekin

Healthy Lives Steering Group

Telford and Wrekin Council now commission the Service to use its Fire Control facility
for its Out of Hours calls service.

Principle 5 - Developing the entity’s capacity, including the capability of its leadership and the individuals
within it

Local government needs appropriate structures and leadership, as well as people with the right skills, appropriate qualifications, and
mindset, to operate efficiently and effectively and achieve intended outcomes within the specified periods. A local government
organisation must ensure that it has both the capacity to fulfil its own mandate and to make certain that there are policies in place to
guarantee that its management has the operational capacity for the organisation as a whole. Because both individuals and the
environment in which an organisation operates will change over time, there will be a continuous need to develop its capacity as well
as the skills and experience of individual staff members. Leadership in local government is strengthened by the participation of
people with many different types of backgrounds, reflecting the structure and diversity of communities. As outlined in the People
Strategy our intention is that leaders will have the ability to lead, inspire, coach and develop others in the organisation. They will be
visible, demonstrate strong leadership skills, accountability, honesty, openness and transparency in their decision making. Leaders
will be effective in performance management of their employees.
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5.1 Developing the entity’s capacity

Supporting Text

5.1.1 Reviewing operations, performance and
use of assets on a regular basis to
ensure their continuing effectiveness

The Service has clearly defined its aims and the activities it will carry out to achieve
those through its Strategic planning process. The effectiveness of activities is
reviewed through debriefing and performance review meetings.

The asset management strategy and supporting plans have been developed to
ensure the provision, availability, and reliability of assets to support the identified
activities. Asset provision is reviewed when potential improvements or efficiencies are
identified through the debriefing or review processes.

The Service reviews its performance through debriefing, operational monitoring, and
corporate performance indicators against its aims.

It develops asset management plans to ensure it provides assets to meet identified
needs.

5.1.2 Improving resource use through
appropriate application of techniques
such as benchmarking and other
options in order to determine how
resources are allocated so that defined
outcomes are achieved effectively and
efficiently

The Service continues to use comparative data where it is available within the sector.

This includes information on Health and Safety and whole sector financial information
through the NFCC.

The sector has developed a benchmarking tool that will provide comparisons
nationally as well as groupings of similar services. This will create the foundation for
further analysis to identify efficiencies and productivity improvements.

5.1.3 Recognising the benefits of
partnerships and collaborative working
where added value can be achieved

Reinforcement agreements for operational incidents are in place with all bordering
Fire and Rescue Services through a legal framework as part of the Fire and Rescue
Services Act 2004.

Outside of the Section 13, 16 Agreements the Service also has access to and
provides resources to other FRS nationally through the NCAF Arrangements.

The Service has entered into a range of collaborations and partnerships incorporating
Local Authority, NHS and other Emergency Services as well as volunteer
organisations, Housing Associations & the Police and Crime Commissioner.
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Many examples of operational collaboration between local partners, particularly with
regards to protecting vulnerable people, are evident through partnerships such as
Multi Agency Risk Assessment Conference (MARAC) and the Health and Wellbeing
Boards. Initiatives such as Serious and Organised Crime Joint Action Group
(SOCJAG) (aimed at “County Lines” drug gangs) and Multi Agency Targeted
Enforcement Strategy (MATES) (Operational specific aims for Fire safety, police,
trading standards and immigration) have been developed by West Mercia Police and
are supported by the Service.

Future workstreams will target best practice in developing evaluation and
measurement of collaboration and partnerships.

5.1.4 Developing and maintaining an effective
workforce plan to enhance the strategic
allocation of resources

A People Strategy is in place to ensure that activity and resources are focused on
identified priorities. The People Strategy for 2021- 2025 is about to close and a new
People Strategy for 2025 — 2028 is ready to be launched, aligned to the delivery of
the CRMP and Service Plan.

Workforce planning is an approach for managing the workforce’s changing needs in
conjunction with the People Strategy. Workforce Planning aims to ensure that the
future human resource requirements of the Service are met at the right time and at
the right cost. Regular establishment meetings including retirement planning and
forecasting and succession planning. This feeds into our Bi-monthly People
Management meetings where discussion takes place regarding Establishment /
Strength / Vacancies / Post Changes / Recruitment / Requests for Growth /
Departmental Restructures / Development.

A three-year core module training programme is in place to ensure workforce
competence

A HR Dashboard has been developed to give real-time access to information and
trends to improve the ability to forecast and plan.
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5.2 Developing the capability of the entity’s
leadership and other individuals

Supporting Text

5.2.1 Developing protocols to ensure that The Authority’s Protocol on Member / Officer Relations sets the tone for Member /
elected and appointed leaders officer relations generally. The Chair, Vice Chair and the Leaders of the Opposition
negotiate with each other regarding Groups attend a Chair’s Briefing with the senior officers once a month.
their respective roles early on in the
relationship and that a shared There are agreed role descriptions for each chair and vice chair position.
understanding of roles and objectives
is maintained The Chief Fire Officer meets with the Chair on a regular basis as well as a holding a

Chairs brief on a monthly basis.

5.2.2 Publishing a statement that Financial Regulations Standing Orders 5.1 set out the specific matters reserved for
specifies the types of decisions that the collective decision of the Authority.
are delegated and those reserved , - ] ) )
for the collective decision making Delegations to specific officers are documented in the Scheme of Delegation to
of the governing body Officers and the Financial Regulations Standing Order.

Each of the Authority’s Committees has terms of reference which clearly state their
powers and any authority delegated to them.

5.2.3 Ensuring the leader and the chief The Chief Fire Officer’s job description and the Scheme of Delegation to Officers state
executive have clearly defined and that the CFO is responsible and directly accountable to the Authority for all aspects of
distinctive leadership roles within a operational management.
structure whereby the chief executive
leads in implementing strategy and The role of the Chair is specified in the Member Handbook.
managing the delivery of services and
other outputs set by members and The Protocol on Member/Officer relations also supports the understanding of the
each provides a check and a balance delineation of roles.
for each other’s authority

5.2.4 Developing the capabilities of members | As members receive comprehensive training and development from their constituent

and senior management to achieve
effective leadership and to enable the
organisation to respond successfully to
changing legal and policy demands as

authorities, the Fire Authority provides an induction for new members which focusses
specifically on the Fire Service, in order to avoid duplication of resources. In addition,
members regularly receive presentations and development sessions on various topics
to ensure that their knowledge is kept up to date.
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well as economic, political and
environmental changes and risks by:

e ensuring members and staff have
access to appropriate induction
tailored to their role and that ongoing
training and development matching
individual and organisational
requirements is available and
encouraged

e ensuring members and officers have
the appropriate skills, knowledge,
resources and support to fulfil their
roles and responsibilities and
ensuring that they are able to update
their knowledge on a continuing
basis

e ensuring personal, organisational,
and system-wide development
through shared learning, including
lessons learnt from governance
weaknesses both internal and
external

The ongoing review of Fire Authority Governance Arrangements includes an
evaluation of Member training and induction to ensure that it continues to be relevant
and appropriate.

Specialist training is provided to members of Committees, to improve knowledge on
technical issues and update members on new developments.

There is a tailored induction and a programme of organised training for officers.
Further learning will be identified through skills assessments.

Applications from Area Managers and above to attend the Executive Leadership
Programme through Warwickshire University are encouraged ahead of each new
cohort, to provide strategic leadership development to senior managers.

Group Managers undertake the Level 7 Diploma in Senior Leadership. Middle
Managers undertake an accredited ILM Level 5 in Leadership and Management,
delivered on site. Supervisory managers undertake the ILM Level 3 Leadership and
Management following a decision to implement this in 2018. The Service is currently
trialling the NFCC’s Supervisory and Middle Leadership Development Programmes as
opposed to the ILM Levels 3 and 5. This has been in direct response to feedback
received from delegates on these programmes. A paper will be presented to SMT in
May / June 2025 to look at options going forward.

Managers, and the training and development teams attend dyslexia awareness
training. Managers have EQIA training.

There is an appraisal system in place for officers, part of which is to consider training
and development needs. The Development Officer and Training and Development
Co-ordinator (Learning and Development) organise and deliver a wide range of
professional and personal development courses including management development.

There is also regular 1-2-1 supervision for staff by their line managers.

Members of staff in specialist roles such as finance and human resources maintain
their Continuous Professional Development as required by their own professional
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body.
A debrief process exists for operational incidents and exercises.
SIRO breaches log and shared experience at SGG

Officers use Internal Audit in a constructive manner to invite scrutiny in any areas of
concern as well as maintaining regular audit of key areas such as finance and payroll

5.2.5 Ensuring that there are structures in
place to encourage public participation

This process starts with the CRMP and continues into the transparency associated
with the governance model, but the Authority has many ways of encouraging and
promoting public participation, both in the community and as part of the democratic
process.

5.2.6 Taking steps to consider the
leadership’s own effectiveness and
ensuring leaders are open to
constructive feedback from peer review
and inspections

The Authority and each Committee has a work plan for the year, with an end of year
report brought to show activity against that work plan.

External Audit’s annual Value for Money conclusion considers and gives an
assessment on economy, efficiency, and effectiveness.

Staff engagement survey provides feedback from those employed with the Service

Findings from the Grenfell Tower enquiry are co-ordinated through the NFCC which
has resulted in the establishment of an internal steering group to implement
recommendations.

Recent HMICFRS inspection outcomes identify areas for improvement and a cause
for concern. Each of these areas have been accepted by Service leaders and Fire
Authority members and a robust action plan in place for each area. An approach to
monitoring and reviewing progress is in place both internally and through Fire
Authority scrutiny.
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5.2.7 Holding staff to account through regular
performance reviews which take
account of training or development
needs

All staff are offered an annual appraisal, which provides a one to one opportunity for
managers and staff to contribute to the production of mutually agreed personal
development plans, focussing on development/training needs, wellbeing and
objectives for the 12 months ahead. Managers are also encouraged to hold regular
1-2-1’s with their staff.

5.2.8 Ensuring arrangements are in place to
maintain the health and wellbeing of the
workforce and support individuals in
maintaining their own physical and
mental wellbeing

Occupational Health (OH) services are available to all Authority employees including
the services of a nurse, suitably qualified OH physician and counsellors and
Physiotherapy. The Service will be starting with a new OH Provider from April 2025.

Staff conditioned to the Grey Book also have an annual fithess assessment and a
general medical every three years.

The People Strategy 2021 — 2025 provides a framework to support the aims and
objectives of the service as outlined in the CRMP. One of the plans underpinning this
strategy is the Health and Wellbeing Action plan. Through this plan the Service
continues to introduce new initiatives to support staff’'s psychological and physical
health, working with partner agencies and the Trade Unions. A new Health and
Wellbeing Plan is being created to underpin the new People Strategy for 2025 — 2028.

The Service has signed up to the Disability Confident Employer Scheme, MIND Blue
light pledge, the Mental Health at Work Commitment and action plan, White Ribbon
Accreditation and the SAND Covenant. The Service also have Mental Health First
Aiders and Voices representatives who support Mental Health, along with other
physical activities to support health and wellbeing.

There is also a module available on Learning Environment On-line (LEO) for all staff
to access, entitled Leading and Managing Change and Transition.
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Principle 6 - Managing risks and performance through robust internal control and strong public financial

management

Local government needs to ensure that the organisations and governance structures that it oversees have implemented, and can
sustain, an effective performance management system that facilitates effective and efficient delivery of planned services. Risk
management and internal control are important and integral parts of a performance management system and are crucial to the
achievement of outcomes. Risk should be considered and addressed as part of all decision making activities.

A strong system of financial management is essential for the implementation of policies and the achievement of intended outcomes, as
it will enforce financial discipline, strategic allocation of resources, efficient service delivery and accountability.

It is also essential that a culture and structure for scrutiny are in place as a key part of accountable decision making, policy making and
review. A positive working culture that accepts, promotes, and encourages constructive challenge is critical to successful scrutiny and
successful service delivery. Importantly, this culture does not happen automatically, it requires repeated public commitment from those

in authority.

6.1 Managing risk

Supporting Text

6.1.1 Recognising that risk management is
an integral part of all activities and
must be considered in all aspects of
decision making

Up until mid-year the Service had an established Risk Management Group (RMG)
which was responsible for ensuring the Authority has an effective risk management
process in place. Corporate risk management is being fundamentally reviewed and
aligned to the strategic performance and risk forum. Corporate risks are now reported
to PRG and programme and project risks are reported to SPB.

Corporate Risk management reports are taken to SAP committee.

6.1.2 Implementing robust and integrated
risk management arrangements and
ensuring that they are working
effectively

The risk management process is subject to a bi-annual assessment by Internal Audit.
The process is underpinned by the monitoring of the corporate, departmental and
programme risk registers.

Statements of Assurance are completed in line with the development of the Annual
Plan and supporting Departmental Plans. The statements of assurance are signed off
by the departmental head and lead executive officer and include departmental risks.
Up until mid-year progress was monitored by RMG and RMG minutes were forwarded
to SMT. Progress is now monitored by PRG and reported to SMT. The corporate risk
register is monitored by SAP quarterly.

Officers and Members also receive training from the Service’s insurance provider
Zurich.
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All operational incidents are debriefed in line with the Service Policy. Any incident
attended by a Flexible Duty Officer is also subject to operational monitoring
procedures, all findings, both those of merit and development needs, are recorded
and managed through an action plan and the Service’s Operational Learning Board.
Where necessary Significant Event Investigation can be instigated by the Duty Area
Manager to provide a formal comprehensive report into specific events or incidents.

6.1.3

Ensuring that responsibilities for
managing individual risks are clearly
allocated

All risks on the corporate risk register are assigned a risk owner. Departmental risks
are updated by the Head of Department and signed off by the Executive Lead through
statements of assurance.

6.2 Managing performance

Supporting Text

6.2.1 Monitoring service delivery effectively An established performance management process exists, which provides reports to
including planning, specification, meetings of the PRG and the SAP committee on the Service’s performance against
execution and independent post service tolerances.
implementation review

The Authority has agreed nine corporate performance indicators and agreed
tolerances in order to monitor service delivery. In addition, there are supporting
objectives, which are managed through departmental plans.

Major projects are monitored through SPB with reviews carried out and system user
feedback captured for lessons learned purposes.

6.2.2 Making decisions based on relevant, There is a standard format for all committee reports, which includes background to the
clear objective analysis and advice report and any recommendations for decision together with reasons behind those
pointing out the implications and risks recommendations. All reports contain a section for legal comment and financial
inherent in the organisation’s financial, implications and list the background papers, which are integral to understanding the
social and environmental position and report. EQIAs are completed where appropriate.
outlook

6.2.3 Ensuring an effective scrutiny or SMT offers oversight on policy and performance and SPB oversees all major delivery

oversight function is in place which
provides constructive challenge and
debate on policies and objectives
before, during and after decisions are

projects within a programme of change. Both groups are made up of executive
officers and departmental leads. Minutes and actions are taken at both meetings to
capture discussions and decisions.
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made thereby enhancing the
organisation’s performance and that of
any organisation for which it is
responsible.

(Or for a committee system)
Encouraging effective and constructive
challenge and debate on policies and
objectives to support balanced and
effective decision making.

S&R Committee offers oversight on strategic direction, Value for Money, and
monitoring of budget and financial performance. SAP Committee provides
independent assurance and independent scrutiny.

The current review of Fire Authority governance arrangements will seek to put into
place a specific scrutiny function for the Fire Authority.

6.2.4 Providing members and senior SMT meets every month and SPB meets every 3 months. Management reports and
management with regular reports on progress reports against major projects are reported.
service delivery plans and on progress | Progress on the Capital Programme is reported to S&R Committee.
towards outcome achievement

6.2.5 Ensuring there is consistency between | A robust and structured budget setting and management system is in place and is

specification stages (such as budgets)
and post implementation reporting (e.g.
financial statements)

well documented through Authority and senior management reporting. Officers ensure
that the budget that is set at the beginning of the financial year is consistent through
to the Statement of Accounts.

6.3 Robust internal control

Supporting Text

6.3.1 Aligning the risk management strategy | Statements of Assurance are completed in line with the development of the Annual
and policies on internal control with Plan and supporting Departmental Plans. The Statements of Assurance are signed off
achieving objectives by the departmental head and lead executive officer and include departmental risks

and areas for improvement.

Alignment of risk management and reporting to the progress of projects and
departmental action plans takes place through SPB and departmental reporting
processes.

6.3.2 Evaluating and monitoring risk The Risk Management Brigade Order and the Risk Management Protocol are

management and internal control on a
regular basis

reviewed annually.

Up until mid-year progress was monitored by RMG and RMG minutes were forwarded
to SMT. Progress is now monitored by PRG and reported to SMT Corporate risk is a
standing item on the RMG and PRG agenda.
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The Annual Governance Statement is reviewed annually, and the accompanying
improvement plan is reviewed quarterly.

6.3.3 Ensuring effective counter fraud and A comprehensive Anti-Fraud, Bribery and Corruption Strategy and Fraud Plan is in
anti-corruption arrangements are in place and is reviewed every financial year. This is approved by Members and widely
place circulated amongst staff.

6.3.4 Ensuring additional assurance on the The Risk Management and Statements of Assurance processes are reviewed bi-
overall adequacy and effectiveness of annually by Internal Audit. Any recommendations/actions are monitored by RMG.
the framework of governance, risk
management and control is provided
by the internal auditor

6.3.5 Ensuring an audit committee or The terms of reference for SAP includes scrutiny of the corporate risk register and the

equivalent group/ function, which is

independent of the executive and

accountable to the governing body:

e provides a further source of effective
assurance regarding arrangements
for managing risk and maintaining
an effective control environment

e that its recommendations are
listened to and acted upon

AGS improvement plan on a quarterly basis.

The Chair of SAP who is also the Member champion.

6.4 Managing data

Supporting Text

6.4.1

Ensuring effective arrangements are in
place for the safe collection, storage,
use and sharing of data, including
processes to safeguard personal data

An all-round approach of electronic safeguards through permissions, training for staff;
and established agreements for sharing data with other agencies covers risks from an
electronic, personnel and legislative angle.

There are courses on the Learning Environment Online (LEO) platform that staff are
required to complete, including:

¢ Information Security including FOI

e GDPR
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A GDPR quarterly update is published on the Service’s internal newsletter and there
is also a GDPR page on the Portal that offers advice and guidance.

There is an information asset register which is updated annually.

6.4.2 Ensuring effective arrangements are in
place and operating effectively when
sharing data with other bodies

Data sharing protocols and regular scrutiny by SMT, as well as monitoring through the
Statements of Assurance ensures that arrangements in place are monitored.

There are courses on the LEO platform that staff are required to complete, including:
¢ Information Security including FOI
e GDPR

A GDPR quarterly update is published on the Service’s internal newsletter and there
is also a GDPR page on the Portal that offers advice and guidance.

There is an information asset register which updated annually.

6.4.3 Reviewing and auditing regularly the
guality and accuracy of data used in
decision making and performance
monitoring

The Service has developed a data warehouse that supports the monitoring and
improvement of data quality. It acts as a central repository that stores data from key
departmental systems. Departmental systems have assigned System Owners and
System Administrators who are responsible for ensuring data quality standards.

The data warehouse also allows System Administrators to more easily query data
from their systems and check the data for problems. As the data warehouse pulls in
data from multiple sources then the data from different systems can be compared.

The process of developing the data warehouse itself helped data and system owners
understand how their data might be used, determine definitions for reporting and
identify any data entry or data quality issues which they needed to resolve before
reports could be created.
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6.5 Strong public financial management Supporting Text

6.5.1 Ensuring financial management The use of short to medium term planning ensures that officers and members can
supports both long term achievement of | consider the impact of any decisions or events both now and over the foreseeable
outcomes and short-term financial and | planning period. Plans will be put in place for current organisational requirements but

operational performance reserves and precept strategies will ensure that future financial commitments can also
be met.
6.5.2 Ensuring well-developed financial A robust and structured budget setting and management system is in place and is
management is integrated at all levels well documented through Authority and senior management reporting. In addition,
of planning and control, including project management processes include financial implications and monitoring. The
management of financial risks and Service will be introducing a new Portfolio Management Officer and developing its
controls portfolio and project management processes. In terms of financial risks and control,

the corporate and departmental risk registers and the Authority’s reserves are aligned.

Principle 7 - Implementing good practices in transparency, reporting, and audit to deliver effective
accountability

Accountability is about ensuring that those making decisions and delivering services are answerable for them. Effective accountability is
concerned not only with reporting on actions completed but also ensuring that stakeholders are able to understand and respond as the
organisation plans and carries out its activities in a transparent manner. Both external and internal audit contribute to effective
accountability.

7.1 Implementing good practice in Supporting Text
transparency

7.1.1 Writing and communicating reports for The Fire Authority and its Committees each has an annual work plan which sets out
the public and other stakeholders in a the reports required for each meeting and the officers involved in producing them.

fair, balanced and understandable The information provided by officers in these reports is to a standard format and is
style appropriate to the intended relevant, timely and clear, thus facilitating the decision-making process.

audience and ensuring that they are

easy to access and interrogate Prior to publication, Authority and Committee papers are assessed by Legal Services

and the Head of Finance, for legal and financial comment.

Agendas and reports are available to the public and publicised on its website and
intranet in advance of meetings.
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Meetings are minuted to a standard format and include a summary of debate,
motions, results, and decisions resolved.

Officers at all levels have been offered plain English and grammar check skills
courses. Report writing forms part of the Management Development Programme.

7.1.2 Striking a balance between providing
the right amount of information to
satisfy transparency demands and
enhance public scrutiny while not
being too onerous to provide and for
users to understand

The Information Officer (Planning and Programmes Officer) ensures that the
requirements of the Transparency Scheme and the Publication Scheme are met.

The Authority and Monitoring Officers preference is that as far as possible information
should be considered in public session with exempt reports kept to a minimum.

To avoid conflicts of interest, the Fire Authority requires that, having disclosed a
pecuniary interest in a matter, a Member should leave the room whilst the matter is
discussed.

Specialist officers are available at public meetings to expand the information
contained within reports.

Reports are written in a clear consistent manner and the use of technical terms and
acronyms is kept to a minimum.

7.2 Implementing good practice in
reporting

Supporting Text

7.2.1 Reporting at least annually on
performance, value for money and
stewardship of resources to
stakeholders in a timely and
understandable way

The Authority and its Committees receive quarterly reporting on operational and
financial performance. Value for money is also reported by external auditors as part of
their Annual Audit Report.

Reports detailing Use of Assets are taken to the S&R Committee.

7.2.2 Ensuring members and senior
management own the results reported

Each report has a main author named on the front of the report as a point of contact
for further information. The author will present the report at the meeting and take
guestions from Members.
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7.2.3 Ensuring robust arrangements for Internal Audit carry out a bi-annual review and produce a report on the Annual
assessing the extent to which the Governance Statement. Any recommendations/actions falling out of the review will be
principles contained in this Framework | monitored by RMG and progress reported to SAP.
have been applied and publishing the
results on this assessment, including Any high-level actions that carry a significant risk would be included within the AGS
an action plan for improvement and improvement plan and reported to SAP on a quarterly basis.
evidence to demonstrate good
governance (the annual governance
statement)

7.2.4 Ensuring that this Framework is The Service maintains a strategic alliance with H&WFRS. Any joint workstreams as a
applied to jointly managed or shared result of the alliance will be covered by this framework.
service organisations as appropriate

7.2.5 Ensuring the performance information The Statement of Accounts contains a narrative report, which details the Authority’s

that accompanies the financial
statements is prepared on a consistent
and timely basis and the statements
allow for comparison with other,
similar organisations

performance over the financial year. This is consistent with budgets set and reported
upon during the year. The backward-looking Annual Report also includes financial
information, which is consistent with other financial reporting.

7.3 Assurance and effective accountability

Supporting Text

7.3.1 Ensuring that recommendations for On completion of the external audit on the Statement of Accounts, the external auditor
corrective action made by external audit | produces an audit findings report. Where recommendations are made within the
are acted upon report, these are incorporated into the following year’s closedown process.

7.3.2 Ensuring an effective internal audit The Authority’s internal audit function is carried out by Worcestershire Internal Audit

service with direct access to members
is in place, providing assurance with
regard to governance arrangements
and that recommendations are acted
upon

Shared Services. The audit plan is based on a risk assessment carried out by officers
and auditors. Timely audit reports are issued, and any recommendations acted upon
and monitored by RMG. Audit Services provide an annual assurance based on the
audits carried out and this feeds into the AGS. There is an arrangement in place
whereby both internal and external audit can meet with Members without officers
present, to discuss any relevant issues.
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7.3.3 Welcoming peer challenge, reviews and
inspections from regulatory bodies and
implementing recommendations

The Service is subject to audit and review by the Fire Service Inspectorate and
actions plans are developed as a result of their findings.

The Service is a participant in a Regional Health and Safety inspection programme
which encourages the implementation of best practice. However, during 2020/21 and
early 2022 this was put on hold due to the pandemic. The first Regional Health and
Safety Peer Review audit following the pandemic was conducted in October 2022
within Staffordshire FRS and the second conducted within Shropshire FRS in May
2023. The programme will continue to be ongoing.

The Service actively engages with external bodies such as British Standards Institute
for environmental assessment and fleet transport association for fleet compliance.

7.3.4 Gaining assurance on risks associated
with delivering services through third
parties and that this is evidenced in the
annual governance statement

The Service risk assesses contracts and contract providers to establish appropriate
contract and risk management strategies.

7.3.5 Ensuring that when working in
partnership, arrangements for
accountability are clear and the need for
wider public accountability has been
recognised and met

Each partnership entered into is supported by a partnership agreement, which sets
out clearly and succinctly what the partnership aims to achieve and what each of the
partners will do. The agreement also states to which of the Fire Authority’s strategic
aims the partnership contributes.

Officers have developed a method of assessing partnerships to ensure that officers,
Members, and partners are clear in the aims and purpose of any partnership working
and know their respective responsibilities and commitments. Partnership
agreements formally set out the aims of the partnership, expectations, roles, and
reporting requirements.

Included on the partnership agreement template is a section that requires each
partner to provide named individuals for complaints.

The partnership process has been re-designed to include all the internal audit
recommendations. Periodic audits are undertaken of the process and a partnership
report is taken to the CFA annually.
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Abbreviations

AGS
AFSA
ACFO
CFA
CFO
CFSs
CPIs
CRMP
DPO
EDI
EQIA
FOI
FRA
FRS
GDPR
HSWV
H&WFRS
ICO
ILM
IPDR
IRMP

Annual Governance Statement

Asian Fire Service Association
Assistant Chief Fire Officer

Combined Fire Authority

Chief Fire Officer

Community Fire Safety

Corporate Performance Indicators
Community Risk Management Plan
Data Protection Officer

Equality, Diversity and Inclusion
Equality Impact Assessment

Freedom of Information

Fire and Rescue Authority

Fire and Rescue Service

General Data Protection Regulation
Home Safe and Well Visit

Hereford and Worcester Fire & Rescue Service
Information Commissioner’s Office
Institute of Leadership and Management
Individual Performance and Development Review
Integrated Risk Management Plan

41

LGA
LEO
MTFP
NCAF
NFCC
OH
ORS
PRG
RDS
RMG
S&R
SAND
SAP
SFRS
SGG
SIRO
SPB
SMT
STAG
S151
WES

Local Government Association
Learning Environment Online
Medium Term Financial Plan
National Co-ordination Advisory Framework
National Fire Chiefs Council
Occupational Health

Opinion Research Services
Performance and Risk Group
Retained Duty System

Risk Management Group

Strategy and Resources Committee
Safe and Ageing No Discrimination
Standards Audit Performance Committee
Shropshire Fire and Rescue Service
Systems Governance Group

Senior Information Risk Officer
Service Programme Board

Service Management Team
Strategic Advisory Group

Section 151 Officer

Women in the Fire Service
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Anti-Fraud, Bribery and Corruption Strategy

Introduction

Shropshire and Wrekin Fire and Rescue Authority employs over 600 staff, and manages
a revenue budget of over £30m per year. In administering its responsibilities, the
Authority has a zero tolerance approach to fraud, bribery and corruption, whether it is
attempted from inside or outside of the organisation. To this end, it is committed to an
effective anti-fraud, bribery and corruption strategy designed to:

e encourage prevention
e promote detection and
¢ identify a clear pathway for investigation.

Work to counter fraud, bribery and corruption links closely to the Fire Authority’s
Core Values, which are:

Service to the Community

We value service to the community by:
Working with all groups to reduce risk
Treating everyone fairly and with respect
Being answerable to those we serve
Striving for excellence in all we do

People

We value all our employees by practising and promoting:
Fairness and respect

Recognition of merit

Honesty, integrity and mutual trust

Personal development

Co-operative and inclusive working

Diversity

We value diversity in the Service and the community by:

e Treating everyone fairly and with respect

e Providing varying solutions for different needs and expectations

e Promoting equal opportunities in employment and progression within the
Service

e Challenging prejudice and discrimination

Improvement

We value improvement at all levels of the Service by:
Accepting responsibility for our performance
Being open-minded

Considering criticism thoughtfully

Learning from our experience

Consulting others
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The key objectives of this Strategy are to minimise losses through fraud, bribery and
corruption, and to embed further the management of fraud risk within the culture of the
organisation.

This Strategy is based on a series of comprehensive and inter-related procedures,
designed to prevent, detect and deter fraud and to take effective action against any
attempted or actual fraudulent act affecting the Authority:

e Code of Conduct for Employees

e Members Code of Conduct

e Registration and declaration of disclosable pecuniary interests
Contract Standing Orders

Financial Regulations

Whistleblowing Policy

Disciplinary Procedure

Protocols on Gifts and Hospitality for Members and Staff

Core Code of Ethics

Workplace Charter

What is Fraud, Bribery and Corruption?

Fraud is a crime and involves a deception, which is deliberate and intended to provide a
direct or indirect personal gain, for example false expenses, exaggerated pay claims,
altering accounting records, bogus invoices, forged cheques, fixing tender results,
contract irregularities etc.

Bribery is an inducement or reward offered, promised or provided to gain personal,
commercial or regulatory advantage.

Corruption is the deliberate misuse of someone’s position for direct or indirect personal
gain, such as offering, giving, requesting or accepting a bribe or reward, which influences
a person’s actions or someone else’s.

Theft is where a person steals cash or other property belonging to someone else with no
intention of returning it.

Scope

It is expected that all officers (permanent and temporary) and Members of the Authority
will lead by example, and ensure adherence to legal requirements, rules, procedures and
practices.

The Authority also expects that the individuals and organisations that it comes into
contact with (i.e. suppliers, contractors, service providers and consultants) will act
towards the Authority with integrity and without thought or actions involving fraud, bribery
or corruption.
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Authority

The responsibility for an anti-fraud, bribery and corruption culture is the joint duty of those
involved in giving political direction, determining policy and management. The
Standards, Audit and Performance Committee is key in recommending that sufficient
authority is given to anti-fraud, bribery and corruption activity. The Authority’s
management teams are responsible for ensuring a strong anti-fraud culture within their
areas, and that staff accept their responsibility for preventing and detecting fraud, bribery
and corruption.

In order for the Authority to deal effectively with suspected incidents of fraud, those
responsible for investigating matters must be fully supported by all officers and Members.

Culture

The Authority encourages a culture of honesty and opposition to fraud, bribery and
corruption. Members and officers at all levels are expected to lead by example in
ensuring adherence to established rules and procedures and to ensure that all
procedures and practices are legally sound and honest.

The Authority’s employees are an important element in its stance on fraud, bribery and
corruption, and they are positively encouraged to raise any concerns that they may have
on these issues, where they are associated with the Authority’s activity.

The Authority’s Brigade Order, “Reporting of lllegality and Malpractice (Whistleblowing)”,
gives details about the support and safeguards that are available to those, who do raise
concerns.

Members of the public can also report concerns through the Authority’s complaints
procedure, external audit or the Local Government Ombudsman, or, where the conduct
of Members is concerned, through the Fire Authority’s Monitoring Officer.

The Authority participates in the National Fraud Initiative, the Cabinet Office’s bi-annual
data matching exercise, which seeks to detect fraudulent payments from the public
purse. In addition, the Authority proactively incorporates anti-fraud work into its Internal
Audit plans.

Prevention
Staff

A key preventative measure in the fight against fraud, bribery and corruption is to take
effective steps at the recruitment stage to establish, as far as possible, the previous
record of potential staff, in terms of their propriety and integrity. In this regard, temporary
and casual staff are treated in the same manner as permanent staff.

Once officers are recruited in accordance with Human Resources guidelines, they must
adhere to the Authority’s procedures, practices and policies. Officers, who are members
of professional bodies, must follow that body’s Code of Conduct. Officers may also
voluntarily register membership of other bodies. The Authority’s Brigade Order on “Gifts
and Hospitality” outlines the procedure to be followed by officers, if they are offered gifts
or hospitality from a supplier or other stakeholder.
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Members

Members are subject to the Authority’s Code of Conduct. Any allegations of breach of
the Code are dealt with by the Fire Authority’s Monitoring Officer and may, in certain
instances, be referred on to its Standards, Audit and Performance Committee. Members
are also required to declare their interests in accordance with the law and with the
provisions of the Code of Conduct.

A register of interests of Members is maintained by the Fire Authority’s Monitoring Officer
and is available for inspection by the public at Service Headquarters.

The register is also accessible on the Service’'s website at the following link:

http://www.shropshirefire.gov.uk/managing-service/fra-members

The Fire Authority also has in place a detailed Protocol on Gifts and Hospitality for
Members and staff.

The agenda for every meeting of the Authority includes an item on disclosable pecuniary
interests, at which point Members must declare if they have an interest in any business
to be considered at that meeting in accordance with statutory provisions. Having
declared a disclosable pecuniary interest in an item, a Member must leave the meeting
room, prior to commencement of the debate on that item.

Members are also required annually to declare any related party transactions.
Systems and Procedures

Financial regulations and standing orders relating to contracts and for the regulation of
business are in place to ensure that Members and officers act in accordance with best
practice, when dealing with the Authority’s affairs. The Authority has a statutory duty
under section 151 of the Local Government Act 1972 to make arrangements for the
proper administration of its financial affairs, and ensure that one of its officers has
responsibility for the administration of these affairs. The Authority’s designated Chief
Finance Officer is the Treasurer. In the absence of the Treasurer the Head of Finance
acts as the deputy section 151 officer.

The Authority has developed systems and procedures, which incorporate efficient and
effective internal controls and which include adequate segregation of duties. The
Treasurer is responsible for the operation and documentation of such systems. Their
existence and appropriateness is independently reviewed and reported upon by Internal
Audit Services.

Members and officers should avoid any situations where there is potential for a conflict of
interest.

Reporting of Financial Malpractice

The Authority is committed to ensuring the prevention and detection of fraud, bribery and
corruption, and will investigate all potential occurrences in a prompt and timely manner.
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In the event that an employee is concerned about suspected unlawful conduct, they
should speak in the first instance to their line manager, or, if this is not appropriate, to a
senior manager.

Senior management are responsible for following up any allegation of fraud, bribery or
corruption received, and will deal with it urgently, referring it to the Treasurer, or, if this is
not appropriate, to Internal Audit Services. This person must also refer the matter to the
Head of Human Resources and Administration.

The Treasurer has statutory duties in relation to financial administration and stewardship
on behalf of the Authority.

Section 114 of the Local Government Finance Act 1988 requires the Treasurer to report
to the Authority, if one of its officers:

o has made, or is about to make, a decision, which involves incurring unlawful
expenditure

o has taken, or is about to take, an unlawful action, which has resulted or would result
in a loss or deficiency to the Authority

o is about to make an unlawful entry in the Authority’s accounts

Outcomes

There are a number of possible outcomes to a fraud investigation.
Criminal prosecution

Disciplinary action

Recovery through civil or criminal proceedings
Identification of weaknesses in systems of controls, which require improvement

Full details of outcomes are set out within the Fraud Response Plan below.

Conclusion

This Strategy demonstrates that Shropshire and Wrekin Fire and Rescue Authority has
systems and procedures in place to assist in the fight against fraud, bribery and
corruption. The Strategy will be brought to the attention of all employees and Members,
and will be reviewed at least annually by the Standards, Audit and Performance
Committee, to ensure that its contents remain up-to-date.

This policy will be made available in other formats and languages on request.

When implementing this policy, the Service will ensure that reasonable adjustments are
considered during the investigation process.
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Fraud Response Plan

The Fire Authority has a zero tolerance approach to fraud, bribery and corruption,
whether it is attempted from inside or outside of the organisation.

This Response Plan is part of the Authority’s Anti-Fraud, Bribery and Corruption
Strategy, and gives advice and information to employees and Members about what to
look for, and how to act, if fraud or corruption is suspected.

Fraud might happen in the following areas:
Invoices for goods or services

o Claiming for services not performed or goods not received

o Claiming for a higher level of service from that performed or a higher specification of
goods than that received

o Claiming for a service or goods provided to an employee on a personal basis

Travel and expense claims

False journey claimed / same journey claimed twice
Mileage inflated

Excessive or inappropriate expenses claimed

Two employees claiming for a journey taken together
Altering documentation to disguise theft of cash

Procurement Cards
o Use of a card for payment of non Fire Authority expenditure
Payroll

o ‘Ghost’ employees introduced onto the payroll system, the salary being paid to the
perpetrator

o Hours worked overstated — misuse of flexible working or overtime systems

o Changing employee pay rates or hours without authorisation

Ordering

o Goods ordered for personal use or from a specific supplier in return for some form
of benefit

o Goods ordered from own, relatives’ or friends’ businesses

o Accepting a lower number of items than ordered, but certifying an invoice for a
higher number

o Creating / certifying false invoices, for which no order has been raised
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Stocks and assets

° Using a computer, fax or telephone for running a private business or for other
private purposes
o Using a franking machine for personal mail

Claims for damages

o Personal injury claims falsely alleged as work related or wrongly inflated

o Claims for damage to personal effects falsely alleged as work related or wrongly
inflated

o Sick pay / loss of earnings / claims falsely alleged as work related or wrongly
inflated.

The following controls should be in place to prevent and detect fraud:
o Procedures should be documented and staff trained in their use.
o Managers should ensure compliance with those procedures.

o Duties should be segregated between staff, to avoid a single employee being solely
responsible for the initiation to the completion of a task.

o An independent check should be made to verify calculations and documentation of
employees, i.e. travel claims should be checked by managers.

o Unused parts of claim forms should be crossed through, to ensure that no additions
are made following approval.

o Cash holdings should be minimised, and cash and cheques banked regularly.
o Budget statements and any associated trends should be reviewed.

If you suspect fraud, you should speak in the first instance to your line manager, or, if this
iS not appropriate, to a senior manager.

Senior management are then responsible for following up any allegation, and will be
expected to deal with it urgently, referring to the Treasurer, or if this is not appropriate, to
Internal Audit Services. This person must also refer the matter to the Head of Human
Resources and Administration.

Procedures are in place within Internal Audit Services to investigate any allegations
presented to them. The Treasurer, together with Internal Audit Services, will:

Undertake an independent investigation

Deal promptly with the matter

Record all evidence received

Ensure that evidence is sound and adequately supported

Ensure security of all evidence collected

Contact other agencies where necessary, e.g. the Police

Implement the Authority’s disciplinary procedures with the Head of Human
Resources and Administration, where appropriate.
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There are a number of possible outcomes to a fraud investigation.
Criminal prosecution

The Treasurer, in consultation with the appropriate manager and Internal Audit Services,
will authorise the referral to the Police for investigation.

Disciplinary action

At the end of the investigation, Internal Audit Services will produce an investigation
report. If this involves an employee and fraud is proven, the likely outcome will be
dismissal. If fraud is not proven, there may still be matters, which need to be considered
under the Fire Authority’s disciplinary procedures.

Recovery through civil or criminal proceedings

The Fire Authority will seek to recover all losses, subject to legal advice and where it is
cost effective to do so. It will recover any loss caused by an employee through salary,
pension or insurance.

Identification of weaknesses in systems of controls, which require improvement

An action plan will be produced to address any system or management weaknesses and
to reduce the risk of fraud and error in the future.

SAP 10.4.2025 &

CFA AGM 25.6.2025

Section 1 (4)

8 V4.0 Revised August 25





