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CLEVELAND FIRE AUTHORITY
EXECUTIVE COMMITTEE

FIRE AUTHORITY

6 MARCH 2020 - 11:15AM

TRAINING & ADMINISTRATION HUB, ENDEAVOUR HOUSE,
QUEENS MEADOW BUSINESS PARK, HARTLEPOOL, TS255TH

MEMBERS OF THE EXECUTIVE COMMITTEE -

HARTLEPOOL : Councillor - Tim Fleming

MIDDLESBROUGH . Councillors - Teresa Higgins, Jon Rathmell
REDCAR & CLEVELAND : Councillor - Mary Ovens

STOCKTON ON TEES : Councillors - Luke Frost, Jean O’'Donnell, Paul Kirton

A G END A

1. APOLOGIES FOR ABSENCE
2. DECLARATION OF MEMBERS INTERESTS

3. TO CONFIRM THE MINUTES OF THE EXECUTIVE (APPOINTMENTS)
COMMITTEE ON 24 JANUARY 2020 AND EXECUTIVE COMMITTEE ON 31
JANUARY 2020.

4. TO RECEIVE THE REPORTS OF THE CHIEF FIRE OFFICER
4.1 Community Integrated Risk Management Plan 2018-22
2019-20 Progress Report
4.2 Gender Pay Gap 2019-20

5. TO RECEIVE THE REPORTS OF THE LEGAL ADVISER AND MONITORING
OFFICER
5.1 Pay Policy Statement 2020-21
5.2 The Combined Fire and Rescue Authorities (Membership and
Allowances)(Amendment) Regulations

6. ANY OTHER BUSINESS WHICH, IN THE OPINION OF THE CHAIR, SHOULD BE
CONSIDERED AS A MATTER OF URGENCY
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CLEVELAND FIRE AUTHORITY

EXECUTIVE COMMITTEE

6 MARCH 2020-11:15AM

FIRE AUTHORITY

TRAINING & ADMINISTRATION HUB, ENDEAVOUR HOUSE,
QUEENS MEADOW BUSINESS PARK, HARTLEPOOL, TS255TH

8.

10.

A G END A

-2

LOCAL GOVERNMENT (ACCESS TO INFORMATION) (VARIATION ORDER) 2006
Members are requested to pass the following resolution:-

“That under Section 100(A) (4) of the Local Government Act 1972, the press and public be excluded
from the meeting for the following items of business, on the grounds that it involves the likely
disclosure of exempt information as defined in paragraphs 1, 3 and 4 of Part 1 of the Schedule 12A of
the Local Government Act 1972 as amended by the Local Government (Access to Information)
(Variation) Order 2006” namely information relating to an individual; the financial or business affairs of
any particular person (including the authority holding that information); and information relating to any
consultations or negotiations, or contemplated consultations or negotiations, in connection with any
labour relations matter arising between the authority or a Minister of the Crown and employees of, or
office holders under, the authority”.

TO CONFIRM THE CONFIDENTIAL MINUTES OF THE EXECUTIVE

(APPOINTMENTS) COMMITTEE ON 24 JANUARY 2020 AND EXECUTIVE
COMMITTEE ON 31 JANUARY 2020

TO RECEIVE THE CONFIDENTIAL REPORTS OF THE CHIEF FIRE OFFICER
9.1 Community Integrated Risk Management Plan 2018-22:

Senior Management Review 2020
9.2 Procurement Progress Report
9.3  Provision of Firefighters PPE: Fire Tunic and Trousers — Tender Acceptance
9.4  Provision of B Type Fire Appliances — Tender Acceptance

ANY OTHER CONFIDENTIAL BUSINESS WHICH, IN THE OPINION OF THE
CHAIR, SHOULD BE CONSIDERED AS A MATTER OF URGENCY
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AGENDA ITEM 3

CLEVELAND FIRE AUTHORITY

MINUTES OF EXECUTIVE (APPOINTMENTS)
COMMITTEE MEETING FIRE AUTHORITY

24 JANUARY 2020

PRESENT: CHAIR
Councillor Paul Kirton — Stockton on Tees Borough Council
HARTLEPOOL BOROUGH COUNCIL
Councillor Tim Fleming
REDCAR & CLEVELAND BOROUGH COUNCIL
Councillor Mary Ovens
STOCKTON ON TEES BOROUGH COUNCIL
Councillors Luke Frost, Jean O’Donnell, William Woodhead (Sub)
AUTHORISED OFFICERS
Chief Fire Officer, Director of Corporate Services, Legal Adviser &
Monitoring Officer

APOLOGIES: Councillor Teresa Higgins - Middlesbrough Council

In accordance with Standing Order No. 35 Councillor Woodhead substituted for Councillor
Higgins.

86. DECLARATION OF MEMBERS INTERESTS
It was noted no Declarations of Interest were submitted to the meeting.

87. GUIDANCE ON APPOINTMENT PROCESS
The Committee were advised and agreed upon the procedure to be followed
with a series of questions to be given to each candidate with Members being allowed
to give supplementary questions. Members were reminded that any appointment was
to be on merit.

88. LOCAL GOVERNMENT (ACCESS TO INFORMATION) ACT 1985 -

RESOLVED - that under Section 100(A) (4) of the Local Government Act 1972,
the press and public be excluded from the meeting for the following item of
business on the grounds that it involves the likely disclosure of exempt
information as defined in paragraph 1 of Schedule 12A to the Act namely
information relating to any individual.
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89. INTERVIEW PROCESS

EXECUTIVE (APPOINTMENTS) COMMITTEE
24 JANUARY 2020

The Chair advised Members of the applications received for the post of the Assistant
Chief Fire Officer: Director of Community Protection.

90. INTERVIEWS

Members interviewed three candidates for the post of Assistant Chief Fire Officer:

Director of Community Protection.

COUNCILLOR PAUL KIRTON
CHAIRMAN
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AGENDA ITEM 3

CLEVELAND FIRE AUTHORITY

MINUTES OF EXECUTIVE COMMITTEE MEETING

FIRE AUTHORITY

31 JANUARY 2020

PRESENT: CHAIR
Councillor Paul Kirton — Stockton on Tees Borough Council
HARTLEPOOL BOROUGH COUNCIL
Councillor Tim Fleming
STOCKTON ON TEES BOROUGH COUNCIL
Councillors Luke Frost, Jean O’'Donnell
REDCAR & CLEVELAND BOROUGH COUNCIL
Councillor Mary Ovens
AUTHORISED OFFICERS
Chief Fire Officer, Director of Corporate Services, Legal Adviser &
Monitoring Officer, Treasurer

APOLOGIES: Councillor Teresa Higgins - Middlesbrough Council

91. DECLARATION OF MEMBERS INTERESTS
It was noted no Declarations of Interests were submitted to the meeting.

92. MINUTES
RESOLVED - that the Minutes of the Executive Committee on 22 November
2019 be confirmed.

93. REPORTS OF THE CHIEF FIRE OFFICER

93.1 Arson Reduction Strategy 2020-24
The Chief Fire Officer (CFO) presented Members with the Brigade’s Arson
Reduction Strategy 2020-24 which had been produced in response to the high
levels of arson across Cleveland.

He reported that in 2018-19, arson had a direct calculable cost to the economy of
Cleveland of over £17.9m and of the 3,656 deliberate fires attended by the Brigade
during 2018-19, 84.9% were arson. He reported that these stark figures against a
national average of 50.5% for other Fire and Rescue Services (FRS) made
Cleveland’s arson problem unique.

The CFO informed Members that arson presents itself throughout the ‘ladder of
crime’, from anti-social behaviour up to serious and organised crime. As a fire and
rescue service, the Brigade has no powers that can be used to reduce arson
however it recognises that the most effective way to have a sustainable approach to
reducing arson, and its impact on people and local communities, is through
collaboration and partnership working.
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EXECUTIVE COMMITTEE
31 JANUARY 2020

93.1 Arson Reduction Strategy 2020-24 cont.
The CFO referred Members to the Arson Strategy at Appendix 1 which clearly
detailed the Brigade’s current position, where it wants to be by 2024 and the
strategic objectives and outcomes required to achieve this.

He reported that the Brigade would be holding an arson reduction conference in
March 2020 which would culminate in the official launch of this strategy and seek
partnership agreements with the four local authority Safer Partnerships to develop
and drive localised plans.

The Chair urged Members to contact their own councils to support the Brigade’s
efforts to reduce arson in Cleveland.

RESOLVED -that the Arson Reduction Strategy 2020-24 be noted.

93.2 Health & Safety Policy
Members considered the Brigade’s refreshed Health & Safety Policy which aims to
achieve the strategic goal of having a proud, passionate, professional and inclusive
workforce. The Policy sets out how to achieve this by supporting and promoting
health, safety and wellbeing across the workforce by ensuring the Brigade:

e remains legally compliant with Health and Safety legislation and guidance;

e ensures staff competency and safety by providing the necessary health and
safety information, instruction and training;

e maintains a proactive safety culture which focuses on the prevention of
accidents, injuries and negative impacts on staff.

The CFO referred Members to section 1.5 of the Policy which outlined the specific
obligations of the Authority which needed to be signed annually by the Chair. He
reported that the Policy had been reviewed by the Executive Leadership Team on
19 December 2019 with no significant changes.

RESOLVED -that the revised Health & Safety Policy be noted and signed by
the Chair.

94. JOINT REPORT OF THE CHIEF FIRE OFFICER AND TREASURER

94.1 Medium Term Financial Strategy 2020/21 — 2022/23
Members considered the arrangements for determining the Statutory 2020/21
Budget and Council Tax and the updated capital programme proposals for 2020/21
- 2025/26.

The Treasurer reported that the Authority had agreed the 2020/21 budget and
council tax levels at its meeting on 13 December 2019 and agreed that any variation
in the final 2020/21 Government Grant allocation, Council Tax base or final
collection fund figures would be managed via the Budget Support Fund with details
reported to the Authority on 14 February 2020.
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EXECUTIVE COMMITTEE
31 JANUARY 2020

94.1 Medium Term Financial Strategy 2020/21 — 2022/23 cont.
The Treasurer provided Members with details of the:
e Provisional 2020/21 Local Government Financial Settlement and Impact on the
Authority
2020/21 Government Spending Power Increases for FRA'’s
Budget 2021/22 onwards
Forecast Budget Deficit with / without Fire Pension Grant Sustained
Asset Management Plan

The Chair referred Members to paragraph 3.3 of the report which outlined the
impact of nine years of reductions in Government funding up to 2019/20 and
Members discussed how the formula for distributing the grant, combined with
Cleveland’s high level of housing in low council tax bands, kept the Authority at the
bottom of the table for Core Spending Power across all FRSs (as detailed at the
table at paragraph 4.8).

The CFO informed Members that the Authority had written to local MPs in a bid to
gain their support in seeking a fair funding formula and there were a number of
meetings lined up to take this forward. Nationally, the National Fire Chiefs Council
had seconded staff into the Treasury to ensure fire and rescue services are
represented.

RESOLVED:-

(1) That the provisional 2020/21 Local Government Finance Settlement,
confirming a proposed 2% Council Tax Referendum Limit for Fire and
Rescue Authorities, be noted.

(i)  That Members noted that once the final 2020/21 Local Government
Financial Settlement is issued those details will be included in the
2020/21 statutory calculations to support the December 2019 Council
Tax decision for completion for referral to the Authority on 14 February
2020.

(i)  That Members approved the updated Asset Management Plan for
2020/21 to 2025/26 to be referred to the Authority on 14 February for
noting.

95. ANY OTHER BUSINESS

95.1 Retirement of the Director of Technical Services
The Chair made a presentation to Mr Ray Khaliq on behalf of the Authority and
thanked him for his 30 years’ service to the Brigade. Mr Khaliq reciprocated the
appreciation to the Authority for supporting him in his role and stated that it had
been a huge privilege to work for Cleveland Fire Brigade.
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96.

97.

98.
98.1

EXECUTIVE COMMITTEE
31 JANUARY 2020

LOCAL GOVERNMENT (ACCESS TO INFORMATION) (VARIATION ORDER)

2006

RESOLVED “That Under Section 100(A) (4) of the Local Government Act 1972, the press and public be
excluded from the meeting for the following item of business, on the grounds that it involves the likely
disclosure of exempt information as defined in paragraph 3 of Part 1 Schedule 12A of the Local
Government Act 1972 as amended by the Local Government (Access to Information) (Variation) Order
2006, namely information relating to any financial or business affairs of any particular person (including
the authority) holding that information.”

CONFIDENTIAL MINUTES
RESOLVED - that the Confidential Minutes of the Executive Committee held
on 22 November 2019 be confirmed.

CONFIDENTIAL REPORT OF THE CHIEF FIRE OFFICER

Procurement Progress Report

Members received details relating to contract letting procedures, exemptions to
contract procedure rules and future procurement plans.

COUNCILLOR PAUL KIRTON
CHAIR
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CLEVELAND
FIRE BRIGADE

Protecting local
communities

APPENDIX 1

Corporate Internal Operating Plan 2019/20

Glossary of Terms

AMER: Area Manager Emergency Response ELT: Executive Leadership Team

AMPP: Area Manager Prevention HER: Head of Emergency Response

CFA: Cleveland Fire Authority HFP: Head of Finance and Procurement
CFB: Cleveland Fire Brigade HHR: Head of Human Resources

CFO: Chief Fire Officer HLD: Head of Learning and Development
CIRMP: Community Integrated Risk Management Plan HRP: Head of Risk and Performance
DAM: Democratic and Admin Manager HTS: Head of Technical Services

DCS: Director of Corporate Services NOG: National Operational Guidance
DTS: Director of Technical Services
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Safer Stronger Communities

Corporate Priority SSC1: Aspire to the guiding principle that ‘everyone should have equal
entitlement to the same attendance targets for fire engines, irrespective of whether they live
in a geographic area in which there is a higher likelihood or a lower likelihood of a fire
occurring’ and implement the outcomes of the review of the emergency response standards

Action Lead Date
SSC1.6: evaluate new building fire emergency response standards
An evaluation report was presented to ELT on 5™ Nov 2019 which demonstrated | Tim
positive outcomes of performance against the new building fire emergency Graham
response standards. Executive Committee agreed outcomes on 22" Nov 2019.
SSC1.7: explore measures to reduce the time components of alarm
actuation, call handling and crew reactions to improve our actual response D
. S X ave
time to building fires
] . ) ) Turton Mar
Following the evaluation work completed in SSC1.6 above it has been
; , . .| Steve 2020

concluded that the Brigade’s fully meets its emergency response standards. This Johnson
work will therefore be regarded as Directorate priority work and form part of the
delivery plans going forward.
SSC1.9: review concept of operations for industrial fires and develop
generic pre-determined attendances for industrial complexes Dave
Generic Pre-Determined Attendances have been adopted and incorporated into | Turton
our Mobilising Procedures and the Concept of Operations has been withdrawn.
SSC1.10: evaluate new industrial emergency response standards
The Evaluation Report is complete and the following recommendations accepted
by ELT in Nov 2019
e Extend our current High Hazard Industrial 7 minute first response standard

to include all Life Risk calls to these sites Dave

Turton

e Add to our current 20 minute standard for full response to a Reasonable
Worst Case Planning Scenario standard, with a 16 minute response
standard for the PDA for other building fires and Life Risk incidents at High
Hazard Industrial sites

Corporate Priority SSC2: Introduce an optimum emergency response resource of 18 fire

appliances

Action Lead Date
SSC2.2: implement staffing arrangements to ensure the availability of 18

fire appliances Dave

A revised version of the staffing procedure (PRO36) used by Fire Control and Turton

the Staffing Officer was updated to include the principle of maintaining 18
appliances in Feb 2019
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Corporate Priority SSC3: Introduce a ‘strategic reserve’ to sustain the optimum operational

configuration of 18 fire appliances

Action Lead Date
SSC3.1: develop a strategic reserve framework lan Mar
Hayton 2020
SSC3.2: Implementation is dependent on the completion of Project Nos lan Mar
UOR1, UOR2 and UOR11 Hayton 2020

This priority is integral to and depends on the outcomes of the Service Re-design Project as

approved by the Fire Authority’s Executive Committee on 4™ October 2019.

Corporate Priority SSC4: Consider the implications of the outcomes from Grenfell public

enquiry

Action Lead Date
SSC4.1: undertake an impact analysis report on the outcomes from Joe

Grenfell public enquiry Flounders

A working group has been convened to consider the recommendations of the
Phase 1 Report of the Public Enquiry. A report has been to ELT in Feb 2020
with an Action Plan incorporating the recommendations to be monitored and
delivered under the remit of the Operational Assurance Action Group, in
accordance with our Critical Incident management and monitoring procedure.
This will be subject to ELT scrutiny via reporting on the Assurance Framework
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Corporate Priority SSC5: Develop and Implement our Community Engagement Strategy

Action

Lead

Date

SSC5.2: agree with ELT the community engagement objectives and
targets aligned to delivery of CIRMP 2022

Community Engagement Objectives were considered and agreed at ELT
meeting on 26" June 2019.

Steve
Johnson

SSC5.3: produce community engagement strategy that ensures we reach
all areas of our Community

Following ELT discussions this project has been widened and an Engagement
Framework has been agreed which encompasses our approach to engaging
the Community, Staff and Partners.

The Community outcomes have been agreed and the development of the
strategy to deliver those outcomes is underway. As agreed at ELT on 18" Feb
2020 the Community Engagement Strategy will be presented to ELT in March
2020 and implementation of the strategy will be a priority for 2020/21.

Steve
Johnson

Oct
2019

SSC5.3a: Work with Local Businesses (large and small) to Share
Information and Expectation on Compliance with Fire Safety Regulations

This action has been delivered through Community Safety Strategy Delivery
Plan Points 11 and 12. In summary:

¢ Business Safety advice has been reviewed and updated on CFB website.

e Campaigns have been delivered for Business Safety week and Fire Door
Safety week.

e Arson Prevention advice leaflets have been produced for NFCC and CFB
for Business Safety Week.

e Business Arson Prevention (Safer Buildings & Businesses) and Rural
Arson prevention (Safer Neighbourhoods Rural Fire Safety =
Farms/agriculture/land owners) with advice integrated into Audits

e Small Business support through use of the Helpline and have.

e Awareness sessions have been delivered to Federation of Small Business
North East regional meeting

e Attended North East Chamber of Commerce meeting and hosting next
themed meeting on 6th March to deliver business Safety advice to
delegates.

Steve
Johnson

SSC5.3b: Provide relevant information to the Public about On-going
Incidents

The Fire Controls ‘voice bank’ has been replaced with a new digital feed via
Twitter. Existing notification filters/criteria for incidents will remain, Fire Control
have received relevant training. Further developments will be picked up
through Community Engagement Strategy

Steve
Johnson
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Efficient Use of Resources

Corporate Priority UORL: Review Operational Whole-time Duty System

Action Lead Date
UORL.1: establish joint steering group lan
A Joint Steering Group has been established Hayton
UOR1.2: agree scope of work lan
Scope of work has been agreed Hayton
UORL1.3: conduct baseline review including full impacts of staff transfers Mar
on productivity and gap analysis Ellgyton
Baseline report will be available early 2020/21 AL
UOR1.4: produce options report and recommendations lan Nov
Work will continue into 2020/21 Hayton | 2020
UORL1.5: implement any agreed new arrangements lan Dec
Work will continue into 2020/21 Hayton 2020
Corporate Priority UOR2: Review Flexi-Duty System
Action Lead Date
UORZ2.1: establish joint steering group lan Oct
o Hayton 2019
. lan Nov
UOR2.2: agree scope of work Hayton 2019
UORZ2.3: conduct baseline review including gap analysis lan Mar
Hayton 2020
. . . lan July
UOR2.4: produce options report and recommendations Hayton 2020
. lan Dec
UOR2.5: implement any agreed new arrangements Hayton 2020
This priority is integral to and depends on the outcomes of the Service Re-design Project as
approved by the Fire Authority’s Executive Committee on 4™ October 2019.
Corporate Priority UOR3: implement control room proposal
Action Lead Date
UOR3.2: implementation of control room review lan
Implementation of control room review complete; working arrangements Hayton
captured in new Local Agreement 16B.
UOR3.3: evaluate new control room working arrangements Dave Jul
Work will continue into 2020/21 under evaluation framework Turton 2020
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Corporate Priority UOR4: Incident Command Unit Operational Arrangements

Action Lead Date

UORA4.4: evaluate the new ICU operational arrangements

A review report on the ICU Operational arrangements was presented to ELT on
19" December 2019. It was agreed that, as the last two years had seen no Dave
adverse implications in relation to the response of ICU to incidents, then the new | Turton
staffing arrangements should continue. In addition further exploration for ICU
provision/response should take place with other FRSs.

Corporate Priority UOR7: Multi-Agency Incident Command Support

Action Lead Date

UOR7.4 explore opportunities to enhance interoperability through the
integration of the command function at joint incidents with the Police
ICT/ Procurement are releasing a new tender on 11/01/2019 for a new ICS. No
new interoperability work will commence until the award of the tender and the
integration of the ICS into existing systems.

Alan Mar
Brown 2020

UORY7.5 assess feasibility for collaboration in command support teams Alan Jan
Depends on 7.4 and will be c/fwd as a collaborative project with other FRSs Brown 2020

UOR?7.6 plan to achieve closer working arrangements in the ‘on site’
incident command function
Depends on 7.4 and 7.5 and will be c/fwd as a collaborative project with FRSs

Alan Mar
Brown 2020

Corporate Priority UORS8: Review the outcomes of the national and local emergency medical
responder project evaluations and determine the future of the scheme in Teesside

Action Lead Date

UORS8.1 consider the implications of the NJC-commissioned national EMR
trial report in respect of the scope, scale and benefits of co-responding

As reported to the Executive Committee, the continuation of the Emergency
Medical Response national trials is conditional on the satisfactory conclusion of
the Firefighters’ 2017 Pay Claim. Currently, EMR is viewed as a broadening of
the role of a firefighter and therefore inextricably linked to pay. The pay offer
gives rise to a 3% pay rise to undertake the broadening role however this is
dependent on access to new government funding. Pay negotiations are ongoing
and a national business plan has been submitted to Government re the
broadening role of firefighters. Until outcomes of this are known no further
progress can be made with this project.

Dave Awaiting
Turton outcome

UORS8.2 subject to local negotiations, implement a funded brigade-wide Dave

. TBD
emergency medical response scheme Turton

UORS8.3 ensure that there are appropriate arrangements to provide
improved patient outcomes related to early intervention by FRS personnel Dave TBD

Turton

A plan has been prepared for the eventuality that EMR is reinstated
UORS8.4 develop and implement a local performance framework which
continuously monitors the impact on patient outcomes, FRS statutory Dave TBD
functions and health and wellbeing of fire and rescue staff Turton
UORS8.5 identify and exploit opportunities to work together and improve
synergies with NEAS by more effective use of information and data; Dave

: - ; o TBD
promoting use of existing guidance and best practice; and shared Turton

communications
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Corporate Priority UOR9: Emergency Services Mobile Communications Programme —
Collaboration with North East Fire and Rescue Services

Action Lead Date

UOR9.1 comply with ESN Code of Connection

Significant technical compliance work has been undertaken based upon Ray
information known so far. After many delays and revisions, the full and final Khalig Dec
version of the ESN Code of Connection document, with which the Authority 2020

needs to comply, was published by the Home Office in Dec 2019 and we are
working towards full compliance.

UOR 9.2 commission the new ground base communications link to ESN Ray

ESN ground-based Communications Link has been installed. Connection to the Khalig Mar
Emergency Services Network will be approved once definitive “Code of 2021
Connection” has been published and subsequent compliance work is completed.

UOR9.3 upgrade existing Fire Control command and control systems
Upgrades to Fire Control technology including the SEED Command and Control | Ray
mobilising system and the Motorola ICCS communications system are installed Khaliq
and went live in our Queen’s Meadow Fire Control on 25" January 2019. Final
acceptance signed off on 12" June 2019.

UOR9.4 develop training plan for ESMCP
. . . . . Ray Mar
To be developed once further information on hand-held and vehicle devices is .
. ) Khaliq 2021
made nationally available
UOR9.5 procure new user devices
Production models of the new Samsung Galaxy ESN user device have been Ray Sep
manufactured and are undergoing factory tests. Field tests will commence Khali 2021
nationally in 2020.
UOR9.6 install new communications equipment into the operational fleet
National procurement exercise for fleet communications equipment will Ray. Mar
commence in 2020. Khalig 2022
UOR9.7 switch over from Airwave to ESN Karen Mar
) Winter 2022

Corporate Priority UOR 10: In light of Forecasted Medium Term Financial Strategy Undertake an
Interim Review of CIRMP

Action Lead Date
UOR 10.1 review community risk profile Karen Winter -

UOR 10.2 evaluate prevention, protection and emergency response

services lan Hayton Aug 2019
UOR 10.3 review non-pay budgets Karen Winter Sep 2019
UOR 10.4 develop CIRMP future options including ‘use of strategic lan Hayton Sep 2019

reserves, review of duty systems etc
UOR 10.5 consider further review of organisational management
structure

UOR 10.6 undertake any CIRMP consultation requirements lan Hayton Oct 2019

Karen Winter Oct 2019

This priority is integral to and depends on the outcomes of the Service Re-design Project as approved
by the Fire Authority’s Executive Committee on 4™ October 2019.

OFFICIAL - CORPORATE IOP - V9 7





Corporate Priority UOR11: Conduct a review of the recruitment, pay and contracts; and

availability of retained duty system firefighters

Action Lead
UOR11.3: undertake a baseline evaluation of current contractual lan
arrangements including pay models and availability Hayton
Retained Firefighters are a vital to our emergency response capability. The

Brigade has six retained fire stations and eight retained fire appliances. Currently

the availability of retained firefighters and therefore retained fire appliances is

sporadic due to a variety of inter-dependent and complex issues.

A baseline analysis of the current retained duty system and availability has been
undertaken and a gap analysis of the issues negatively impacting on retained duty

system availability has been produced.

UORL11.4: provide options for future retained duty system that enhances lan
efficiency and effectiveness Hayton

A future options report has been produced and recommendations are currently
being considered by ELT. This project will continue into 2021

Date

Mar
2020
Mar
2021

Corporate Priority UOR 14: Explore Collaborative Opportunities for Enabling Services with

Cleveland Police

Action Lead Date

UOR14.1 Phase 1: initial scoping of opportunities, benefits and risks

including the production of a proposed operating model for a shared

Cleveland Emergency Services Business Support Unit (CESBU) lan

A scoping document was presented to the CFA’s Executive Committee in April Hayton

2019 where it was agreed to undertake a more detailed analysis to inform a

business case; this was to be produced by Mar 2020.

UOR 14.2 Phase 2: detailed due diligence and deep dive across all functional lan Ma

areas and sub component areas (if all are approved by ELT and CFA) and Y
- - . Hayton 2020

design of a phased implementation plan.

UOR 14.3 Phase 3: possible streamlining of CFB processes and practices lan Oct

(unknown until the due diligence is performed, and then integration of staff and Hayton | 2020

business processes transferring into the CESBU)

UOR 14.4 Phase 4: full integration of systems and business process integration lan Mar

into a single operating model Hayton | 2022

Building upon a long history of working together and strengthening current excellent collaborative
arrangements, in October 2018, the CFA, Chief Fire Officer, Police and Crime Commissioner for
Cleveland and Chief Constable signed a Statement of Intent to collaborate on all business support
services by 2022. Due to circumstances beyond our control we have been informally notified that this

work has been paused.
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Corporate Priority UOR18a: Complete New Complex on Queen’s Meadow Business Park

Action Lead Date
UOR18a.1 complete the installation of the training units comprising
petrochemical rig and fire behaviour units
This action consists of five ‘lots’:
Lot 1: Fire House Fit Out
The Fire House is now in use. Additional works to improve heat linings and smoke
extraction systems was completed in Dec 2019. R
ay

Khaliq | May
Lot 2: Line Rescue Mast 2020
Installation completed in Sept 2018.
Lot 3: Petrochemical Rig, Lot 4:LPG Units; Lot 5: Fire Behaviour Training Units
Contract price and procurement approved by CFA Exec on 8th March
2019. Planning permission received from Hartlepool Borough Council on 11"
June 2019. Equipment manufacturing is in progress. On site installation due to
commence March 2020.
UOR18a.2 complete the development of the Queen’s Meadow Complex in
Collaboration with Community Groups
Queens Meadow Complex grounds maintenance arrangements now in place with | Ray Jun
Durham Tees Valley Probation Service. Following staff consultation, patio area Khaliq | 2020
has been revamped and refurbished. Liaison with local community groups is to
take place to determine collaboration opportunities for further landscaping of the
Queens Meadow site in spring 2020.
Corporate Priority UOR18b: Refurbish Stockton fire station
Action Lead Date
UOR18b.1 develop work specification and undertake procurement Ray
Work specification and procurement process complete Khalig
UOR18b.2 appoint primary contractors to complete refurbishment works Ray
Contract was awarded at CFA Exec on 5" July 2019. Khaliq
UOR18b.3 plan and implement temporary accommodation on site Ray
Garages to rear of station yard have been demolished. Procurement of temporary Khalig
accommodation units completed August 2019.
UOR18b.4 commence refurbishment work Ray
Refurbishment work commenced Sep 20109. Khalig
UOR18b.5 complete refurbishment Stockton fire station Ray
Refurbishment work is completed Khalig
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Corporate Priority UOR18c: Refurbish Guisborough fire station

Action Lead Date
UOR18c.3 plan and implement temporary accommodation on site Ray

Temporary accommodation installed on site 28" May 2019. Khalig
UOR18c.4 commence refurbishment works Ray
Refurbishment works commenced 3" June 2019. Khalig
UOR18c.5 complete refurbishment and re-occupy Guisborough fire station | Ray

This work was completed November 2019. Khalig
Corporate Priority UOR18d: Refurbish Loftus fire station

Action Lead Date
UOR18d.3 plan and implement temporary accommodation on site Ray

Temporary accommodation installed on site 8" April 2019. Khalig
UOR18d.4 commence refurbishment works Ray
Refurbishment works commenced 15" April 2019. Khalig
UOR18d.5 complete refurbishment and re-occupy Loftus fire station Ray

This work was completed August 2019 Khalig
Corporate Priority UOR19: Revenue Budget 2019/20

Action Lead Date
UOR19.1 undertake budget adjustments to reflect CIRMP Year 2 savings Karen .
Budget adjustments relating to firefighter and control staffing changes (£0.671m) Winter

were made on 1% April 2019 (email from DCS to HFP 2™ April 2019)

UOR19.2 use of reserves to balance the 2019/20 budget (£0.253m)

£0.253m used from reserves to balance the budget (email from DCS to HFP 2m \ljvaﬁgr

April 2019)

Corporate Priority UOR20: Investigate the benefits and implications of 24 hour working within

the Brigade
Action Lead Date
UORZ20.1 agree high level project plan lan

Hayton
UOR20.2: undertake a baseline review of current productivity levels for
operational personnel Dave

Turton
Complete
UOR20.3: depending on outcomes from above, produce proposals to
improve the future productivity levels of operational personnel Dave Mar
This project will extend over two years therefore this action will carry forward to Turton 2021
2019/20 and 2020/21 (ELT mins 26" Nov 2018)
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Corporate Priority UOR21: Continue to develop our trading company to generate commercial

revenues
Action Lead Date
UOR21.1: develop a Five Year Business Plan lan
A new Managing Director was appointed to the Company in April 2019 and new | Hayton
Directors were appointed to the Company Board in Nov 2019. Development
work is taking place in 2019 to capture the experience, ideas and views of these
people within the new five year plan for 2020/21 onwards.
UOR21.2: produce a Service Plan 2019/20 lan
This work is complete. Hayton
UOR21.3: publish the year end accounts 2018/19 lan

Hayton

The end of year accounts were approved by the CIC Board and AGM in Oct
2019 and were subsequently filed at Companies House in the same month.
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A Proud, Passionate, Professional and Inclusive Workforce

Corporate Priority PIW1: Leadership and Management

Action Lead Date

PIW1.1: finalise the Leadership and Management Strategy Ra

The Leadership and Management Strategy was approved by ELT and the KhZqu

Authority’s Executive Committee in April 2019.

PIWL1.2: implement Year 1 actions of Leadership and Management Strategy

e embedded values and behaviours into Personal Development Review

arrangements
e developed a personality/leadership profiling self-assessment tool Ray_
e developed leadership modules for Time Management; Personal Resilience; Khalig
Equality Diversity & Inclusion

e developed mentoring scheme with Cleveland Police

e developed a professional framework for Level 1, 2,3 and 4 leaders

PIW1.3a: adopt a talent management scheme and PIW 1.3b explore the use | Ray Dec

of accelerated career development — cfwd to 2020/21 Khalig 2019

PIW1.4: explore a direct entry scheme —c/fwd to 2020/21 Karen Dec
Winter 2019

PIW1.5: develop a career framework/pathway aligned to professional Ra Mar

qualifications and standards which considers any NFCC guidance — thli 2020

continued into 202/21 q

PIW1.6: explore collaboration opportunities for accessing academic Ray Mar

qualifications —cf/wd to 2020/21 Khaliq 2020
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Corporate Priority PIW2: Implement the Authority’s Equality, Diversity and Inclusion (EDI)
Strategy

Action Lead Date
PIW2.1: implement year 2 actions associated with our equality theme Karen
‘Political and Professional Leadership’ Winter

e gender pay gap report approved and published

e modern slavery statement updated and published; and incorporated into
training and induction processes

e equality objectives incorporated into Personal Development Reviews

PRIDE values embedded into recruitment selection and promotion

processes and Personal Development Reviews

Code of Conducts produced and issued to all staff on appointment

PRIDE displayed in all premises

PSED report 2018/19 published

Voluntary Reporting Disability, Mental Health and Wellbeing Statement

published

PIW2.2: implement year 2 actions associated with our equality theme Karen
‘Inclusive Culture’ Winter

e 25 training couorses on EDI and Unconscious bias have been delivered to
all staff groups

e managers trained in ‘how to have a difficult conversation’

e an e-learning package has been developed

e electronic PDRs for operational staff which now include a mandatory
requirement to refresh EDI training. The electronic PDRs for Green Book
staff will be rolled out in Jan 2020 and this will also include the mandatory
requirement to complete EDI training

e an electronic case log for the central management of informal and formal
cases of bullying and harassment and victimisation

e we have highlighted IDAHOBIT at Comms and through Social Media

promoting antibullying and harassment

we have hosted A Teesswide Hate Crime Conference in Nov 2019

a trans gender guidance note has been implemented

a trained in-house mediator

a staff survey has been undertaken by Northumbria University

application forms have been updated to include Non-binary monitoring

workplace audits are now embedded within the annual Health and Safety

inspection process

e EDI requirements are built into the specification writing stage of every
procurement exercise for PPE

PIW2.3: implement year 2 actions associated with our equality theme Karen Mar
‘Recruitment, Progression, Retention’ Winter 2020

e enhanced engagement on careers within CFB with schools, community
colleges and other organized events e.g. PRIDE event

e positive action preceded our whole-time firefighter recruitment campaign

e barriers identified for BME Groups — resolution actioned

e ageing workforce toolkit introduced

e menopause guidance implemente

PIW2.4: implement year 2 actions associated with our equality theme Karen
‘Delivering Services to Diverse Communities’ Winter

Limited work has been undertaken by this sub group due to competing priorities.
This will be re-focussed and re-prioritised into 202/21
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PIW2.5: implement year 2 actions associated with our equality theme Karen
‘Positive Purchasing Power’ Winter
e EDI requirements have been added into the contract specification templates;
and tenders continue to be advertised electronically in accordance with
national guidance/legislation. Legal obligations met with regard to evaluating
submissions in relation to equality and social value.
e Procurement guidance and templates updated to ensure compliance with
Modern Slavery Act 2015
Corporate Priority PIW3: Workforce Planning
Action Lead Date

This work has been incorporated into a Corporate Priority for 2020/21 in relation to Talent
Management and Succession planning to address the gap identified in HMICFRS self-assessment

and Inspection reports

PIW3.1: review workforce planning models Karen Dec
Winter 2019

PIW3.2: implement identified improvements to workforce planning Karen Mar

arrangements Winter 2020

PIW 3.3: consider the use of technology to enhance efficiency and Karen Mar

effectiveness of adopted workforce planning model Winter 2020

PIW 3.4: consider implications of national apprenticeship frameworks Karen Mar

including trailblazer firefighter; business fire safety advisor; emergency Winter 2020

services contact handler; community safety advisor; fire safety inspector

PIW3.5: review the Brigade’s Recruitment, Selection and Promotion Policy | Karen Mar

and Procedure to consider workforce representation, talent management, Winter 2020

direct entry, qualifications and to align to our new values and behaviours

framework

PIW3.6: enhance the Brigade’s training needs analysis processes Ray

A revised process relating to the Brigade’s training needs analysis was approved Khalig

by ELT in Dec 2019. The principles in the revised process ensure that the
training requirements of staff are embedded into the workforce planning
arrangements and therefore become routinely captured and aligned to financial
planning.
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Corporate Priority PIW4: Inclusive Culture

mechanisms to engage with and seek feedback from all staff including
those from under-represented groups and provides a consistent approach
to staff engagement

Duplicate entry captured in staff engagement strategy scheduled for 2020/21

Action Lead Date
PW4.1: undertake an independent staff survey in partnership with Institute | lan

of Local Governance Hayton

A staff survey has been completed by Northumbrian Water and a draft report

has been produced. Findings from the survey will be communicated to staff and

any improvements will be addressed as Directorate priorities for 2020/21

PIW4.2 review reward and recognition policy Alan Dec

re-scheduled into 2020/21 to incorporate any findings from Survey above Brown 2019
PIWA4.3: improve visibility of senior leaders lan Mar

New action arising from HMICFRS inspection incorporate into staff engagement Hayton 2020
strategy for 2020/21

PIW4.4: establish and implement a staff engagement strategy that includes | lan Mar

awareness of EDIF Engagement Opportunities; ensures appropriate Hayton | 2020
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AGENDA ITEM 4.1
EXECUTIVE COMMITTEE 6 MARCH 2020

COMMUNITY INTEGRATED RISK MANAGEMENT
PLAN (CIRMP) 2019/20 - PROGRESS REPORT

REPORT OF CHIEF FIRE OFFICER FIRE AUTHORITY

I——— |[For Information

1. PURPOSE OF REPORT

1.1 To provide Elected Members details on the progress of the implementation of the
Community Integrated Risk Management Plan (CIRMP) 2018-22, and specifically
the priorities detailed within the Fire Authority’s Service Plan 2019/20.

1.2 To advise Elected Members of any implications or matters arising from the
implementation of the CIRMP.

2. RECOMMENDATIONS

2.1 Members are asked to:

e note the progress on the corporate priorities set out in its CIRMP 2018-22 and
on the Directorate priorities as agreed by the Chief Fire Officer for progression
within its Brigade (Appendix 1); and

e consider and provide strategic guidance on any matters impinging on the
implementation of the CIRMP.

3. BACKGROUND

3.1 Cleveland Fire Authority has been using the process of integrated risk management
planning for the last eleven years and this has led to the current configuration of the
Brigade’s resources.

3.2  The requirement for an Integrated Risk Management Plan (IRMP) was introduced in
2003 and included in the Fire and Rescue Service National Framework, published
by the Department for Communities and Local Government. This was given
statutory effect by the Fire and Rescue Services Act 2004. This requirement was re-
stated in the Fire and Rescue National Framework for England published in May
2018.
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3.3

3.4

3.5

4.1

The Framework states that each Fire and Rescue Authority must: ‘assess the full
range of foreseeable fire and rescue related risks that could affect their
communities, whether they are local, cross border, multi-authority and/or national in
nature from fires to terrorist attacks. Regard must be had to Community Risk
Registers produced by Local Resilience Forums and any other local risk analyses
as appropriate.

Fire and rescue authorities must put in place arrangements to prevent and mitigate
these risks, either through adjusting existing provision, effective collaboration and
partnership working, or building new capability. Fire and rescue authorities should
work through the Strategic Resilience Board where appropriate when determining
what arrangements to put in place.’

Integrated risk management planning is simply about using resources in the most
effective way to save lives, improve public safety and reduce emergency incidents.
It is an approach that:

identifies who or what is most at risk of fire and other emergencies
determines where they are and how best to reach them

identifies the best way to reduce and manage the risk

ensures that resources are deployed in proportion to the size of the risk

On 23rd March 2018 the Authority finalised and approved its Community Integrated
Risk Management Plan (CIRMP) 2018-22 which sets out the Authority’s:

e oOperating environment

vision, strategic goals, aims and associated outcomes;

risk assessment outcomes

medium term financial position

services, plans and proposals to 2022 to manage its risks

UPDATE ON PRIORITIES

Attached at Appendix 1 is a summary progress report on the implementation of the
priorities set out in the Service Plan 2019/20.

IAN HAYTON KAREN WINTER
CHIEF FIRE OFFICER DIRECTOR OF CORPORATE SERVICES

OFFICIAL 2






APPENDIX 1

Gender Pay Gap Report
INTRODUCTION

Cleveland Fire Brigade is an employer required by law to carry out Gender Pay
Reporting under the Equality Act 2010 (Gender Pay Gap Information)
Regulations 2017.

The data used in this report is based on the full pay relevant employees for
Cleveland Fire Brigade as at the end of March 2019. The total number of staff
in scope was 551, of which 80.2% were male and 19.8% female. The table
below shows the gender profile of the Brigade at 31% March 2019, compared to
31°" March 2018.

As at 31/03/2018 As at 31/03/2019
Male \ Female Male Female
Number % \ Number % Number % Number %

Uniformed Wholetime 326 16 296 18
Retained 92 2 95 3

Control 2 22 2 23
Support Staff 53 64 49 65
All Staff 473 82.0% 104 109

Full pay relevant
employees

Gender pay reporting involves carrying out six calculations that show the
difference between the average earnings of men and women in our
organisation; it does not involve publishing individual employee’s data.

We are required to publish the results on our own website and the government
website by 31t March, 2020.

We can use these results to assess:

e the levels of gender equality in our workplace
e the balance of male and female employees at different levels
e how effectively skills are being maximised and rewarded.

The challenge in our organisation, and across the UK, is to eliminate any
gender pay gap.

Gender Pay Reporting requires our organisation to make calculations based on
employee gender. This is established by using our existing HR and payroll
records. All employees can confirm and update their records if they choose to
by contacting the HR department.
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1. Mean Gender Pay Gap — Whole Organisation

This is the difference between the mean (or average) hourly rate of pay of
male employees and that of female employees.

Mean Gender Pay Gap

= Male

® Female

Mean Hr Rate

Male £15.07
Female £14.05
Mean Gender Pay Gap 6.8%
Pay Gap £1.02

For mean hourly pay it can be seen that there is a gender pay gap across the
organisation meaning that male staff are paid more than female staff on
average. This is slightly higher than last year’s figure of 6.4% (£0.94) but
significantly lower than the reported national average gender pay gap of
17.3% (source ons.gov.uk).

2. Median Gender Pay Gap - Whole Organisation

This is the difference between the median hourly rate of pay of male
employees and that of female employees. The median is the middle value in a
list of values sorted in ascending order from lowest to highest. It is the data
value at which 50% of data values are above it, and 50% of data values are
below it.

The median is used because the distribution of earnings is skewed, with more
people earning lower salaries than higher salaries. When using the mean to
calculate the average of a skewed distribution, it is highly influenced by those
values at the upper end of the distribution and thus may not be truly
representative of the average earnings of a typical person. By taking the
middle value of the data after sorting in ascending order, the median avoids
this issue and is therefore considered a better indicator of typical “average”
earnings.






Median Gender Pay Gap

m Male
® Female

Median Hr
Rate

Male £14.38
Female £14.38
Median Gender Pay Gap 0.0%
Pay Gap £0.00

The data shows that overall, for median hourly pay there is a gender pay gap
of 0% which is a reduction from last year which was 4%. We have more
female members of staff (+5) and fewer males (-31) in this year’s statistics
compared to last year. More of the male leavers were on higher than mid-point
salaries which means that the mid-point salary for males this year has
effectively moved downwards in the list compared to last year. The opposite is
true for females. This explains the closure of the 4% gap from last year.

3. Mean Bonus Gender Pay Gap, Median Bonus Gender Pay Gap, and
proportion of males and females receiving bonus payments.

These three calculations measure the difference between the mean and median
bonus pay paid to male employees and that paid to female employees, and the
proportions of male and female employees who were paid bonus pay during
the relevant period.

Cleveland Fire Authority expects that staff will perform to the highest level and
therefore bonus payments and performance related pay enhancements do not
form part of this Authority’s remuneration package for any staff. We are
therefore not required to report on these three questions.






4, Proportion of males and females in each quartile band

This shows the proportions of male and female full employees in four quartile
pay bands, which is done by dividing the workforce into four equal parts
ranked in order from the lowest hourly rate to the highest. This indicates the
distribution of male and female employees across the organisation.

Percentage of male and female in each quartile

100%

90%

80%

70%
60%

m MALE
m FEMALE

50%
40%
30%
20%
10%

0% -

Lower Lower Middle Upper Middle Upper
Quartile Quartile Quartile Quartile

Mean Hourly Pay

MALE FEMALE
Hr Rate | No. | Hr Rate | No. | Pay Gap
Lower Quartile £11.47 | 85 | £11.40 | 53 0.7%
Lower Middle Quartile £14.24 |132 | £14.38 6 -1.0%
Upper Middle Quartile £1451 |107 | £14.67 | 31 -1.1%
Upper Quartile £19.08 | 118 | £20.32 | 19 -6.5%

For mean hourly pay it can be seen that there is a negative gender pay gap of
0.7% in the lower quartile, a small positive pay gap in the lower middle and
upper quartile, with female staff being paid more than male staff, and a
positive gender pay gap in the upper quartile where female staff are on
average paid more than their male counterparts.






Mean and median hourly rates by employee group

Uniformed
staff
(wholetime Median Hr Mean Hr
and retained) Rate Rate
Male £14.38 £15.22
Female £14.38 £14.19
Pay Gap 0.00% 6.79%
Median Hr Mean Hr
Support staff Rate Rate
Male £12.37 £13.82
Female £12.37 £13.83
Pay Gap 0.00% -0.10%
Median Hr Mean Hr
Control Staff Rate Rate
Male £15.99 £15.99
Female £15.12 £14.53
Pay Gap 5.44% 9.15%

When comparing median hourly pay, there is a 0% gender pay gap across the
organisation as a whole compared to 4% the previous year (see section 2).

For uniformed staff median hourly pay there is a 0% pay gap. There is a mean
pay gap however of 6.79% where men are being paid on average £1.03 more
than females in this group. Only 5% of the uniformed workforce is female with
only a small humber being in managerial roles.

For support staff median pay there is a 0% pay gap and a very small positive
pay gap of -0.10% for mean pay where women are paid on average 1p more
an hour than their male counterparts.

Control shows a differential in the median salary. This is because there are
only 2 male employees and the mid-point for them is high compared to the
mid-point for the 23 females. However Control represents only 4.5% of the
overall workforce, therefore when those figures are amalgamated with the
Uniformed and Support employees (who represent the vast majority of our
workforce), the overall mid-point salary in the list for both males and females
is £14.38 per hour. There is also a 9.15% pay gap when comparing the mean
hourly rate, this is due to the two males in the Control being in managerial
roles.





Addressing The Gender Pay Gap
Societal Attitudes

The Brigade recognises that occupational segregation in the organisation is the
primary cause of the pay gaps, arising primarily from societal attitudes that
shape employment patterns, particularly in the Fire Service labour market.

The Brigade has introduced an Equality Impact Assessment process to ensure
that equality issues are considered at the formative stages of policy
formulation, and which ensures that each policy supports the Brigade’s
commitment to equality. Through these measures the Brigade seeks to ensure
that the individual needs of employees can be accommodated.

The Brigade considers that occupational segregation can best be addressed by
ensuring our recruitment, development and promotion processes are free from
discriminatory elements, and encourage applications from all parts of the
organisation and the community.

The Brigade believes that the incorporation of procedures that permit flexibility
within employees’ terms and conditions will help employees achieve a healthy
work/life balance, and permit them to meet personal challenges without
compromising their professional and career development.

We gather diversity information in recruitment and promotion processes,
creating the ability to monitor our success in attracting applicants from all
sections of the community, and those groups protected under the Equality Act
2010.

The progress of candidates through the stages of the selection process is
monitored, providing the Brigade with the ability to identify any challenges for
males or females throughout the process. This monitoring permits us to review
processes, and make improvements where necessary.

The Brigade recognises that female employees are proportionately more likely
to have primary care responsibilities than male counterparts, and that disabled
employees cannot always work the same hours or working patterns as their
colleagues. The Brigade also acknowledges that this can result in some
employees leaving the workplace, accepting part time jobs, or that their career
development is inhibited. The Brigade has therefore incorporated a range of
measures into its employee practices to promote flexibility, and support
employees. These arrangements include Flexible Working, an Annualised Hours
Scheme and the provision of a Childcare voucher scheme.

Female staff can mostly be found in the “lower” quartile. However, there is
actually a larger proportion of male staff compared to female staff in this
quartile, due to the overrepresentation of men in the organization as a whole
and particularly in the on-call “retained” cohort. Women are under-represented
in management and senior positions as can be seen in the upper quartile data.
As such the pattern of part time work is consistent with the general trends
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across UK workplaces. As these part time workers earn the same hourly rate
as their full time colleagues this has no direct impact on the pay gap. It is
widely acknowledged however that part-time working can delay the career
development, and reinforce organisational segregation. The impact of part time
working on life time earnings can therefore be significant, and there is an over
representation of women in part time roles.

As occupational segregation is strongly influenced by deeply rooted societal
factors, the Brigade considers that reducing pay gaps through delivering
balance in the representation of employees from all backgrounds remains
challenging. Nevertheless the Brigade is committed to fairness within the
workplace, and will continue to build on its solid foundations.

Equal Pay

The Brigade is committed to the principles of equal pay and to ensuring that
these are applied to all employees through the use of fair and transparent
working practices and systems which are based on objective criteria.

To ensure pay equity amongst its employees, the Brigade introduced a pay and
grading structure for support staff based on the outcomes of a comprehensive
Job Evaluation (JE) project. The JE project was founded on the National Joint
Council’s Job Evaluation Scheme which assesses the demands of jobs and
assigns pay grades using gender neutral, evidence based criteria. Newly
created posts within the structure continue to be assigned to a pay grade
through the same robust job evaluation process. The process also provides a
mechanism for the review and regrading of existing roles as required.

The pay structure of uniformed employees is agreed at a UK level by the
National Joint Council (NJC) for Local Authorities’ Fire and Rescue Services,
and is based on sound principles that preclude inequalities.

The Brigade is therefore confident that its gender pay gap does not stem from
paying men and women differently for the same or equivalent work. Rather its
gender pay gap is the result of the roles in which men and women work within
the organisation and the salaries that these roles attract.

Future Initiatives

The Brigade has in place an Equality Diversity and Inclusion (EDI) strategy that
supports its work on EDI including addressing the gender pay gap.

Our work includes:

e Forming partnerships with other organisations to develop benchmarking
criteria, and identify best practice.






e Keeping the Recruitment and Selection policy and procedure under
review to ensure it remains free from discriminatory elements and
actively encourages and supports applicants from all sections of the
workforce and wider communities.

e Increasing the number of Positive Action campaigns we undertake to
encourage applicants from all sections of the community to seek
employment with the Brigade, and to address societal stereotypes
regarding traditional views about roles.

e Developing employee forums and support networks to identify areas of
best practice in our employment practices, and identify areas for
improvement.

Throughout these processes, the Brigade will work in partnership with the
Trade Unions to ensure the processes are subject to scrutiny and challenge.

By ensuring that equality is at the heart of our pay grading, recruitment,
development and promotion systems, the Brigade will ensure equality of pay
and opportunity for all employees, and seek to develop an engaged, high
quality workforce that is representative of our communities in all functions and
at all levels of the organisation.





6. Definitions

Employee - an employee is anyone with a contract of employment; workers
and agency workers with a contract to do work or provide services; some self-
employed people where they have to personally perform the work; police
officers and the armed forces. More details about who counts as an employee
can be found in the Gender Pay Gap guide at www.acas.org.uk/genderpay

Full-Pay relevant employee - is any employee who is employed on the
relevant date and who is paid their full basic pay. Employees who receive no
pay at all during the relevant pay period are excluded from the gender pay gap
calculations.

Relevant date - This is the key date that many of the details needed to carry
out the calculations will come from. It is also the date from which the
employer has one year to publish their gender pay report. This will always be
315 March for specified public authorities where they have 250 or more
employees, and 5" April for everyone else.

Ordinary Pay - this includes basic pay, allowances, pay for piecework, pay for
leave, and shift allowances. It only includes money and excludes any benefits
in kind. It does not include pay related to overtime, redundancy, termination,
or pay in lieu.

Bonus Pay - includes anything that relates to profit sharing, performance,
productivity, incentive and commission. Bonus pay does not include pay
related to overtime, redundancy or termination of employment, or pay in lieu.

You can learn more about Gender Pay Reporting by visiting

WWwWw.acas.org.uk/genderpay




http://www.acas.org.uk/genderpay
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GENDER PAY GAP REPORT 2019/20
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PURPOSE OF REPORT

To inform Members of the requirement to publish gender pay gap information under
the Equality Act 2010 (Gender pay Gap Information) Regulations 2017.

RECOMMENDATION

In line with the provisions set out in the Equality Act 2010 (Gender Pay Gap
Information) Regulations 2017, Members note Cleveland Fire Authority’s gender
pay gap data as detailed at Appendix 1.

BACKGROUND

On 6 April, 2017, new regulations were introduced under the Equality Act 2010,
which impose obligations on employers of more than 250 employees to calculate
and publish information about the gender pay gap in their organisation.

The gender pay gap shows the difference between the average earnings of men
and women. This is different to “equal pay” which deals with any pay differences
between men and women who carry out the same or similar jobs or jobs of equal
value.

The gender pay gap regulations require us to include all employees and to calculate
a number of pay gap measures with reference to all staff. However where it is
helpful to explain or further explore the pay gap, reference has been made to
different groups of staff. The regulations provide detailed definitions of which
employees should be included, and what constitutes ordinary pay, allowances and
bonuses.

The information is required to be published on the Brigade’s own web site and the
Government’s web site by 31 March 2020, and relates to data as at 31 March 2019.

IAN HAYTON KAREN WINTER
CHIEF FIRE OFFICER DIRECTOR OF CORPORATE SERVICES
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APPENDIX 1
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Pay Policy Statement 2020/21 o o
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FIRE AUTHORITY

(Sections 38-43, Localism Act 2011)

1. Introduction

1.1 In accordance with Sections 38-43 of the Localism Act 2011, this document
represents Cleveland Fire Authority’s Pay Policy Statement (PPS) for 2020/21. It sets
out the Authority’s policies in relation to the remuneration of its staff.

1.2 The PPS is subject to annual review and must be approved by the Authority for each
financial year. It was approved on 29th March 2019 for the year 2019/20.

1.3 The PPS will be published on the Brigade’s website as soon as reasonably
practicable after approval or amendment.

2. Pay Structures

2.1 The pay structure for employees conditioned to the scheme of conditions of service
for local authorities’ fire and rescue services is established through national
negotiating committees of the National Joint Council (NJC).

2.2 The pay structure for employees conditioned to the scheme of conditions of service
for local government services is established locally following the application of the
NJC Job Evaluation Scheme which informs the locally determined Pay and Grading
Structure.

2.3 For both groups of employees, rates of pay are based on defined stages of
development leading to demonstration of competence in the employee’s role. After all
the applicable functions have been assessed as being achieved, competence is
deemed to have been demonstrated and the ‘competent’ pay rate is applied.

2.4  All pay awards applied to the salary scales are as agreed through the NJC and
notified to Authorities. Employees conditioned to the scheme of conditions of service
for local government services who are paid above the maximum of the pay spine but
graded below Deputy Chief Officer are within the scope of the NJC. The pay levels
for such posts are determined locally as outlined in paragraph 2.2, but once fixed are
increased in line with agreements reached by the NJC.

2.5  The Government’s National Living Wage sets a minimum wage for all workers aged
25 and over. The minimum wage from April 2020 is £8.72 per hour, which equates to
an annual salary of £16,821. Our lowest paid employees will be paid at Grade B
(Development) which is a salary of £18,426 (assuming a 2% pay rise in 2020/21).
This salary exceeds the National Living Wage equivalent.
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3.1

3.2

4.1

Definitions
Chief Officers in Cleveland Fire Authority are defined as being the:

e Chief Fire Officer and Head of Paid Service as designated under section 4(1) of
the Local Government and Housing Act 1989

e Legal Advisor and Monitoring Officer as designated under section 5(1) of that Act

e Treasurer to the Fire Authority as designated under section 151 of the Local
Government Act 1972

o Assistant Chief Fire Officer: Director of Strategic Planning and Resources

e Assistant Chief Fire Officer: Director of Community Protection

Lowest Paid Employees:

Fire-fighter (First Pay Point Development) is the lowest paid operational employee;
this is paid after a twelve week induction. Once the employee is deemed competent
Fire-fighter (Second Pay Point Competent) rate will apply.

Grade B (First Pay Point Development) is the lowest paid non-operational employee;

this is the starting point on appointment. Once the employee is deemed competent
Grade B (Second Pay Point Competent) rate will apply.

Remuneration of and Payments to Chief Officers

Remuneration

a) Chief Fire Officer
The salary will be established via a locally negotiated pay formula which includes
an independent consideration of comparative information and any substantial
local factors.

The North East Regional Employers Organisation (NEREO) will independently
evaluate salary data on an annual basis from two lists of comparable fire and
rescue authorities. One list measures ‘managerial responsibility’(size of Brigade)
and the other list measures ‘risk’ based on a risk index including deprivation,
COMAH sites etc. The comparable information is used to calculate a median
salary with a weighting of 1: 2 between the two comparator lists.

This formula approach was approved by the Authority in November 2007.

b) Assistant Chief Fire Officers: Directors
With effect from 1% April, each year, the annualised salaries of the Director posts
will be set in line with the Local Government Association National joint Council for
Brigade Managers Salaries and Numbers Survey, to retain the annualised salary
for the two Directors at 100% of the average national salary for a Director level
post (i.e. Assistant Chief Fire Officer) as defined in the LGA National Joint
Council for Brigade Managers Salaries and Numbers Survey.

This formula approach was approved by the Fire Authority on 12" February,
2016.
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4.2

4.3

4.4

4.5

c) Treasurer
The Treasurer role is provided by Hartlepool Borough Council under a Service
Level Agreement. No direct payments are made by the Fire Authority to the
Treasurer.

d) Legal Adviser and Monitoring Officer
The Legal Adviser and Monitoring Officer role discharges the statutory duties of
Monitoring Officer under Section 5 of the Local Government and Housing Act,
1989. The salary for this post was agreed locally, and set by The Fire Authority
on 23" March, 2018. Annual pay awards applied are as agreed through the NJC
and notified to Authorities.

Increases and Additions to Remuneration

Annual salary increases for the Chief Fire Officer and Directors will be constructed
using a two-track approach as set out in paragraphs 10 and 11 of the National Joint
Council (NJC) Scheme of Conditions of Service for Brigade Managers (‘the Gold
Book’). The first element is a nationally negotiated basic salary increase agreed
between the Employers and the Association of Principal Fire Officers (APFO) and the
second is a review of locally negotiated pay formula.

The Treasurer’s annual increases are not determined by this Authority.

Bonuses

No bonuses will be paid to Chief Officers

Performance Related Pay

It is expected that Chief Officers will perform to the highest level and therefore
performance related pay will not form part of current remuneration arrangements.
This position will be reviewed if legislation and/or guidance relating to senior posts is
changed.

Other Payments

A fixed sum telephone allowance is paid to those Chief Officers with an operational
portfolio in recognition of the 24 hour ‘on call’ nature of their roles. To be removed

A fully expensed car is provided to the Chief Fire Officer and Directors on a leased
basis. The maximum annual cost of a leased car was assessed and approved by the
Authority in 2002 based on the previous provision of a Brigade vehicle and index
linked to NJC Pay Awards each year. Any associated costs above the approved
maximum annual costs are paid for by the individuals.

Fuel is provided for the leased vehicle of operational chief officers to reflect the
continuous operational/on call role. Non-operational chief officers reclaim business
miles in accordance with their terms and conditions.
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4.6

4.7

5.1

52

5.3

6.1

7.1

Terms and Conditions

Terms and Conditions of Employment are those negotiated nationally by the National
Joint Council (NJC) Scheme of Conditions of Service for Brigade Managers (‘the
Gold Book’) and the Joint Negotiating Committee for Local Authority Chief Officers.

Future Position

In cases of new Chief Officer’ appointments, the position and remuneration will be
reviewed by the Fire Authority prior to recruitment.

Payment to Chief Officers Upon Termination of their Employment

Chief Officers who cease to hold office or be employed by the Authority will receive
payments calculated using the same principles as any other member of staff, based
on entitlement within their contracts of employment; their general terms and
conditions and existing policies.

In the case of termination of employment by way of early retirement, redundancy
(voluntary or otherwise) or on the grounds of efficiency of the service, the Brigade’s
Early Retirement and Redundancy Policy sets out provisions which apply to all staff
regardless of their level of seniority.

The Authority’s Early Retirement and Redundancy Policy also sets out the applicable
provisions in respect of awarding additional pension entitlement by way of
augmentation or otherwise.

Flexible Retirements

The Authority will only consider flexible retirement outside of the normal rules on an
individual case by case basis. A full business case must be prepared in each case
and approval will depend on the financial case and affordability.

Retirement, Re-Engagement and Abatement

In accordance with the Regulations of the relevant Pension Schemes, if an employee
retires and then returns to work and their earnings on re-employment (including
pension) exceed their earnings before they retired, the Fire Authority will reduce or
stop (“abatement”) the employees’ pension to the point where the aggregate of the
pension in payment and the salary received on re-employment does not exceed the
level of earnings directly prior to their retirement.
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8.1

8.2

9.1

9.3

10.

10.1

11.

111

Remuneration of Lowest Paid Employees

As stated in paragraph 3.2 the lowest paid operational employees are Fire-fighter
(Development) and lowest paid non-operational employees Grade B (Development).

The remuneration of these employees are:

o Fire-fighter (Development) £24,826 (assuming a 2% pay rise in 2020/21)
e Non-operational employees Grade B (Development) £18,426

Relationship between Remuneration of Chief Officer and Non Chief
Officer Remuneration

The pay multiple for the Authority is determined by comparing the hourly pay for the
highest paid employee against that of the median hourly pay for the organisation as a
whole. The current pay multiple is 5.2

This Fire Authority will aim to maintain a pay multiple of less than 10

Publication and Access to Information relating to Remuneration of Chief
Officers

Key documents in relation to pay are this PPS and the Authority’s Annual
Statement of Accounts. Both of these and other information will be published
on the Authority’s website in line with the Code of Recommended Practice for
Local Authorities on Data Transparency.

Equal Pay

This Authority is committed to ensuring equal treatment between men and women so
that men and women doing equal work and work rated as such are entitled to equal
pay. Men and women will be given equal treatment in the terms and conditions of
their employment contract if they do like work, work rated as such or work of equal
value.
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AGENDA ITEM 5.1

EXECUTIVE COMMITTEE 6 MARCH 2020

PAY ACCOUNTABILITY -
PAY POLICY STATEMENT 2020/21

REPORT OF THE LEGAL ADVISER AND

FIRE AUTHORITY

MONITORING OFFICER
I\ [For Approval

11

1.2

PURPOSE OF REPORT

To seek Members’ considerations on Cleveland Fire Authority’s Pay Policy
Statement 2020/21 as outlined at Appendix 1.

That in line with the provisions set out in the Localism Act 2011, the Pay Policy

Statement is recommended to the Authority for approval at its meeting on 27 March
2020.

RECOMMENDATIONS

That Members consider Cleveland Fire Authority’s Pay Policy Statement 2020/21 at
Appendix 1.

That Members recommend approval of the Pay Policy Statement 2020/21 at the
Cleveland Fire Authority meeting on 27 March 2020.

That the Pay Policy Statement be published by the Authority.

BACKGROUND

The Localism Act requires relevant authorities to prepare and publish an annual pay
policy statement (PPS).

A PPS for a financial year must set out the authority’s policies for the financial year
relating to:
e the remuneration of its chief officers
e the remuneration of its lowest paid employees and
¢ the relationship between:
o the remuneration of its chief officers and
o the remuneration of its employees who are not chief officers

The statement must state:

e the definition of “lowest paid employees” adopted by the authority for the
purposes of the statement, and

e the authority’s reasons for adopting that definition.

OFFICIAL 1





EXECUTIVE COMMITTEE 6 MARCH 2020

3.4

3.5

3.6

3.7

3.8

3.9

4.1

4.2

BACKGROUND continued

The Statement must include the policies relating to:

the level and elements of remuneration for each chief officer

remuneration of chief officers on recruitment

increases and additions to remuneration for each chief officer

the use of performance related pay for chief officers

the use of bonuses for chief officers

the approach to the payment of chief officers on their ceasing to hold office

under or to be employed by the Authority, and

¢ the publication of and access to information relating to the remuneration of chief
officers

A PPS for a financial year may also set out the authority’s policies for the financial
year relating to the other terms and conditions applying to the authority’s chief
officers.

A relevant authority’s PPS must be approved by a resolution of the Authority before
it comes into force.

The first statement was approved on 31 March 2012 and each subsequent PPS
must be prepared and approved before 31% March immediately preceding the
financial year to which it relates.

A relevant authority may by resolution amend its PPS (including after the beginning
of the financial year to which it relates).

As soon as it is reasonably practicable after approving or amending a PPS, the
Authority must publish the statement or amended statement in such a manner as it
thinks fit (which must include publication on the Authority’s website)

GUIDANCE

The Secretary of State for Communities and Local Government issued guidance
under section 40 of the Localism Act entitled ‘Openness and Accountability in local
pay’. It sets out the key policy principles that underpin the pay accountability
provisions in the Act and all relevant authorities in England must have regard to this
guidance in performing their functions in preparing and approving pay policy
statements.

Each local authority is an individual employer in its own right and has the autonomy
to make decisions on pay that are appropriate to local circumstances and which
deliver value for money for local taxpayers. The provisions in the Act do not seek to
change this or to determine what decisions on pay should be taken or what policies
that individual employing authorities should have in place. Rather, they only require
that authorities are more open about their own local policies and how their local
decisions are made.
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5. CLEVELAND FIRE AUTHORITY’S PAY POLICY STATEMENT

5.1 Cleveland Fire Authority’s Pay Policy Statement 2020/21 is attached at Appendix 1.
The statement has been produced in line with the provisions of the Localism Act
2011 and the guidance produced by the Secretary of State for Communities and
Local Government.

5.2  The 2020/21 Pay Policy Statement has been updated to reflect any changes that
have taken place during the year. Any changes from last year have been
highlighted in yellow on the attached Appendix 1.

PETER DEVLIN
LEGAL ADVISER AND MONITORING OFFICER
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APPENDIX 1

2020 No. 168

The Combined Fire and Rescue Authorities (Membership
and Allowances) (Amendment) Regulations 2020

PART 2

Appointment of police and crime commissioner to combined fire and rescue authority

Variation of the Cleveland Fire Services Combination Scheme
4. The Cleveland Fire Services Combination Scheme is varied in accordance with Schedule 2.

SCHEDULE 2 Article 4

Variation of the Cleveland Fire Services Combination Scheme

1. In paragraph 2 of the Cleveland Fire Services Combination Scheme—
(a) omit “and” at the end of the definition of “constituent authority”, and
(b) at the end of the definition of “the fire brigade”, insert “; and” and as follows—
‘“&‘clex.rant police and crime commissioner” means a police and crime
commissioner—
(a) whose area is the same as, or contains all of, the combined area, or
(b) all or part of whose area falls within the combined area™.

2. For paragraph 11 of that Scheme substitute—

“11,—(1) Subject to sub-paragraph (2), the Authority is to consist of not more than 25
members

(2) If the minimum number of members resulting from the operation of paragraphs 12
and 12A would be greater than 25, the Authority is to consist of that number of members.

(3) The members of the Authority are to be appointed in accordance with this Part.”.
3. In paragraph 12 of that Scheme—
(a) the existing paragraph becomes sub-paragraph (1), and
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(b) after that sub-paragraph. insert—
paragrap
“(2) Each representative appointed by a constituent authority under sub-
paragraph (1) must be appointed from its own members.”.

4. After that paragraph, insert—

“12A.—(1) The Authority may appoint a relevant police and crime commussioner to be
a member of the Authority.

(2) But the Authority may only make such an appointment in response to a request from
the commissioner.

(3) If the Authority receives a request from a relevant police and crime commissioner,
it must—

(a) consider the request,
(b) give reasons for its decision to agree to or refuse the request. and
(c) publish those reasons in such manner as it thinks appropnate.

12B.—(1) Sub-paragraph (2) applies where a relevant police and crime commissioner—
(a) is appointed as a member of the Authonty, and

(b) amranges, under section 18 of the Police Reform and Social Responsibility
Act 2011, for another person to attend a meeting of the Authority on the
commissioner’s behalf.

(2) Where this sub-paragraph applies. the person attending the meeting on behalf of the
commissioner may speak at that meeting but—

(a) may not vote, and
(b) is not to be treated as a member of the Authonity for any purpose.”.
5. In paragraph 13 of that Scheme, after “the Authority”, insert “appointed by a constituent
authority™.
6. After that paragraph, insert—

“13A.—(1) A relevant police and crime commissioner appointed as a member of the
Authority under paragraph 12A—
(a) comes into office on the date of that appomtment, and

(b) continues to be a member of the Authority until the commissioner’s term of office
comes to an end in accordance with section 50(7)(b) of the Police Reform and
Social Responsibility Act 2011 (“the 2011 Act”).

(2) But if a vacancy arises in the office of the relevant police and crime commissioner
(see section 59 of the 2011 Act) before the end of that term, the commissioner ceases to be
a member of the Authority on the date on which the vacancy in the office is regarded under
section 59(1) of the 2011 Act as occuming.

(3) This paragraph is subject to paragraphs 14 and 15(2). ™.
7. In paragraph 16 of that Scheme—

(a) in sub-paragraph (1), after “member of the Authority”, in the first place it appears, mnsert
“appointed by a constituent authonity”, and

(b) in sub-paragraph (2), after “member of the Authority™, in the first place it appears, insert
“appointed by a constituent authority™.

8. In paragraph 20(1) of that Scheme for “to 106” substitute , 102(1) to (5), 103, 104 and 106”.
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AGENDA ITEM 5.2

EXECUTIVE COMMITTEE 6 MARCH 2020

THE COMBINED FIRE AND RESCUE AUTHORITIES
(MEMBERSHIP AND ALLOWANCES) (AMENDMENT)

~
REGULATIONS, 2020 ©
REPORT OF THE LEGAL ADVISER AND FIRE AUTHORITY

MONITORING OFFICER
———=\ [For Information

PURPOSE OF REPORT

To inform Members that ‘The Combined Fire and Rescue Authorities (Membership
and Allowances) (Amendment) Regulations, 2020, which enable Police and Crime
Commissioners to be appointed as a Member of a Combined Fire and Rescue
Authority, came into force on 18 March, 2020.

RECOMMENDATIONS

0] That Members note the contents of this report.
(i) That the report be forwarded for the information of Fire Authority Members at
their meeting on 27 March, 2020.

BACKGROUND

Members will recall that that the Policing and Crime Act, 2017, made provision
which enabled a Police and Crime Commissioner (PCC) to sit (with voting rights) as
a Member of a Fire and Rescue Authority (FRA). However, this enabling provision
did not apply to Fire and Rescue Authorities constituted under a Combination
Scheme Order, as is the case of Cleveland Fire Authority and eighteen other
Combined Fire Authorities.

County and Metropolitan Fire and Rescue Authorities were allowed to make such
appointments under the 2017 Act and amendments to the Hampshire Fire and
Rescue Authority Combination Scheme similarly allowed for the PCC to be so
appointed to that Authority under the Fire and Rescue Authority (Membership)
Order, 2017.

The 2020 Regulations now amend the position to allow a PCC to apply to a
Combined Fire Authority for membership. The Government have commented
previously that such regulations do not “mandate” a Combined Fire Authority but
allow for a process of “local determination”, as to whether a PCC becomes a
Member of that Authority.
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3.4

3.5

3.6

4.1

4.2

4.3

A report dated 8 December, 2017, was presented to Members in relation to the then
consultation exercise (November, 2017 — January, 2018) issued through the Home
Office, regarding proposals to vary the Scheme Orders of Combined Authorities
constituted under Section 2 or as already existing under the consolidating
provisions of Section 4 of the Fire and Rescue Services Act, 2004. Such changes
would enable the so-called “representation model” to become effective across the
Fire Authority sector, through a PCC becoming a Member of a FRA, but subject to
the procedures and the approval of a FRA, as outlined in the initial draft regulations.
Members’ resolved to respond to the consultation and to make objection thereon

The Authority received a further report on 26 July, 2019, in the light of clarifications
provided through the Home Office, but resolved to make representations, to the
effect that it did not agree with the proposed amendments to its Scheme Order.
Subsequently, an Independent Inquiry, considered the representations of the
Authority (and that of Dorset and Wiltshire Fire and Rescue Authority) as required
under the 2004 Act.

Whilst the Government accepted the recommendations from the Inquiry to proceed
with secondary legislation to bring about the changes envisaged by the 2017 Act, it
also allowed the Government to “offer further clarification” on the issues raised;
namely on ‘political balance’ and the appointment of a ‘deputy’ by the PCC. On
political balance, the Government have stated that “it is up to individual FRASs to
consider the impact of a PCC’s membership locally and to determine how to
proceed”. On the issue of an appointment of a deputy, the Government have
reiterated that “the policy position is that a PCC should be able to appoint a deputy
to attend and speak at FRA meetings, but that deputy cannot vote or be treated as
an authority member”.

THE REGULATIONS

Explanatory notes to the Regulations state that these legislative changes “provide
that a PCC must submit a request to be represented on the FRA, and the FRA must
consider the request, give reasons for their decision to agree to or refuse the
request, and publish those reasons in such manner as they think appropriate”. In
addition, and for the avoidance of any doubt, where a PCC is accepted as a
Member of the Authority, they are “not to receive any allowances from that FRA as
a result of their representation’”.

The Regulations re-state the position that a PCC appointed to a FRA can appoint a
Deputy to attend and speak at meetings but that person would have no voting rights
and would not be treated as an authority member.

The Cleveland Fire Services (Combination Scheme) Order, 1995, in unison with all
other Combination Schemes makes provision for the number of Authority Members
not to exceed twenty five. The Regulations now enables that maximum number to
be exceeded “to allow for the appointment of a PCC to a specified FRA” where this
was required.
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4.4

4.5

Amendments to the Authority’s Scheme Order are covered in the Second Schedule
to the Regulations and this Schedule is appended to this report for the information
of Members’ (Appendix 1).

Again, for information purposes, the variations to the Scheme Orders of Combined
Authorities mentioned through these Regulations, affect the following FRAS;

Avon Fire Services.

Humberside Fire Services.

Leicestershire Fire Services.

Bedfordshire Fire Services.

Derbyshire Fire Services.

Durham Fire Services.

East Sussex Fire Services.

Buckinghamshire Fire Services.

Berkshire Fire Services.

Cambridgeshire Fire Services.

Cheshire Fire Services.

Hereford and Worcester Fire Services.

Kent Fire Services.

Shropshire Fire Services.

Lancashire Fire Services.

Nottinghamshire Fire Services.

Devon and Somerset Fire and Rescue Authority.
Dorset and Wiltshire Fire and Rescue Authority.

BACKGROUND PAPERS

- Government Consultation: ‘Enabling Police and Crime Commissioners (PCCs)
to sit and vote on Combined Fire and Rescue Authorities (FRAs) (Home Office
— 27 November, 2017).

- Report to Cleveland Fire Authority dated 26 July, 2019.

- The Cleveland Fire Services (Combination Scheme) Order 1995.

- The Combined Fire and Rescue Authorities (Membership and Allowances)
(Amendment) Regulations, 2020.

PETER DEVLIN
LEGAL ADVISER & MONITORING OFFICER
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