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

MEMBERS OF THE EXECUTIVE COMMITTEE -

HARTLEPOOL : Councillor - Rob Cook

MIDDLESBROUGH . Councillors - Jan Brunton Dobson, Tom Mawston
REDCAR & CLEVELAND : Councillor - Ray Goddard, Mary Ovens

STOCKTON ON TEES . Councillors - Jean O’Donnell, William Woodhead MBE

A G END A

1. APOLOGIES FOR ABSENCE

2. DECLARATIONS OF MEMBERS INTEREST

3. TO CONFIRM THE MINUTES OF THE EXECUTIVE COMMITTEE MEETING ON
8 MARCH 2019.

4. TO RECEIVE THE REPORT OF THE CHIEF FIRE OFFICER
4.1 Leadership & Management Strategy 2018-22

5. TO RECEIVE THE JOINT REPORT OF THE CHIEF FIRE OFFICER / TREASURER
5.1 Medium Term Financial Strategy 2019-20 - update

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

7. 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 3 & 4 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 the financial or business affairs of any particular person (including
the authority) holding that information and namely 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.”
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8. TO CONFIRM THE CONFIDENTIAL MINUTES OF THE EXECUTIVE COMMITTEE
ON 8 MARCH 2019

9. TO RECEIVE THE CONFIDENTIAL REPORTS OF THE CHIEF FIRE OFFICER
9.1 Provision of Firefighter Pension Administration and Pensioner Payroll Services

- Tender Acceptance
9.2 Cleveland Fire Brigade’s HMICFRS Inspection 2019/20

9.3 Fire and Police Collaboration — to follow

10. 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 COMMITTEE MEETING

FIRE AUTHORITY

8 MARCH 2019

PRESENT: CHAIR
Councillor Jan Brunton Dobson - Middlesbrough Council
HARTLEPOOL BOROUGH COUNCIL
Councillor Tom Mawston
REDCAR & CLEVELAND BOROUGH COUNCIL
Councillor Mary Ovens, Ray Goddard
STOCKTON ON TEES BOROUGH COUNCIL
Councillors Jean O’Donnell, William Woodhead
AUTHORISED OFFICERS
Chief Fire Officer, Director of Corporate Services, Legal Adviser &
Monitoring Officer, Treasurer
BRIGADE OFFICERS
Head of ICT and Estates
Martin Miley — Station Manager (observing)
Keith Carruthers — HMICFRS Service Liaison Lead (observing)

APOLOGIES: Councillor Rob Cook — Hartlepool Borough Council

108. WELCOME - HMICFRS SERVICE LIAISON LEAD
The Chair welcomed HMICFRS Service Liaison Lead Keith Carruthers to the
meeting and informed Members that he was attending as an observer.

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

110. MINUTES
RESOLVED - that the Minutes of the Executive Committee on 25 January 2019
be confirmed.

111. REPORTS OF THE CHIEF FIRE OFFICER

111.1 ICT Policy and Strategy 2019-22
The Head of ICT and Estates (HolCTE) reported that the ICT Policy and Strategy
had been reviewed and refreshed in line with the Authority’s Policy Framework
arrangements. He referred Members to the Strategy at Appendix B which set out
how over the next three years technology will support the Brigade’s mission to
deliver an inclusive Fire and Rescue Service that ensures the safety and wellbeing
of its communities.
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: : EXECUTIVE COMMITTEE
111.1 ICT Policy and Strategy 2019-22 continued 8 MARCH 2019

The Strategy covered:

e Principles e Automation

e National and Local Drivers e Collaboration
e |CT Strategy Themes e Insight

e Building on existing work e Governance

The HolCT reported that the Strategy was built around a number of key themes and
eleven associated outcomes and progress would be monitored weekly via the ICT
Internal Operating Plan.

Councillor Ovens commended the three year plan and asked how ‘Intelligent
Alerting Applications’ would improve the existing use of pagers. The HolCTE
confirmed that these new applications would utilise Global Position Systems (GPS)
on mobile phones which would give Control an exact indication of when the alert
had been received and would improve response times and efficiencies.

RESOLVED - That the ICT Policy 2019-22 attached at Appendix 1 be approved
and ICT Strategy 2019-22 at Appendix 2 be noted.

111.2 CIRMP 2018/19 — Progress update
The Chief Fire Officer (CFO) provided Members with a detailed update of the
progress made to date on the priorities detailed within the Authority’s Service Plan
2018-19. He referred Members to the Corporate Internal Operating Plan 2018/19
attached at Appendix 1 and highlighted the following areas:

SSC1 - Emergency Response Standards

The HolICT reported that following the implementation of the new call answering
response standard of 7.9 seconds 95% of the time, the average response time as at
February 2019 was 5.9. In addition the average time to dispatch a fire engine to
emergency incidents was 82 seconds on 98% of occasions against a target of 100
seconds.

Councillor Woodhead praised the reduced response times and said the public
valued how quickly the Brigade attended incidents. The CFO added that time was a
critical factor in saving lives.

SSC4 - Supporting the National Sprinkler Network for the promotion of fire
suppression systems in buildings

Councillor Woodhead stated that this initiative should be led by Government. The
CFO reported that Hartlepool Borough Council had taken the decision to insist that
all planning applications should include sprinklers. In addition social housing
provider Thirteen Group had taken the decision to put sprinklers into their buildings.
The Chair noted that the Authority would continue to lobby parliament on this issue.

SSCY7 - Evaluate the impact of our new approach to reducing the number of
unwanted fire signals

Attendance figures currently being validated — evaluation report expected by April
2019.
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111.2

111.3

111.4

: EXECUTIVE COMMITTEE
CIRMP 2018/19 — Progress update continued 8 MARCH 2019

UOR9 — Emergency Services Mobile Communications Programme — Collaboration
with North East Fire and Rescue Services

The HolICTE is leading this National Project which would ensure Cleveland
remained at the forefront.

PIW12.1 — Review Leadership and Management Strategy
A revised leadership model will be in place before the end of March 2019.

UOR15 — Explore collaborative opportunities for sharing/integrating support
services

The CFO confirmed that a further meeting of the Executive Committee would take
place on 26 April 2019 to agree the scope of work and project plan.

The CFO confirmed that all the priorities for 2018/19 had been progressed with the
majority complete, despite difficulties with capacity. The Chair praised staff for the
extensive hard work that had gone into achieving the priorities.

RESOLVED:-

(1) That the progress on the corporate priorities set out in its CIRMP 2018-
19 and on the Directorate priorities as Community Safety Strategy at
Appendix 1 be noted.

Safe Place Scheme

The CFO informed Members of the Brigade’s commitment to the Tees-wide ‘Safe
Place’ Scheme which provides a network of support for vulnerable people within
communities across the Tees Valley.

He reported that all of the Brigade’s whole time fire stations were now designated
as ‘Safe Places’ which offer:

e Somewhere safe and friendly

e Staff to understand and give reassurance
e Staff to listen and provide help and advice
e Somewhere to make a phone call

e Information, signposting

Councillor Ovens commended the use of the Brigade’s Fire Stations in the scheme
and stated that they offer a permanent and easily recognisable facility. The CFO
reinforced the fact that they are community buildings which belong to the people of
Cleveland.

RESOLVED - that the report be noted.

Gender Pay Gap 2018/19

The CFO reported that in line with new regulations set out under the Equality Act
2010 in April 2017, it is a requirement of all employers of more than 250 employees
to calculate and publish information about the gender pay gap in their organisation.
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111.4

1115

111.6

EXECUTIVE COMMITTEE
8 MARCH 2019

Gender Pay Gap 2018/19 continued

He referred Members to the Gender Pay Gap Report at Appendix 1 which included
a table of the data used as at the end of March 2018 and the outcomes of the six
calculations required which show the difference between the average earnings of
men and women. He reported that having a gender pay gap does not indicate that
the Authority has acted inappropriately or unfairly.

The CFO added that the Authority had a duty under the regulations to publish the
data on the Brigade website by 31 March 2019.

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

HMIFRS Fire and Rescue Service Inspections 2018/19 - Update

The CFO reported that the dates for the Tranche 3 inspection had been received,
as detailed in the letter from the HMICFRS at Appendix 1, with the following
timetable confirmed for Cleveland:-

e Discovery Week w/c 13 May
e Strategic Briefing w/c 19 June
e Fieldwork w/c 08 July
e Proposed Hot Debrief w/c 15 July

He reported that all the documents required by HMICFRS had now been submitted
and highlighted that the downside for Cleveland was that local elections were taking
place on 2 May which may impact the Membership of the Authority.

Mr Keith Carruthers, HMICFRS Service Liaison Lead (SLL) for Cleveland, gave an
overview of what the inspection would entail and noted that it would concentrate on
three key pillars: effectiveness; efficiency; and how the service looks after its
people. He informed Members that prior to inspection it is beneficial for SLLs to gain
an understanding of the demographics and financial background of the Brigade and
that more visits were planned to achieve this.

The Chair thanked officers for all the work they had put into the inspection to date.

RESOLVED - That Members noted the report, specifically the timetable for
HMICFRS Tranche 3 inspection activities for the Authority detailed at
Appendix 1.

Health, Safety & Wellbeing Awards
Members received details of the Authority’s success in gaining the following health,
safety and wellbeing awards:

e North East Better Health at Work Award - Ambassador Status
¢ Institute of Occupational Safety and Health (IOSH) Audit — graded ‘Outstanding’
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EXECUTIVE COMMITTEE
8 MARCH 2019

Health, Safety & Wellbeing Awards continued

The Chair applauded the teams involved in achieving both awards. The CFO
confirmed that this further reinforced the Brigade’s commitment to ensuring the
health, safety and wellbeing of its staff as outlined in its values.

RESOLVED - that the report be noted.

REPORT OF THE LEGAL ADVISER

Pay Policy Statement 2019/20

The Legal Adviser & Monitoring Officer (LAMO) reported that in line with the
provisions set out in the Localism Act 2011, the Authority had a statutory duty to
prepare a Pay Policy Statement for each financial year relating to:

e the remuneration of its chief officers
e the remuneration of its lowest paid employees
¢ the relationship between:
- the remuneration of its chief officers and
- the remuneration of its employees who are not chief officers

The LAMO outlined the Pay Policy Statement 2019/20 at Appendix 1 and
highlighted the remuneration of the lowest paid employees which was:

o Firefighter (Development) - £23,862
e Non-operational employees Grade B (Development) - £18,065

He reported that the Government’s National Living Wage sets a minimum wage for
all workers aged 25 years and over which equates to £15,837, which was lower
than the Authority’s lowest paid employees Grade B (Development) which was
£18,065.

RECOMMENDED:-

(1) That Cleveland Fire Authority’s Pay Policy Statement 2019/20 be
considered and approved at its meeting on 29 March 2018.

(i)  That the Pay Policy Statement 2019/20 be published by the Authority,
once approved.

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 paragraphs 3 and 4 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 and namely 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.”

CONFIDENTIAL MINUTES
RESOLVED - that the Confidential Minutes of the Executive Committee held
on 25 January 2019 be confirmed.
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115. CONFIDENTIAL REPORTS OF THE CHIEF FIRE OFFICER

115.1 Procurement Progress Report
Members received details relating to contract letting procedures and exemptions to
contract procure rules.

115.2 Provision of Cleaning Services — Tender Acceptance
Members considered tender submissions for the Provision of Cleaning Services.

115.3 Provision of Security Services — Tender Acceptance
Members received details relating to the awarding of a contract for Security
Services.

115.4 Provision of Training Props to Queens Meadow Complex — Tender
Acceptance
Details of tender submissions for the provision of Training props to Queens Meadow
Complex were considered.

COUNCILLOR JAN BRUNTON DOBSON
CHAIR
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AGENDA ITEM 4.1

EXECUTIVE COMMITTEE 26 APRIL 2019

LEADERSHIP & MANAGEMENT STRATEGY 2018-22 .° i

REPORT OF THE CHIEF FIRE OFFICER FIRE_AUTHORITY

————=% Tror Approval

11

PURPOSE OF REPORT

To inform Elected Members of the Authority’s Leadership and Management
Strategy 2018-22.

RECOMMENDATIONS

Members are asked to note the Leadership and Management Strategy 2018-22
attached as Appendix 1.

LEADERSHIP AND MANAGEMENT STRATEGY 2018-22

The attached Leadership & Management Strategy 2018-2022 is underpinned by the
Authority’s over-arching ‘People Strategy’ and ‘Values and Behaviour Framework’
and details the steps that the Brigade will take to develop and implement a whole
system approach to leadership and management development.

This strategy also acknowledges the recently published NFCC (National Fire Chiefs
Council) Leadership Framework which details four levels of leadership within the fire
service and the professional development, qualifications and behaviours that are
required for each level. Additionally other influencers within this strategy have been
taken from the academic and professional world relating to leadership and
management.

The strategy seeks to build upon existing arrangements in relation to leadership and
management as well as seeking to integrate and compliment on-going work aligned
to the Brigade’s workforce and succession planning processes. The strategic
outcome set out within the Authority’s People Strategy (LM1) has been used as the
basis for the development of specific outcomes and actions against each of the four
levels of leadership and a delivery plan has been developed to deliver outcomes
against each objective.

The Strategy has been equality impact assessed which demonstrated positive
impacts to employee health, safety and wellbeing and no Equality and Fairness
implications.

OFFICIAL 1





EXECUTIVE COMMITTEE 26 APRIL 2019

4. IMPLEMENTING THE LEADERSHIP AND MANAGEMENT STRATEGY 2018 - 22

4.1  Delivery of the strategy will be through the implementation of the Leadership and
Management Delivery Plan 2018-22. The Brigade is committed to taking a
proactive and strategic role in the continuing development of its Leadership and
Management arrangements.

4.2  Monitoring of the effectiveness of this strategy and the delivery plan will be informed
through regular updates to the Executive Leadership Team.

4.3  The Director of Technical Services will undertake regular reviews of this strategy to
ensure it is driving improvement and that is taking account of any new or emerging
learning. A fundamental review of the strategy will be undertaken by the Director of
Technical Services in 2022.

IAN HAYTON KAREN WINTER

CHIEF FIRE OFFICER DIRECTOR OF CORPORATE SERVICES
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2 Introduction

PURPOSE

The changing nature and scope of the modern fire and rescue service means that
now more than ever before we need strong and effective leaders, who are both
operationally and professionally competent, and who can create and deliver a
compelling vision for the future to inspire and motivate others.

We acknowledge that it is our future leaders who will need to be able to turn our
strategic intent into reality against a backdrop of unprecedented financial
challenges. Therefore, it is critical that we invest in those individuals who are able to
drive and lead our workforce to ensure that we continue to deliver the first class
services our local communities deserve.
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STRATEGIC AIM

The Brigade already has in place a robust and systematic approach to determining
what it is that our leaders and managers are required to achieve. The Community
Integrated Risk Management Plan 2018 - 2022, in itself, depicts the over-arching
strategic goals and the recently updated Values and Behaviours Framework
demonstrates the underlying ethos which our staff will be committed to in delivering
and achieving our strategic ambitions.

This Leadership and Management Strategy is
one of the six themes within the Brigade’s
People Strategy, and details the steps that
we will take to develop and implement a

Innovation

Doing the.
Right Thing -

Being|

a whole system approach to leadership and

and management development, recognising
that every individual within the Brigade has some
responsibility for leadership.

The specific outcome and objectives we seek to achieve through delivery of this
strategy build on and aim to improve our existing arrangements. They link to and
inform workforce and succession planning all of which will support the achievement
of our Strategic Outcome within our People Strategy of ‘Outstanding Leadership’.

By living our values and demonstrating the behaviours set out in this framework, we
can all contribute to developing our ‘One Vision, One Team’ approach. Thus creating
a constructive and supportive working culture that realises the leadership potential
of our current and future staff.





3 Approach

We understand the need to develop our capacity to exercise effective leadership as
well as efficient management. However the most successful organisations do not
wait for leaders to come along. They actively seek out people with leadership
potential and expose them to career experiences, designed to develop that potential
and to meet the needs of succession planning so that the organisation can continue
to effectively sustain itself. Therefore, in delivering this strategy we need to ensure
that we understand and acknowledge the direct impact on organisational processes
such as learning and development, career development (pathways), succession
planning, recruitment and retention, and talent management.

The approach we have taken in developing this strategy is based on well- established
models of leadership and management development, from both within the academic
environment as well as the Fire Service. It acknowledges, reflects, endorses and
supports the paradigm shift from a historical ‘command and control’ model and
openly asserts our commitment to recruiting, developing and retaining leaders
whose style and behaviours mirror a more enabling and empowering approach.

The recently published NFCC Leadership Framework, states that ‘leadership is
key...and has never been more important at every level of the FRS’.

This new framework document aligns to one of the NFCC People Strategy six key
areas for improvement i.e.

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

It seeks to bring together the “what and how”; combining traditional operational and
professional competence with behavioural expectations.
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It describes “four levels of leadership” all of which are aimed at leading the

organisation (Fire Service) forward in an evolving operating environment.

Leading the Service
Focus on developing skills
to support and lead
corporate change.

v

Leading the Function
Focus on developing skills
for setting direction and vision
for the department, monitoring
and improving performance
and wellbeing.

e.g., station/group managers,
departmental managers

Vv

These four levels of leadership have informed the

foundation of our approach in developing

individuals who are capable of:

v

Creating a compelling vision and
engaging people to buy in and commit
to that vision

Leading across boundaries

Adapting within an evolving modern
Service

Utilising high levels of emotional
intelligence to support people in
achieving the goals of the organisation
Being in the present, but also horizon
scanning

Acting as an ambassador for learning
through both personal practice and by
creating sustainable learning
organisations

Embracing inclusion, diversity,
innovation and being open to
alternative perspectives
Demonstrating and promoting
compassion for “self” and others, with a
focus on improvement and
accountability





4 Leadership in Cleveland Fire Brigade

Before we start to develop any strategy it is important to look at what we have in
place first, so that we can identify what works well, build upon the successes we
have achieved and improve on those areas where we believe we could do better.

Currently we have embedded recruitment and selection procedures which
initially test managerial potential and we know that moving forward we want to
include assessments aligned to the Brigades ‘Values and Behaviours’ standards
which will better inform us about the personal qualities and attributes of our
staff and their potential to ultimately become leaders of the service. Our
existing development programmes include access to nationally recognised
leadership and management qualifications, and some aspects of managing in the
workplace such as sickness absence management and “Challenging
Conversations”. Again, this is an area we want to further enhance.

But in developing this strategy it was important for us to use an inclusive and
multi-disciplinary approach to make sure we reflect the views of all our staff
which will help to ensure that we have mutual ownership for this strategy right
from the start. We believe we have achieved this through communication and
consultation; drawing on station-based forums; leadership conferences; one to
one interviews, and focus groups. All feedback from these sources has been
taken on board and, where appropriate, has been incorporated into deliverables
in this strategy

But what will the Cleveland Fire Brigade Leadership model look
like?
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The NFCC Fire Service Leadership model seemed to be the obvious place to start.
Developing a strategy that has input from our own staff and a model which has
input from the Fire Services across England and Wales should provide us with the
strategic outcome we want to achieve: Which is “Outstanding Leaders”.

Our statement of intent is that we are committed to actively seeking out
people with leadership potential through our recruitment and selection
processes and to expose them to career experiences designed to develop that
potential and to meet the needs of succession planning. Through our
continued investment and commitment we will identify, nurture and support
the leadership capabilities of our present and future staff; all of which will be
delivered through a culture underpinned by our values and behaviours.

To illustrate what Outstanding Leaders looks like in Cleveland Fire Brigade, we
have utilised the NFCC four level model of leadership as the key guiding principle
of our own approach. Understanding the four levels of leadership and what each
level needs will help us to develop a clear delivery plan which has at its core
equity of access and opportunity to development and support for all our staff
which maximises their potential through a fair, consistent and inclusive
approach. Itisimportant to remember that this is not just a strategy for those
in the most senior posts within the Brigade but is a plan which has relevance for
all of our community of existing and future Leaders. It marks a shift in our
approach. We will empower and support individuals to take a careers approach
to their employment with the Brigade. Through its delivery we are confident that
we will be best positioned to meet future organisational challenges which will be
achieved by the growth and development of those who have diversity of
thought, demonstrate and promote compassion and can create the compelling
vision so vital to ‘Leading the Future — One vision, One Team’.





5 Our Leadership Model

Leading Yourself

I N Operationally & professionally
P _‘)‘ competent, resilient and self-motivated

) to be a positive
| role model
- 5/
D Leading Others

Adept in promoting equality, diversity
and success by building highly effective
inclusive teams

Leading the Function

Accountable and drives continuous
improvement in standards, services
and performance

ANOAY3IAS

AYOSIAY3dNS

One LEADING

THE

Vision
FUTURE

YIAOVNVIN 37aqin
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6 Strategy Outcomes

The over-arching Strategic Outcome of this strategy is to support the Over the next four years, we aim to achieve the following key strategic

development of Outstanding Leadership which involves developing individuals objective:

to their full potential to be high performing. It's about communicating with

integrity, being open and honest to foster trust and building collaborative . -
. . . We will develop our leaders to be able to lead within a

working partnerships. Outstanding leaders are ambassadors and role models for

the fire and rescue service who focus on others and use leadership to create high modern fire and rescue service

performance teams.

This means that we will nurture a working culture where people feel motivated,
are equipped to perform highly, and have shared aspirations for the Service.

By 2022

Our focus will be to:
People Outcome LM1: We will have strong and effective leaders and

managers at all levels that are: ATTRACT
e explore and consider the use of recruitment schemes such as direct entry into

e Operationally and professionally competent and can demonstrate senior positions, fast track graduate entry and accelerated promotion
resilience in high pressure and complex situations development programmes

e Accountable, and drive continuous improvements, standards, services
and performance DEVELOP

e Capable of creating a compelling vision for the future to inspire and e develop policies and standards aligned to the new national Fire & Rescue
motivate others Leadership Framework

¢ Adept in promoting an inclusive working environment that celebrates ® progress our organisational philosophy “One Vision One Team” that
equality, diversity; and engenders and maintains staff and public strengthens our leadership capabilities, encourages shared learning and
support and trust support, and teambuilding

e Able to collaborate internally and cross traditional boundaries with e develop our incident command capability
Partners

e Explore collaboration opportunities for accessing academic SUSTAIN
qualifications i.e. Leadership and Management e establish a pipeline of potential Leaders for the Brigade to help mitigate

issues arising from the retirement profile over the coming years.
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6 Strategy Outcomes

CFB Leadership Model Level 1

Leading Yourself

Every individual, whether they manage people or a process, are able to make a
leadership contribution. By living our values and demonstrating our behaviours,
we can all contribute to developing our “One Vision, One Team” approach and
create a constructive and supportive working culture that make Cleveland Fire
Brigade a great place to work. We want to harness this contribution and
empower our staff to take a career approach in their occupation with us and to
become the leaders of the future.

By creating stimulating opportunities, resources, training and support to develop
individuals personally and professionally we seek to turn a career vision into
reality. But the starting point for any career path is first of all learning about
yourself.

Leading yourself is the foundation for becoming a great
leader
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That’s why we have placed emphasis on Leading Yourself as being the most
important first step in the leadership journey. But personal leadership also
carries with it personal accountability. It is important that the journey is a
partnership between the Brigade and the individual if career aspirations are to
be realized and our outcomes achieved.

Therefore, we will continue to build upon our existing arrangements which will
help assist individuals, as they make their journey to whichever final destination
they choose, such as the Values and Behavioural Framework, Mentoring Scheme
Leadership qualifications and professional seminars.

20@® people Outcome LM 1.1: We will have operationally and professionally

competent, resilient and self-motivated people who are positive role
models

v' Embed Values and Behaviours into Personal Development Review

\

Develop a Personality/Leadership profiling self-assessment

v' Develop a Career Pathway Framework which identifies competencies
required for each of the four levels aligned to professional qualifications

v' Develop a professional framework for Level 1 Leaders to include Time
Management, Personal Resilience, Equality, Diversity & Inclusion

v' Develop opportunities for personal growth i.e. Volunteering, Operation
Florian (subject to competency requirements), projects, working groups,
external/internal work placements and assignments

v' Embed Mentor Scheme





6 Strategy Outcomes

CFB Leadership Model Level 2

Leading Others

The second level in our Leadership and Management model can be said to be
that important first step when people make the transition from leading and

managing themselves to leading and managing others.

In this role, individuals need professional competence but equally important
need to understand what personal skills and behaviours are needed to build
effective and inclusive teams. Within this level, we seek to build on those skills
and competencies attained and demonstrated within ‘Leading Yourself’ and to
provide training and development which will continue to develop individuals to
become a leader of ‘others’. Individuals will need to be able to motivate and
inspire whilst fostering a positive and inclusive working environment, all of which
is achieved through a combination of values and skills.

Leading others is the foundation for creating
results.
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At this level it isn’t just about how someone manages their workload to get the
job done, but more importantly it’s about the way they inspire and develop their
staff to realise their potential and harness high performing and committed
teams.

The outcomes we aim to achieve over the next four years to develop our staff to
be able to lead others seeks to build upon existing arrangements but goes
further than just academic development and includes development of those
personal skills needed for effective people management.

28® people Outcome LM 1.2: We will have people who are adept in

promoting equality, diversity and success by building highly effective
and inclusive teams

v" Develop a process for 360 feedback (to support Personal Development
Review)

v' Develop a professional framework for Level 2 Leaders to include
Leadership and Management qualification, academic, Managing
Equality, Diversity & Inclusion, Unconscious Bias, Developing Others,
Managing Attendance, Communications & Listening Skills, Challenging
Conversations, Workplace Assessor, Team Building, IOSH/NEBOSH
(subject to functional role requirements)

v" Develop opportunities for personal growth i.e. volunteering, Operation
Florian (subject to competency requirements), projects, working groups,
external/internal work placements and assighments

v' Explore collaboration opportunities for accessing academic
qualifications i.e. Leadership and Management





6 Strategy Outcomes

CFB Leadership Model Level 3

Leading the Function

Leading the Function level is about developing our staff to drive results; to
become strategic in their thinking and acting, and who can work across
boundaries to innovate.

At this level, our leaders need to able to translate vision into strategy and

communicate the right direction to their staff ensuring that the Brigade is able to
deliver its services across Prevention, Protection and Response.

Leading the function is the foundation for
continuous improvement and innovation
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Our ambition over the next four years is to enhance our approach in leadership
and management with a focus on both academic and personal learning. By this
we mean that our staff will need to fully understand our political, legal, social
and economic environment as well as a keen grasp of our risk profiles and
financial challenges.

Equally important is that we must also ensure that we provide opportunity for
personal growth and expression to encourage innovation.

“Leadership is not defined by what courses we have attended or
what qualifications we have, but instead by the difference we are
making to the people around us”

(NFCC Leadership Framework 2019)

28@® people Outcome LM 1.3: We will have people who are accountable
and drive continuous improvement in standards, services and
performance

v' Develop a professional framework for Level 3 Leaders to include
Leadership and Management qualification, academic degree
Performance Management, Governance, Finance, Planning/Project
management, Internal Quality Assurance, NEBOSH/IOSH (subject to
functional role requirements)

v" Develop opportunities for personal growth at Level 3 i.e. volunteering,
projects, working groups, external/internal work placements and
assignments





6 Strategy Outcomes

CFB Leadership Model Level 4

£

Leading an organisation can be said to start with a focus on the ‘bigger picture’

so that there is a clear understanding of where the organisation is headed,
whether the right culture, competences and resources are in place to support
that journey and if the service is right to achieve the defined goals. In essence,
it’s about ensuring that the organisation is focused on the longer term and not
just the here and now.

Leading the service is the foundation for creating,
articulating and delivering the organisations
vision and values
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At this level it’s important for us to consider those additional skills, competencies
and behaviours required, for example, creating strategic alignment; leading
organisational culture; catalysing change and developing a leadership and talent
strategy which aligns to and supports the delivery of the organisation.

Our ambition over the next four years is to develop a coherent and transparent
approach to developing our staff to become leader’s at all four levels. We want
to enhance our recruitment and selection and workforce/succession planning
processes to help us to identify and nurture those who can demonstrate that
they have the potential to lead, influence and shape the future as well as the
present.

28® people Outcome LM 1.4: We will have staff that are able to create a
compelling vision and can lead corporate change

v' Adopt a talent management scheme

AN

Establish a Direct Entry Scheme (Strategic Level)

v" Explore and consider the use of accelerated promotion development
programmes

v" Work with HR to develop a robust succession planning process to
identify the next generation of leaders

v Develop a professional framework for Level 4 Leaders to include
Strategic Leadership and Management qualification/Masters
Degree/Executive Leadership programme (Fire Service)

v' Develop a process for internal/external work placement opportunities

v" Further develop Mentoring Scheme to include Mentors at Strategic level

(internal and external to the Brigade) including exposure to the

Executive Leadership Team meetings schedule





7 Incident Command

Commanding operational situations is different to managing controlled and
defined situations or workplace scenarios. Incident Commanders need a range of
leadership qualities together with command skills to deal with the wide-ranging
nature of emergencies.

It is vital that we provide development to our staff so that they become
assertive, safe and effective leaders to deal with a range of operational incidents
and events at all levels of command.

Our incident commanders need to be

confident and self aware

well trained and competent

have sound situational awareness

able to lead, direct and instruct others

communicate effectively

able to plan and implement

can apply sound judgment and effective decision-making

able to adapt to changing situations

SN N N N N S N

are calm and controlled

Our selection processes will ensure personnel who are responsible for
performing command functions have the potential to be developed to meet
these requirements.
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Our training processes for initial development and maintenance of skills will
equip our cadre of incident commanders with the operational knowledge and
understanding needed to resolve the full range of reasonably foreseeable
incidents and enable them to adapt to those that are not foreseeable.

Our full approach to incident command development is detailed within the
Brigade’s Incident Command Training Framework, and it is intended that the
outcomes within the Leadership and Management Strategy will underpin the
personal skills and attributes required for staff to become effective leaders in
resolving operational incidents and emergencies.

National

Operational ‘D

Guidance




https://www.ukfrs.com/

https://www.ukfrs.com/guidance/incident-command



8 Delivering the outcomes

We are committed to supporting the development and progression of all staff
ensuring a fair and consistent approach to performance and promotion. Key to
this is the development of a leadership culture which is about empowering each
person to understand and recognise their own leadership potential, and most
importantly ensuring they have the opportunity to realise their full potential.

This strategy will be progressed through a Multi-professional Leadership and
Management Group, which will be accountable for realising the benefits, value
and contribution that this strategy can make to individuals, teams and to
organisational objectives. The success of this Leadership and Management
Strategy will be judged by the extent to which it:
v' Delivers on the key implementation measures within the action plan
v Enables the Brigade to recruit, retain and develop high quality leaders
and managers at every level of the organisation that are:
o operationally and professionally competent and can demonstrate
resilience in high pressure and complex situations
o accountable, and drive continuous improvements in standards,
services, and performance
o0 capable of creating a compelling vision for the future to inspire and
motivate others
o adeptin promoting an inclusive working environment that celebrates
equality, diversity; and engenders and maintains staff and public
support and trust; and
o able to collaborate internally and cross traditional boundaries with
Partners
o enables the Brigade to effectively achieve its organisational priorities
and meet its key performance measures as identified through the
Brigade’s performance management and assurance arrangements
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Resource Implications

There are no Health & Safety issues identified in implementing this strategy.
Financial implications in delivering the strategy outcomes will be incorporated
into the annual financial planning for learning and development.

Equality Impact Assessment (EIA)

This strategy has been equality impact assessed in line with the Brigade’s EIA
procedure. The findings conclude that the implementation of the Leadership and
Management Strategy does not have a detrimental impact on any group of staff,
including those with one or more protected characteristics.

Monitoring Audit and Review

ELT will undertake regular reviews of this strategy to ensure it is driving
improvement and that it is taking account of any new or emerging legal,
economic or environmental factors.
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MEDIUM TERM FINANCIAL STRATEGY (MTFS)
2018/19 to 2022/23 - UPDATE &

JOINT REPORT OF THE CHIEF FIRE OFFICER AND e avmsoy
TREASURER

s ([For Approval
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2.1

3.

3.1

PURPOSE OF REPORT

To update Members on the impact of increases in employers pension rates for fire
fighters applying from 1% April 2019 and Government funding arrangements.

RECOMMENDATIONS

It is recommended that Members:

ii)

Note the report;

Approve the proposal that the additional 2019/20 unfunded employers pension
costs of £136,000 are either funded as:

a first call on the 2018/19 outturn if this is higher than previously forecast; and

any residual shortfall is then funded as a first call on any managed
underspend achieved in 2019/20, or if a 2019/20 underspend is not achieved
will need to be funded from the Budget Support Fund.

Instruct the Chief Fire Officer to update the development of the contingency
savings plan based on the existing scenario 1a and revised scenariolb (i.e.
forecast deficits respectively of £2.297m and £3.841m (February MTFS 1b
forecast £3.497m) and to report details to a future meeting as part of the
process for setting the 2020/21 budget;

BACKGROUND

As detailed in the February 2019 MTFS report the Government had confirmed an
increase in employers’ pension contribution rates for fire fighters. Other unfunded
pension schemes for the police, teachers and NHS also face significant increases.
These increases reflect the impact of changes in how future pension liabilities are
calculated.
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3.2

3.3

3.4

3.5

4.1

4.2

4.3

4.4

The Government also indicated that employer pension contributions for fire fighters
would increase from an average of 17.6% to 30.2%. However, details of the impact
of this change across the four fire fighter pension schemes were not been provided,
which made financial planning difficult.

Nationally the Government had previously estimated an increase in contributions for
Fire and Rescue authorities of £107m and indicated they would fund £97m of this
cost in 2019/20. The Government also indicated the case for recurring funding for
2020/21 and future years will need to be made in the 2019 Spending Review.

Based on information available at the time the February 2019 MTFS report was
prepared the gross recurring cost to the Authority in 2019/20 was estimated to be
£1.3m.

On the basis of the Government funding approximately 90% of this cost it was
estimated that the Authority faced a net 2019/20 budget pressure of £130,000. This
was slightly higher than the provision included in the 2019/20 budget forecast for an
increase in employer pension contributions of £100,000. The estimated cost of
£130,000 is included in the approved 2019/20 budget.

UPDATED POSITION

The Government confirmed the actual 2019/20 employers’ pension rates for fire
fighters in late March 2019 and different increases will apply to the four fire fighters
pensions schemes as follows:

1992 Modified 2006 2015

Scheme Scheme Scheme Scheme
Previous Rate 21.7 21.7 11.9 14.3
Rate from 01.4.19 37.3 37.3 27.4 28.8

The Government has indicated that the national funding available for 2019/20 will
increase from £97m to £115m. The Authority’s share of this funding will increase
from £1.170m to £1.408m. Both the national and local funding allocation are
subject to a formal grant announcement.

The impact of the actual 2019/20 pension rates has been assessed and the
estimated additional cost is £1.674m. This is £374k higher than the previous
forecast and reflects the higher actual increase in the employers’ pension rates.
The revised grant allocation for the Authority covers 84% of the increased cost,
compared to the initial forecast of 90%. The Government has not yet provided an
updated national forecast of the additional costs, therefore it is not possible to
determine how much of this cost is funded by the increased grant allocation.

For 2019/20 the additional net budget pressure is £136,000. This is after reflecting
the increase in Government grant as detailed below:
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4.5

4.6

5.1

5.2

5.3

5.4

Latest
Forecast

£000
Additional Pension Costs 1,674
Less - 2019/20 Grant (1,408)
Net Budget Pressures 2019/20 266
Less — 2019/20 budget provision (130)
Additional budget pressure 2019/20 136

It is recommended that the additional 2019/20 budget pressures of £136,000 is
either funded as a:

e afirst call on the 2018/19 outturn if this is higher than previously forecast; and

e any residual shortfall is then funded as a first call on any managed underspend
achieved in 2019/20, or if a 2019/20 underspend is not achieved will need to
be funded from the Budget Support Fund.

The fall back option of using the Budget Support Fund will avoid the need for in year
budget cuts and the potential use of this amount will not have a significant impact
on the uncommitted Budget Support Fund available to support the budget in future
years.

CONCLUSIONS

As part of the MTFS recommendations approved in February it was determined that
the Chief Fire Officer should develop a contingency savings plan based on
scenarios la and 1b (i.e. forecast deficits of £2.297m and £3.497m respectively)
and report details a future meeting as part of the process for setting the 2020/21
budget.

The scenario 1b forecast deficit was based on the Government not providing
additional recurring funding for increase fire fighter pension costs in 2020/21 and
future years.

Confirmation of the pension rates for 2019/20 onwards means the Authority faces
additional unbudgeted costs in 2019/20 of £136k. A proposed strategy for
managing this position is detailed in paragraph 4.5.

The actual increase in pension rates is higher than forecast and this means the
funding arrangements for 2020/21 onwards are even more important. If additional
recurring Government funding of £1.674m is not provided as part of the 2019
Spending Review for increased pension costs the forecast 2020/21 to 2022/23
budget deficit (scenario 1b) may increase from £3.497m to £3.841m.

IAN HAYTON CHRIS LITTLE
CHIEF FIRE OFFICER TREASURER
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