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Shropshire and Wrekin Fire and Rescue Authority 
Standards and Human Resources Committee 

3 December 2018 
 
 

People Strategy Annual Report 

 

Report of the Chief Fire Officer 
For further information about this report please contact Rod Hammerton 
Chief Fire Officer, on 01743 260201 or Germaine Worker, Head of 
Human Resources and Administration on 01743 260210. 
 
 

1 Purpose of Report 
 

This report provides an update on the changes that have been made to the 
People Strategy. 
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Recommendations 
 
The Committee is asked to: 
 
a) Note the contents of the report, and 
b) Note and familiarise themselves with the changes to the 

People Strategy 
 

 

3 Background 
 

The People Strategy 2016 – 2020 provides a framework to support the aims 
and objectives of the Service by providing the right people in the right place at 
the right time with the right skills across the service.  
 
The objectives of the People Strategy are to support the organisation in the 
achievement of its objectives by ensuring Shropshire Fire and Rescue Service 
(SFRS): 
 
1. Creates and maintains a workforce that is committed and able to achieve 

our mission 
2. Supports employee improvement processes to enable staff to undertake 

diverse and changing roles 
3. Selects and retains a diverse workforce to reflect the community we 

serve 
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The Strategy is divided into 6 key areas and each has defined targets and 
activities which support the achievement of our organisational aims and 
objectives. 

 
1. Developing leadership capacity 
2. Organisational development and engagement 
3. Developing the skills and capacity of the workforce 
4. Resourcing the service 
5. Reward and Recognition 
6. Health and Wellbeing 

 
More detailed planning and activities to support the achievement of our 
organisational strategy can be found in the HR Departmental Plan, Training 
Plan, Recruitment and workforce plans. 

 

4 Monitoring and Evaluation 
 

The Plan is updated on a six monthly basis.  A mid-year exception report is 
submitted to SMT for note and an Annual Report is submitted to the 
Standards and Human Resources Committee. 

 

5 Progress 
 

In July of this year a full review was undertaken by the Head of HR and 
Administration and the Assistant Chief Fire Officer (ACFO).  The original plan 
was created and implemented by the previous ACFO and so, neither the 
HHRA or ACFO had, had any input into the formulation of the plan, therefore, 
it was felt that a full review was required at this time. The updated version is 
attached at Appendix A. 
 
As part of the review a number of documents / literature have been utilised to 
review the local objectives under each of six key areas.  This has enabled us 
to more closely align our objectives with the new Leadership Framework, the 
requirements of the HMICFRS Inspection and this year’s Annual Service Plan 
and the HR and Corporate Service plan. 
 
Some of the key additions/changes relate to: 

 
a) More closely aligning our leadership development programmes with the 

National leadership and management strategy 
b) Enhancing and recognising our duty to collaborate 
c) Ensuring diversity and inclusion is embedded into everything we do 
d) Supporting programmes of work affecting OD from strategic alliances 
e) Creation and use of the recruitment and workforce plans 
f) A shift of focus towards to attraction and finding the best people to join 

SFRS 
g) Using a range of tools to improve employee engagement and enhance 

the employee experience 
h) An increased emphasis on supporting staff mental/physical wellbeing 
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The People Strategy is a ‘live’ and working document and therefore will be 
subject to regular review and update.  The overriding principles and objectives 
of the plan remain the same, however, as time has moved on further 
supporting documentation has been created to support different areas of the 
strategy.  Appendix B outlines the supporting documentation. 
 

6 Recommendations  
 

Due to a number of changes to the Action Plan, it is recommended that 
members note the changes and familiarise themselves with the updated 
version of the strategy. 
 

7 Financial Implications  
 

There are no financial implications arising from this report. 
 

8 Legal Comment 
 

There are no legal implications arising from this report. 
 

9 Initial Impact Assessment 
 

This report contains merely statements of fact / historical data.  An Initial 
Impact Assessment is not, therefore, required. 

 

10 Equality Impact Assessment 
 

There are no equality or diversity implications arising from this report.   
An e-EQIA is not, therefore, required. 
 

11 Appendices 
 
Appendix A 
Updated People Strategy 
 
Appendix B 
Outline of supporting documentation 

 

12 Background Papers 
 

There are no background papers associated with this report. 
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1. Introduction 

 
Our strength is our people and they are our Service.  This strategy deals with what our 
people do now and towards 2020 and aims to prepare and support them in putting 
Shropshire’s safety first. 

 

2. Purpose 

 
The People Strategy provides a framework to support the aims and objectives of the 
Service by providing the right people in the right place at the right time with the right 
skills across the Service. 

 
We aim to support the creation and maintenance of a dignified, stimulating working 
environment where staff are valued and encouraged to maximise their contribution to the 
effectiveness of the Service. 

 

3. How the People Strategy Fits 

 
Where practicable Shropshire & Wrekin Fire Authority supports the achievement of 
national strategies applicable to the Fire and Rescue Service whilst balancing this with a 
focus on providing a Service that puts Shropshire’s safety first.  To that end the following 
strategies and frameworks have informed the development of our People Strategy: 

 

 Shropshire & Wrekin Fire Authority Service Plan 2015-2020 

 Shropshire & Wrekin Fire Authority Single Equality Scheme 

 Shropshire Fire and Rescue Service Training Needs Analysis 

 ‘Enabling Closer Working’ consultation and response documents  

 Making the Difference Needed - CFOA Strategic Direction 2015-2019 

 West Midlands Regional HR Strategy 2014-17 

 Regional Chief Fire Officers Collaborative working undertaking 

 National Framework Document 2012 (as amended) 

 
This strategy doesn’t stand alone and other plans are derived from, or informed by, it 
including the: 

 

 Health and Wellbeing Plan 

 Employee Engagement Plan 

 Annual Human Resources, Development and Equality Departmental Plan 

 Annual Training Departmental Plan 

 Service Development Departmental Plan 

 Information, Communication and Technology Strategy 2015-2020 
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4. Vision 

 
Our mission, ‘Putting Shropshire’s Safety First’ can only be achieved with the appropriate 
numbers of motivated and skilled staff. 
 

5. Objectives 

 
The objectives of the People Strategy are to support the organisation in the achievement 
of its objectives by ensuring SFRS: 
 

1. Creates and maintains a workforce that is committed and able to achieve our 

mission.   

2. Supports employee improvement processes to enable staff to undertake diverse 

and changing roles. 

3. Selects and retains a diverse workforce to reflect the community we serve. 

 

6. Drivers for Change 

 
Demand 
Traditional demand is declining.  The number of incidents has decreased nationally and 
locally over the last 10 years to less than two-thirds of what they were.  Whilst the 
reducing number of incidents is good news for Shropshire’s communities, it presents 
greater challenges to the Service in terms of ensuring our staff are competent, and 
therefore safe, when they respond to what are often complex and very dynamic situations. 
Assuring the operational effectiveness of our firefighters and the command competence of 
our officers is therefore key to ensuring high levels of safety are maintained. 
 
At the same time the amount of prevention and partnership activity we are engaged with 
has increased, with more work in schools, communities and business education than ever 
before. 

 
There are close links with health and social care agencies as those that are vulnerable 
can often be clients of more than one agency for example, older people living alone.  Such 
groups are more likely to have need of interventions from both Health and Fire and 
Rescue services, especially in bad weather.  Links like these show us where our 
dedicated staff can focus efforts in future to increase prevention activities making 
Shropshire even safer and at the same time reduce the demand on the health sector, 
improving the quality of life for the people that we serve. 

 
Funding 
Public sector austerity has had a huge impact on the Service.  Our budget has decreased 
significantly since 2010.  We were proactive in meeting the challenge of diminishing 
financial resources and our 4 year Public Value programme put us in a stable financial 
position from which to plan for the expected further reductions over the period to 2020. 
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We haven’t recruited new full-time firefighters since 2009 and we have reduced the size of 
our workforce through the natural retirement profile.  In 2012 we also began a Service 
Transformation Programme which aims to invest in the short term, to save in the long term 
making us more productive and efficient.  This required foresight and funding and the Fire 
Authority supported the initiative with a number of projects that are ongoing, including 
upgrading technical infrastructure and investing in new technology to maximise our 
productivity. 

 
Ways of working 
Declining incident levels and reductions in staffing numbers to meet financial constraints 
have led us to look again at where our risk comes from and how we can best respond.  As 
a result our 5 year Service Plan (2015-2020) includes a number of transformative projects 
that consider the duty systems we use for our full time firefighters; the role, function and 
ways of working in Fire Control as well as the introduction of new technologies and 
consideration of how to best use our buildings. 

 
Our ICT Strategy falls out of the 5 year Service Plan and explains how we intend to link 
the use of technology with transformation and ways of working including the reduction in 
manual processes, increasing the links between systems and data and improving ease of 
use and user satisfaction. 

 

7. Our Core Values 

 
Through the definition of our Core Values, Shropshire and Wrekin Fire Authority sets out 
what is expected of employees. 

 
Service to the Community  

 
We value service to the community by 

 Working with all groups to reduce risk  

 Treating everyone fairly and with respect  

 Being answerable to those we serve  

 Striving for excellence in all we do 

 
People 

 
We value all our employees' by practicing and promoting  

 Fairness and respect  

 Recognition of merit  

 Honesty, integrity and mutual trust  

 Personal Development  

 Co-operative and inclusive working 
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Diversity 
 

We value diversity in the service and the community by  

 Treating everyone fairly and with respect  

 Providing varying solutions for different needs and expectations  

 Promoting equal opportunities in employment and progression  

within the service  

 Challenging prejudice and discrimination 

 
Improvement 

 
We value improvement at all levels of the service by  

 Accepting responsibility for our performance  

 Being open-minded  

 Considering criticism thoughtfully  

 Learning from our experience  

 Consulting others 

 

8. Our People Capacity 

 
The ‘Human Resources and Development’ and ‘Training and Assurance’ teams consist of 
appropriately qualified staff. 

 
HR and Development advice is provided by CIPD (or equivalent) qualified staff.  All staff 
working in Training and Assurance are appropriately trained and qualified in their fields 
e.g. we have trained instructors and qualified assessors in Training and Development. 

 
The Service Development team complement the work of the other people-focused teams 
through their work developing improvements and supporting the management of change 
across the organisation.  

 
Each team has an allocated budget which is monitored by SMT with overall scrutiny 
provided by the Strategy and Resources Committee of the Fire Authority. 

 
We out-source our Occupational Health and Fitness Assessment services and each of 
these contracts is let to qualified and experienced professionals.  

  
Where appropriate, teams work with their colleagues across the region and with other 
agencies to support training to meet defined need and the sharing of facilities and 
experiences. 
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9. The Strategy 

 
The Strategy is divided into 6 key areas and each has defined targets and activities which 
support the achievement of our organisational aims and objectives.  

 
People Strategy Key Areas: 

 

1. Developing leadership capacity 

2. Organisation development and engagement 

3. Developing the skills and capacity of the workforce 

4. Resourcing our Service 

5. Reward and recognition 

6. Health and wellbeing 

 

More detailed planning and activities to support the achievement of our organisational 

strategy can be found in the Human Resources and Development and Training and 

Assurance team annual plans. 

 

10. Monitoring and Evaluation 

 
All departmental plans are monitored by SMT through exception reporting. 

 
An annual report on the People Strategy will be considered by the Standards and Human 
Resources Committee. 
 
The People Strategy is available to all staff and will be published on the Portal and on our 
website at www.shropshirefire.gov.uk.  There will be ongoing consultation with the 
Representative Bodies regarding the implementation of specific elements of the Strategy 
through the annual plans. 

 
Measuring effectiveness: 

 
We will know our strategy has been effective if we find: 

 

 Overall staff engagement shown through the staff survey is good against 
benchmarks and continues to improve 

 Operational response and performance targets are met 

 Evidence of well-managed change programmes collected via feedback and 
engagement surveys 

 Sickness absence levels, including stress related absence, is low compared to 
benchmark organisations 

 Our staff perform well in open recruitment processes  

 

http://www.shropshirefire.gov.uk/


 

 8 S&HR 3.12.18 

 

11. High Level Objectives and Actions (amended 07/18) 

 
11a. Develop leadership capacity 

 
High level objectives: 

 
 We will support the development of staff within the organisation to ensure 

operational and non-operational leadership capacity is in place to manage the 
organisation in the future 

 
 We will support the improvement of political and managerial leadership through 

attracting and developing our senior managers and Members of the Fire 
Authority 

 
 We will support appropriate regional training collaboration at all levels of 

leadership 
 
 

 Local Objectives 

1.  Continue and refresh internal leadership development programmes in line with the National Leadership and Management 
Development Strategy 

  2. Contribute to the development of operational and non-operational leadership programmes regionally and nationally 

      3. Produce a Member training needs analysis and target high priority need 

      4. Work in accordance with the National Leadership Framework to develop our leaders 

      5. Implement and review the workforce and succession planning process 

      6. Identify leadership behaviours to inform leadership programmes 
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11b. Organisation development and engagement 
 

High level objectives: 
 

 We will support the development of our organisation to improve productivity 
and manage performance 

 We recognise our duty to collaborate and support the collaboration and 
appropriate partnerships with other Services/agencies 

 We will work to maintain effective employment relations with our employees 
and representative bodies 

 We will engage with staff to ascertain and improve levels of satisfaction and 
motivation 

 Diversity and inclusivity should be embedded in every aspect of SFRS 
 

 Local Objectives 

          1. Maximise workforce resilience through improved Attendance Management  

          2. Participate in and encourage, Trade Union consultation both formally and informally 

          3. Ensure cross-team Business Continuity plans in place 

          4. Implement regular staff engagement surveys and support the achievement of resulting action plans 

          5. Implement the communications strategy and monitor its effectiveness 

          6. Supporting programmes of work affecting organisational development from strategic alliances and other 
collaborations 

          7. Work to embed EDI across all areas of SFRS in line with the IFSG action plan 

        8. Encourage staff to seize formal and informal development opportunities 

        9. Seek suggestions for improvements in all areas of the service 

 
 
 



 10 S&HR 3.12.18 
 

11c. Develop the skills and capacity of the workforce 
 

High level objectives:  
 

 Work with managers to raise performance and skills across all functions 
 Work towards providing the most appropriate blend of practical, classroom based, and 

remote learning opportunities in a way that supports all duty systems. 
 Provide robust measurement, monitoring and quality assurance of operational 

capability 
 Promote interoperability with our partner agencies 
 Exploit Commercial Opportunities 
 Develop commonality and share resources with key partners 
 Digitize and streamline all Training & Development data reporting systems & processes 

 
 

 Local Objectives 

1. Make efficient and effective use of local and regional training resources to develop both green and grey book staff 

      2. Standardise approaches to the delivery of training and development across the region including common course content 

      3. Look for opportunities in all areas of training delivery to exploit commercial prospects. 

       4. Develop specialist areas in conjunction with regional partners. 

       5. Develop our Telford site with consideration of the current and future provision of regional facilities. 

       6. Design and deliver quality operational training and development programmes to enable competent effective response to 
emergency incidents that meets the demands of both Retained and Whole-time Duty Systems 

       7. Produce an organisational training needs analysis and target interventions to mitigate risk in a cost effective way linked to 
the IPDR process 

       8. Develop and implement an accurate and robust method of recording, monitoring and reporting on operational training 

       9. Develop the potential of Resourcelink and other software to digitize and streamline People reporting and processes 

      10. Enhance Critical Operational Training with Operational Licences ‘tickets to Ride’ 
 

      11. Develop our e-Learning platform to provide a suite of e-Learning packages to support learning 
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11d. Resourcing our Fire and Rescue Service 
 

High level objectives:  
 

 We will work to build a diverse workforce 
 
 We will work with managers to ensure effective recruitment, 

retention and progression 
 

 We will deliver effective workforce planning 
 

 We will encourage opportunities for Flexible working 
 
 

 Local Objectives 

1 Provide timely positive action events to encourage under-represented groups to consider a career with SFRS 

2 Look to create opportunities and identify career pathways to support young people to enter into the FRS. 

3 Use appropriate performance management data to inform workforce and succession plans 

4 To ensure that appropriate mechanisms are in place to review our resources/supply/demand 

5 Promote a positive culture to attract the best people to join SFRS 

6 Use proven modern recruitment methods e.g. on-line application methods and candidate screening 

7 Implement the highest appropriate standards of personnel security vetting through clearly communicated requirements 
and checks 

8 Identify ways to make jobs more flexible to increase work life balance 
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11e. Reward and Recognition 
 

High level objectives: 
 

 We will support the development of national pay arrangement which 
recognise the contribution of all employees 

 
 We will support, with any local flexibilities, the development of an effective 

employment package 
 

 We will support and monitor effective Performance management 
 

 We will clearly communicate our ‘benefits’ offering  
 
 
 

 Local Objectives 

         
1. 

Use a range of tools to improve employee engagement and enhance the employee experience 

          

2. 
Research and develop the provision of appropriate additional employee benefits which offer value for money for the 
Authority 

          

3. 
Participate in regional and national forums to influence future pay negotiations 

          

4. 
Celebrate success and seek to recognise outstanding employee contributions in innovative ways 

                        

5. 
Support and monitor the IPDR process across the organisation to identify excellent performance 

 6. 
Seek suggestions for improvements in all areas of the Service  
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11f. Health and Wellbeing 

 
High level objectives: 

 
 Develop a Health and Wellbeing action plan to improve the health and wellbeing of our 

staff 
 

 De-stigmatise issues surrounding mental health illnesses 
 

 Use all of our data sources including reasons for sickness and our Staff Survey to 
design interventions to improve the health and wellbeing of our staff 

 
 Ensure our staff are able to access appropriate care which will enable them to return to 

their duties at the earliest opportunity 
 

 Support managers with training initiatives to strengthen people management practice 
 

 

 Local Objective 

     1. Embed the Health and Wellbeing Strategy to support staff psychological and physical health 

     2. Create a benefits offering and research the viability of introducing and Employee Assistance Programme 

     3. Review the Management, Training and Development programmes in relation to Health and Wellbeing  

     4. Use HR data to inform policy and planning 

     5. Use Health and Safety data to inform and address any areas relating to Health and Wellbeing 

     6. Identify ways to make jobs more flexible to increase work life balance 

7. Identify and communicate a range of services to support staff mental and physical wellbeing 
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