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Section H7

People Management Strategy (2008/09)

1 Introduction

This Strategy has been designed to support East Sussex Fire Authority’s (the Fire Authority)
vision and strategic aims, to develop and live up to its core values, as well as to deliver its
agreed strategic priorities.

This Strategy sets out a detailed approach to help ensure that East Sussex Fire and Rescue
Service (ESFRS) has the right numbers of skilled people in the right place at the right time to
ensure that the strategic objectives of the Fire Authority are met and that the Fire Authority’s

aspirations as a model employer are achieved.

It has been developed taking into consideration the relevant legislation, the draft National
Framework 2008 —2011, Local Government Association’s (LGA) shared vision, the Chief Fire
Officers’ Association (CFOA) HR Strategy, the South East Regional Management Board (RMB)
HR strategy and above all, the aspirations and expectations of the communities of East Sussex
& the City of Brighton & Hove and the staff of ESFRS.

The primary purpose and vision of the Fire Authority and ESFRS is:

Achieving Safer and more sustainable communities.

In order to achieve our vision, we must be able to meet the public expectations of what ESFRS
as a Service is here to do, and we must retain the high levels of public respect and support

which the ESFRS currently enjoys.

There are a number of strategic issues facing fire and rescue authorities that are being
addressed including:
Compliance with national and european legislative reform
Improvement of firefighter safety to deal with incident environments which are becoming
ever more demanding and complex.
Continued improvement and modernisation of political and organisational structures

Capacity building and developing leadership at all levels



Ensuring the Equality and Diversity agenda meets the differing community needs within
our area

Enhanced performance improvement

Increased demands on limited budgets

Sustainability agenda

Shared services and impact onto ‘back office’ functions

Comprehensive Area Assessment

Local Area assessment and strategic partnerships

Community Engagement and the concept of ‘localism’

Against this background, we aim to deliver more effective and efficient services to our local

communities.

Equally, we anticipate that, for the future, ESFRS is likely to ‘look and feel’ different in regard to

the people who deliver and support the Service in the following ways:

Staff are likely to be deployed in a different way to meet service demands

There will be a more diverse workforce working even more closely with the communities
we serve and reflecting these communities

Managers and staff will be solution oriented

Continued emphasis will be given to the need for training, learning and development
across all functional areas, but importantly in the operational field

Inappropriate behaviour will have been eradicated and staff working to agreed set of

values.

To become a model employer, ESFRS needs to offer good working conditions, improved
employment practices, the ability for employees to balance life in and outside work, lifelong

learning and employability, fair pay, employees’ involvement and good communications.



Above all, a model employer is characterised by its management style. This needs to be
facilitative, seeking to help each individual to make the most of themselves through coaching,
mentoring, development and devolving authority to small, integrated teams whilst ensuring
equality, diversity and fairness as well as understanding and appreciation of corporate

governance are embedded throughout.

This Strategy seeks to continue to facilitate ESFRS to move from being a traditional, relatively
narrowly focused workforce to one that has grown in line with the Fire Authority’s strategic aims
and objectives, fully competent and capable of working in new areas of responsibility and able

to face the challenges of the future with confidence and in a positive manner.

National Context

The latest Fire and Rescue National Framework 2008-11 Chapters 5 & 6 set out the national

expectations and requirements for Fire and Rescue Service staff.

This places a responsibility upon the Fire Authority to ensure that all members of staff
are treated fairly and afforded equality of opportunity (see section 6 and the Equality &
Diversity Strategy). In addition, the Fire Authority should ensure that all staff are

developed in a way which takes into account the differing needs of an individual.

The Integrated Personal Development System (IPDS) has been developed to direct future fire
& rescue service development. It supports the delivery of our Strategic and Annual Risk Based
Plans including the Integrated Risk Management (IRM) Plan. These Plans should set out when
and where people are needed, how they are to be deployed and what competencies staff will

require to fulfil the agreed Plans.

The Fire Authority should ensure that national processes (as long as they suit the needs of the
business) are used for the progression of staff and put into place systems (and train managers)

to ensure that staff are treated fairly against national standards.



Regional Context

The Fire Authority forms part of the South East Fire & Rescue Service Regional Management
Board and will, with the other South East Fire & Rescue Services, work toward developing

regionally consistent HR Strategies and Policies.

The South East HR (SEHR) Strategy was agreed during 2007 and seeks to identify where
action in a regional basis will ‘add value’ for each Fire Authority and Service by enhancing
capacity, avoiding duplication, addressing common challenges together and, as a result,

increasing organisational efficiency in its widest sense.

The SEHR Strategy, in conjunction with this Strategy will enable this Fire Authority and ESFRS
to meet the Government's expectations expressed in both the 2006—08 National Framework

and those articulated in the latest national framework which covers the period for 2008-11.

Local Context

East Sussex Fire Authority was established on 1 April 1997. The Fire Authority comprises 12
Councillors nominated by East Sussex County Council and 6 Councillors nominated by
Brighton & Hove City Council. The current political composition of the Authority is 10
Conservative Councillors, 4 Liberal Democrat Councillors, 3 Labour Councillors and 1

Councillor from the Green Party.

The role of the Fire Authority, which is an independent body, is to ensure that the services
provided by East Sussex Fire & Rescue Service are delivered efficiently, effectively, and
economically and meets the needs of the communities we serve. The Fire Authority has a legal
responsibility to provide a Fire & Rescue Service for the whole of East Sussex and the City of

Brighton & Hove.

The responsibilities of the Fire Authority include:
Compliance with its statutory duties contained within the Fire & Rescue Service Act 2004
Compliance with the requirements set out in the respective Fire and Rescue Service
National Frameworks (2006-2008) and 2008-2011)
Responding to and delivering services to meet community needs

Setting the strategic vision



Setting the budget for the Service

Consulting with the community

Setting priorities and performance targets

Monitoring the performance of the Service

Reporting back to local communities on performance during the previous year

Effective collaboration through engagement with community safety partners

ESFRS serves a population of approximately 753,000 within the constituent authorities of
Brighton & Hove City Council and East Sussex County Council. The demography of the area
varies considerably from socially deprived areas to areas of significant wealth. We serve a
sparse rural community as well as heavily populated urban areas. Our larger towns and the
City of Brighton & Hove are popular tourist destinations with the summer population increasing
significantly, along with the risk of fire, road traffic collisions and other emergencies. The City

area alone attracts eight million visitors each year for both business and leisure purposes.

Potentially, all members of the community are at risk from fire, however, trend analysis and
local knowledge has identified those groups of people at greater risk. The most vulnerable
groups in the community are:

Elderly people

People living in socially deprived areas or on low incomes

Residents of houses in multiple occupation

However, the Fire & Rescue Service Act and the Civil Contingencies Act place additional
operational service responsibilities upon fire and rescue services in addition to dealing with fire
risk. As such, it is important that all our Strategies including this People Management Strategy
support the Fire Authority to prevent, protect and respond to community needs for the wider

range of emergency incidents now defined in the latest legislation.



5.1

Members of the public see the frontline firefighting personnel responding to operational
incidents, visiting schools, homes and businesses and working with partners to build safer and
more sustainable communities. Supporting our highly visible frontline operational service are
professional, technical and administrative staff who ensure the fleet remains operational,
people get paid, equipment arrives on station, computer systems are working and effective

standards of corporate governance are upheld as befits a local democratic organisation.

Our Service operates from 24 Community Fire Stations, a Training Centre, Stores Unit, Vehicle

Workshops and our Service Headquarters in Eastbourne. Our staffing comprises:

Mobilising and Communications Centre personnel who receive emergency calls, mobilise
fire appliances for firefighting, rescue and humanitarian services, and who also support
the management and collection of operational information

Wholetime and retained duty system firefighters at our community fire stations who
provide the key intervention response to incidents and proactive safety advice to the
community

Specialist staff who provide Community Fire Safety advice, Arson Reduction initiatives
and Legislative Fire Safety services to the public and businesses

Senior operational managers and specialist advisers located at Service Headquarters;
Support staff who provide core services including information management, financial and
procurement services, engineering services, estates management, occupational health,
human resource management, learning and development and policy, performance

management and administration.
Strategic Aims
The Fire Authority’s Vision, Strategic Aims, supporting corporate objectives and Core Values

are set out in the diagram on the next page. This Strategy is designed to support the

achievement of Strategic Aim 2 - To ensure a competent, diverse, safe and valued workforce.



Vision

Aims

Objectives

Values

Section 5: Strategic Aims

The Fire Authority’s Strategic Aims

Achieving safer and more sustainable communities

Strategic Aim 1

Strategic Aim 2

Strategic Aim 3

To deliver quality services —
by providing prevention,
protection and response
services that reduce the

number and impact of

emergency incidents and help
cafeniiard the envirnnment

To ensure a competent,
diverse, safe and valued
workforce

To deliver quality, value for
money services

1. To prevent loss of life and
injuries in our communities
through the delivery of
prevention and education

4. To embed and embrace
equality and diversity principles
in all that we do

7. To be awell-managed
organisation, providing cost
effective services, achieving

continuous improvement.

2. To protect our communities
against economic, property, or
heritage loss through the
delivery of fire protection
measures and fire safetv advice

5. To attract and retain high
calibre and committed staff and
help them develop professional
skills and competence to meet

our business needs

8. To work with partners to
deliver better outcomes

3. To respond effectively and
safely to incidents with
appropriate planned resources

6. To maintain and improve the
standards of health, safety and
welfare of our staff and provide a
safe and secure workplace

9. To ensure that we have high
performing services which focus
on customer needs

Respect and dignity
for all

We treat our colleagues and all
members of our community in a
way that values their individuality

We will challenge discrimination
and inappropriate behaviour at all
levels

Trust, integrity,
initiative and
innovation

We are honest and trust
each other

We encourage initiative
and lateral thinking

Serving our whole
community

We are here to
provide a professional
and efficient service to

our community

We will provide value
for money

We are proud of our fire and
rescue service and enjoy working
in a positive environment

We enjoy the work we do, and we
work towards the continual
improvement of ourselves and our
service
We encourage and will manage
constructive challenge
We will be a good employer




6.4

Valuing diversity, embracing equality of opportunity.

Our ability to respond effectively to the needs of local communities requires us to manage our
workforce in a way that gets the best from their diversity, valuing their experiences as
individuals as well as their innovation and ideas to improve service delivery. In so doing, the

Fire Authority will enhance its reputation as an employer.

The Fire Authority recognises and supports the importance of having workforce that reflects
local communities so that it is balanced with levels of experience and knowledge, emphasises
individual potential and encourages all to achieve. The Fire Authority will continue to have

regard to legislation and case law in the area of equal opportunity and ensure compliance.

ESFRS will value and embrace the creativity and uniqueness of all staff and recognises that
everybody has a contribution to make by:

Actively promoting good relationships within the workplace and within and between our
communities

Value and celebrate the benefits that diversity of opinion and approach can bring to our work
and our communities

Ensure equality for members of the public in service delivery and outcomes
Ensure equal opportunity at work for staff and job applicants

Prevent unlawful and unfair discrimination.

Eliminate prejudice

Attain a more diverse and representative workforce.

Further details are contained within the Equality and Diversity Strategy (2008/09)
Our Development Culture
Our development culture will focus in on 4 key areas:

Developing Leadership capacity amongst both members and managers and will include
attracting and identifying future leaders for ESFRS. This will focus on supporting and improving
the quality of managerial and political leadership. Leadership capacity will include the
development of existing managerial staff, planning of future leaders, championing leadership

values throughout the organisation and be seen as an employer of choice.



Developing the Organisation in order to achieve excellence in people, partnerships and
performance management, efficient and effective service delivery which is grounded with the
principles of equality and diversity. Here we will focus on successful approaches to managing
performance and productivity to support the delivery of continuous improvement. We need to
create an improved people management culture across the Service, focusing on quality people
management and performance as being the foundations for improvement. In so doing, we want
to build upon our relationships with our staff and ensure that employee relations are focussed at
the appropriate level within the Service to enable change to be managed effectively.
Embracing the benefits of a more flexible workforce whilst still providing a 24/7 emergency
service will be challenging, but it will enable the Service to deliver high quality, efficient
community focussed services. Looking at remodelling the workforce to ensure that the right
skills are available at the right place and time will be necessary in order for the Service to meet

community, partner and staff needs.

Developing the Skills of the workforce across all areas of ESFRS. In building on the
framework of IPDS, we must ensure that the quality and timeliness of operational training and
development is paramount, so that we enhance the risk critical skills of firefighters and
operational officers and in particular key areas such as incident command. Diversity and health
& safety in every sense must be mainstreamed into managing performance and ensuring that

these issues are tackled quickly and effectively.

Developing the capacity of the HR function by identifying and building upon the skills and
expertise of the HR function in planning and delivering the improvement agenda. Further
attention and consideration needs to be given to the people management and development
skills within ESFRS so that capacity can be realised and improved. Enhancing the HR function
and developing the role from predominantly transactional to a more strategic high quality and fit

for purpose function is crucial for organisation development.
Our Safety Culture

The end goal of all health and safety approaches remain focussed upon reducing workplace
accidents and injuries to its workforce and to those who may be affected. This, in turn, helps
achieve a healthy and safe organisation and one that generates sustainability and prosperity

within our organisation and supports ESFRS in delivering an excellent service to its community.



8.5

ESFRS recognises the added value that Workplace Safety Representatives provide in the
development, implementation and maintaining of health and safety management systems. In
supporting this partnership approach, ESFRS has two key Health and Safety consultation
forums, the Health, Safety and Welfare Committee and the Workplace Safety Representative
Committee. Both these forums provide support and direction for our workforce to ensure we

reach our end goal

The Fire Authority and senior management of East Sussex Fire & Rescue Service (ESFRS) are
committed to providing a safe and healthy environment for the Authority’s workforce, so far as it

is reasonably practicable.

Achieving health and safety standards over and above the legal requirements imposed by law
and reducing other losses. The effective management of health and safety leads to fewer
safety events involving injury and time taken off work; is beneficial to staff and an investment
which supports ESFRS in achieving its corporate objectives and the high standards of service

delivery which the people of East Sussex and the City of Brighton & Hove have come to expect.

The Fire Authority’s Health, Safety and Welfare Strategy provides further details.

Our Customer Service culture

Our role is developing into a more comprehensive community prevention and protection service
so that risk in the community is driven down. By placing an ever-greater emphasis on reducing
risks, we aim to significantly lessen the times our community calls us for an emergency. We
also want to make sure that any emergencies which do occur, are less devastating. We have

set aims and targets for our responses in relation to:

Answering emergency calls

Mobilising fire appliances

Arriving at fires in a timely manner to prevent fire spread

Arriving at road traffic collisions within 13 minutes

Provide every household which has been damaged by fire or flood with information on

how to overcome the experience
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Fire safety education to all schoolchildren in our area on 3 occasions during their school
life

Respond to requests for home safety visits within 7 days

Respond to 75% of letters within 5 working days and respond promptly to telephone calls
Pay our invoices promptly

Be identifiable by name (other than emergency incidents) and

Advise our Communities on how we intend to continue to improve our services.

ESFRS will also consult with our communities and partner organisations to ensure that our

plans for service delivery are compatible with risk and need.

Audit, Monitoring and Review
The Service will regularly audit and monitor its personnel policies and practices.

The Service will continue to work collaboratively with the Regional Management Board and
other services within the South East in the interests of achieving value for money and
consistency of approach. The partnership work will ensure that the Service is informed of the

national position and serve as benchmarks for assessment processes.

The Service will keep personnel development and training records for all employees on
computerised systems. Hard copy personnel record files will also be kept. The confidentiality
of such records is vital and security will be built into computer and hard copy systems
accordingly. The systems will comply with the Data Protection Act and Freedom of Information

Acts. Electronic systems will comply with the relevant Government Standards.

Practical training, exercises and records will be the subject of regular audit to ensure that
Service policies are adhered to, and good practice observed. Audit outcomes will be acted on
and changes made to support quality of delivery for personnel, learning & development and

organisational development issues.



11 Equality Impact Assessment

11.1 A full equality impact assessment is being prepared to complement this Strategy. This is to
ensure that our Strategy takes into account available community profiling information on the
differing needs of needs of people living and working in our area and will further assist,
along with risk reduction information to prioritise our future services.

12 References

12.1 The following Policies and reference documents support this Strategy:

Fire & Rescue Service Act 2004

Civil Contingencies Act 2004

Fire and Rescue: A shared vision towards 2017 Local Government Association
Human Resources Medium Term Plan Chief Fire Officers’ Association
HR Strategy Chief Fire Officers’ Association
Regional HR Strategy Regional Management Board

Value for Money in public sector corporate services

Strategic Plan 2008-09 to 2012/013 East Sussex Fire Authority
Annual Plan 2008/09 East Sussex Fire Authority
National Framework 2008 —2011 Communities & Local Govt
IRMP 2008/09 East Sussex Fire Authority
Other Corporate Strategies East Sussex Fire Authority
Information Management Manuals East Sussex Fire Authority
Members Handbook for Standing Orders East Sussex Fire Authority

and Financial Regulations.



