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PUBLIC MEETING: STAFF GOVERNANCE COMMITTEE 

TUESDAY 6 DECEMBER 2016 AT 1.00PM 

SCOTTISH FIRE & RESCUE SERVICE 

BRIAN SWEENEY ROOM, SFRS HQ CAMBUSLANG 
 
PRESENT:  
Bill McQueen (Chair) (BMcQ) 
Marieke Dwarshuis (MD) 
Kirsty Darwent (KD) 
 

Robin Iffla (RI) 
 

 
IN ATTENDANCE: 
Paul Stewart (PS) DACO, Head of Training and Employee Development 
Fiona McOmish (FMcO) HROD Manager 
Julie Harkins (JH) Health and Safety Manager 
Lorna Harrison (LH) HROD Manager 
Rab Middlemiss (RM)) Board Support Team 
Jim McNeil (JMcN) AM, New Duty System Project Manager 
Anne Buchanan (AB) Board Member 
Primrose Stark (PStark) Board Member 
Charmaine Jones  Minutes 
 
OBSERVERS: 
Elinor Walton Human Resources Advisor, SFRS 
Lynn Mills Scottish Government 
Lesley Gowan Scottish Government 

 
 
1 WELCOME AND OPENING REMARKS 
1.1 The Chair welcomed everyone to the meeting and introduced new Board Members 

Primrose Stark and Anne Buchanan who were attending on this occasion as 
observers; Anne would be a member of the Committee when the Board approved the 
proposed new membership of Committees going forward. 

 
 
2 APOLOGIES 
2.1 Karen Lockhart, Head of Health, Safety and Wellbeing 
 Liz Barnes, Head of Human Resources and Organisational Development 

Diane Vincent, Director of People and Organisational Development 
 Pat Watters, Chair of SFRS Board 
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3 DECLARATION OF INTERESTS 
3.1 No declaration of interests. 
 
 
4 MINUTES OF PREVIOUS MEETING: 6 SEPTEMBER 2016 
4.1 The following amendment was noted: 
 Item 6.2 POD Q1 2016/17 Performance Report, paragraph 6.2.12 – JH requested that 

the text “...DF Highlighted there will be a Safe Driving at Work Campaign in quarter 
2...” be amended to “The Driver Safety Group are currently developing a number of 
initiatives to promote safe driving…” 

 
4.2 Subject to the above amendment being made, the minutes of the public meeting held 

on 6th September 2016 were approved as a true record of the meeting. 
 
 
5 ACTION LOG 
5.1 The Committee considered the action log and noted it. 
 
 
6 POD OVERVIEW REPORT 
6.1 Highlight Report 
6.1.1 PS stated most items are covered in the Agenda however PS highlighted that there 

would be 105 Wholetime Recruitment Trainees starting on 9th January 2017 and 
currently SFRS was running a Retained Duty System (RDS) Campaign which was 
consuming resources within the 3 functions in POD (Health, Safety and Wellbeing, 
Human Resources and Training and Employee Development). 

  
6.1.2 RI enquired whether there was any information about the self declared diversity 

designations of the 105 trainees.  PS did not have this detail however FMcO will 
ensure it is passed on. 

ACTION: FMcO 
 
6.2 POD Q1 2016/17 Performance Report 
6.2.1 It was noted that DV was working on this report however due to absence leave a draft 

hardcopy was not available.  PS provided a verbal update on the development of the 
Performance Report. 

 
6.2.2 In terms of review of the existing format, all comments were noted alongside 

researching both the NHS and Police reporting arrangements, noting what usable 
information would aid the development of this report.  This would then be presented to 
the Committee to seek their views to shape the Performance Report. 

 
6.2.3 The Committee acknowledged the update noting a further discussion is required 

between the Directorate and the Committee. BMcQ volunteered to offer informal 
comments on a working draft of the document in January. 

 
 
7 UPDATE: WORKING TOGETHER FRAMEWORK 
7.1 Update from Employee Partnership Form (EPF) 
7.1.1 BMcQ advised that the EPF met on 01/12/16 and highlighted the following key points: 
 
7.1.2 Updates were provided from the Chair and the Chief Officer in which they emphasised 

that over the past 3 months their focus had been on lobbying the Scottish Government 
with regard to the forthcoming Budget round.   
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7.1.3 The Chief had a very constructive meeting with the Fire Brigades Union. 
 
7.1.4 An update on the Job Evaluation Appeals Conclusion was delivered. 
 
7.1.5 A paper on Employee Benefits was presented. 
  
7.2 Working Together Framework 
7.2.1 FMcO provided a verbal update on the Working Together Framework advising that 

meetings will take place throughout January to agree recognised FTE trade union 
facility and partnership working time for the next 6 months.  A guidance document, 
which will be shared imminently with union colleagues for comments is being prepared 
for managers and employees to clarify the process for requesting leave under these 
arrangements. 

 
7.2.2 The Working Together Framework action plan is currently being reviewed to take 

account of these developments and it will be shared at future EPF and Staff 
Governance Committee meetings.  It is particularly important to sustain an 
environment of positive and progressive employee relations as the budget 
approaches, as it will no doubt present fresh new challenges for partnership working. 

 
7.2.3 The FBU commented at the recent Employee Partnership Forum that the Working 

Together Framework was instrumental in enabling them to work together with the 
SFRS to achieve the new duty pattern, and all unions remain in complete support of 
the principles of the framework. 
 

7.2.4 The Committee noted with interest. 
 
 
8 SFRS STAFF GOVERNANCE MATTERS 
8.1 HR-OD Update 
8.1.1 HR-OD Policy Update 
8.1.2 FMcO referred to the report advising 40 HROD policies have been implemented since 

the SFRS became a single service in April 2013 and the process of harmonising HROD 
policies continues.  The process to review policies that have been implemented for 
more than 2 years has commenced.  The aim will be to ensure that policies remain 
legally compliant and fit for purpose.  The review process also presents an opportunity 
to review end to end processes within HROD. 

 
8.1.3 FMcO wanted to seek initial views on Board Members involvement in appeals against 

dismissal.  Benchmarking has suggested that it was not typical for organisations to 
utilise Board Members in this process.   

 
8.1.4 The Committee discussed the involvement of Board Members in appeals and 

dismissal and decided that an options paper should be presented at the next 
meeting for consideration. 

ACTION: FMcO 
 
8.1.5 MD enquired what is in place with regards to timescales for grievances, discipline etc 

to ensure all parties involved are protected.  FMcO advised that there are set 
timescales for each stage within the grievance policy however there are policies with 
no timescales stated therefore consideration will be given to wording these documents 
in a different way.  BMcQ suggested that it may be timely now to review/refresh the 
process which determines which HR-OD policies require to be brought before the 
Committee and the Board for noting, comment or formal decision. 
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8.2 Cultural Development Action Plan Update 
8.2.1 LH provided an update on progress against cultural development actions which SMT 

(Senior Management Team) are progressing.  The action plan captures ongoing 
actions from the Cultural Audit and Positive Action Review action plans.  To date 8 
updates have been received, however some were outstanding.  This would be followed 
up with individual SMT leads to ascertain the current position.  It was noted that new 
reporting arrangements are evolving and it is recognised that for some SMT leads may 
not have updates specific to the levers for change associated with the Cultural Audit 
Action Plan.  As the updates are provided on a 6 monthly basis the next update will be 
provided at the June 2017 meeting. 

 
8.2.2 LH referred to comments received at the EPF meeting the previous week regarding 

(a) how will updates be fed into full Board meetings in the future and (b) how success 
will be measured in terms of progress in improving/enhancing each lever for change 
the Cultural Audit identified and the associated actions from the Positive Action Review 
Action Plan.  In terms of measuring progress, LH suggested a staff engagement survey 
will be key in measuring progress.  The survey could include specific questions which 
will help establish Performance Indicators specific to staff engagement levels and 
cultural development activities. 

 
8.2.3 The Committee noted that the report was more informative than the previous version 

however the question was raised that where the same action was listed for more than 
one area, how would this be monitored to confirm they are dealing with this in the same 
way and not going in different directions.  LH advised in terms of the role of SMT 
(Senior Management Team), they oversee and govern these actions.  BMcQ 
requested LH to discuss with DCO Alex Clark to ensure there is appropriate 
consistency.   

 
8.2.4 The Committee questioned why a staff survey / engagement survey had not yet been 

carried out for SFRS.  LH advised that a broader Cultural Audit was undertaken in 
2014 which engaged staff through a survey and focus groups.  The audit provided a 
cultural profile and a range of actions were identified from input and suggestions 
provided from staff.  LH added considerations for a Staff Engagement Survey to be 
undertaken in 2017 had been taking place.  Research of questions sets from Scottish 
Government, Police and other Fire and Rescue Services had been carried out and a 
number of recommendations have been drafted out for consideration next year. 

 
8.2.5 BMcQ suggested that DV and LH might wish to offer an update to the SGC on a 

project plan with anticipated timescales and proposal as to what a Staff 
Engagement Survey should look like.  BMcQ suggested this might usefully be 
covered at a Board Strategy Day. 

ACTION: BST / DV / LH 
 
8.3 Overview of Development Centre Policy and Procedure 
8.3.1 LH referred to the report providing an overview of consultation feedback received from 

the Senior Management Team (SMT) and the Trade Unions, the policy position on 
these points, as well as a summary of the new Development Centre (DC) process and 
timeline.  LH highlighted the focus on the new process is development rather than 
selection.  Participants will take part in job simulation exercises which have been 
designed from job analysis undertaken with all SLT members.  Participants will be 
assessed and receive development feedback from members of SLT including our 
Chief Officer, our Chair of the Board and external partners will be involved.   
Participants will also undertake a 360 review of important aspects of Emotional 
Intelligence.  Feedback will be used to inform and shape individual Personal 
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Development Plans and the subsequent Leadership Development Programme 
participants undertake. 

 
8.3.2 BMcQ asked if the names of the successful candidates will be circulated to staff within 

the Service.  LH stated this would not be standard as it is not an appointment for a job 
however consideration will be taken to advertise the names.  KD further added this 
may be beneficial to increase the visibility of the outcome to encourage future 
applications. 

 
8.3.3 The Committee noted and thanked LH for the report.   
 
8.4 H&S Improvement Plans/Audits Updates 
8.4.1 JH referred to the report and provided an overview of the SFRS Health and Safety 

Improvement Plans and Audit Updates.  JH advised a SFRS annual Health and Safety 
Plan has been developed.  This plan will be progressed through Directorate Annual 
Health and Safety Plans.  This process recognises the differing needs of the 
Directorates whilst ensuring a synergy in approach, efficiency in the use of Health and 
Safety resources and promoting collective legislative compliance.  JH highlighted the 
good work to date however asked the Committee to note due to the time taken to 
embed these significant changes there has been some slippage in the Annual 
Improvement Plan.  JH invited the Committee for questions/comments. 

 
8.4.2 BMcQ indicated that it would be helpful to know exactly how bad the slippages are on 

the plan and which items are critical. 
 
8.4.3 MD queried when the Committee would get sight of serious incidents and resulting 

action plans that are being progressed. JH advised that the Operational Assurance 
Board is responsible for the co-ordination of action plans and part of the Health and 
Safety Management system includes the Health and Safety Department undertaking 
an audit of the action plan six months after approval. 

 
8.4.4 BMcQ enquired if there will be an element of external validation over the next 3-5 years 

for audits.  JH stated they are currently developing the system to support ISO Health 
and Safety Management standards and the possibility of obtaining external 
accreditation would be considered in due course.  BMcQ suggested a paper outlining 
Directorate progress against implementation should be produced to all Committees to 
show development. 

 
8.5 Draft HSW Annual Report 2015/16 
8.5.1 JH gave an overview of the report stating that this is the third report since the 

conception of the Scottish Fire and Rescue Service.  JH advised the report provides 
analysis of the key areas of performance during the reporting year and details the 
intended risk reduction approaches on key themes such as driver safety and 
musculoskeletal injuries.   

 
8.5.2 PStark noted a worrying trend for accident/injuries and enquired what steps have been 

put in place to address this.  JH replied that a lot of the accidents are occurring in 
stations primarily due to housekeeping etc.  This may be linked to the risk perception 
of Firefighters or local management.  Arrangements are also in place for station checks 
and in partnership with Operational Assurance (OA) colleagues, ACO Ramsay and 
DACO Dickie will be carrying out a sample management tour to ensure these checks 
are being carried out.  In addition, Health and Safety groups have been established 
within the Service Delivery Areas. 
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8.5.3 MD enquired what extent of training is provided for manual handling.  JH advised that 
the Musculoskeletal Group is considering training as one of their work streams and will 
be presenting recommendations on this in due course.  

 
8.5.4 With regards to the following statement within the report “…a Firefighter is more than 

twice as likely to sustain an injury in the North SDA as the West SDA…”, MD 
questioned why this would be the case, is it linked to the number of Retained Duty staff 
and what is the Service going to do to help address this.  JH confirmed there is more 
Retained Duty staff in the North and arrangements for training and dissemination of 
safety critical information is being considered.  PS further added that there is a wider 
piece around RDS training where a significant amount of work has marked where the 
risks are and work is ongoing.  Once recommendations have been established these 
will be passed to the SMT and SLT. 

 
8.5.5 The Committee requested PS to pursue the RDS performance with DCO Clark. 

ACTION: PS 
 
8.5.6 PStark noted that in other organisations the opening remarks in the published report 

were often from the Chair of the Board or the Chief Officer, signifying that health and 
wellbeing issues were important to the leaders of the organisation.  JH agreed to 
discuss the possibility of framing the document going forward in this way with the 
Director of POD. 

 
8.6 HSW Policies and Procedures Forward Plan 
8.6.1 Please refer to note of discussion at Item 8.4.3 above. 
 
8.7 New Wholetime Duty System 
8.7.1 JMcN provided a verbal update on the ongoing planning arrangements linked to the 

implementation of the new duty system in April 2017.  This included a review of the 
previous 6 months of negotiations with the Rep Bodies in terms of the design of the 
system and the new management arrangements that will support the system across 
the service.  JMcN highlighted the following key points:  

 
8.7.2 The FBU negotiations were very detailed and delicate as the new duty system will have 

a direct impact on all 3065 members of wholetime firefighting staff in April 2017.  As 
the new duty system operates on an annualised hour basis rather than a fixed schedule 
of staff coming to work for either a day or a night shift this will allow SFRS to be able 
to flex and change staffing complements to meet local crewing issues or demands. 

 
8.7.3 To ensure that the communities of Scotland can be further supported to deliver greater 

positive outcomes, a number of diagnostic reports have been designed and used to 
calculate the number of staff required to operate across SFRS.  This figure has been 
used to provide comfort around all authorised absence that can be covered and then 
around 50 positive hours per wholetime firefighting staff member can be further 
directed to support local plans or be directed to improve firefighter safety in terms of 
ongoing training opportunities.  

 
8.7.4 The project team are now actively engaging with LSOs across SFRS to ensure the 

local team are fully appraised of the new duty system and their part in the creation of 
the new watch structures across the 36 stations that will join the new system in 2017.  
This is a key priority to ensure staff are being involved in the new duty system and also 
having access to the team that designed the system to answer questions or alleviate 
concerns. 
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8.7.5 As part of the project plan, the new duty system has been future proofed to meet a 
number of possible demands around budget and crewing challenges.  The new duty 
system has been fully independently Equality Impact Assessed with the findings 
shared with the FBU. 

 
8.7.6 As we move closer to the start date a further set of work activities have begun.  This 

involves the delicate staffing movement strategy to ensure we can create a new watch 
structure with the correct blend of skills and competences on the approach to the start 
date in April 2017.  A number of factors will impact on this including the promotion 
processes at Watch and Crew Manager levels, the transfer of staff across SFRS and 
lastly where our Firefighters will be appointed on the conclusion of the recruitment 
course early next year. 

 
8.7.7 We remain on target for the start of the duty system in April 2017 and continue to work 

in partnership with the LSO cadre and FBU in terms of the supporting policies that will 
be use to manage staff across all 3 Service Delivery Areas.   

 
8.7.8 BMcQ requested clarification on why assigning trainees to a shift may be a delicate 

issue and with the current 4 duty system what will happen with the present individuals 
on Watches who are content with the colleagues they currently work together with. 

 
8.7.9 JMcN explained the overall complement of staff will not be greatly affected; it will be 

the makeup of the Watches that will change.  On the 4 watch duty system there is 
additional staff to cover absence and annual leave.  The main change with the 5 watch 
duty system will be that the whole shift will be on annual leave at the same time 
therefore there is no requirement for the over provision of staff.  The creation of the 5th 
watch will be taken through volunteers and to date we have received a good response 
for staff transferring over.  The correct blend of competency and skills needs to be 
taken into consideration and this is where the delicate part comes in with regards to 
trainees.  JMcN further explained that when bringing in a new Watch Manager and 
new Crew Manager they need to ensure they have the blended skills correct to allow 
a trainee to come on to the Watch (i.e. experienced Watch Manager with a new Crew 
Manager or new Watch Manager with an experienced Crew Manager).  This will be 
established by liaising with TED colleagues and LSOs for the skills base on individuals.  
Overall, positive feedback has been received. 

 
8.7.10 BMcQ enquired how confident are we that Kronos (IT system) will work and provide 

the data required when we go live.  JMcN advised that we are currently running with 
an older version of Kronos therefore a planning arrangement has been put in place 
which has backed up the data on two dedicated servers.  The latest version of Kronos 
is currently being run in a test environment with staff details and new staff details being 
populated on a month by month basis and this is being parallel tested all the way 
through until they unfreeze it then it will be put in the live environment by February 
2017.  Current tests are showing it is working well and the team have high confidence 
in its performance.  BMcQ enquired if Local Authorities were aware of these 
forthcoming changes.  JMcN replied that there has been engagement between LSOs 
and Local Authorities and this will continue throughout the process. 

 
8.7.11 MD asked about the cost to the Service for the new 5 duty watch system as it is 

understood in the previous Strathclyde Service (who used this system) they incurred 
high overtime costs.   MD further asked how confident are we that we will be able to 
manage the introduction of this system and the subsequent operation of this without 
undue recourse of overtime.  JMcN replied the current 5 duty system is not as effective 
as the new duty system will be because we are not yet recruiting new staff on to the 
system and so overtime costs are incurred to cover shortfalls.  Going forward, the new 
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system will be populated with the correct data and the correct movement of staff.  JMcN 
further added that on 15th April 2017, this system will not be the finished article however 
Kronos has a report writing facility where the system can be measured to see how it is 
working (e.g. shortfall of hours, benefits etc). 

 
8.7.12 KD enquired how it might facilitate or impede different crewing models either across 

Scotland or in certain areas depending on risk.  JMcN advised the calculation the duty 
system is built around is dedicated and framed around a process called Resource 
Based Crewing (RBC).  This model identifies the number of stations, number of 
appliances etc in which a mathematical calculation works out what the staffing 
numbers should be and if required additional staff will be put in place.  This system is 
adaptable for both crewing numbers and work patterns and an equality impact 
assessment has been carried out.  KD enquired about the full extent of employee 
relations asking if we have received feedback and the level of engagement with FBU 
colleagues.  JMcN stated any updates, comments etc are recorded through the 
SharePoint Site and there is also direct communications with the LSOs.  JMcN advised 
he has been in contact with FBU colleagues and would meet them again next week. 

 
8.7.13 RI queried what the process is when you need to call upon the extra hours.  JMcN 

replied there is a sequence of dates on the schedule and all Watches are aware of 
their individual schedule which includes their standby days, annual leave periods etc.  
This information provides us with the availability to run courses etc. 

 
8.7.14 The Committee thanked Jim McNeil for the update and agreed a progress/update 

report should be delivered at a Board Strategy Day before the “go-live” date in 
2017. 

ACTION: BST 
 
9 FORWARD PLANNING 
9.1 Items for Consideration at Future Board Meetings 
9.1.1 None. 
 
 
10 ANY OTHER COMPETENT BUSINESS 
10.1.1 None. 
 
 
11 DATE OF NEXT MEETING 
11.1 Tuesday 7th March 2017 at 1300hrs, Braidwood Suite, Cambuslang. 
 
 There being no further matters to discuss in public, the meeting closed at 1545hrs. 
 


