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Report To: STAFF GOVERNANCE COMMITTEE 

Report No: C/SGC/19-16 

Date: 13 SEPTEMBER 2016 

Report By: DACO PAUL STEWART, HEAD OF TRAINING AND EMPLOYEE 
DEVELOPMENT (TED) 

 

Subject:  LEADERSHIP AND MANAGEMENT FRAMEWORK 

 

1 PURPOSE 

The purpose of this paper is to inform the Staff Governance Committee of the updated 

and revised Leadership and Management Framework Project (SA4.2.2), approved at 

the Service Transformation Committee 14 July 2016. 

 

2 RECOMMENDATIONS 

2.1 The Staff Governance Committee are invited to:  

a) note the contents of this report and appended project dossier, and; 

b) note that progress will be reported through future reports. 

 

3 BACKGROUND 

3.1 Our employees are our most valuable asset, as evidenced as the largest element of 

Scottish Fire and Rescue Service’s (SFRS) budget (c. 79% Employee Costs). This 

project will enable progression of SFRS strategic outcome, our people are supported 

and have the opportunity to realise their potential and SFRS priority of workforce 

development.  

3.2 The recruitment of the Leadership and Skills Development Manager and Corporate 

Skills Development Advisors in Q1 has enabled this project to be resourced, redefined 

and progressed.  

Agenda 

Item 8 (e) 
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4 LEADERSHIP AND MANAGEMENT FRAMEWORK 

 

4.1 The overarching aim of this Leadership and Management Framework project is to 

support workforce and succession planning through developing internal talent 

pipelines ensuring that the right skills exist with the right capability and capacity to meet 

SFRS’s short, medium and longer term priorities. This will be achieved through the 

development and implementation of a simplified, modern and forward looking 

leadership model and development framework for all SFRS employees. 

4.2 The project has 5 key work streams/objectives: 

a) Establish a modernised and forward looking leadership model and competency 

framework for SFRS;  

b) Develop a SFRS Succession Planning Framework;  

c) Implement streamlined, robust and transparent leadership and management 

development (career progression/vertical development) pathway(s) for all SFRS 

employees; 

d) Review and revise SFRS approach to workplace assessment; 

e) Produce a continuous learning framework which details the SFRS’s developmental 

provision and offerings (including horizontal development) that aligns to public 

sector reform principles (e.g. early intervention/prevention - digital first/ blended 

learning; best value and affordable; design services around individual(s)/individual 

communities; self-service/manager service principles). 

4.3  This project will be lead and managed by the Leadership and Skills Development 

Team, Training and Employee Development function and People and Organisational 

Development directorate. 

4.4 Effective engagement with employees, line managers, trades unions and other 

relevant stakeholders is essential to the success of the project. A partnership approach 

to employee relations, as aligned to SFRS Working Together Framework which will 

ensure early engagement, will be adopted. This partnership approach extends across 

the project and work stream teams to address areas of identified internal (SFRS) 

interdependence as well as externally through robust benchmarking and collaborative 

workforce development fora.  This approach therefore aims to maximise the realisation 

of project benefits. 
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4.5 The key project benefits will enable:  

a) All employees have access to the Service’s leadership and competency 

framework, to which the associated development pathways are clearly aligned, and 

individual performance is consistently measured 

b) A competent workforce equipped with the necessary tools and techniques to lead 

and manage effectively in line with Service values and ethics 

c) A forward looking, integrated and consistent approach to management and 

leadership development, including workplace assessment arrangements in SFRS 

d) A best value approach to deliver strong internal talent pipelines further enhancing 

a flexible, resilient and learning organisation 

e) Strengthen current and establish new partnership and collaborative working 

opportunities aligned to public sector reform and enabling a whole systems 

approach to leadership  development aligned to Community Empowerment Act  

f) Visible whole systems based approach to workforce development (Christie – public 

sector reform) underpinned by the development of meta-competencies aligned to 

public sector reform principle and SFRS values and priorities. 

 

5 EMPLOYEE IMPLICATIONS 

5.1 It is anticipated that this project should enhance employee experience as outlined 

within the key project benefits. 

6 FINANCIAL IMPLICATIONS 

6.1 Whilst the initial phase of the project is concerned with research and provision of an 

options outline/appraisal, the second phase will require financial resources to develop 

and deliver the agreed model/framework(s) and pathway(s).  Financial implication will 

be fully scoped and presented through robust option appraisal in line with each of the 

project (objective) work streams and detailed within the work packages/plans.  

Financial resources will be actively managed to ensure best value and reported 

through the established project reporting and governance mechanisms. 

7  EQUALITY IMPLICATIONS  

7.1  Changes to policies, procedures and working practices as a result of this project and 

associated work streams/work packages should be subject to equality impact 

assessment.    
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8  LEGAL IMPLICATIONS  

8.1  No legal implications are anticipated for SFRS. 

 

9  HEALTH, SAFETY AND WELLBEING IMPLICATIONS  

9.1  It is anticipated that this project should enhance employee experiences and will 

therefore also have a positive effect on employee health, safety and wellbeing.   

 

10 CORE BRIEF 

10.1 The Leadership and Management Framework project is being taken forward to enable 

progression of Scottish Fire and Rescue Service’s (SFRS) strategic outcomes and 

priorities through enabling our people the opportunity to realise their potential within 

the context of a reviewed and modernised workforce development framework. 

  

PAUL STEWART 
Deputy Assistant Chief Officer, Head of Training and Employee Development  
 
September 2016 
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Appendix 1  

 

Service Transformation Programme 
Projects Dossier 

 

Project Name: SA4.2.2 Leadership and Management Framework  

Date: 16 June 2016 

Parent Programme: People and Organisational Development 

Author: Ceri Paterson 

Project Manager Ceri Paterson 

Executive Lead Diane Vincent 

Project Start Date 1 April 2016 

Project Finish Date 31 March 2017 

Version Draft 0.1 

 
 
 
Revision History 

 

Revision Date Summary of Changes Approval Date 

0.1 Service Transformation Programme 

Project Dossier Drafted  
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Background 
 
This project will enable progression of Scottish Fire and Rescue Service’s (SFRS) strategic 
outcomes (e.g. our people are supported and have the opportunity to realise their potential) 
and priorities (e.g. workforce development).  
 
Our employees are our most valuable asset, as evidenced as the largest element of SFRS 
budget (79% Employee Costs). Fundamentally, this project will support workforce and 
succession planning through developing internal talent pipelines ensuring that the right skills 
exist with the right capability and capacity to meet SFRS’s short, medium and longer term 
priorities. 

Project Definition 

Objectives 
 
The purpose (overarching objective) of this project is to develop and implement a simplified, 
modern and forward looking leadership model and development framework that can easily be 
applied, at all levels and across all employees within SFRS.   
 
The key objectives of this project are to: 

1. Establish a modernised and forward looking leadership model and competency 
framework for SFRS;  

2. Develop a SFRS Succession Planning Framework;  
3. Implement streamlined, robust and transparent leadership and management 

development (career progression/vertical development) pathway(s) for all SFRS 
employees; 

4. Review and revise SFRS approach to workplace assessment; 
5. Produce a continuous learning framework which details the SFRS’s developmental 

provision and offerings (including horizontal development) that aligns to public sector 
reform principles (e.g. early intervention/prevention - digital first/ blended learning; best 
value and affordable; design services around individual(s)/individual communities; self-
service/manager service principles). 

 
Scope 
 
The scope of the project spans all SFRS employees and includes: 

 Establishment of a modernised and forward looking leadership model and framework that 
aligns to approved SFRS succession planning key principles: workforce planning needs, 
‘talent’ requirements, candidate identification, development and selection 

 Formation of a Leadership and Management Framework for all SFRS employees that 
takes account of the ‘spectrum’ SFRS operational and leadership requirements  

 Conduct an interim training needs analysis to inform in year (2016-17) learning and 
development support requirements as well as inform the development of the Continuous 
Learning Framework 

 Establish a project team and assign strategic leads for project (objectives) work streams 

 Strategic leads will develop, implement and manage their work stream work plans with 
support and guidance from the project manager 

 Establishment of working groups (coordinated by objective strategic leads)  to undertake 
key activities within above objective work streams (members appointed based on 
expertise) 
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 Leverage existing partnership and establish new collaborative working opportunities 
(aligned to current and emergent best practice, academia and research) to enable co-
production opportunities (alignment to public sector reform and Community Empowerment 
Act) i.e. ‘develop and learning together to work together’ 

 Approval will be through SFRS existing governance arrangements  

 Launch the leadership model, framework and supporting resources aligned to SFRS 
organisational need 

 
Exclusions 
 
Related projects covering organisational values, and appraisal arrangements are currently 
being undertaken by the People and Organisational Development (POD) directorate.  Whilst 
these are not directly within the scope of this project, it is accepted that interdependencies 
exist and effective exchange of information will be maintained throughout the project duration 
to enable alignment and integration where required and appropriate.  
 
Requirements 
 
Resources 
A Project Manager has been appointed (Leadership and Skills Development Manager) and is 
being supported by the Corporate Skills Development Advisors, Learning and e-
Development/e-Systems teams and HR/OD colleagues.  Resource requirements will be 
reviewed as the project progresses and detailed within the work stream work plans.  Additional 
resources from across the SFRS may be required at a later stage in order to deliver the overall 
project within the prescribed timescales.  Resource updates will be included in the established 
project reporting and governance mechanisms. 
 
Financial Resources 
Whilst the initial phase of the project is concerned with research and provision of an options 
outline and appraisal, the second phase will require financial resources to develop and deliver 
the agreed model/framework(s) and pathway(s).  Financial implication will be fully scoped and 
presented through robust option appraisal in line with each of the project (objective) work 
streams and detailed within the work stream work plans.  Financial resources will be actively 
managed to ensure best value and reported through the established project reporting and 
governance mechanisms. 
 
Outputs 
 
The output deliverables are: 

 A modernised and forward looking SFRS competency framework  

 A succession Planning Framework 

 Streamlined, robust and transparent, leadership development pathway(s) 

 A revised approach to workplace assessment 

 Production of a comprehensive blended suite of learning which promotes a strong 
individual/self-directed learning and development culture – Continuous Learning 
Framework.  
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Milestones 
 
The key milestones are: 

 Interim training needs analysis will be conducted to inform in year (2016-17) learning and 
development support requirements as well as inform the development of the Continuous 
Learning Framework August 2016 

 Options appraisal for delivery of Modernised Competency Framework submitted to SLT 
September 2016 

 Succession Planning Framework established October 2016 

 Option appraisal for revised Workplace Assessment model submitted to SLT December 
2016 

 Modernised Competency Framework established January 2017 

 Leadership Development Pathways established and implemented aligned to SFRS 
Workforce Plan/Succession Planning requirements – phased from January 2017  

 Suite of learning material to promote culture of continuous development established and 
promulgated January 2017 

 
Cognisance has been taken of Appraisal process and associate timeline as well as 
organisational need/workforce plan in the establishment of the above milestone timelines.  
Detailed work stream milestones will be detailed within each work stream work plans. 

 
Dependencies 
 
Concurrent Organisational Development Projects 
Related projects covering organisational values, appraisal, reward arrangements and 
succession planning are being undertaken within the POD Directorate.  It is therefore accepted 
that interdependencies exist and effective exchange of information will be maintained 
throughout the project period.  
 
Access to ICT Resources 
The project will require configuration of existing platforms, for example, PDRpro, LCMS for 
which ICT support will be required. Cognisance of TED e-systems procurement exercise will 
borne in mind.  
 
Alignment with Operational Competence Development 
Operational Competence Development will be an integral element of Leadership development 
arrangements.  Cognisance will be taken in line with ongoing review and development of other 
models (e.g. Middle Manager/FDM) as well as change requirements that arise (e.g. output 
from Operational Assurance Board, National Operational Guidance). 
 
Access to SLT 
Key milestones, noted above, include the provision of an options appraisal to SLT.  The 
indicative timescales provided above assume SLT agenda availability at the requested times.  
 
External Collaborative Workforce Development  
A number of collaborative groups are currently scoping and developing joint approaches to 
workforce development, and specifically leadership.  These groups include broad public sector 
(including but not limited to Workforce Scotland, Police Scotland, CFOA, NHS Scotland) and 
awarding/professional bodies (for example IFE, CIPD, ILM, Higher Education/Further 
Education establishments). 
 
Credit Rating Body  
Depending on the outcome of the SFRS Credit Rating Body application, learning and 
development courses will be credit rated internally thus enabling the embodiment of SFRS as 
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an effective and recognised learning organisation by SCQF, enabling delivery of accredited 
best value learning and development. 
 
Consultation and Engagement 
 
Aligned to SFRS Strategic Plan (Draft 2016-19), emphasis will be placed upon building on 
existing relationships as well as forging new ones.  Partnership and collaborative working with 
customers, employees, trades union colleagues and partners, sharing and targeting resources 
to where they are most needed to meet internal and external challenges and priorities.  
 
Effective engagement with employees, line managers, trades unions and other relevant 
stakeholders is essential to the success of the project. A partnership approach to employee 
relations as aligned to SFRS Working Together Framework which will ensure early 
engagement, will be adopted.    
 
Stakeholder Analysis and Engagement 
An initial stakeholder analysis will be undertaken to identify the key stakeholders.  This will be 
kept under review as the project progresses.   
 
Roles and Responsibilities Analysis 
An initial role and responsibilities analysis will be undertaken to identify the key roles and 
responsibilities. This will be kept under review as the project progresses. 
 
 
Risks 
 
The development and implementation of the recommended leadership model and 
development pathways framework will require significant resource and investment. The high 
level associated risk and mitigation have been considered and will continue to be under review 
and due cognisance made to SRFS operational context/environment: 
 

 Financial resource – as this project progresses, optional appraisals (including financial 
and budgetary information) will be prepared and presented for decision/approval through 
the existing SFRS Governance arrangements. 

 Human resource – the Leadership and Skills Development team established within 
Training and Employee Development function will lead the development and 
implementation of this phased project. This resource will be flexibly supported by other 
People and Organisational Development team members (including but not limited to 
Human Resources and  Organisational Development as well as Health, Safety and 
Wellbeing colleagues) as well as other colleagues from across the organisation 
(employee to support and inform working groups and progression of the project 
objectives). 

 Organisational – alignment to strategic priorities and interdependencies will remain under 
review throughout the duration of the project and updated in line with any changes to the 
draft Fire and Rescue Framework for Scotland and draft SFRS Strategic Plan. 

 Infrastructure – capability of current systems and demand priorities. 
 
Acceptance Criteria 
 
The acceptance criteria of this project are: 

 A modernised and forward looking SFRS competency framework has been established in 
consultation with key stakeholders, its application tested early by users, accepted and 
implemented internally without disruption to business as usual. 
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 A Succession Planning Framework developed in collaboration with key stakeholder that 
identifies and develops candidates for all talent pipeline requirements as aligned to the 
SFRS workforce plan 

 Leadership development pathway(s) are established in line with agreed SFRS 
requirements and aligned to the approved leadership model and competency framework 

 A revised approach to workplace assessment has been established in consultation with 
key stakeholders, it’s application tested and accepted by users and approved through 
existing internal governance arrangements 

 Production of a comprehensive blended suite of learning and development for all SFRS 
employees (Continuous Learning Framework) which promotes a strong individual/self-
directed learning and development culture and that is aligned to organisational need and 
approved SFRS policy base and guidelines.  

 
Benefits 
 
The key benefits to be derived from the project are: 

 All employees have access to the Service’s leadership and competency framework, to 
which the associated development pathways are clearly aligned, and individual 
performance is consistently measured 

 A competent workforce equipped with the necessary tools and techniques to lead and 
manage effectively in line with Service values and ethics 

 A forward looking, integrated and consistent approach to management and leadership 
development, including workplace assessment arrangements in SFRS 

 A best value approach to deliver strong internal talent pipelines further enhancing a 
flexible, resilient and learning organisation 

 Strengthen current and establish new partnership and collaborative working opportunities 
aligned to public sector reform and enabling a whole systems approach to leadership  
development aligned to Community Empowerment Act  

 Visible whole systems based approach to own Talent pools, workforce development 
(Christie – public sector reform), collaboration across public sector (across working 
together, developing together and learning together), development of meta competencies 
aligned to public sector reform, alignment to SFRS values 

 
Performance Measures 
 
Performance Measures are: 

 To meet organisational succession planning requirements 

 To establish an SFRS leadership model and associated structured development 
framework/pathway(s) 

 To prioritise and support TNA identified via appraisal process 

 To embed an individual/self-directed learning culture within SFRS through the 
implementation of a flexible continuous framework for all personnel. 

 
Disbenefits 

 
None anticipated at this stage. 

 

. 


