
 

 

 
 

Report to: SCOTTISH FIRE AND RESCUE BOARD 

Date: 28 FEBRUARY 2013 

Report By: CHIEF OFFICER ALASDAIR HAY 

 

Subject: DIRECTORATE STRUCTURES - PROGRESSING TOWARDS A WORKING 
STRUCTURE 

1 PURPOSE 

1.1 Following agreement of the papers relating to the Principles of Service Design and the Interim 

Scheme of Delegation on 14 January, this paper outlines the ‘working structure’ the Scottish 

Fire and Rescue Service proposes to progress towards. 

1.2 The proposed structure takes full account of the aforementioned agreed papers and seeks to 

deliver all the associated benefits of reform, delivers against the statutory responsibilities and 

allows the service to operate within its approved budget. 

1.3 Endorsement of the paper will allow the early development and adoption of transitional plans 

to ensure the smooth transformation from the existing structures towards the SFRS ‘working 

structure’. 

 

2 RECOMMENDATION 

2.1 The SFRS Members are invited to endorse the Directorate structures to allow the 

development and adoption of transitional plans. 

 
 
ALASDAIR HAY 
Chief Officer 
 
February 2013  
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PROGRESSING TOWARDS A WORKING STRUCTURE 

 
INTRODUCTION 
 
On 1 April 2013, the Police and Fire Reform (Scotland) Act 2012 comes into full effect and 
formally merges Scotland’s existing 8 fire and rescue services, creating the Scottish Fire and 
Rescue Service (SFRS). 
 
This date, however, is not the end of the reform journey, rather (as identified in the High 
Level Blueprint) it is a significant date in the transition from the current state, into the 
intermediate state progressing the Service towards the final state at the end of financial 
year 2015/16.  
 
The ‘final state’, as described in the Blueprint, creates a point in time (end of a spending 
review period) which allows Scottish Government to draw a line under the reform process. 
However, in terms of structure and function, the service will continue to evolve and adapt 
throughout the reform journey, and beyond, in response to its operating environment. It is 
therefore preferable to refer to a ‘working structure’ which eliminates the feeling of a fixed 
entity and inflexibility. 
 
Reform of existing delivery structures is a crucial part of the overall process.  Fewer staff 
working in the new Service is inevitable, however, this reduction will be managed through 
careful workforce planning, taking into account individual needs and circumstances and in a 
way that never puts our communities or firefighters in danger. 
 
As described within the Principles of Service Design, the design of our working structure is 
predicated on ensuring that the Service adheres to the following principles: 
 
i Delivers the benefits of reform. 
ii Meets its statutory responsibilities. 
iii Provides the Service within the approved budget. 
 
These principles were are the forefront of the thinking behind the design of the working 
structure and combined with the other critical elements noted below form the heart of the 
structure. 
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INCIDENT COMMAND SYSTEM 
 
Although Prevention is the primary aim of the SFRS, creation and maintenance of a robust 
Incident Command System has been the starting point, and forms the skeleton, for the 
design of the working structure. The safety of local communities and firefighters is of 
paramount importance. Selection, instruction and information all play a vital role in securing 
and maintaining safety however appropriate experience and supervision ensures that a 
virtuous circle is complete. 
 
Detailed analysis has been completed to determine the number and location of flexible duty 
managers to ensure that continuous operational cover is provide across the Scotland on 
24/7 basis. This cover also provide for a diversity of skill sets required aligned to an 
expansive examination of risk profiles eg Silver and Gold Command, hazardous materials, 
water rescue, flooding management, USAR. 
 
The transition from the existing ICS structures of 8 services to a national solution will be 
guided by the introduction of a suite of harmonised policies and procedures covering all 
aspects of the ICS and closely aligned minimising exposure to undue risk, disruption and the 
potential loss of reputation.  
 
 
STAFFING PROFILE 
 
With all staff members transferring to the SFRS with current terms and condition protected, 
mobility clauses in contract intact and a Scottish Government reassurance of no compulsory 
redundancies, there can be little change on day one. 
 
However, due to a number of Protocols agreed by the previous Services the staffing profile 
has significantly changed over recent times. This, combined with the earliest possible use of 
a Voluntary Severance and Early Retirement Schemes, a review of Fixed Term Contracts and 
Temporary Promotions in Services has placed the SFRS is the best possible position. 
 
The People and Organisational Development Directorate will assist the Service ensure that 
transition plans are linked to the normal workforce planning procedures and the agreed 
matching process and consultation with members of the Employee Consultative Forum is 
maintained.  
 
 
STRUCTURAL OPTIONS 
 
In considering the journey of reform, and in particular the articulated benefits, a number of 
structural options have been examined to determine the best possible fit. These options 
have been concerned with risk profiles of local areas, demography, geography, Council 
boundaries and Wards. They have also been cognisant of identified best practice, industry 
standards, blended staffing models and the provision of Best Value. This has led to the 
creation of 17 Local Senior Officer areas which have then been grouped into 3 geographic 
administrative areas of North, East and West. 
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In this model the Incident Command System, Prevention and Protection and benefits of 
reform become intertwined however they require the Directorates of People and 
Organisational Development and Finance and Contractual Services to breathe life into the 
structure. The on-going development and maintenance of the ‘working structure’ is then 
about having the right people, with the right skills, in the right place at the right time.  
 
As such the ‘working structure’ will evolve through time in relation to the operating 
environment and challenges that will emerge. Careful horizon scanning and business 
planning will ensure that the SFRS is flexible and adaptable to meet all future needs. 
 
 
BUDGET CONSIDERTIONS 
 
Financial considerations must be taken into account by the SFRS at all stages in reaching and 
executing decisions, and the appropriate financial appraisal and evaluation techniques, 
consistent with the Appraisal and Evaluation Section of the Scottish Public Finance Manual 
(SPFM) must be followed. 
 
Reform of the Police and Fire and Rescue Services in Scotland is expected to deliver 
£1.5 billion of savings over a 15 year period. 
 
The SFRS budgets for 2013/14-2015/16, the reform period, are set out in the table below. 
 

 2013/14 2014/15* 2015/16* 

Revenue £277.2m £265.2m £258.2m 

   Change £9.6m  £12.0m  £7.0m  

    

Capital £15.1m £22.2m £24.0m 

   Change £1.3m  £7.1m £1.6m 

* Provisional 
 
The SFRS Board have considered, or will be considering, the Budget for 2013/14 and the 
structural proposals set out in this paper have contributed to that overall direction of travel.  
 
 
DEVELOPMENT OF TRANSITIONAL PLANS 
 
Directors of the Strategic Leadership Team are working up transition plans to align with, and 
complement, the matching process as it rolls out. These plans will ensure that corporate and 
individual risks are minimised whilst the service fulfils it’s statutory functions. The plans will 
also be cognisant of the Performance Management Framework and maintain a focus on 
improving outcomes.  
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DIRECTORATE STRUCTURES  
 
The following high level structural charts provide information on the individual Service 
Directorates and their functional responsibilities.  The charts are presented to demonstrate 
the range of activities within each Directorate however they does not attempt to show the 
scale or complexity of the functions for practical reasons and to also permit the flexibility in 
working towards the design of the service. 
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