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A B C D E F G 

1 Purpose  

1.1 
 

This purpose of this paper is to update the Staff Governance Committee (SGC) on the 
action taken to progress the recommendations contained within the Operational Training 
Review Report.   
 

2 Background  

2.1 
 
 
 
 
 
 
 

 
 
 
2.2 

A Final Project Report containing 56 recommendations was presented to the formal 
Strategic Leadership Team (SLT) meeting on 26 August 2019 by the Director of Training 
following which, the SLT accepted the following recommendations: 

• An Executive Board be created to plan and monitor progress against a programme of 
work in relation to implementing the Report recommendations; 

• An Action Plan be produced highlighting key workstreams and any phasing associated 
with implementing the recommendations; 

• The programme of work to be governed through the Programme Office Board (POB) 

• Progress against the recommendations to be reported through the Staff Governance 
Committee (SGC) 

 
This report seeks to keep the SGC appraised of the progress being made in relation to the 
agreed governance and project planning arrangements. 
 

3 Main Report/Detail  

3.1 
 
 
 
 
3.2 
 
 
3.3 
 
 
 
 
 

Following the presentation provided at the SGC on 5 September 2019, further consultation 
and discussion has continued with key internal stakeholders.  Primarily this was facilitated 
by formal submission(s) to SLT and thereafter a strategic workshop held on 9 October 
2019. 
 
Wider engagement and communication remains ongoing with presentations being 
delivered across Service Delivery via their respective senior management team meetings. 
 
Prior to the Strategic Workshop taking place, the 56 recommendations were initially 
reviewed and categorised (internally by Training) into three main areas namely: 

• Directorate Led Workstreams (BAU) 

• Cross Directorate Work Streams (Project Lite) 

• Programmes/Projects of Work 
 

SCOTTISH FIRE AND RESCUE SERVICE 
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3.4 
 
 
 
3.5 
 
 
 
 
3.6 
 
 
 
 
 
3.7 
 
 
 
 
 
 
 
 
 
 
 
 
3.8 
 
3.9 

Initially, six subject areas were identified as having the potential to fall within a programme 
of work.  Eight areas were identified as being within a ‘project lite’ category with a potential 
for POB / SLT level decision making required. 
 
The internal [Training] categorisation was utilised as a framework for discussion at the 
strategic workshop which took place on Wednesday 9 October 2019.  The workshop was 
attended by a range of Service Delivery and Directorate business partners and was 
facilitated by the Head of Corporate Governance.   
 
Following robust and challenging discussions a number of alterations were considered and 
contributed to the final proposals being provided to SLT.  In relation to the areas identified 
as programmes/projects of work, this was reduced from six to four with two areas being 
realigned to the ‘Project Lite’ category therefore reducing the number of formal projects 
being proposed. 
 
It was identified the range and complexity of the work would benefit from varying use of 
project management tools and techniques.  That said, it is recognised the capacity to 
deliver will be significant based on current available resources.  The Director of Training 
therefore proposes two options in which to manage the implementation of all 
recommendation categories by: 
 
1) Managing all project work alongside business as usual (BAU) activities whilst making 

use of project management tools and techniques 
 
2) Creating a dedicated ‘Training Change Programme’ which encompasses all work 

brought forward by the recommendations, whilst making full use of project 
management tools and techniques alongside more formal programme governance. 

 
The SLT provided approval for the Director of Training to proceed with Option Two. 
 
The following key outcomes were noted from the strategic workshop event:  
 

• That benefit would be seen from creating a Change Programme to sit alongside the 
Training Directorate with the remit of co-ordinating and progressing a (to be agreed) 
programme implementation plan.  (Appendix A) 

 

• The SLT decision to constitute an Executive Board, chaired by the Director of Training 
and reporting through the Deputy Chief Officer, as Senior Responsible Officer, to the 
Programme Office Board and thereafter to other corporate governance groups was fully 
supported. 

 

• That key projects were identified within the following categories: Decentralised Training 
Model, Maintenance Phase Training, Trainee Firefighter Programme and Driver 
Training. 

 

• The ‘Risk Profiling’ recommendation be considered alongside the wider organisation 
work being undertaken within the Service Delivery Modelling (SDM) Project and that 
interdependencies are identified and included within the scope of the SDM.  

 

• It was identified the recommendation associated with reviewing incident management 
is a work stream requiring significant co-ordination however this could be conducted as 
a significant piece of BAU whilst benefiting from the application of project principles, 
tools and techniques. 
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• There was a recognition that a range of workstreams could be progressed via short-
term working groups: resourced from BAU and supported via Service Delivery. This 
work would also be overseen by the Executive Board, with final proposal papers being 
produced for consideration by SLT: 

 

• Recognising a requirement for additional resources, and whilst this will require further 
discussion and analysis, initial considerations would propose to create capacity by 
utilising a blended approach of dedicated Programme staff alongside the use of 
“business as usual” personnel from across the Training and Service Delivery 
Directorates.  There may be a consideration to temporarily flex resources in support of 
business continuity by using temporary appointments during programme delivery.  

 

• Whilst the proposed Programme of Change will seek to deliver the full range of 
recommendations from the Operational Training Review, as approved by the SLT, the 
final deliverables will require to be scoped and identified within the Project Initiation 
Documents for each individual work stream.  Whilst it is recognised that not every work 
stream will be designated as a project per say, the use of project management 
principles and best practice will be required to provide an appropriate level of 
governance and assurance. This would include identification of deliverables and 
benefits at the onset and allow for suitable and sufficient reporting methodologies to be 
applied across all agreed governance routes. 

 

4 Recommendation 

4.1 
 
 
 
4.2 
 

The SGC note the progress being made with respect to the identification of resource 
requirements based on the complexity and scale of the work streams contained within the 
Training Report recommendations.   
 
The SGC note the contents of the Operational Training Review Report attached as 
Appendix B. 
 

5 Key Strategic Implications 

5.1 
5.1.1 
 
 
5.1.2 
 
 
 
5.1.3 

Financial 
Dependent on the option selected in terms of resourcing the programme of work discussed 
in this report, it is likely additional finance will be required relative to staffing.   
 
It is anticipated there will be a financial impact dependent upon what recommendations 
are formally progressed and what phasing may be applied in relation to prioritisation of 
implementation.  
 
More detailed financial information will be submitted either through individual Project 
Dossiers or through the service business case process on a recommendation by 
recommendation basis. 
 

5.2 
5.2.1 
 
 
 
 
5.2.2 
 

Environmental & Sustainability  
Whilst the full extent of any environmental benefits is not known at this stage, it is 
anticipated there will be a reduction in travel for SFRS staff attending training events (due 
to training being delivered closer to the point of need) therefore contributing to lowering 
the SFRS carbon footprint. 
 
Benefits may also be evident in relation to the use of pre-employment strategies and the 
increased use of E-Systems within the training environment. 
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5.3 
5.3.1 
 

Workforce 
There may be a requirement to alter staff numbers (up/down) within the Training cadre.  
Furthermore, there may be a requirement, linked to decentralisation, to redistribute staff to 
operate in different areas across the Service. 
 

5.4 
5.4.1 
 

Health & Safety  
The SFRS requires, under the Health and Safety at Work Act 1974, to provide suitable 
and sufficient training to all staff.  This report is written on the basis that Firefighter safety 
remains a key priority of the SFRS and is considered across all recommendations. 
 

5.5 
5.5.1 
 
 
 
 
 
5.5.2 
 

Training  
It is anticipated there will be significant implications for both the Training Directorate and 
for Service Delivery personnel.  This will form two parts, namely the impact on existing 
resources and capacity (positive/negative) relating to the implementation of 
recommendations and the impact on the relevant Directorate(s) in respect of managing 
the significant implementation plan associated with a Programme of Change. 
 
Further impact analysis will be conducted once all approved recommendations are fully 
scoped, this will include the requirement for an impact analysis in relation to individual 
Project Dossiers, interdependencies and transformation programmes.  
 

5.6 
5.6.1 
 
 
 
5.6.2 

Timing  
Following on from an SLT/SMT workshop on 9 October 2019 it is anticipated that the 
recommendations will be delivered as part of a form of continuous improvement plan. The 
first three years of which will be introduced as per individual Project Dossiers.    
 
Further updates on agreed timescales will be included within a more detailed programme 
of work on completion of the initial robust planning process.  
 

5.7 
5.7.1 
 

Performance  
As an interim, performance will be monitored by existing performance management 
systems in order to measure the impact of individual recommendations, however, it is 
anticipated that new performance measures will be developed and introduced at 
appropriate timescales within the individual project delivery plans. 
 

5.8 
5.8.1 
 

Communications & Engagement  
An Executive Board will be constituted with representation from all key stakeholders. It is 
anticipated that development and delivery of a communications and engagement plan will 
fall within the scope of this Board’s remit. 
 

5.9 
5.9.1 
 

Legal  
No adverse legal implications are anticipated at this stage, other than the potential for 
those listed in 5.11.1. 
 

5.10 
5.10.1 
 

Information Governance  
Information governance will be considered for each recommendation and will form a part 
of the overarching governance structure being followed.  Project support is being facilitated 
through the Corporate Governance team. 
 

5.11 
5.11.1 
 
 
5.11.2 

Risk  
Any failure to meet service requirements under the Health and Safety at Work Act 1974 
may lead to prosecution of the Service.   
 
The Service is at risk if the performance levels currently associated with the provision of 
operational training are not managed or maintained within agreed tolerance levels.  
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5.12 
5.12.1 
 

Equalities  
Where required, Employee Impact Assessments (EIA) will be conducted within each 
Project and workstream as they move towards full implementation.  
 

6 Core Brief  

6.1 
 

Not Applicable 
 

7 Appendices/Further Reading 

7.1 
 
7.2 
 

Appendix A Draft Implementation Plan 
 
Appendix B Operational Training Review Report 

Prepared by: Assistant Chief Officer Paul Stewart 

Sponsored by: Assistant Chief Officer Paul Stewart 

Presented by: Assistant Chief Officer Paul Stewart 

Links to Strategy and Corporate Values  

This report links, in the main, to the organisational values of SAFETY and TEAMWORK.   
 
The key links to organisational strategy are identified as Modernising Response, Workforce 
Development and Transformation. 
 

Governance Route for Report Meeting Date 
Report Classification/ 

Comments 

Strategic Leadership Team (Business Brief) 21 October 2019 For Decision 

Staff Governance Committee 5 December 2019 For Noting 
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APPENDIX A 
 

Example of Draft Implementation Governance Monitoring Chart 
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This report provides an overview of the findings associated with a review of six critical areas 

of operational training within the Scottish Fire and Rescue Service.   The review was 

instigated following a variety of strategic discussions relative to training capacity challenges 

alongside a strategic imperative to review the journey undertaken since the inception of the 

Scottish Fire and Rescue Service in 2013. 

 

The [6] key areas of review were identified as: 

1. Trainee Firefighter Programme 

2. Core Training 

3. Breathing Apparatus 

4. Driver Training 

5. Incident Management 

6. Specialist Skills Training 

 

The report is evidenced by legislation, extensive benchmarking across UK Fire and Rescue 

Services and the utilisation of internal Scottish Fire and Rescue Service data.  Furthermore, 

the review investigated current alignment with the National Fire Chiefs Council National 

Operational Guidance doctrine. 

 

A clear focus of the report was to identify any challenging areas such as delivery 

methodologies, training infrastructure and organisational capacity to deliver against known 

training requirements.  The focus also strived to identify strategies which will support key 

areas for improvement whilst building on the extensive progress made, to date, within the 

Service.   

 

Recommendations are made throughout the report with the aim of aiding strategic managers 

in developing an end state vision; resulting in organisational development and improvement 

towards a first class training organisation.   

 

Further research and discussion will be required within some recommendations; this will be 

managed through an executive governance process in order to monitor a designated 

programme of work against organisationally agreed timelines. 

  

EXECUTIVE SUMMARY 
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Following on from the collation of a Service-wide training needs analysis (TNA) at the 

beginning of 2017 a training instructor capacity analysis was undertaken which identified a 

gap between the volume of Operational training being requested across the Service and the 

ability of the Training and Employee Development Function (TED) to deliver against it. 

 

Thereafter, the Strategic Leadership Team (SLT) instructed the Head of TED to instigate a 

full in-depth review of Training in order to ensure that training was being delivered in the most 

efficient and safe manner and whether any capacity could be released in order to close the 

gap that had been identified. 

 

A Project was subsequently instigated and ten key lines of enquiry were undertaken across 

six identified Operational subject matter areas:  Breathing Apparatus, Driver Training, 

Incident Management, Trainee Firefighters, Core Training and Specialist Training.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

REPORT RATIONALE 
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The constitution of the Scottish Fire and Rescue Service (SFRS) on 1st April 2013 brought 

together eight legacy fire and rescue services along with the Scottish Fire Service College 

and consolidated them into one singular body. 

 

Each of these legacy institutions had evolved in a manner which meant there was a range of 

differing policies and practices with regards to the provision of operational training. A Training 

and Employee Development (TED) Function was created within the People and 

Organisational Development Directorate and an early priority was to consolidate the legacy 

practices and produce a singularly consistent set of policies and procedures that could be 

applied nationally. 

 

This early work led to the production of a set of National Training Standards and a Training 

for Operational Competence Framework (TfOC) which went live on 1st April 2016. A 

performance framework was implemented in order to measure compliance with the new 

standards and framework. As the systems have embedded, data analysis has highlighted 

trends in training compliance statistics. Joint analysis of these trends by Service Delivery and 

TED led to a report: introducing discussion, challenges and lessons learned, being presented 

to the Service Delivery Management Team in May 2017. 

 

Further analysis, together with the findings of an internal Audit Scotland Report “Scottish Fire 

and Rescue Service Firefighter Training Program” resulted in a paper on “Training 

Challenges” being presented to the SLT on 5th December 2017. 

 

Following SLT direction for more detailed information, the completion of a National SFRS 

Training Needs Analysis and TED Capacity Analysis and a further paper entitled “Training 

Analysis” was presented to SLT on 29th January 2018. As a result, the SLT authorised a 

review into key areas of operational training. 

 

Subsequently, it should be noted that Her Majesty’s Fire Service Inspectorate instigated an 

external audit on training: with a particular focus on how this is applied in a Retained Duty 

System (RDS) context. This audit has been completed and the final report is scheduled to be 

published in due course.  

 

BACKGROUND 
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Scope and Objectives 

The scope of this project was to undertake an extensive review into the training and 

development of operational staff and includes: 

•   The appropriateness and efficiency of training: inclusive of learning materials 

•   Acquisition, developmental and maintenance phases of training 

•   Benchmarking against guidance and best practice 

•   Application across all duty systems including Operations Control and Flexi  

Duty Managers 

•   Training delivery options including location and scale of training packages 

•    Resources available for training 

 

The key project objectives were to: 

•   Identify, from existing sources, whether current operational training was 

appropriate and efficient 

•   Develop work packages to review operational training and identify if any 

amendments were necessary 

•   Collate all relevant findings and submit to the Strategic Leadership Team for 

consideration. 

•   Create a training and development regime which is efficient and aligned to 

both current and future operational roles 

 

 

In order to ensure a full and comprehensive review, this project has included within its scope 

the scrutiny of twelve National Training Standards, trainee foundation, development and 

assessment programmes and the Training for Operational Competence Framework which 

includes twelve core, twelve standard and twenty-four advanced maintenance training 

modules and all associated programmes of learning. 

 

The Project was divided into six work streams: each with a designated lead officer appointed 

from within the TED Function. Each of these leads was also assigned a “sounding board” 

strategic level contact to support them to progress through their assigned work packages. 

 

 

STAKEHOLDERS & METHODOLOGY 
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The six work streams were: 

•   Breathing Apparatus 

•   Driver Training 

•   Incident Management 

•   Trainee Firefighters 

•   Core Training 

•   Specialist Training 

 

Each of the work streams leads were tasked to undertake (where applicable) the same ten 

key lines of enquiry, namely:  

Line of Enquiry 1: How does the existing training align with legislative requirements?  

 

Line of Enquiry 2: How does the existing training program align with National Operational 

Guidance and National Operational Guidance Training Specifications?  

 

Line of Enquiry 3: How does the existing training program benchmark against best practice 

across the UK?  

 

Line of Enquiry 4: How many staff require to undertake this training and how often?  

 

Line of Enquiry 5:  How efficiently and effectively is the existing training program being 

delivered across all operational duties systems (as applicable) with respect to: 

•     Skills acquisition (initial and in development)? 

•   Maintenance phase? 

•   Instructor / specialist level? 

•   Frequency of training? 

 

Line of Enquiry 6: How practical are the training programmes to complete with respect to: 

•   Whole time staff? 

•   Control room staff? 

•   Retained Duty System? 

•   Volunteer Duty System? 

•   Community Response Units? 

•   Flexi Duty Managers? 
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Line of Enquiry 7: Are sufficient resources and infrastructure in place to allow training to be 

undertaken as per the requisite training programme? (Include a capacity analysis of 

resources and infrastructure available against organisational training need.) 

 

Line of Enquiry 8: Are all of the learning materials suitable, sufficient and fit for purpose? 

 

Line of Enquiry 9: Is the training programme delivery model pertinent to the requirements of 

the student? (Please consider suitability and practicalities for: centralised delivery, regional 

delivery, local delivery and options for modularised delivery)  

 

Line of Enquiry 10: What opportunities exist or recommendations can be made to reduce 

the training demand (as identified within LOE 7) wherever possible and how will this improve 

the process or reduce that demand. 

 

An exercise was undertaken and key stakeholders were identified as: 

•   POD Directorate 

•   Service Delivery 

•   Response and Resilience Directorate 

•   Prevention & Protection Directorate 

•   Finance & Contractual Services 

•   Service Transformation Project 

•   Strategic Planning Performance & Communication Directorate 

•   Representative Bodies 

 

The key stakeholders were invited to constitute a Senior Users Group (Board) to assist in the 

provision of governance over the work packages and to ensure that all key stakeholders were 

able to support and contribute to the lines of enquiry. 

 

The final reports arising from the six individual work packages are included within this paper 

as appendices. However, the salient findings, recommendations and a National Strategic 

perspective from the TED Function are provided below for the consideration of the Strategic 

Leadership Team. 
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The drivers for the Transformation journey of the Scottish Fire and Rescue Service (SFRS) 

are well documented. Operating against the backdrop of significantly changing risk and 

sustained financial challenges, the requirement for personnel to respond to terrorism, severe 

weather events or supporting the ageing demographic of local communities via emergency 

medical response is shaping SFRS’s obligation to train and develop staff across an 

increasingly expanding set of personal skills. 

The introduction of The Fire (Scotland) Act 2005 and the statutory move towards a more 

proactively preventative role has driven down the operational demand and subsequent 

number of incidents. Considered alongside the day to day administration and tasking towards 

this priority, this is having a dual effect on personnel’s capacity i.e. the actual time available 

to train/develop is impacted by the workload in addressing the preventative agenda. 

Additionally, from a more profound and longer-term perspective, the success of the 

prevention agenda is impacting on the fundamental means of experiential learning, afforded 

by on the job attendance at a wide variety of incidents. 

The recognition primed decision-making model theorises that in time-pressured, safety 

critical situations the decision maker reverts to a recognition primed response, whereby either 

prior learning or experiences from their memory bank assists them in navigating their way 

through the situation. However, in order to enable recognition primed response, pre-priming 

of personnel must take place in some format.  

This decreasing regularity of incidents and the increasing incident ‘types’ which form part of a 

response within the expanding firefighter’s role is compounded by these reductions in 

experiential learning / recognition opportunities for front line firefighters, resulting in a 

significantly higher reliance on training processes. This conundrum emphasises the 

intricacies of training, capability and competence within the operational environment. 

 

 

 

 

 

 

 

            Credit: Illustration courtesy of AM Fairbairn 

STRATEGIC OVERVIEW 
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The SFRS is currently linked to National Organisational Learning (NOL) through existing 

governance arrangements externally through the National Fire Chief Council (NFCC) and 

internally through the Scottish Multi-Agency Training and Exercising Unit (SMARTEU).  This 

allows the SFRS to ensure any learning from operational incidents across the UK are both 

recorded and implemented into existing SFRS policies, procedures and training doctrine. 

Given the reliance upon training in order to underpin operational competency, it may be 

prudent to re-emphasise its importance by reviewing the number of hours dedicated to 

operational training against other regular activity. 

Realignment of staffing levels in accordance with revised target operating models has 

highlighted the potential for additional pressures which may result in existing personnel 

requiring to take on a wider range of responsibilities. 

Current Target Operating Models require training to be provided to 3021 whole-time station 

based staff, 3309 RDS staff, 257 Flexi-Duty Managers, 395 Off-Station Staff and 405 

volunteers. 

The SFRS Business Partnering Model for delivery of training, as is outlined within the 

Training and Employee Development Policy, illustrates a co-operative resourcing partnership 

which can lead to a lack of clarity over responsibilities in some areas: which is exacerbated 

when capacity is strained. In a rural context, existing structures can create conflict within the 

Business Partnering arrangements since, often, neither the National nor the Local trainers 

have sufficient capacity to manage autonomously; leading to an adverse impact upon training 

delivery. This co-operative compromise can be illustrated with the challenges faced whereby 

co-operatively resourcing on-going Trainee Firefighter Foundation Courses directly correlated 

to a drop in both instructor competencies and skills maintenance performance indicators. 
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During the recent Her Majesty’s Fire Service Inspectorate (HMFSI) inspection into Retained 

Duty System training the quality of learning facilitated by supervisory managers was audited. 

Whilst the final report, at this date, has not yet been promulgated: anecdotally there is a 

suggestion that, at the point of delivery, despite a methodological approach to cascading 

training, there remain challenges in relation to standardisation, subject expertise, 

competence to teach, mistranslation, freelancing, etc. 

The training Business Partnering Model therefore requires to be reviewed and the following 

options are provided for consideration: 

Option 1 

That the Business Partnering Model is dispensed with and that all structured training is 

aligned to the TED Function.  

This would, in essence, see the absorption of the existing LSO cadre (Crew manager to 

Station Manager) into the National Instructor Pool and all training across foundation, 

acquisition and maintenance being controlled centrally. This model would still be likely to 

require the use of station-based instructors in key locations to provide local training 

resilience.  For practical reasons this option is not favoured however, the recommendation 

below provides a suggested way forward. 

Recommendation 1 

A clearer Business Partnering Model be introduced to reflect clearer delineation of key roles 

and responsibilities. This model would reflect a de-centralised training delivery structure. 

This recommendation would seek that, in the main, the TED Function will deliver foundation, 

acquisition and instructor training, centred from each of SFRS’s Training Centres: whilst On-

Call staff training, maintenance and refresher training is facilitated, as close to the point of 

need as possible and is undertaken by Service Delivery’s training teams. Utilising this option 

would require a re-distribution of instructor resources which is reflective of the volume, 

frequency and location of the relevant training programmes.  This will likely require the 

creation and utilisation of station (watch) based instructors, supplementing the core 

instructional cadre, in order to make Local Senior Officer (LSO) Areas self-sufficient in the 

delivery of operational training programmes. 

The recruitment, development and retention of instructional staff is a vital component of 

ensuring the safety and competence of our front line operational workforce. It is crucial that 

individuals with the requisite aptitude and personnel skills are attracted into training roles and 
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that they can be developed into instructors of the highest possible calibre. The ongoing work 

to establish standardised terms and conditions for instructional staff will be key to ensuring 

that the work patterns and remuneration package aligned to these roles is attractive enough 

in order that TED can select from the very best candidates. Recent campaigns have 

highlighted that instructor posts can be challenging to fill: with many candidates preferring to 

undertake supervisory management roles within the operational environment. 

Barriers to attraction of staff into the Function include: the potential for loss of income, owing 

to the amount of pre-arranged overtime that is available in a station-based environment; a 

perception of a less-favourable duty pattern, when compared to the five-watch duty system; a 

perception that there would be difficulty moving back out of the function again, due to a 

requirement to retain specialist instructors. 

 

 

 

 

 

 

 

 

 

 

 

Recommendation 2 

It is recommended that consideration be given to the introduction of a career development 

pathway for operational staff that includes an expectation that individuals will not normally 

progress from supervisory management roles into middle management (flexi-duty manager) 

roles without having served a defined period of time within a non-operational role within either 

a Directorate or Service Delivery Area (e.g. Training, Prevention & Protection, Health & 

Safety etc.) 



 

Page 13 of 53 
V1.6 September 2019 

Recommendation 3 

Consideration should be given to structuring the TED instructional cadre to in a way that may 

allow for it to be resourced by way of fixed-term secondments.  This should include the ability 

to recruit experienced Firefighters into instructor roles. 

SFRS formally introduced its National Training Standards in April 2016. These Training 

Standards are the documented commitment of the SFRS to train its staff to a given level and 

in a given manner for any particular capability. The training standard sets out the details the 

programme of learning requires to cover alongside the provision of learning materials. 

External Stakeholders such as Audit Scotland, Scottish Qualifications Authority, Skills for 

Justice and The Scottish Government will find these document of use as a means of ensuring 

the SFRS are delivering the programmes that they should, that they are delivered to the 

expected standard and that those programmes are all tied into statutory requirements, 

strategic objectives and, are representative of a best value approach. They also prove 

beneficial to the Service as evidence in any potential audit and, furthermore assist toward 

accrediting programmes of learning with ability to offer vocational awards. 

To date, twelve National Training Standards have been promulgated: Breathing Apparatus, 

Command and Control, Driver & Emergency Response Training, Extrication, Firefighting with 

UHPL Cutting and Suppression Equipment, Hazardous Materials Response, Large Animal 

Rescue, Marine Firefighting, Rope Rescue & Safe Working at Height, Trauma Care, Urban 

Search & Rescue and Water Rescue & Flood Response. 

It is recognised that these documents are not currently presented in not the most accessible 

format. They were developed in response to the SFRS emerging position in relation to the 

delivery of programmes, the continuous learning framework and an ambition to be self-

sufficient in training, with a view to become a credit rating body. They also had the role of 

setting out which programmes and content would be delivered in order to establish a base-

line for learning content for the whole of Scotland. 

Recommendation 4 

It is recommended, that all National Training Standards are streamlined and set out in an 

electronic platform 

This revision would style the NTS similar to the Police Professional Framework, so that much 

of the generic information contained within the documents will only be present once. The 

development pathway / progression route will require to be clearly and concisely defined. 
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In support of the National Training Standards, where pertinent, the production of instructor 

guidance notes and training manuals will support the existing learning materials. This will 

help to ensure consistency of instructional input by capturing the knowledge and experience 

of subject matter experts which, has traditionally been passed down verbally and will 

therefore, greatly enhance the development of newly appointed instructors. 

Recommendation 5 

It would be proposed that, where practicable, a suite of supporting guidance notes will be 

produced in support of the Training Standards.  

These will contain a more granular level of detail e.g. by way of instructor training notes and / 

or operational field guides. Any Guidance Note will be aligned with National Operational 

Guidance and together with the Training Note, written in line with current UK Capability 

practices and procedures, and will be reviewed and exercised either in training or at 

operational incidents.  Being aligned in this manner will assist interoperability at any cross-

border incidents and will aid any future development of guidance contained within the 

documentation. These documents will be internally produced and provide both full version 

control and consistency of application across SFRS. 

The challenges faced and the lessons learned to date through the single-Service reform 

process provide a depth of information which allows reflection upon the standardisation 

process which was necessary to successfully integrate legacy policies, procedures and 

protocols into the Scottish Fire and Rescue Service. The evolving expectations which are 

shaping the changing role of the Firefighter: through the Service Transformation Programme 

will shape the Service in order to meet the diverse local risks of the communities which we 

protect. Training, therefore, will necessarily require to reflect the roles and skills which our 

staff need to perform and the equipment that they are liable to use. This may vary across the 

Service depending on location and local demographics, therefore, a “one size fits all” 

approach to training cannot be efficient and the training will need to align to local risk profiles. 

Recommendation 6 

Where practicable, operational response stations should be categorised in line with the six 

Scottish Government urban rural classification breakdowns with response and allied training 

requirements being tailored accordingly to local risk profiling.  
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Note: The Scottish Government classifications are laid out as follows: 

• Large Urban 

• Other Urban 

• Accessible Small Towns 

• Remote Small Towns 

• Very Remote Small Towns and, 

• Accessible Rural 

There remains a balance to be maintained between a requirement to widen skills attributes 

against the available capacity of station-based staff to undertake meaningful training across 

the widening range of topics required. This is particularly highlighted within RDS stations who 

are allocated a specialist capability e.g. water rescue or safe working at height level 2. 

Consistent feedback from front-line users highlights frustration over the process in place for 

recording and reporting training which, predominantly is undertaken on electronic platforms. 

Challenges with ICT software technology, hardware provision and bandwidth availability are 

regularly cited as contributory factors for an under recording of training.  This is particularly 

relevant in rural and remote rural station locations where challenges remain in relation to  

limitations of ICT connectivity which, have proved difficult to reconcile. The use of various 

software systems that are not interlinked e.g. i-Trent, Gartan, PDR-Pro, TED Scheduler and 

the Learning Content Management System creates a challenge as it requires users to input 

data on multiple occasions.   

It is noteworthy the Training for Operational Competence (TFoC) framework was not initially 

designed to align with a five watch duty system. The regularity of the roster being 

interspersed with eighteen-day annual leave periods can skew compliance performance 

reporting and, allied to the ICT challenges, can lead to sporadic recording of training leading 

to refresher currencies being reported as having expired.  

This exposes a potential organisational risk over the question of skills-currency versus 

competency and the parameters where latency of currency overcomes an individual’s 

competency to either maintain certain skill, or indeed, to continue to perform a role within an 

operational environment. Whilst it may be argued that competency does not necessarily 

decease solely because a refresher input has been missed and currency has expired: without 

a robust record detailing the individual’s skills, knowledge and experience, the ability to 

evidence competency is difficult. The interlinking of systems would assist in providing a 
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stronger audit trail to capture an individual’s development, operational exposure, continuous 

development and periodic re-assessment. 

Recommendation 7 

It is recommended work is undertaken to support SFRS Digital Strategy to ensure that E-

Systems are interlinked and that compatible databases are utilised to avoid duplication of 

data inputs e.g. iTrent, Gartan etc. 

In current times, particularly as the Service Transformation agenda begins to quicken pace, 

challenges can arise where the dynamism and pace of change leads to a desire to run pilot 

trials.  The same can be said for the introduction of equipment or practices which require 

training packages to be developed and delivered solely for that purpose and, by definition, 

often prior to the promulgation of Standard Operating Procedures and Safe Systems of Work. 

This can result in duplicating training and can cause confusion over training practices taught 

for a pilot / trial and those which have been fully developed for formal adoption. 

Recommendation 8 

It is recommended that all interdependencies are identified, prioritised and managed through 

the Programme Office Board to ensure a critical path timeline is agreed and understood by all 

stakeholders. 

The weight and pace of change within a maturing SFRS has borne an exponentially 

increasing need for operational training: the volume of which has created an instructional 

capacity challenge.  The resultant effect has seen a sustained focus on training delivery 

therefore, limiting opportunities for any in-depth review or, the ability to create capacity for 

course development, innovation and evolution. As the Service continues to progress through 

the Transformation journey it is anticipated the training requirement will not diminish and 

may, indeed, increase.  

Recommendation 9 

It would be suggested that in moving towards realising any of the efficiencies identified within 

this report: through an implementation program; that this be considered in tandem with a 

suitable resourcing plan that takes recognition of the separate requirements of “business as 

usual” training and the implementation of the recommendations being instigated. This would 

include a requirement to consider any specialist resources required to amend and develop 

our multimedia, blended learning materials. 
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Fluctuations in the ability to forecast a long-term Capital budget has seen fleet expenditure 

being focussed directly onto the front line: in support of operational resilience. Directing 

investment in this manner, however, correlates into the age and deteriorating condition of the 

current vehicles within the training fleet many of which are not roadworthy (SORN) or not 

reflective of the equipment which students would operate within the station environment. It is 

anticipated that, working in liaison with Fleet Services, this issue will improve as vehicle 

rotations are initiated when new appliances are delivered into the Service. Notwithstanding 

this, it would be highly desirable for students to train with new, modern appliances. This 

would be particularly beneficial within the driver training and firefighter foundation programs. 

A further impact can be felt when a significant capital investment leads to large numbers of 

appliances or equipment being introduced simultaneously.  As an example, the introduction 

of thirty new pumping appliances into wholetime stations requires training input to 150 

watches not including any training required for knock-on moves. The Corporate desire to 

realise the benefits of driver training Capital investments (by introducing new appliances to 

the operational environment quickly) has a negative impact on instructional resources due to 

the requirement to re-prioritise training delivery plans.   

Recent years have seen a significant concentration on wholetime firefighter recruitment with 

458 trainees progressing through the foundation programme between January 2017 and 

January 2019. This level of recruitment has seen a significant and sustained resource 

commitment throughout the period which has influenced wider “business as usual” training 

delivery and skills currencies. The size of course student cohorts is directly related to 

available facilities and the requirement to facilitate large numbers simultaneously presents a 

constraint on both the location of the course and, the ability to introduce flexibility to the 

training syllabus e.g. the number of drill towers available directly influences the number of 

squads that can be created and higher squad numbers lead to a decrease in student rotation 

within drills. Additionally, the training site’s changing / welfare facilities and instructional staff 

are tied to the trainee program which prevents use of the wider facilities for business as usual 

training. This is exacerbated when back to back courses run at the same training centre. 

Option 2 

That Foundation courses should be run on a more frequent basis with lower numbers of 

students and rotated between training centres e.g. an intake of 24 students every 7 weeks 

across three training locations. 
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It is felt option two, above, may be difficult to manage from both a programme/scheduling 

point of view and the practicalities of operating in this manner may be prohibitive. 

Recommendation 10 

That a centre of excellence for trainee firefighters is established at the National Training 

Centre. 

This would see the formation of a Centre of Excellence with a cadre of dedicated instructors 

who would be responsible for Whole-time practical selection tests, Trainee Firefighter 

Foundation Programmes (incl. RDS see below) and Green Phase assessments. Foundation 

courses should be run on a more frequent basis with lower numbers of students.  

This reduction in student numbers would allow flexibility in course programming / scheduling 

and could free up venue capacity that would allow RDS personnel to attend for modular 

development along with the wholetime students as part of their development pathway e.g. 

task management, BA phase, Trauma module etc.  

 

 

 

 

 

 

 

 

 

Over the same two year period, 2017 -2019, the requirement to provide overnight 

accommodation has utilised £1,123,110 of resource funding solely for the students upon the 

foundation programme (averaging £2452 per student). The provision of on-site 

accommodation was the subject of a briefing paper by DCO McGown to the Strategic Intent 

Executive Board on 27th January 2015 which forecasted a potential capital outlay of £5 

million at that time.  
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Recommendation 11 

There remains a consideration for a potential longer term resource efficiency to be realised 

by way of a capital investment in accommodation. It is therefore recommended that, in line 

with any recruitment strategy, consideration be given to developing a revised business case 

for the provision of on-site accommodation at the National Training Centre 

The logistical challenges experienced whilst endeavouring to provide entry level, acquisition 

and refresher training to the (circa) 7,000 operational staff across all duty groups who cover 

such a large and geographically diverse area as Scotland are considerable. The 

organisational training requirements are dynamic in nature and this will be heightened as the 

role of the firefighter continues to evolve through our Transformation Programme. A National 

Training Needs Analysis and a Learning Needs Analysis is conducted by TED on an annual 

basis and this is utilised to plan and schedule training for the year ahead. Last year (for the 

first time) a capacity analysis was undertaken to compare the TNA request with the available 

Instructor capacity which highlighted a deficit and prompted this review. 

Whilst this review seeks to ensure that training is being delivered as efficiently as possible, 

whilst maintaining firefighter safety, there still remains a requirement for additional 

instructional resources to support the volume of training that requires to be delivered. Further 

within this report, where possible, additional personnel requirements have been proposed. 

However, it is considered that a full estimate of resourcing requirements will only be possible 

once a clearer outline of the options included within this report has been appraised and the 

priority, timeframes and scale of any training implications arising from Transformation is fully 

understood. 
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The current wholetime firefighter foundation program has a fourteen week duration. The 

Scottish Fire Services College at Gullane provided a sixteen week programme, however this 

was previously reviewed and reduced by two weeks to realise efficiencies and expedite the 

progression of students. The practice of “squad drill” was removed from the course as part of 

this process along with other practices such as casualty carry-downs etc. Recent courses 

facilitated within SFRS have seen the reintroduction of squad drill and a more formal manner 

of interaction with the students. This has improved the bearing, demeanour and attitude of 

the students and has received positive feedback from Senior SFRS Management. However, 

this has been delivered in an extracurricular fashion: based on mutual cooperation between 

the Course Lead and the students and instructors. It has also reduced available instructional 

time. Therefore, any proposals to amend the length or structure of the program will need to 

consider the Corporate perspective on the inclusion of these elements of the syllabus. 

 

Recommendation 12 

It would be proposed that the syllabus and timetable for the Wholetime Trainee Firefighter 

Foundation Programme is remapped in order to align with the Institution of Fire Engineers 

Level 2 certificate.  

In conjunction with SFRS’s Leadership Development Pathway, this would offer an opportunity 

for providing a technical development pathway covering all roles from Firefighter to Station 

Manager. 

 

 

 

 

 

 

 

 

TRAINEE FIREFIGHTER PROGRAMME 
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On a regular basis significant portions of instructional and managerial time are directed 

towards identifying and supporting various degrees of neuro-diversity which have not been 

identified through the on-line selection tests. Particular challenges can be countered during 

the BA phase of training whilst undertaking critical but basic arithmetical calculations. On 

occasion there has been anecdotal evidence that the applicant has had the on-line tests 

completed for them by a third party. 

Recommendation 13 

It is recommended that a basic literacy and numeracy test is undertaken as part of the 

practical selection testing process.  

This should counter instances where other persons have been used to sit online tests on 

behalf of a candidate and may also lead to early indication of learning differences whereby, if 

successful in attaining employment, the student can have appropriate supporting measures 

in place. 

Recommendation 14 

An option to introduce pre-attendance mandatory modules could reduce the overall course 

duration or create space for additional skills acquisition within the programme.  

These external training packages could also potentially be made publically accessible and 

used by community members for their personal development e.g. transferrable skills such as 

first aid, using a defibrillator, CPR training, manual handling etc. The time currently spent on 

these subjects could then be withdrawn from the programme syllabus and reduce the 

duration. There are also benefits for individuals who access the learning without joining 

SFRS in terms of improving community resilience, enhancing employability prospects for 

rehabilitation of offenders, returning from military service etc. 

Whilst undertaking research for this review, it has been noted that a number of further 

education establishments across Scotland are offering programmes covering a variety of 

subjects aligned to preparing for applying for employment within the emergency services.  

Option 3 

It may be possible (aligned to recommendation 14) to investigate the possibility of matching 

proposals for pre-attendance with these syllabi and for consideration either as definitive pre-

entry requirements for recruitment or for recognised prior learning given advanced entry into 

the recruitment application process. 
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Option 4  

Consideration may be given to a long-term strategy: expanding on the prior option: of 

foundation training being fully provided by an external learning provider prior to entry into 

service: thus saving SFRS considerable financial and personnel resources and entrants only 

requiring an induction when entering the Service 

 

Recommendation 15 

It is recommended that new employees attend a pre-foundation programme induction course.  

During this induction, candidates would receive their kit issue, and an initial task 

management skills introductory session. This would provide them with a greater 

understanding of the physical requirements of the course and allow them to be issued with a 

fitness development plan which hopefully will reduce the instances of students failing to reach 

the minimal fitness requirements and decrease the potential of minor musculoskeletal 

injuries. 

If these prior two elements were to be implemented, course duration could be reduced and 

the students would be able to participate in practical task management training earlier within 

the programme. 

On a regular basis, wholetime recruitment campaigns have attracted applications from the 

wider cadre of existing SFRS employees. As a result, a number of staff migrate from RDS 

roles into whole-time posts. Although their dual employment status allows some minor 

escalation within the recruitment selection process: no recognition is currently given within 

the training and development pathways to skills which may have previously been acquired 

within their RDS roles. 

Given the commonality across certain skill elements within both roles, an efficiency could be 

realised by establishing a migration pathway that considers the individuals’ previous 

knowledge, skills and operational experience. It would be pertinent to provide careful 

consideration as to accessing the pathway to ensure an ethically fair and balanced 

recruitment that does not exacerbate the recruitment, retention and availability issues being 

experienced within RDS station areas. 

Consultation with staff who have migrated within SFRS has provided a strong and consistent 

message that attending the full duration of the Foundation Programme was of significant 

benefit to enhance their existing knowledge base and that significant development would 
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have been missed by them attending any redacted course. Furthermore, feedback by all 

students and instructors highlighted a significant benefit in the student experience by having 

a mixture of civilian and migrating RDS candidates. The team building, peer support, 

mentoring and extracurricular sharing of experience provided through this format was 

considered by all as a vital component. 

Recommendation 16 

It would therefore be proposed that migrating staff should still attend the entire duration of the 

foundation programme, however, post-course development and pace of progression through 

the trainee firefighter development pathway toward the attainment of competency within role 

should be considered on an individual basis.  

This would be based upon a review and assessment of previous knowledge and experience 

which can be mapped across as approved prior learning and the completion of a bespoke 

personal development plan. This will, however, impact upon supervisory managers who may 

have responsibility for more than one firefighter in development, with differing development 

needs. 

Option 5 

That a review is undertaken of any prospective migrant’s personal development record and 

that where parity of assessment is evidenced, that this is recognised as transferable 

approved prior learning. This would then be assessed along with evidence of the individual’s 

skills, knowledge and experience to create a bespoke personal development plan. The 

migrant would then attend such foundation modules as may be required in order to address 

the identified areas of development. Post-migration, the pathway for progression onto 

competent status will be managed in a similar fashion.1 

 

Recommendation 17 

The process for ascertaining the training requirement for re-employment of individuals into 

operational roles could be based upon a similar process to the above.  

The process would also consider, on an individual basis, the level of skills decay dependent 

upon the time elapsed since skills maintenance was last evidenced. 

                                            
1 NB this may impact on the ability to enrol the migrant onto a modern apprenticeship scheme and / or to award a 
SVQ / IFE qualification on attainment of competent status 
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Recommendation 18 

It would be proposed that RDS acquisition training be modularised and aligned to station risk-

profiling. This profiling could align with local risk profiling, appliance type etc. and allow an 

opportunity to move away from a one size fits all training programme to one which is aligned 

to local needs e.g. initial acquisition modules for a remote rural, rural or semi urban station 

could run over 7.5, 8.5 or 10 days. Thereafter employees would embark upon BA training and 

an agreed learning pathway comprising 7, 9 or 11 days of development within a mutually 

agreed timeframe. 

 

Option 6 

The Trainee graduation event has traditionally focused around a practical skills 

demonstration followed by a formal presentation and has been supported by the Chief 

Officer, Chair of The Board and SLT members. Strategic direction would assist to confirm the 

format of future graduation ceremonies, with due regard to the ongoing recruitment strategy 

(option 2 / Recommendation 10) and the potential impact of the weather on graduations. It 

would also be pertinent that a review of catering forms part of this consideration e.g. the 

removal of lunch provision, could realise an associated saving of £1,800 per graduation for 

60 trainees. 

 

That said, feedback from staff, and those attending 

graduations, highlighted the value of the existing model in 

terms of positive learning experiences. 

Upon completion of the foundation programme, firefighters 

are then considered to be within their initial development 

phase and follow a structured pathway of development 

and phased assessments prior to being designated as 

competent within the role of Firefighter. This pathway 

aligns to monthly development modules and would 

normally take 33-36 months to complete. 
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Option 7 

It could be deliberated whether submission for assessment by line managers at an 

appropriate juncture rather than tied to a pre-defined timescale is more appropriate to a 

supportive learning experience.  

Such an approach could allow an accelerated pathway to competence where appropriate, 

assisting service delivery, but also allowing developing firefighters with additional time to 

prepare for assessment if deemed necessary. 

Recommendation 19 

It is recommended that the option above be linked with Recommendation 16 and that a 

working group be established to explore the practical implications of implementing a move 

away from pre-defined timescales toward one based upon student performance. 

The age of the training fleet and some equipment has presented some challenges with 

reliability, maintenance and the ability to conduct off-site training. It would be highly desirable 

for students to train with new, modern appliances reflective of the emerging technologies 

being adopted by SFRS. 

Recommendation 20 

It would be recommended that a quantity of newer, fully clad, training vehicles and 

equipment: commensurate with any decision on recruitment strategy are introduced into the 

training fleet and located accordingly. 

Whilst Driver Training is explored elsewhere within this review, despite driving duties forming 

part of the firefighter role map a challenge exists in progressing firefighters through the 

driving pathway. There is a time and cost implication for the medical requirements involved in 

Large Goods Vehicle (LGV / Category C) license acquisition. 

Recommendation 21 

As all new applicants are required to be medically assessed prior to their employment, it is 

recommended that an option be explored which ensures that the pre-employment 

examination also covers the requirements for CAT C licensing: thereby mitigating the 

requirement for further medical examination prior to applying for a CAT C provisional license 

and entry onto the driver development pathway. 
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Core training within SFRS is modularised and undertaken within the Training for Operational 

Competence (TFoC) Framework. The program is completed on a 36-month cycle and is 

centred upon a suite of core, standard and advanced learning modules. Whilst employees 

across all duty systems complete all core and standard modules: on-call employees only 

undertake such advanced modules as are assigned to them and are pertinent to the 

response risk profile within their local area. 

The TFoC learning packages were designed to provide a blended learning approach which 

mixed e-learning materials and assessments to cover knowledge and understanding with 

practical application drills and confirmation exercises. This review has identified a need to 

recognise the differing requirements between training modules for developing firefighters and 

those used by competent firefighters in order to support maintenance of their existing skills. 

The findings of this review also highlight a requirement to refocus the attention of those 

supervisory officers who oversee and facilitate local training towards concentrating on good, 

practical watch-based training: re-dressing the balance of a reliance on the e-learning 

materials which were designed to be utilised as a supporting mechanism. The e-learning 

materials ensure that supervisory officers have all the necessary tools at their disposal to 

deliver core training without a requirement for specialist instructor skills. This requires a shift 

of emphasis of responsibility onto both supervisory managers and firefighters for 

maintenance of skills at station level. This ethos aligns with recent work completed on station 

standards and the link across onto the Learning & Development Pathway. 

An opportunity exists to re-work e-learning materials for the future of SFRS while maintaining 

a blended approach, which supports all duty systems, and supporting the in- development 

phase of fire-fighters and maintaining competent personnel currency. This also has the 

potential to realise more practical training time by recognising the distinct training phases of 

acquisition and maintenance.  

Recommendation 22 

This can be achieved by creating `LITE ` module versions to be utilised for employees on a 

maintenance cycle. The training module would focus on 3 areas 

• Information changes for the risk / subject 

• Learning which has been identified as specific to that subject 

• Need to know requirements of the subject.  

 

CORE TRAINING 
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A confirmation assessment would still be completed as would a practical confirmation 

exercise. This `LITE` version would create capacity efficiencies from the full modules which 

will open up more practical application opportunities. The full modules will still be available 

and be utilised by individuals on the development phase or for those seeking more detailed 

information on a subject. It is considered that RDS employees in development would require 

additional paid time (over and above training night) of approximately 1.5hrs / month in order 

to complete the full acquisition module. 

The requirement for RDS station profiling for assessing allocation of TFoC Advanced Module 

requires to be reinforced and should be reviewed in order that these modules are specific to 

either a station or cluster of stations on a risk based approach. 

Recommendation 23 

RDS station risk profiling should be re-assessed every three years in the October prior to the 

end of each three-year training cycle. This will allow a sufficient timeframe for any changes 

required to be altered by TED for each station / station cluster / area.  

Nationally, within the United Kingdom, Skills for Fire and Rescue and the (then) Chief Fire 

Officers Association developed the Fire Professional Framework which benchmarking has 

evidenced to have been widely adopted as best practice for Core Operational Skills Training. 

Often referred to as “The Fire Engine Model” it assesses competence against 9 core skills. 

SFRS also identified Task and Task Management as being key core skills i.e. Pumps, ladder 

and knots & lines resulting in SFRS measuring and maintaining competence across twelve 

skill sets as opposed to the nine being utilised in many other UK Fire and Rescue Services. 

In pursuit of efficiencies, there could be an opportunity to realign with the Fire Professional 

Framework and reduce the amount of core skills modules contained within the Training for 

Operational Competence Framework. However, SFRS Operational Assurance processes, 

Operational Assurance Audits; together with the auditing work completed by the Balmoral Bar 

Implementation Group suggest that a continuation of dedicated focus on the practical 

application of the full range of core skills should have a positive influence on Firefighter 

safety.  
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Recommendation 24 

Whilst it may be the case that the Task and Task Management skills should be covered by 

practical training against the other core skills within the Fire Professional Framework, it is 

recommended that the status quo is maintained in order that it can be ensured that dedicated 

Task and Task Management maintenance training is undertaken on an annual basis and is 

easily broken into one skill per month2. 

 

Recommendation 25 

There are further options available which can assist in releasing training capacity by 

removing unnecessary duplication of information that sits across some modules which cover 

similar topics and streamlining them into a more concise single package e.g. combining 

“Casualty Care” with “Trauma & Medical Emergencies” or combining “Domestic”, 

“Commercial” & “Public Entertainment” modules into a single “Firefighting in the Built 

Environment” package. 

In some remote rural areas, several aspects of practical application can be challenging to 

complete due to the physical limitations of available training venues. On-site facilities for RTC 

and ladder training in remote rural areas are foremost examples. This would need to 

considered as a wider subject for strategic asset management and for identification by local 

Service Delivery teams of suitable risk-assessed off-station training locations. 

Amendments will be undertaken to “Extrication” training programmes to include modern 

technologies such as electronic vehicles. 

Work is ongoing with Capability Leads to ensure that a development pathway that ensures a 

safe and coordinated response to incidents involving hazardous materials is developed: 

ensuring interoperability and alignment with UK National protocols. 

 

                                            
2 Recommendation 27 seeks an amalgamation of CFBT as an integral part of the BA Core Skill. Should this be accepted 
this would create 11 core skills and a spare month per year will be released 
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SFRS’s current BA maintenance of skills training programme outlines the requirement for an 

annual live (hot) fire refresher BA Wear during the phases of either BA Search & Rescue, 

Compartment Fire Behaviour or Tactical Ventilation, as part of 3-year cycle, held at a suitable 

training centre. This review has noted that the application of refresher training has been 

impacted due to instructor capacity being focussed upon concurrently facilitating foundation 

training across three sites. 

The Training for Operational Competence (TFoC) framework does not currently compel all 

personnel to wear a BA Set during training other than on the annual centrally run refresher 

programme, as detailed above. Therefore, it is possible that personnel may not wear a BA 

set from one year to the next; other than during any operational activity. There requires to be 

an emphasis in order to focus greater attention onto station based practical training and 

ensure the recording of live operational (red) wears to evidence the operational exposure and 

experience levels of personnel. 

 

Recommendation 26 

It is proposed to instigate a mandatory BA Wear every 3 months for station based operational 

staff. This would be inclusive of operational use, be organised at watch level and be reported 

on via PDR-pro at watch, station, LSO, SDA and National level. 

 

In alignment with the implementation of actions arising from the Balmoral Bar incident, TED 

will ensure that, upon promulgation of the revised SOP, a consistent approach to tactical 

ventilation will be taught and refreshed on an annual basis. 

Option 8 

There is an opportunity to review the frequency of the live fire refresher training event in 

alignment with NOG from annually to every two years, however, it is considered that this may 

have a negative correlation with firefighter safety.  Taking this into considerations, 

recommendation 27 provides a further viable option. 

 

 

BREATHING APPARATUS 
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Recommendation 27 

It is recommended to move away from the current 3-year cycle and to combine the three 

formerly separate refresher training subjects of BA Search & Rescue, Compartment Fire 

Behaviour Training (CFBT) and Tactical Ventilation (TV) into an a single live-fire refresher 

event which will be themed to capture operational assurance and or national operational 

learning as well as providing quality assurance of knowledge and practical application. The 

use of UHPL will also be included, as appropriate, for a holistic, systematic approach. 

 

Recommendation 28 

It is proposed, within the TFoC Framework to amalgamate the BA and CFB core modules 

adding in Tactical Ventilation. The programmes of learning are to be revised and condensed 

to remove excessive information and focus upon “need to know”, risk critical information. 

Once revised this will enhance practical application exercises at watch and station level. 

 

Recommendation 29 

It is recommended that an electronic Instructors Training Manual be introduced. This 

document will provide a single repository for the technical application aspects that instructors 

traditionally share via word of mouth: thus ensuring clarity and consistency across SFRS. 
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BA Policy and Operational Guidance currently details that only a competent firefighter can 

undertake the role of BA team leader at an operational incident. Due to the ratio of firefighters 

being recruited into the SFRS, this can impact upon the staffing of appliances across all duty 

systems.  

Following Firefighters successfully passing their initial BA course assessment, they will have 

received both technical & practical input and will have been assessed as team members and 

as team leaders. They are therefore deemed qualified in this regard. Should the above 

recommendations be adopted, there will be an annual requirement to attend a Training 

Centre for a live fire BA wear. Developing Firefighters attend Red (12 months), Amber (24 

months) and Green (33 months) phased assessments which again assess their BA skills as 

team member and leader.  

It is expected that in-between each of these assessments, that developing Firefighters wear 

BA at operational incidents and during structured training events where they receive 

feedback on their performance and if necessary, a development plan to address any 

shortcomings that are identified. 

Option 9 

Having completed an initial course, then been assessed at watch level during training & at 

operational incidents, in conjunction with attending an annual refresher: providing they are 

successful, could enable individuals to operate as BA Team Leaders at operational incidents 

within a more compressed timeframe. It could be considered that where these criteria are 

met that firefighters can perform the BA Team Leader role after successful completion of their 

Amber (24 month) assessment. 

The implementation of Option nine does however place additional onus on the individual and, 

would result in the SFRS operating out with the National Fire Chiefs Council (NFCC) BA 

POG. 

Recommendation 30 

That the status quo, in line with current BA POG, is maintained and that individuals are not 

eligible to undertake the BA Team leader until deemed competent within the firefighter role 

The challenges with practical implementation of the TED business partnering model have 

already been referenced. This however can be magnified in a BA training environment where 

the number of qualified instructors required to facilitate the training exceeds the number of 

instructors employed in a given vicinity. In many locations there are insufficient instructors to 
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allow either the National or LSO teams to operate independently: often this requires a 

collaborative compromise with the BA event being prioritised at the detriment of another 

training course. 

A particular challenge is also noted with respect to VDS personnel who typically only attend 

stations for limited hours for maintenance of equipment and training. This presents a 

significant challenge in their ability to maintain competency. 

The review has also identified a requirement to closely monitor the findings on the 

Contaminants Group in order to ensure appropriate safety and welfare arrangements for BA 

instructors (BAIs). It is anticipated that there may be a requirement to consider the level of 

issue of firekit for BAIs to ensure adequate turnaround for cleaning and laundering of PPE. 

Significant Capital funding has been invested to support the training strategy of delivering 

training as close to the point of need as possible. Predominantly this has benefited remote 

rural locations with respect to maintenance phase, refresher programmes. 

Recommendation 31 

In order to realise the maximum potential for the Capital already invested, it is recommended 

that sufficient additional equipment is procured to allow acquisition training to be delivered at 

these locations in addition to the current maintenance programmes. 
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Currently, within SFRS, there is an identified shortfall of 449 drivers across the various duty 

patterns. It is predicted that this shortfall is likely to increase due to retirements, promotions 

and transfers to alternative duty patterns. This review has identified opportunities to enhance 

driver training delivery through the introduction of an instructor’s development pathway, 

reduce the shortfall in driver numbers and increase overall organisational resilience. A 

number of improvements have been identified and several areas have already been 

addressed which increase efficiency and generate savings against capacity. These short 

term savings have formed the foundation on which realignment of the training delivery can be 

based and these improvements are already allowing more efficient delivery in areas where 

there were long standing historical obstacles in delivery. The initial capacity analysis 

presented to SLT had demonstrated that the function had a potential resourcing need for 

twelve driving instructors in order to meet SFRS’s training demand. By the implementation of 

the changes proposed below, this requirement would be reduced to four instructors: which 

presents a significant saving both financially and in terms of capacity. 

 

It should be noted, however, that the gap-analysis on driver training is dynamic by nature and 

is often impacted significantly by normal business decisions out with the influence of the TED 

function e.g. the impact of promoting a significant number of firefighters into Crew Manager 

positions, the introduction of significant numbers of new fire appliances or Rapid Response 

Units. 

 

However, the following low level managerial actions can assist in providing quick wins that 

will assist in redressing the identified driver gap and assist to expedite drivers through the 

driver pathway 

 

• Better local management of drivers on the pathway in relation to completion of the 

requisite 200 miles prior to ERD element. 

• Sending study packs to candidates at application for medical stage of process rather than 

current practice of awaiting till provisional licence is received. Minimum saving of circa 6 

weeks. 

• Adaptation to delivery ratios for CAT C licence acquisition, ERD CAT B acquisition, ERD 

CAT C refreshers and ERD CAT B refreshers to a 2:1 candidate / instructor ratio. 

 

 

DRIVER TRAINING 



 

Page 34 of 53 
V1.6 September 2019 

 

Recommendation 32 

It is recommended that, in a move away from one size fits all course delivery towards a 

locally tailored model, aligning the Emergency Response Driving (ERD) course duration 

dependant upon risk would not only enhance the delivery, but would realise efficiency 

savings and greatly assist personnel on the RDS duty system. It would be proposed that 

stations that fall under the following classifications align to the delivery model associated; 

 

• Urban 5 days (or 3 weekends) – no saving 

• Rural 3 days (or 2 weekends) – 1 instructor day saving per course 

• Remote Rural 2 days (or 1 weekend) – 3 instructor days saved per course. 

 

As a short-term solution to redirect instructor capacity away from LGV (Category C) 

acquisition towards ERD course delivery and refresher training it is proposed to outsource 

this element to a third party. A finance business case has been submitted for consideration of 

the Strategic Management Team (SMT) amounting to £200,000 in order to procure 200 

courses. 

 

 

 

 

 

Recommendation 33 

Following on from two pilot trials: the adaption of Category C licence acquisition from a 

student / instructor ratio of 1:1 to 2:1 for five days and also 1:1 for four days it is 

recommended that these options being combined and that, on a trial basis, courses are 

delivered on a 2:1 student / instructor ratio over four days. The four-day programme aligns 

better with the wholetime duty pattern and realises an additional day of instructor capacity 

within the working week.  

As mentioned above, the adoption of these measures can assist in realising significant 

efficiency savings and reduce the identified capacity gap, however, notwithstanding any 
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strategy for the introduction of new fleet, to maintain known training requirements, additional 

instructional resources will be required. 

Recommendation 34 

It is recommended that SFRS enhance the instructor cadre by the addition of 4 uniformed 

instructors. These instructors would be strategically located within LSO Area Teams across 

SFRS where there is a higher density of RDS personnel. 

It should be noted, however, that an increase in instructional establishment will also require 

to be mirrored with an increase in training fleet numbers. 

As a longer-term consideration, there are additional strategies which could be considered in 

order to minimise the capacity that is currently directed towards license acquisition training: 

Option 10 

SFRS could consider the introduction of a pre-requisite for recruitment for a CAT B (car) 

license with an undertaking to completing the CAT C pathway prior to attaining “competent 

firefighter” status 

 

Option 11 

In order to reduce resource expenditure on medicals and licence acquisition training, and 

impact upon instructional capacity, SFRS could consider introducing the acquisition of a CAT 

C Licence as a pre- entry requirement for recruitment. 

This option [11] will however, have a potential negative impact on existing underrepresented 

groups and, is therefore not recommended.   

Recommendation 35 

It is recommended that SFRS should seek to introduce the acquisition of a CAT C Licence as 

a mandatory element to be completed prior to becoming a competent Firefighter3 and that a 

working group should be established to explore all variable options further. 

Additionally, there are more innovative alternative strategic approaches that could be 

considered for realising further efficiencies. These would, however, require in-depth review 

across a number of areas and with external agencies and partners. A full review of current 

legislation and operational risk analysis would also be required to assist with overall review 

                                            
3 Benchmarking has shown that this system is currently being utilised by Merseyside Fire & Rescue Service 
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feasibility. Dependent upon Corporate appetite, further research could be undertaken to 

explore: 

• Risk based analysis as to the requirement of blue light mobilising in very remote rural 

areas  

• Consideration to the role of the appliance driver e.g. people trained to only conduct this 

role and not the full firefighting role 
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This review has identified a significant shortfall (712 personnel) who require Incident 

Command Level (ICL) one development (aimed at 1st responder, supervisory officer level). 

Given the frequency and volume of incidents attended by this staff group, it can be calculated 

that this presents a level of organisational risk which cannot be addressed within the 

forthcoming training year by utilising the current number of instructional staff available. 

Therefore, it may be necessary for an exercise to be undertaken to prioritise candidates 

according to SFRS needs. 

It is also noted that, in common with many other aspects of training, although courses are 

available to all duty groups, RDS employees face significant challenges to attend. It has also 

been identified that, currently, limited incident command training is provided for Operations 

Control staff. 

A number of efficiencies have been identified which can assist to alleviate the volume of 

refresher training and assessments in order to focus instructional capacity towards the higher 

risk acquisition requirements. 

Recommendation 36 

It is proposed to utilise the current Operational Assurance (OA) process to reaccredit Incident 

Command Currencies.  

Minor adaptations to the current OA forms and cross mapping the role assessment criteria of 

WM7 and EFSM2 would enable an Ops Assurance review to reaccredit an individual’s 

incident command currency thus increasing the currency period between formalised refresher 

inputs. 

Recommendation 37 

Realignment of ICL 2 & 3 (currently provided to Station Managers and Group & Area 

Managers respectively) with the Learning Development Framework (ICL2 SM & GM, ICL3 

AM) would provide consistency of development and also realise a 67% efficiency at ICL3. 

In order to improve course accessibility for RDS and to ensure that training input scenarios 

are based upon realistic response expectations, an option could be introduced to align ICL 1 

course duration dependant on risk.  

 

 

INCIDENT MANAGEMENT 
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Option 12 

Consideration could be given that stations falling under the following classifications would 

align to a course delivery model associated e.g. Urban 5 days, Rural 4 days (or 2 weekends), 

Remote rural 2 days (or 1 weekend) 

 

A number of gaps have been identified within current Incident Management training 

packages with respect to Sector Specific Roles and also for the maintenance of Specialist 

Tactical Advisor skillsets. The review of learning materials has also highlighted that there is a 

necessity to review all current training and assessment scenarios in order to ensure they 

remain in alignment with the dynamically evolving operational roles within the fire and rescue 

service and in particular, with Service Transformation requirements. 

 

Recommendation 38 

It is recommended that recognition is given to the allocation of dedicated time and resource 

to review, expand and develop incident management training and assessment materials in 

order to be reflective of the evolving roles of a modern fire and rescue service. 

 

Due to the decrease in operational activity and the resultant focus on high quality realistic 

training; there is an opportunity available to cement the progress already made by the 

introduction of station standards, practical assessments within the L&D pathway, incident 

command assessments and operational assurance by the introduction of periodic SDA-level 

exercises combined with flexi duty manager (FDM) command group training. 

 

Recommendation 39 

It is proposed that a programme of larger scale, area –based exercises are instigated on a 

quarterly basis and this be aligned to the introduction for Flexi Duty Fire Groups training 

together and the completion of 1 CPD day annually as a group. A quarterly exercise will 

provide the opportunity for all four FDM groups to exercise annually. 
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At strategic level, it has been identified that there is a requirement for ICL4 (DACO and 

above) training. It is envisaged that this requirement is best addressed across a multi-agency 

environment. Whilst there is an option for attendance at the Fire Service College’s ICL4 

development course, collaboration with partners through SMARTEU should realise a Scottish 

Multi Agency Joint Incident Command (MAJIC) course in due course. 

 

Recommendation 40 

Currently the dedicated incident management instructional team is based at NTC. Given the 

improved regional training resources made available through SFRS Capital investment and, 

the level of requirement for ICL1 development, it is recommended that additional dedicated 

incident management instructors be sourced in order to provide an opportunity for additional 

courses to be delivered across all three SDAs. 
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Specialist training practices have been reviewed taking account of legislation, NOG guidance 

and Response and Resilience (R&R) draft Concept of Operations (Con Ops) and SOP’s. 

Recommendation 41 

It is recommended that wherever possible, a move towards Knowledge Applied Training and 

Assessment (KATA) sessions for periodic refresher & maintenance training is implemented 

across the Height, Water and USAR Skills Capabilities. These KATA sessions will underpin 

all elements of these training families. 

These KATA sessions will be specifically developed for each operational watch / group 

dependent upon their recorded training and operational activity over the previous 12 months.  

This will be achieved by Subject Matter Expert (SME) Instructors analysing watch 

performance by interrogating Pdr-pro: thus providing the opportunity to design bespoke 

development KATA sessions, reflecting true CPD that will be accurately recorded upon 

completion in order to evidence that the required level of competencies have been 

maintained. 

As previously recommended it is proposed that across the Height, Water and USAR 

Capabilities Training that a Guidance Note, Training Note and Field Operating Guidance for 

Tactical Advisors or Specialist Technicians be introduced. The Guidance Note is aligned with 

National Operational Guidance and together with the Training Note, is written in line with 

current practices and procedures currently used by the Resilience Capabilities of England 

and Wales: which have recently been updated, reviewed and exercised operationally. Being 

aligned in this manner will also assist in interoperability at any cross-border incidents and will 

assist in any future development and review of the practices contained within the 

documentation. 

Whilst specific recommendations are detailed below for certain resilience capabilities, it is 

also considered that when reviewing overall instructor resource requirements and functional 

structures; there would be benefit in considering the creation of additional specialist roles. 

 

Recommendation 42 

It is recommended that scoping is undertaken to ascertain the practicalities of introducing 

dedicated instructors for specialist areas e.g. Health& Safety, P&P, Hazmats 

SPECIALIST TRAINING 
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Recommendation 43 

It is recommended that the current Height development pathway is expanded with the 

introduction of Safe Working At Height (SWAH) Level 2 supervisors within all Level 2 

response stations as are identified within R&R Con Ops.   

 

The pathway should be further developed into a progressive programme with an emphasis 

on CPD: evidenced through the newly implemented Knowledge Applied Training and 

Assessment (KATA) sessions. KATA sessions being two days in duration and delivered by 

experienced and suitably qualified instructors. 

There is also the opportunity to reduce the current training demand with the proposed 

removal of station-based Safe Working at Height Instructors (SWAHI) (currently around 190 

personnel), thus having a positive impact by reducing both instructor acquisition and 

refresher courses. The overarching plan takes cognisance of and includes all elements of the 

Height pathway in a clear linear fashion from SWAH level 1 acquisition courses all the way 

through to the top-tier Industrial Rope Access Trade Association (IRATA) level 1 re-

accreditations. 

Proposed delivery of SWAH level 1 courses (WT & RDS) is through the cadre of NIP & LSO 

TED team SWAHI’s. SWAH level 2 delivery through to Rope Rescue Supervisor will be 

delivered by NIP Rope Rescue Instructors utilising a peripatetic delivery model.   

It should be noted that there remains a challenge within our cadre of Volunteer (VDS) staff in 

their ability to commit to a maintenance of skills programme. It is considered that these 

elements should be reviewed within the scope of the VDS project terms of reference. 

Recommendation 44 

It is recommended to create a dedicated NIP Height team which would consist of 3 x WM’s 

and 3 x CM’s.  (1 x WM & 1 CM per SDA).  Introducing this model will require to form part of 

a wider review and analysis of instructor resource requirements and disposition. 

This introduction of dedicated delivery teams across the three Service Delivery Areas 

(SDA’s) would provide 7250 hrs of student contact time.  (The Height training analysis reveals that there 

is an estimated requirement of 7292hrs annually.)  

ROPE RESCUE & WORKING AT HEIGHT 
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With the rapid expansion of flood response stations, the introduction of additional swift-water 

assets and the additional requirements for boat operators, the current pathway has become 

overly complex. Students have been required to undertake more than one development course 

in order to be deemed as competent in one operational skill e.g. rescue from vehicles. This is 

considered as a key skill within the flooding and swift-water environment and yet it is delivered 

as a standalone course out-with the swift-water capability: leading to a fragmented delivery 

model and having a significant detrimental impact on instructor capacity, student availability 

and cost. 

Recommendation 45 

It is recommended to realign the water training pathway by a reduction in the number of 

course types from 25 to 13 and that the current complex and resource intense re-assessment 

process is refreshed by applying the innovative KATA approach to the re-assessment 

process that includes a robust QA overlay. 

 

Recommendation 46 

It is proposed that there is further integration between water (historical NTS) and High 

Volume Pump (HVP) requirements with NIP SRTI’s training as HVP operators. Thereafter, 

these Instructors would be utilised to provide a national approach to the delivery.   

 

 

 

 

 

 

 

 

 

 

WATER 
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Recommendation 47 

It would be recommended that the Tac Ad roles of Water Incident Manager (WIM) and HVP 

should be combined into a single role of “Water” Tac Ad: with the introduction of KATA 

sessions to ensure ongoing competency is maintained. 

 

Recommendation 48 

The implementation of a progressive pathway and a move away from individual accreditation 

onto a “top tier” only accreditation model has the potential to realise an estimated efficiency 

saving of £116k annually across three areas.  The first being a reduction of £46k in 

accommodation (Connel), secondly £10k in overtime and thirdly a reduction of £60k in 

Rescue 3 skills packs/paper work costs 

 

The above proposals would be predicated by a structure change to create a dedicated Water 

team within each SDA and will require to form part of a wider review and analysis of 

instructor resource requirements and disposition. 

Training Reserve would require to be efficiently utilised across the three SDA’s in order to 

facilitate the requisite course attendance. 
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This review has highlighted that the current reaccreditation / reassessment process is not 

applied consistently across the Service; nor is it achievable within current instructional 

resource levels. It has been identified that existing practices provide only a very limited 

opportunity for operational crews to undertake specific refresher training.  

However, it has been recognised that these matters can be mitigated by moving onto a less 

complex development pathway and by the utilisation of KATA maintenance sessions. 

Recommendation 49 

It is proposed that USAR awareness sessions will continue to be delivered by watch / unit 

supervisory managers.  All other USAR courses will be delivered by the USAR NIP SMEs. 

To enable the delivery of these USAR courses, a peripatetic delivery model is recommended 

through the introduction of a dedicated USAR delivery team who would be deployed 

Nationally across the three Service Delivery Areas (SDA’s). The team would comprise of 3 x 

WM’s and 1 x CM. Introducing this model will require to form part of a wider review and 

analysis of instructor resource requirements and disposition. 

 

Recommendation 50 

In streamlining the USAR development pathway it is recommended that the Tools Operator 

Course be removed and in alignment with NOG, that the Technicians course be amended to 

suit the needs of the 6 USAR modules (realising an efficiency of 5 days per person).  

 

Recommendation 51 

It is also recommended that a USAR awareness module be created for incorporation into the 

Operations Control TFoC framework. 

 

 

 

 

URBAN SEARCH & RESCUE 
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TED have been working in conjunction with the Prevention & Protection (P&P) Directorate in 

order to review the current training provision. It is recognised there is currently no formalised 

development pathway in place for the full range of specialist roles within the Directorate. 

There are a variety of specialist development requirements that will cover a wide range of 

activities from community engagement, though auditing and enforcement to fire engineering 

and fire investigation which will require to be agreed. Benchmarking has highlighted that the 

National Fire Chief’s Council (NFCC) are currently working to produce a UK National 

framework and SFRS are actively engaged in this process. As work on this National 

framework progresses, liaison between TED and P&P will continue in order that suitable 

development pathways are created that suit both SFRS’s needs and align to National 

doctrine. 

 

 

PREVENTION & PROTECTION 
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It has been identified there is an opportunity to strengthen the links and ensure consistency 

between training provided for Operational Staff and that which is provided for Operations 

Control (OC) Staff. It is anticipated that this subject may become topical upon the publication 

of the findings of the investigation into the Grenfell Tower incident in London. 

Option 13 

That a Training Family reference for “Operations Control” be created with a designated lead 

appointed at Group Manager level. This will provide a direct point of contact for the Station 

Manager (Control) Training Lead. Amongst other tasks, this conduit will develop and 

implement a version control / change process which will ensure consistency of electronic 

training materials between both staffing groups and seek to promote joint development 

activities wherever possible. 

Or, recommendation 52 below is implemented. 

Recommendation 52 

That an amendment is made within the off-station structure to allow an additional Group 

Manager (Control) post within the Training and Employee Development Function with a 

dedicated National reference for Operations Control training. 

 

Recommendation 53 

A Learning and Development pathway from Firefighter (Control) to Area Manager (Control) 

should be developed. 

This will align closely with the Operational FF-AM pathway which is currently being 

introduced into The Service. Through the proposed revision of structure (above): joint 

development activities should be included which will further integrate OC Staff into the 

Incident Command pathway and the Operational Assurance process. 

 

 

 

 

OPERATIONS CONTROL 
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The review has recognised there is broad alignment of SFRS training packages with NOG, 

however there is a minor area of non-conformance relating to the scale of sectorisation which 

is practical to apply in some remote rural areas. However, training remains in line with current 

SFRS procedures in this regard.  

All staff posted to a MOG station are required to attend the Tactical Ship Firefighting (TSF) 

course, a total of 1010 personnel, with a refresher every three years.   Of these, only 74 are 

current4.   A number of personnel have lapsed from currency due to the organisational 

prioritisation on the delivery of critical skills training impacting upon the remaining numbers of 

instructors available for delivery of other training subject. 

Currently, all personnel across multiple roles, requiring TSF training attend the four-day 

course, with task differentiation by outcome.   Firefighters focus on the practical application of 

firefighting techniques and an understanding of the incident command framework whereas 

CMs and WMs focus on the application of the ICS to the incident.   Based upon current 

training requirements, this represents an identified training need of 24,336 learning hours and 

9776 instructor hours. 

Recommendation 54 

Due to large numbers of personnel requiring training across a wide area, it is proposed to 

realign the course, with the initial two days focusing on basic knowledge and firefighting 

techniques, which all would attend.   The final two days would thereafter be attended by CM 

and WMs, focusing on more specialised knowledge and application of the ICS to a marine 

incident.       

Reconfigured timetable proposals have been devised and these can be similarly modularised 

to flex in order to accommodate RDS training where required. 

This recommendation would result in a reduction to a requirement of 12,948 learning hours 

and 5304 instructor hours, a saving of almost 50%, without impacting on firefighter safety. 

Refresher training would remain one day every three years, with differentiation of outcome 

maintained, as previously described, in order to allow crews to be trained together and locally 

wherever possible. 

 

                                            
4 (Figures from iTrent report run on 5th November 2018).    

MARINE FIREFIGHTING 
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The SFRS Animal Rescue Capability Group highlighted a number of challenges regarding 

the aspiration to introduce the Large Animal Rescue (LAR) attribute across the Service.  

Currently, there is no live SFRS Large Animal Rescue S.O.P nor does there exist a live LAR 

ConOps.  As a result, the current SFRS response model is largely based on legacy 

arrangements.   However, a degree of standardisation does exist across the Service with 

respect to E-Learning contained within advanced modules located within the TFOC.  Going 

forward, the aspiration is to align the LAR attribute with 3 levels of competence currently 

being developed by the NFCC Animal Rescue Practitioners Forum.  These three levels of 

competence are outlined as follows; 

AR1 – Animal Rescue Awareness – Suitable for 

firefighters and vets who may find themselves 

responding to an animal rescue incident. 

AR2 – Animal Rescue Responder – This is for teams 

expected to carry out the animal rescue and teaches 

techniques as well as animal handling. 

AR3 – Animal Rescue Instructor/Specialist – A course 

which teaches advanced animal rescue techniques. 

 

To align with the draft R&R Con Ops a Large Animal Rescue Training Pathway will require to 

be developed with a proposal as follows:   

Recommendation 55 

It is proposed to further develop the current MPDP module in order that it aligns to meet the 

aims and objective of the AR1 syllabus.  This would permit all SFRS operational personnel to                                        

be developed and to maintain competence to a minimum of AR1.   

The AR1 attribute contains no practical element so this could be achieved relatively simply 

without the requirement for the involvement of specialist instructor.  

Recommendation 56 

Crews possessing the Heavy Rescue and USAR attributes would be developed to AR2 level. 

In order to develop and maintain this pathway it is proposed that a selected number of 

personnel are developed to AR3 (Instructor) level in the first instance.    

LARGE ANIMAL RESCUE 
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SFRS in conjunction with Scottish Ambulance Service and Police Scotland, facilitated nine 

“Warm Zone Operator” Courses between July and September 2017 training a total of 174 

operational staff.   Furthermore, a total of 32 NILO FDM officers also undertook warm-zone 

operator training at NTC Cambuslang.   

Soon after the above training took place, all trials and training associated with various 

elements of Service Transformation (including MTFA) were suspended pending collective 

agreement between SFRS and the Fire Brigades Union.   

However, notwithstanding this, training materials in respect of ‘cold zone’ working are in 

place and currently located within e-Learning modules both in terms of acquisition and also 

on-going maintenance of skills. 

Training structures and methodology around a move towards a ‘warm-zone’ response remain 

under development alongside R&R.  A four-day, tri-service, acquisition course has already 

been piloted successfully; however, many elements (including maintenance of skills) remain 

under discussion; subject to further dissemination of national guidance.   

In addition to the above, SFRS have identified a requirement to develop existing flexi-duty 

managers on the subject of on-scene command at an MTFA event. Consequently, a number 

of NILO officers participated on a two-day pilot event facilitated at Scottish Police College 

Tulliallan over 14th/15th November 2018.  Further dissemination of this training and the 

development of the required training methodology are ongoing. 

 

 

0-0-0-0-0-0-0-0-0 

MARAUDING TERRORIST ATTACK 
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REF. 

NO 
PAGE SUMMARY 

TERM 

S/M/L 

STAFF 

IMPACTED 

1  Decentralise business Partnering Model medium WT, RDS, VDS 

2  Development in a non-operational role prior to middle 

management promotion 

medium WT 

3  Fixed term secondments into training roles medium WT 

4  Condense NTS and convert into electronic platform short WT, RDS, VDS 

5  Production of Training Notes & Field Operating Guides short WT, RDS, VDS 

6  Categorise response stations in line with settlement size short RDS, VDS 

7  Interlinking of E-Systems medium WT, RDS, VDS 

8  Strategic prioritisation and management of workstream 

interdependencies 

short WT, RDS, VDS 

9  Personnel resourcing for implementation phases short WT 

10  Centre of excellence for trainee firefighters medium WT, RDS, VDS 

11  Scoping to provide onsite accommodation at NTC short WT, RDS, VDS 

12  Align wholetime trainee programme to IFE Level 2 medium WT 

13  Basic literacy & numeracy assessment within PST  short WT, RDS 

14  Pre Attendance mandatory learning modules medium WT 

15  Pre-Foundation programme induction event medium WT 

16  RDS to Wholetime firefighter migration medium WT, RDS 

17  Training for re-employment of former staff short WT 

18  RDS acquisition training linked to station profile (rec’n 6) medium RDS, VDS 

19  Development towards and recognition of competent 

firefighter status 

medium WT 

20  Requirement for newer, fully clad training fleet (rec’n 10) short WT, RDS 

21  Single medical for entry and LGV licence application medium WT 

22  Introduction of “LITE” modules for maintenance of skills medium WT, RDS 

23  Tri-Annual review of RDS station profiling short RDS, VDS 

24  Retention of core skills within maintenance training N/A WT, RDS, VDS 

25  Streamlining and combination of maintenance modules medium WT, RDS, VDS 

SUMMARY OF RECOMMENDATIONS 
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26  Reinstatement of mandatory recorded periodic BA wearing short WT, RDS, VDS 

27  Refresh of live fire BA training syllabus and frequency short WT, RDS, VDS 

28  Streamlining of BA maintenance modules to focus on 

practical application training 

medium WT, RDS, VDS 

29  Introduction of a BAI training reference manual short WT 

30  Status Quo maintained within BA Team Leader qualification N/A WT, RDS, VDS 

31  Additional equipment for local BA acquisition training short RDS, VDS 

32  ERD training linked to station profile (rec’n 6 & 18) short RDS, VDS 

33  Revise duration and student ratio for Cat C acquisition short WT, RDS, VDS 

34  Increased uniformed driving instructor cadre by four short WT, RDS, VDS 

35  Working group to explore mandatory Cat C license 

acquisition prior to achieving competent FF status 

medium WT 

36  Use of OA to reaccredit incident command currency medium WT, RDS, VDS 

37  Realignment of ICL 2 and ICL3 short WT 

38  Resource allocation to develop incident management 

training materials (rec’n 9) 

short WT 

39  Introduction of annual SDA- based exercise programme medium WT, RDS, VDS 

40  Increase incident management team resource across 3 SDAs short WT, RDS, VDS 

41  Introduction of KATA across specialist rescue skills short WT, RDS 

42  Introduction of specialist role instructors medium WT 

43  Amendment of Height development pathway medium WT, RDS, VDS 

44  Increase establishment of dedicated Height instructors short WT, RDS, VDS 

45  Streamlining of water training pathway short WT, RDS, VDS 

46  Incorporating HVP into water training family medium WT 

47  Introduction of “water” tactical advisor role medium WT 

48  Implement top-tier water accreditation system medium WT 

49  Increase in USAR instructors to support peripatetic delivery short WT 

50  Streamlining USAR development pathway medium WT 

51  OC USAR awareness module to be developed short OC 

52  Create OC Group Manager post within TED medium OC 

53  L&D Pathway for FFc to AMc to be developed medium OC 
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54  Amendments to Marine Firefighting course short WT, RDS 

55  Develop MPDP animal rescue module to align with national 

standards 

short WT, RDS, VDS 

56  Introduce specialist and instructor training for animal rescue medium WT 
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Appendix 1 WP1:  Review of Breathing Apparatus 

Appendix 2 WP2:  Review of Driver Training 

Appendix 3 WP3: Review of Incident Management 

Appendix 4 WP4:  Review of Trainee Firefighter  
              Programme 

Appendix 5 WP5:  Review of Core Training 

Appendix 6 WP7:  Review of Specialist Training 
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