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Introduction

A Scottish Fire and Rescue Services Learning
and Development Strategy was first produced
in 2003 and subsequently revised in 2007. The
environment which shaped the 2007 Learning
and Development Strategy has changed
significantly, specifically as a result of the:
•	economic challenges being faced by
all Scottish public services
•	initiation of the Police and Fire Reform
(Scotland) legislative programme 2012 and
the subsequent joint Scottish Government
and Scottish Fire and Rescue Services Fire
Reform Programme
•	findings of reviews carried out by the Scottish
Fire and Rescue Service Advisory Unit,
the Health and Safety Executive and Audit
Scotland
•	recommendations of the Scotland Together
report.
This revision of the Learning and Development
Strategy was commissioned on behalf of
the Workforce Development Group, the
Scottish Fire Services College and CFOAS

NOTES

partnership responsible for national learning
and development in Scotland. This work has
been undertaken in response to the challenges
outlined above and captures the shared learning
and development priorities of the Scottish
Fire and Rescue Services and the Scottish
Government.
Over its lifespan the Strategy will undertake
two functions. Firstly, it will provide a strategic
framework for learning and development
activities during the transition to the single
Service in 2013. Following the establishment of
the Scottish Fire and Rescue Service, the Strategy
will take on an advisory function, designed
to support the longer-term programme of
reform by setting out a recommended strategic
framework and prioritised objectives for
consideration by the Chief Officer and Board.
Workforce Development Group
November 2012
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CHAPTER 1: THE CONTEXT FOR A REVISED STRATEGY

The external environment within which the 2007
Learning and Development Strategy emerged
has changed significantly; specifically as a result
of the economic challenges faced by all Scottish
public services outlined in the 2010 Report
of the Independent Budget Review and the
‘Christie Report’: Report on the Future Delivery
of Public Services by the Commission, chaired
by Dr Campbell Christie (June 2011). In response
to these challenges, the Scottish Government
has set out an agenda for reform through the
Police and Fire Service Reform (Scotland)
legislative programme (2012), the Transitional
Fire Framework (2012) and the Scottish Fire and
Rescue Reform Programme (2012). Collectively,
these set out a strategic objective and purpose
for bringing the eight Fire and Rescue Services in
Scotland and the Scottish Fire Services College
together to provide a single national Scottish Fire
and Rescue Service (SFRS).
The Scottish Government and the eight
Scottish fire and rescue services have worked
in partnership to develop a shared vision1 for a
single SFRS that seeks to:
•	improve local services, despite financial
cuts by stopping unnecessary duplication
of support services and protecting front line
services
•	create more equal access to specialist
support and national capacity; for example
fire investigation and flood rescue where and
when they are needed

•	strengthen the connection between services
and communities by creating a new formal
relationship with all 32 local authorities,
involving many more locally elected members
and better integration with community
planning partnerships
•	commit to the delivery of workforce strategies
(covering learning and development,
employment, cultural, equality and diversity,
employee health, safety and fitness, and
organisational development matters) to
provide highly skilled and motivated people
that can deliver a modern fit-for-purpose
public service
•	provide a resilient, proportionate and
integrated approach to incident command
planning and response to emergencies at
both Scotland wide and UK levels.
The revision of this Strategy is designed to
support realisation of the SFRS’ strategic
objectives2 and is a specific product of the
commitment to deliver a workforce strategy for
national learning and development.
Although creation of the SFRS will result in
significant changes to organisational and
governance structures, there will be an ongoing
commitment to fulfil the statutory obligations
contained within the Fire (Scotland) Act 2005,
the Police and Fire Reform (Scotland) Act
2012, the Fire and Rescue Framework and
other relevant legislation and statutory duties
conferred on public sector organisations.

1

Scottish Fire and Rescue Service: High Level Blueprint (Scottish Government, 2012)

2

At the time of drafting, the SFRS Strategic Plan did not exist. This Strategy has been written to support the development of L&D related objectives for this Plan and
should be revised on the completion of the Strategic Plan
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The Strategy also reflects the following key
contextual drivers and subsequent learning and
development requirements:
•	The statutory obligations of the SFRS
mean that the workforce, and particularly
operational employees, work in risk-prone
environments and can be called upon
at any time to respond to a wide range of
emergency situations.
•	There will be an ongoing requirement for
the SFRS to work alongside the wider UK
FRS community to develop and implement
common principles in discharging these
duties, ensuring UK interoperability and the
effective development and exchange of
emerging and good practice.
•	Provision will also be made for responsibilities
contained within the Civil Contingencies
Act (2004) which sets out a statutory
obligation to work in co-operation with
other emergency services, local authorities
and front line responders to provide local,
national and UK-wide resilience and civil
protection arrangements.

•	
Retained and volunteer staff will continue
to play a vital role in service delivery across
Scotland, including the critical role that these
staff members fulfil in remote and rural areas.
• Control room operations will continue to
underpin Service delivery, ensuring that
call handling and computer-aided mobilising
systems are used effectively to respond to
emergency calls, collect and provide critical
information, locate and mobilise resources
and provide incident support.
•	Whilst responding to emergency incidents
and undertaking community safety activities
are perhaps the most recognised part of what
the Service does, there will be a continued
reliance on a wide range of corporate
skills and support functions to provide the
facilities, systems, processes and technology
required for effective and efficient Service
delivery.

•	Effective engagement with communities,
using a wide range of informal and formal
engagement methods, will continue to be a
core function of all aspects of the Service as
captured within relevant Fire and Equality3
legislation.

3

The Equalities Act 2010 (Specific Duties) (Scotland) Regulations 2012
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How the Service is delivered is just as important
as the services it provides. Specifically the
shared vision set out in the Blueprint is to provide
a Service that will:
• secure Firefighter and community safety
•	demonstrate outstanding leadership and
change management
•	fulfil statutory duties to undertake Integrated
Risk Management Planning (IRMP)
•	provide the appropriate level of operational
command availability
•	resource functions with the appropriate levels
of competent staff
•	provide a service which is well managed,
quality assured and avoids duplication
of effort
•	operate efficiently and effectively and in line
with the duties for Best Value
•	employ clear people strategies to engage
staff, manage performance, develop and
maintain the competency of staff, manage
employee health, safety and fitness, reward
staff and foster harmonious industrial relations
with all representative bodies
•	demonstrate a mainstreamed approach to
equality and diversity across all levels of the
organisation
•	allocate, monitor, scrutinise and account for
spend in line with the agreed Governance
Framework
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•	provide a strategic planning framework
that facilitates consultation, planning and
reporting of progress and delivery against the
Fire and Rescue Framework, the Performance
Management Framework and the SFRS’
Strategic Plan at a local and national level
•	operate a clearly defined and functioning
Governance and Accountability Framework
and governance arrangements
•	employ clear and current information
management, communication and complaint
handling strategies
•	use technology, tools, equipment and
facilities efficiently and effectively to deliver
the strategic objectives and day to day
business of the SFRS.
The delivery of successful reform, in line
with the vision and parameters set out within
the Blueprint, requires the integration of
existing good practice with new structures,
working practices, innovative approaches to
Service delivery and an ongoing proactive
approach to developing both people and
services in collaboration with key partners
and communities. Getting this right will be a
significant challenge at both an organisational
and individual level and whilst there is a
necessary focus on efficiency savings and
achieving planned outcomes, it is also
recognised that investment in learning and
development (L&D) is vital to ensure successful
management of change, the continued provision
of a safe and competent workforce and a
learning orientated organisation.
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There will be a continued demand for a wide
range of safety critical, technical, operational
and organisational skills to ensure effective and
efficient Service delivery. It is essential that,
whilst undertaking all aspects of service delivery,
the workforce continues to develop a range of
professional and personal skills which support
the design and delivery of the service described
above and enables people to work effectively
on their own or as part of a wider team to deliver
these services, objectives and behaviours.
This Strategy sets out a range of objectives to
support the SFRS delivery against this agenda
and was developed using a number of reports
and publications as background reference
(Appendix 3) and by involving and consulting a
range of key stakeholders (Appendix 4).
Whilst this Strategy reflects and captures the
need to respond to the full breadth of the SFRS
workforce and skills, it does place an emphasis
on operational competence and specifically
seeks to address the key recommendations
published by the Health and Safety Executive
(HSE) in their policy statement, ‘Striking the
balance between operational and health and
safety duties in the Fire and Rescue Service’
(March 2010) and the findings outlined in their
consolidated report, The Management of Health
and Safety in the GB Fire and Rescue Service
(October 2010).
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CHAPTER 2: STRATEGIC AIMS FOR LEARNING AND DEVELOPMENT

The purpose of this Strategy is to support service
delivery, in line with the Service’s strategic
priorities, by setting a series of specific learning
and development objectives for the whole
organisation which both create a culture of
learning and drives L&D activities that clearly and
measurably contribute to the realisation of these
priorities.
The aims of this Strategy are to:
•	embed L&D as a strategic process that
supports overall Service delivery by creating a
culture of learning and a consistent approach
to people development
•	continue to provide a safe and competent
workforce through the development of
a wide range of safety critical, technical,
operational, organisational and personal skills
across the workforce to ensure effective and
efficient Service delivery
•	support transition to the SFRS, the effective
management of change and reform and the
delivery of public value

Policy Framework
The Integrated Personal Development System
(IPDS) outlined in Appendix 1 provided the
policy framework for the 2007 Strategy and
continues to underpin people development
within the Fire and Rescue Service at a UK level.
As a result, significant progress has been made
in the introduction of workforce selection,
development and assessment processes and the
delivery of learning, skills and qualifications for all
Fire and Rescue Service employees.
Whilst IPDS continues to underpin this Strategy,
with an ongoing emphasis on the acquisition,
application and maintenance of role-specific
skills, knowledge and understanding, it has
been enhanced with additional good practice to
create the following policy framework:
•	Leadership, Personal Qualities and Attributes,
National Occupational Standards and
relevant professional skills4 frameworks
provide the baseline for learning and
development.

•	build leadership and management capacity
within the workforce, embed Service values
and support the provision of open and
transparent governance arrangements
•	support interoperability between UK
Services and between the SFRS and partner
organisations through the collaborative
development and alignment of learning
frameworks and the creation of opportunities
for joint learning and development of
partnership working skills.

4

An example of a professional skills framework includes the ICT Skills Framework for the Information Age (SFIA)
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•	L&D should be viewed as a continuous
organisation-wide process with everyone
contributing to a culture of learning that
supports their own, their team and the overall
Service objectives.
•	There is an organisation-wide commitment to
evidence based learning and development
which captures and disseminates the
latest operational and organisational
knowledge and practice to the workforce
through operational assurance and effective
knowledge management systems.
•	The health, safety and wellbeing of all
employees is vital.
•	There is a fundamental focus on the
assessment of competence and the
provision of safe and effective services to the
public.
•	There is a commitment to ensuring that
everyone, across all duty systems and
work patterns, has fair and equal access
to the relevant learning opportunities and
support that they need to perform safely and
effectively in their current role and to support
them to fulfil their potential and career
aspirations.
•	Line managers and learning professionals
will have a responsibility to help people
learn, give feedback and support career
development. However, people are
ultimately responsible for their own
personal development and career
progression plans.
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•	Development is an integral part of the
strategic planning process in that it is aligned
with Service objectives via the Career and
Contribution Management Framework
(2006) which is designed to ensure that
managers manage effectively and that they
ensure the people or teams they manage:
-	know and understand what is expected of
them
-	develop and maintain the skills and ability
to deliver on these expectations
-	are supported to develop the capacity to
meet these expectations and are given
feedback on their performance
-	have the opportunity to discuss and
contribute to Service aims and objectives
-	are supported to develop to their full
potential.
•	A blended learning approach using both
formal and informal interventions and a range
of delivery and assessment methods will be
used to support a variety of learning styles.
•	Transfer of learning into the workplace will
be facilitated by line manager reviews,
assessment of competence, coaching and
mentoring.
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•	All formal relevant, learning and development
opportunities will be subject to assessment,
evaluation and quality assurance and, where
appropriate, levelled on the Scottish Credit
and Qualifications Framework.
•	An underlying principle of this Strategy
is a partnership approach. Wherever
practicable, employees from different roles,
departments, work patterns and duty systems
will learn together to benefit from a range of
experiences. Opportunities to share learning
and development practice and undertake
joint learning and training with partner
organisations will be achieved through a
proactive approach to collaborative working.

•	Appropriate systems will be used to
record and analyse information, stimulate,
plan and support learning, share and
manage knowledge, drive performance
improvement and share innovative working
practices.
• Workforce and succession planning and
talent management systems and processes
will be used to identify, develop and deploy
the skills and talents required for current and
future Service delivery.
•	The SFRS will utilise the skills and expertise of
its sector skills council Skills for Fire & Rescue
to enhance our approach to learning and
development.
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CHAPTER 3: LEARNING AND DEVELOPMENT OBJECTIVES

These objectives have been designed to address
the development needs of all employees up to
and including Board membership and to:
•	continue to develop the skills required for
Service delivery
•	continue to develop and align corporate and
support services
•	underpin performance and continuous
improvement
•	provide ongoing support to partnership
working and community planning
•	further develop the skills and capacity
required for Service governance and
leadership
•	further develop multi-agency working and
interoperability.

1. Operational Competence
a.	Embed common minimum standards and
provide service-wide arrangements for
learning, development and assessment
associated with initial and refresher training
in risk-critical core skills for all operational
Firefighters to ensure that they can use their
skills, knowledge and understanding safely
and effectively and deal with all reasonably
foreseeable risks at incidents.
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b.	Embed common minimum standards and
provide service-wide arrangements for
learning, development and assessment
associated with initial and refresher training
in command and control skills. These skills
include the management of operational
Firefighters, the resolution of incidents
requiring multi-agency decision making
in time critical environments and taking
responsibility for the transfer of knowledge,
expertise and problem solving skills held by
teams from a learning environment into the
real world.
c.	Continue to provide and continuously review
the Firefighter Foundation and Firefighter
Development Programmes to support
learning, development and assessment
associated with risk-critical core skills and,
through service-wide arrangements for
application of the Programmes, equip
Firefighters to operate safely and effectively
in all reasonably foreseeable circumstances at
incidents and in line with IRMPs.
d.	Embed common minimum standards and
provide service-wide arrangements for
learning, development and assessment for
personnel undertaking teaching, instruction
and assessment of operational knowledge,
skills and understanding on behalf of the
Service.
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2. Prevention and Community Protection

3. Emergency Response and Resilience

a.	Embed common minimum standards and
provide service-wide general community
safety learning, development and assessment
resources for SFRS personnel including
planning initiatives, funding, evaluation,
community engagement, targeting specific
groups, joint working and delivery of
community safety advice and initiatives.

a.	Embed common minimum standards and
provide service-wide arrangements for
learning, development and assessment
associated with the initial and refresher
training of specialist emergency response and
resilience skills.

b.	Develop and provide standard servicewide prevention and community protection
learning, development and assessment
resources for middle and strategic managers
with a focus on partnership working,
community planning and governance.
c.	Develop and provide a nationally accredited
qualification for youth engagement
programmes delivered by SFRS.
d.	Develop and provide standard service-wide
learning, development and assessment
resources for partner agencies to deliver
home fire safety advice and guidance and to
identify appropriate referrals for SFRS.
e.	Embed common minimum standards and
provide service-wide arrangements for
learning, development and assessment
associated with initial and refresher legislative
fire safety and incident investigation training.
f.	Develop and provide relevant qualifications
for each of the fire safety roles.

b.	Embed common minimum standards and
provide service-wide arrangements for
learning, development and assessment
associated with initial and refresher training
for Firefighter Control personnel.
c.	Continue to provide the Firefighter Control
Development Programme to support the
learning, development and assessment of
core skills that will equip Control Firefighters
to operate safely and effectively in the full
range of call handling, mobilisation, incident
control and support activities.
d.	Embed common minimum standards and
provide service-wide arrangements for
learning, development and assessment
associated with initial and refresher training
on the Firelink system.
e.	Embed common minimum standards and
provide service-wide arrangements for joint
learning, development and assessment on
integrated emergency response activities
with other Category One responders (Police,
Fire and Ambulance).
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4. Personal and Organisational Skills
a.	Develop and provide mandatory induction
programmes for all new employees to
ensure they can integrate effectively into the
Service by growing their understanding of
Service values, objectives and priorities and
their ability and confidence to put them into
practice.
b.	Embed common minimum standards
and service-wide arrangements for initial
and refresher learning, development and
assessment for a range of organisational skills.
c.	Support employees to engage in lifelong
learning through the Trade Union Learning
Fund.
d.	Embed professional qualifications relevant
to functional leadership and management
into The Scottish Learning and Development
Pathway and provide standard service-wide
arrangements for the provision of these
qualifications. This will include operational
requirements such as incident command and
fire safety, risk-critical roles undertaken by
support staff and other professional roles such
as Management, Finance, HR, Legal and ICT.
e.	Continue to provide role-specific
development, workplace assessment and
Scottish Vocational Qualification awarding
arrangements.
f.	Provide a range of learning and development
activities and programmes to support the
development of key personal, communication
and team building skills.
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g.	Ensure that all employees undertake an
ICT skills analysis for their role during their
induction programme.
h.	Provide a range of learning and development
activities to support the development of key
ICT skills and systems.

5. Strategic Planning and Leading
Change
a.	Develop and provide standard service-wide
arrangements for learning, development,
assessment and the provision of guidance
resources for Service and IRMP activities.
b.	Develop and provide a range of learning
activities and resources for middle and
strategic leaders to implement strategy and
drive change initiatives with a focus on:
- project management
- service continuity and risk management
- employee engagement and involvement
-	stakeholder mapping and communication
- adding value
-	developing and delivering services
through partnerships.
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6. Performance Management and
Continuous Improvement
a.	Develop and provide all employees
with relevant performance improvement
guidance, learning and development
resources and training during their induction
programmes.
b.	Embed common minimum standards and
service-wide learning, development and
assessment for individuals and their line
managers in support of embedding the
Career and Contribution Framework across
the Service.

f.	Provide a range of learning and development
activities and qualifications to support
excellence in public and customer service.
g.	Provide appropriate arrangements for
knowledge management and information
sharing.

7. Health and Safety, Wellbeing and
the Environment
a.	Provide learning, development and
assessment in support of the Service
objective to ensure managers understand
their responsibilities with regard to the health,
safety and wellbeing of their employees.

c.	Develop and provide standard service-wide
arrangements for learning, development,
assessment and guidance resources for
Operational Assurance activities.

b.	Provide all employees with basic health,
safety and wellbeing advice and guidance
during their induction programmes.

d.	Provide a range of learning and development
activities and resources to support the
application of continuous improvement tools
and techniques, including:

c.	Provide a range of learning, development
and assessment resources to support
the development of key health, safety
and wellbeing skills, knowledge and
understanding.

-

data gathering and analysis
problem solving
process mapping and action planning
decision making
workplace organisation
system design.

e.	Develop and provide standard service-wide
arrangements for learning, development
and guidance resources in support of
the implementation of the Public Sector
Improvement Framework model.

d.	Provide appropriate and effective learning,
development and assessment in support of
the safe person concept and risk assessment.
e.	Provide all employees with environmental
awareness, advice and guidance during
their induction programmes and ensure that
managers understand their responsibilities as
contained within the Service’s environmental
policies and procedures.
f.	Embed health, safety and welfare into all
learning, development and assessment
activities.
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8. Equality and Diversity
a.	Provide learning, development and
assessment in support of the Service
objective to ensure that managers understand
their responsibilities with regard to equality
and diversity, both in terms of employment
practice and service delivery.
b.	Provide all employees with equality and
diversity guidance and training during their
induction programmes.
c.	Continue to provide equality and diversity
learning and development programmes for all
employee groups.
d.	Continue to provide equality impact
assessment training.
e.	Integrate equality and diversity into all
relevant learning, development and
assessment activities and specifically within
operational scenarios and service delivery
programmes.

9. Community Planning, Partnership
Working, Consultation and
Engagement
a.	Develop and provide standard servicewide learning and development activities,
guidance and resources to support
community planning, partnership working
and the delivery of local and national
outcomes.
b.	Continue to provide access for middle
and strategic leaders to the Scottish-wide
Strategic Community Safety programme.
c.	Provide opportunities for employees to gain
insight and understanding of partner agencies
and other relevant community organisations
through the use of secondments, work
shadowing and mentoring schemes.
d.	Provide opportunities for employees to gain
and improve upon networking skills.
e.	Develop and provide standard service-wide
learning and development activities, guidance
and resources to support employee and
stakeholder engagement.
f.	Provide learning, development and
assessment in support of the Service
objective to ensure that line managers are
equipped to manage employee relations,
negotiation and consultation effectively.
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10. Leadership and People Management
a.	Develop and provide mandatory
management induction programmes
at supervisory, middle and strategic
management levels.
b.	Continue to deliver the SFRS leadership
and management elements of The Scottish
Learning and Development Pathway.
c.	Develop people management and
employment skills in line managers using
professional HR support and sharing of good
practice.
d.	Provide a range of learning and development
activities to support the development of
key leadership and management skills,
e.g. master-classes, events and seminars,
secondments, projects and action learning.
e.	Continue to deliver a coaching and
mentoring framework, including:
-	line manager as coach skill development
programmes
-	coaching services, e.g. executive
coaching and first 100 days initiatives
-	senior manager and professional
mentoring schemes.
f.	Adopt a framework of assessment tools to
assess performance, inform development
needs and identify potential for career
progression.

11. Financial Management, Scrutiny and
Governance
a.	Provide all employees with relevant guidance
and training during their role induction
programmes.
b.	Provide a range of learning and development
activities to support the development of key
financial management skills. Examples are:
- financial management
- working with financial systems
-	working with cash, stock and inventory
procedures
-	effective budget preparation, monitoring
and reporting
-	understanding Government funding
arrangements.
c.	Provide learning and development activities,
information, guidance and advice on Best
Value management practice to embed
a culture of economy, effectiveness and
efficiency.
d.	Provide learning and development activities,
information, guidance and advice on
procurement regulations and tendering
arrangements.
e.	Provide middle and strategic managers
with learning and development activities,
information, guidance and advice on scrutiny
and governance arrangements.
f.	Provide a range of learning and development
opportunities that allow middle and strategic
managers to expand their political awareness.
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12. Board and Executive Team
Development
a.	Providing a range of learning and
development activities and resources for
newly appointed members of the executive
team, including:
-	role and responsibilities in relation to good
governance and the Board
-	leading strategy, policy-making, corporate
planning and service delivery
-	schemes of delegation and decision
making
-	partnerships, structures and support
- systems, tools and techniques
-	regulation, compliance, due diligence,
quality assurance and improvement
- equality responsibilities
-	corporate finance (for non-Financial
Directors)
- delivering public value
- resource planning and employment law.
b.	Adopt a framework of assessment tools to
assess performance, inform development
needs and support executive team cohesion.
c.	Provide a range of learning and development
opportunities to facilitate Board cohesion,
strategic planning and effective governance
arrangements based on diagnostic feedback.
d.	Provide access to executive coaching and
mentoring.
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CHAPTER 4: THE LEARNING CHARTER

The policy framework set out in Chapter 2
captures the important and interconnected roles
of the learner, the line manager, the learning
professional and the Service in achieving

outcomes in terms of both workforce safety
and the effective and efficient delivery of services
to the public. This chapter provides more detail
on the responsibilities of these key players.

The Scottish Fire
and Rescue Service
(Board)

Will own and challenge the L&D strategy and delivery plan to ensure that they support the overall
strategic objectives of the Service. Will maintain an awareness of learning and development
initiatives and seek regular reports on performance and impact.

Line management

Will ensure that they and their team play an active role in learning and development and
acquire the skills and knowledge required for their role. Will use the career and contribution
management framework to measure performance and identify development needs. Will use
coaching and mentoring skills to guide the development of their teams. Will work in partnership
with L&D professionals to ensure that learning plans and interventions are appropriate and
focused on Service needs. Will support a range of learning opportunities for employees,
including support for personal development and career progression.

Individual learners

Will take personal responsibility for identifying their own development needs and potential
development opportunities. Will undertake learning and development as guided by the
Service plans and their line manager. Will ensure that they have a formal development plan and
participate in the career and contribution management process. Will take part in formal and
informal learning and support the development of others.

L&D professionals
(internal)

Will consult with senior and line managers on L&D priorities. Will act as a facilitator of learning
using a range on interventions focused on the need of learners as opposed to a trainer-centric
approach. Will ensure that all employees have formal learning plans under the career and
contribution management framework and that line managers have the skills to coach and
mentor. Will research and implement new learning methods and programmes, including the
use of technological solutions. Will utilise proportionate quality assurance to ensure that learning
interventions are appropriate, relevant and contribute to individual and Service performance.
Will manage external contracts and frameworks, liaising with external professionals on behalf of
the Service.

L&D professionals
(external)

Will work in partnership with the Service to design, deliver and evaluate learning and
development interventions to meet Service requirements in accordance with the terms
of their contractual frameworks.
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CHAPTER 5: QUALITY ASSURANCE IN A LEARNING ENVIRONMENT

Quality assurance is at the core of this Strategy’s
policy framework. It helps to support both
the Service and its learning and development
professionals to build expertise and capacity in
the L&D system, the delivery of outcomes which
directly support a safe and effective workforce,
delivery of the Service’s strategic objectives
and ultimately the achievement of a learning
orientated organisation. Through sharing,
communicating and applying standards and
expectations, quality assurance helps to raise
the effectiveness, understanding and levels of
consistency between the professional strands
operating within the Service, sections of the
workforce operating differing work patterns
and the wide range of delivery mechanisms and
centres across Scotland.
To optimise the impact of quality assurance,
it is essential that it is embedded into every
objective within this Strategy and, subsequently,
the day-to-day work of everyone involved
in the development and delivery of learning
and development. It is also key that L&D
professionals continue to use a wide range
of methods to ensure high standards are
maintained and outcomes improved for the
workforce. Since assessment is integral to L&D,
these quality assurance approaches apply
equally to assessment.
Rigorous and robust quality assurance
gives confidence in the judgement of those
responsible for developing, delivering and
assessing learning and provides assurance to
the workforce, representative bodies and those
responsible for scrutiny that all learners receive
appropriate recognition for their achievements
in line with agreed national standards and,
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more importantly, that they are able to operate
safely and effectively in the workplace. Where
assessment relates to high risk and high impact
learning outcomes, for example core risk-critical
skills, particular safeguards are required to
guarantee the health and safety of the workforce,
partner agencies and members of the public.
This is achieved within the Service through
the utilisation of a range of recognised quality
assurance systems including: the use of
recognised and accredited providers, including
further and higher education bodies; utilisation
of the Scottish Qualifications Authority’s
qualification, credit rating and levelling systems;
implementation of organisational quality
standards such as ISO and the Public Sector
Improvement Framework; and application of
SkillsMark, the justice sector-specific quality
assurance system developed by the Fire
Service’s sector skills council, Skills for Fire and
Rescue.
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CHAPTER 6: IMPLEMENTING THE STRATEGY

To implement this Strategy, a review of the
training needs analysis (TNA) against the
objectives contained within the Strategy and the
Service’s Strategic Plan will be required. This
will involve extending the existing TNA remit,
which covers operational knowledge, skills and
understanding, to the full range of organisational
learning needs captured in this Strategy. The
revised TNA, alongside the priorities detailed
in the Service’s Strategic Plan, will underpin
the design of an implementation plan which
prioritises activities over the next three years in
line with the Service’s overall business objectives
and priorities.
Successful delivery of the Strategy will be
dependent on the allocation of overall
responsibility for each objective to the relevant
business leads within the organisation. Through
the engagement of employee representative
bodies and partner agencies as strategic
partners and the involvement of experts and
stakeholders from within and outwith the
Service, a wide range of expertise and
perspectives will be built into the development
and delivery of the Strategy.
The L&D plan will be fully resourced against
available budget and will include:
•	detailed description of the learning and
development function including details of
corporate governance and decision making
arrangements

•	details of the allocated corporate
responsibility and performance indicators
for each objective, details of specific
arrangements for cross function partnership
working and the corporate priority and
delivery timescale associated with each
objective
•	a description of the learning and
development programmes required by
specific roles and/or groups of employees,
including frequency of refresher training and
assessment
•	a description of the courses and programmes
to be delivered across the full range of
Service training facilities
•	a range of flexible learning opportunities,
designed to minimise the impact on the
strategic reserve and Service delivery
•	guidance on self-directed and e-learning
opportunities
•	arrangements for accreditation and access to
formal qualifications
•	plans for working with external providers,
further and higher education establishments,
partner agencies and other public bodies
•	arrangements for quality assurance and
evaluation
•	ongoing equality impact assessment on
the Strategy, the plan and associated
implementation activities.

•	guidance of how learning and development
will be funded and how it can be accessed
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It is recommended that a L&D function be
established to support the implementation and
review of the L&D plan. Appendix 2 proposes
a functional map for L&D resources, based on a
review of existing functions and responsibilities.
L&D staff within this function will be required
to be competent, professional and suitably
qualified for their role. They will manage, design,

The Scottish Fire and Rescue Service | Learning and Development Strategy 2012-2015

quality assure, deliver and/or facilitate L&D in
line with Service requirements using techniques
and interventions that are appropriate to the
learner and their role. The L&D plan should
also take cognisance of current pathways,
collaborative working arrangements, products
and interventions. These are captured in the
insert to this Strategy.
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CHAPTER 7: MEASURING IMPLEMENTATION AND OUTCOMES

Successful delivery of this Strategy will contribute
to the following outcomes for the Scottish Fire
and Rescue Service:
•	Swift and professional response to fire and
other emergency incidents.
•	Risk reduction and improved community
wellbeing.
•	National resilience and inter-operability.
•	Effective corporate support.
•	Successful reform.
•	Environmental protection.
•	Innovative working practices.
•	Values based, results focused and strategic
leadership.
•	Positive, inclusive and learning orientated
culture.
•	Effectiveness, efficiency and economy as
defined by Best Value.
•	Improved communication, consultation,
engagement and involvement.
•	Strategic visioning and planning.
•	Transparent and accountable service.

Performance will be measured using the
following L&D performance indicators:
•	Employee satisfaction with learning and
development.
•	Line manager assessment of impact on
employee performance and the value added
to the workplace.
•	Skill levels (actual versus target) and
specifically, levels of operational
competence.
•	Number of employees obtaining relevant
formal qualifications.
•	Percentage of occupancy rates on learning
events versus planned numbers.
•	Percentage and cost of cancellations and nonattendance.
•	Number of complaints in respect of learning
and development.
•	Return on investment.
Specific performance indicators will be
developed for each objective within this
Strategy, aligning the specific objective to
the relevant strategic organisational objective
and identifying the relevant local and national
performance indicators that the learning and
development activity has been designed
to contribute towards. It will be critical, in
terms of ownership, meaningfulness and to
reduce potential bureaucracy, that learning
and development performance indicators are
embedded within the performance management
and reporting framework of the Service.
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Appendix 1: The Integrated Personal Development System (IPDS)
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(if applicable)
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Appendix 2: FUNCTIONAL MAP OF LEARNING AND DEVELOPMENT RESOURCE REQUIREMENTS
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• Partner agencies
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• Fire Services
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Medium
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Appendix 4: Stakeholder Map
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