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Report to: SERVICE TRANSFORMATION COMMITTEE 

Date: 10 DECEMBER 2015 

Report By: DCO CLARK 

 

Subject: SERVICE TRANSFORMATION  PROGRAMME DELIVERY 

 

1 PURPOSE 

1.1 The purpose of this report is to provide the Service Transformation Committee (STC) 

with an overview of progress towards programme and project delivery during the 

period 17th July to 15th October 2015 highlighting any areas which may require 

attention. 

 

2       RECOMMENDATIONS 

2.1 The STC is asked to consider the progress of the programme with a focus on the 

following areas: 

 The four projects that are currently on hold 

 The five projects highlighting red for either time or resources. 

 The holistic programme status for time and resources. 

 

3 KEY POINTS 

3.1 The balance between delivering business as usual activities and maintaining 

project momentum continues to be a challenge faced by the SFRS during the last 

reporting quarter. The programme has 29 projects remaining to be delivered. Of 

these, projects four are on hold, to be delivered when organisational capacity 

permits: 

 

 SA 2.2.1.1 National Training Facilities: this project is not planned to 

commence until 2017-18. However, consideration is being given to 

assessing the feasibility of accelerating delivery of this project into 2016-

17. 
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 SA 4.3.4 Provider of National Statistics: Work on this project has been 

delayed due to the imperative of providing the latest set of national 

statics. Project delivery is due to re-commence in January. 

 SA 4.4.11 Data Consolidation: Due to limited capacity within ICT 

this project is suspended and the implications are being captured in a 

closing report that will come forward to the next STC meeting. 

 SA 4.4.6 Business Systems Phase 1: due to limited capacity within 

ICT this project is suspended and the implications are being captured 

in a closing report that will come forward to the next STC meeting. 

 

3.2 The five projects reporting red are as follows: 

 

 SA 2.1.5 Operational Intelligence for delay to time and resources. This 

is primarily due to a significant underestimation of the resource 

commitment required to deliver this project. The project was originally 

planned to be completed by June 2015. Following a prioritisation exercise 

from both the programme board and digital steering group, a proposed 

revised timeline has been identified for delivery of 31st March 2017. This 

delivery timeline is being secured through the SFRS commitment to fund 

an external ICT support post. 

 SA 2.1.9 Voluntary Rescue Database is reporting red for time and 

resources. These two reds are interdependent of each other. The loss of 

the ICT business analyst to the project has been the primary reason for the 

delay. The project has now reduced its ambition and will deliver an interim 

solution that is planned to be available by the end of the financial year. 

 SA 4.1.3 Pay and Reward Strategy: This project is reporting red for time 

and is unlikely to fully deliver before the programme is due to close. The 

project has six workstreams, of which three have been delivered. Of the 

remaining three, the main stumbling block is the anticipated time required 

to secure agreement for uniformed staff terms and conditions. 

 SA 4.2.2 Revised Leadership, Management and Continuous 

Development Framework is reporting red for resources. This project was 

originally due to be completed in October 2015. This date has been 

revised to March 2017. The delay has been due to the loss of both the 

project managers from the SFRS who had been allocated to this project 

The revised dossier is attached in appendix A and committee members will 

note one of the milestones is to deliver options for the SLT to consider in 
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June 2016. In doing so the expectation is that the project will be future 

proofed to deliver against the long term staff development needs of the 

SFRS. 

 SA 4.3.3 Corporate Improvement Strategy: This project was originally 

due to conclude in January 2015. The project was placed on hold due to 

limited directorate resources. It is pleasing to note that this project has 

been re-invigorated and will now conclude by 31 March 2016. 

 

3.3 The holistic programme assessment notes the ongoing link between time and 

resources as displayed in the pie charts below. In relation to time there has 

been an increased confidence this quarter. This is encouraging development as 

the programme office has been concerned that as the programme nears 

completion slippage to time may become more prevalent.  

 

 

 

3.4 Resources for delivery have seen an overall improvement in confidence from 

project managers. The key percentage for a red status has reduced and this is 

reflected in the delivery to time assessment. Since the completion of this 

reporting time-frame a number of positive steps have been undertaken to further 

realign resources. This has been primarily via the digital steering group and the 

HR/Payroll project. It is therefore envisaged that next quarter will show further 

improvements on the status of resources. 
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4 FINANCIAL IMPLICATIONS 

4.1 There are no financial implications directly identified with the production of this report. 

 

5 EMPLOYEE IMPLICATIONS 

5.1 No employee implications are directly identified with the production of the report. 

 
Prepared by Frank Clayton 
Service Transformation Programme Manager  
29 November 2015 
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Appendix A 

 

Service Transformation Programme 

Projects Dossier 

Project Name: SA4.2.2: Leadership and Management Development, and 

Continuous Learning Framework 

Date: 28 November 2013 

Parent Programme: People and Organisational Development 

Author: David Lockhart 

Project Manager David Lockhart 

Executive Lead Diane Vincent 

Project Start Date 1 June 2013 

Project Finish Date 31 March 2017 

Version Draft 0.3 

 

 

Revision History 

Revision Date Summary of Changes Approval Date 

1 Milestone & performance measure 

descriptions added 

29/5/14 

2 New section on consultation and 

engagement added 

16/6/14 

3 Review of dossier due to changes within 

Training and Employee Development 

Function 

2/11/15 
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Objectives 

This document provides a high-level description of the Scottish Fire and Rescue Service’s 
(SFRS) Leadership and Management Development, and Continuous Learning Framework 
project.  The project is directed towards introducing a simplified and standardised leadership 
model, competency framework, and leadership and management development (career 
progression) pathway(s).  The culmination of this work will be the production of a continuous 
learning framework which details the SFRS’s developmental provision and offerings 

 

Scope 

The purpose of the project is to review and streamline previous and existing leadership 
models, competency frameworks, and approaches to leadership, management development, 
and workplace assessment.  The aim is then to create a robust and fit for purpose leadership 
framework, encompassing a leadership and management development, and career 
progression pathway(s), which is applicable to all employees within the SFRS. 

 

Overall, the scope of the project covers: 

 A revised leadership model and competency framework (the leadership model 
may become the UK-wide FRS model) 

 A Service-wide leadership and management development, and career 
progression pathway, including a revised approach to workplace assessment 

 Confirmation of the various options for resourcing the framework (implemented to 
be beyond the completion of this project) 

 Production of a continuous learning framework 

 

Exclusions 

Related projects covering organisational values, and appraisal and workplace assessment 
arrangements are currently being undertaken by the People and Organisational 
Development (POD) Directorate.  Whilst these are not directly within the scope of this 
project, it is accepted that interdependencies exist and effective exchange of information will 
be maintained throughout the project duration.  

 

Requirements 

Resources 

A Project Manager has been appointed and is being supported by an internal Organisational 
Development Specialist.  Resource requirements will be reviewed as the project progresses.  
Additional resources from across the SFRS may be required at a later stage in order to 
deliver the overall project within the prescribed timescales. 
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Financial Resources 

Whilst the initial phase of the project is concerned with research and provision of an options 
outline and appraisal, the second phase will require financial resources to develop and 
deliver the agreed framework and pathway(s). 

 

Outputs 

The output deliverables are: 

 A fit for purpose SFRS leadership model and competency framework (leadership model 
may become the UK-wide FRS model) 

 A streamlined, but robust and transparent, leadership and management development 
pathway(s), incorporating a revised approach to workplace assessment 

 Production of a continuous learning framework detailing the SFRS’s developmental 
provision and offerings 

 

Milestones 

The key milestones are: 

 Leadership & Management Development Pathways submitted to Senior Management 
Team (SMT) in December 2015 

 Continuous Learning Framework Policy submitted to (SMT) in January 2016 

 Options appraisal for delivery of Leadership & Management Development submitted to 
SMT April 2016 

 Submission of Leadership & Management Development Pathway and Continuous 
Learning Framework Policy to Strategic Leadership Team June 2016 

 Delivery option decision implementation April 2017 

 

Dependencies 

Concurrent Organisational Development Projects 

Related projects covering organisational values, appraisal, and reward arrangements are 
currently being undertaken within the POD Directorate.  It is therefore accepted that 
interdependencies exist and effective exchange of information will be maintained throughout 
the project period.  

 

Access to ICT Resources 

The project may require development of existing platforms, for example, PDRpro, LCMS, 
and the virtual world, for which ICT support will be required. 
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Alignment with Operational Competence Development 

Leadership and management development arrangements need to align, as far as 
practicable, within the overall development model for operational competence. 

 

Access to SLT 

Key milestones, noted above, include the provision of an options outline and options 
appraisal to SLT.  The indicative timescales provided above assume SLT agenda availability 
at the requested times. 

 

External Collaborative Workforce Development 

A number of collaborative groups are currently scoping and developing joint approaches to 
workforce development, and specifically leadership and management development.  These 
groups include broad public sector, and smaller justice sector groups. 

 

Consultation and Engagement 

Stakeholder Engagement 

Effective engagement with representative bodies, employees, line managers and other 
relevant stakeholders is essential to the success of the project. 

 

Risks 

Development and delivery of the recommended leadership model and development 
pathway(s) will require substantial human and financial resources.  For example, depending 
on resource availability and allocation, the pathway content may be developed and delivered 
in a number of ways ranging from: (1) fully in-house; (2) in a partnership with an external 
provider(s); and/or (3) outsourced completely to an external provider.  A detailed risk 
assessment cannot be undertaken until the options have been fully explored. 

 

Benefits 

The key benefits to be derived from the project are: 

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

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

Tangible performance measures are: 

 All staff with a managerial role will have undertaken a formal appraisal 

 Provision of development to meet organisational training needs analysis 
(measured annually) 

 

Disbenefits 

None anticipated at this stage. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


