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HROD POLICY UPDATE 

 
 

Report To: STAFF GOVERNANCE COMMITTEE 

Report No: C/SGC/24-15 

Date: 22 DECEMBER 2015 

Report By: FIONA MCOMISH, POD MANAGER 

 

Subject: HROD POLICY UPDATE 

 

1. PURPOSE 

1.1 To provide an update to the Staff Governance Committee regarding HROD policies.  

 

2. RECOMMENDATION 

2.1 The Staff Governance Committee is invited to note the content of this report. 

 

3. BACKGROUND 

3.1 The process of harmonising HROD policies, through consultation and negotiation 

with the Trade Unions and in accordance with the Working Together Framework, has 

been on-going since the SFRS became a single service in April 2013.  Once 

approved and issued, all harmonised policies replace legacy arrangements. 

3.2 A flowchart, which was agreed by all Trade Unions at the Employee Partnership 

Forum in April 2015, sets out the process for policy consultation and approval. 

 

4. HROD POLICY UPDATES 

4.1 Time off for Trade Union Duties Policy and Procedure  

4.1.1 The Trade Union Time Off policy was implemented on 9 October 2015.  In order to 

further heighten awareness of this policy, a communications article was sent to all 

staff advising that recognition agreements are now in place and the maximum 

number of Trade Union officials who may be granted facilities time for each Trade 

Union is as follows: 

 Fire Brigades Union (FBU) - up to 5 full time equivalent (FTE) posts 

Agenda 
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 Unison - Up to 1 FTE post 

 Unite - Up to 0.6 FTE posts 

 Association of Principal Fire Officers (APFO) - Zero FTE posts agreed 

 Fire Officers Association (FOA) - Zero FTE posts agreed 

 Retained Firefighters’ Union (RFU) - Zero FTE posts agreed 

4.1.2 The FBU are currently in discussion with the Head of HR/OD to confirm 

arrangements for 3 FTE officials to be dedicated to partnership working activities.  

These arrangements will be communicated to Heads of function and DACOs once 

known.  Recognition agreements will continue to be reviewed for each Trade Union 

on a quarterly basis. 

4.2 Redeployment due to Organisational Change policy and Pay Protection for Displaced 

Staff policy 

4.2.1 The Redeployment due to Organisational Change policy was implemented in April 

2013 and was sent to the Trade Unions during Summer 2015 as part of a policy 

review to gather feedback on its application. 

4.2.2 From the feedback generated, it has become evident that there is an opportunity to 

widen the scope of the policy to include reference to all redeployment issues which 

may arise for a variety of reasons (e.g. clearly outline links to the SFRS Managing 

Attendance policy, draft Capability policy and draft Pay Protection policy. 

4.2.3 As a result, the Redeployment policy is subject to further review.  The principles of 

the new policy were agreed by SMT in November 2015, and the policy will be issued 

for consultation by the end of December 2015.   

4.3 Pay Protection Policy for Displaced Staff 

4.3.1 The draft Pay Protection policy for displaced staff was presented to the Strategic 

Leadership Team in November 2015 and some small amendments were made prior 

to a draft being issued to the Trade Unions for consultation.  At the time of writing, 3 

weeks’ consultation was due to commence, with a return date of early January 2016 

for feedback. 

4.3.2 In relation to the displaced list, current figures illustrate that there are currently a total 

of 8 employees on the list – 5 Support Staff and 3 Control Room staff.  At the last 

Employee Partnership Forum in September, it was reported that there were 23 

employees on the displaced list.  15 employees have, therefore, been redeployed 

since then, and of those, retraining has been organised for 9 individuals.  Efforts 

continue to identify and offer suitable alternative employment for the remaining 8 

employees on the displaced list in accordance with the Redeployment Due to 

Organisational Change Policy.   
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4.4 Maternity, Adoption, Paternity and Parental Leave Policy 

4.4.1 An initial draft of the policy was distributed for to the Trade Unions and, as a result, 

further changes are proposed to the policy: 

 Extension to maternity/adoption pay.  The revised version now provides for 14 

weeks’ full pay, 26 weeks at SMP and the remaining 12-week period at no pay.  

 The policy has been reworded to ensure that there is more flexibility, in line with 

service needs, in relation to how an employee returning from maternity/adoption 

leave utilises their accrued annual leave.  

 More emphasis within the policy to the utilisation of HR Managers by employees 

seeking more impartial advice on the terms of the policy.  This ensures that 

employees receive maximum support from an independent source without 

diluting the important role that Line Managers play.  

 Further guidance on the important role of risk assessments and, in particular, to 

how they should be carried out and updated as required to reflect the changes 

experienced during each trimester of pregnancy; 

 A clause has been included within the policy to ensure that more support is 

provided to those employees who, on the advice from an Occupational Health 

Physician, are required to return to work after a period of maternity/adoption 

leave on a phased basis where this is directly attributable to a pre and/or post 

pregnancy related condition.  

4.4.2 It is anticipated that consultation will end early January 2016 and a finalised policy 

will be presented to the Board for approval.  Arrangements are currently being made 

to plan time for a familiarisation period for staff, and for the necessary transition and 

adaptations be made to the i-Trent system.  

4.5 Travel and Expenses Policy 

4.5.1 The initial draft SFRS Travel and Subsistence policy, which provides clear guidance 

to employees on the process of making claims for matters such as business travel, 

subsistence and overnight stays, was discussed at SLT in November 2015.  The SLT 

approved the draft policy and the consultation process with the Trade Unions will now 

commence until early January 2016.  

4.6 Capability Policy and Procedure 

4.6.1 The draft Capability policy, which specifically deals with matters of performance, was 

issued to SLT in November 2015.  The policy provides a structured approach for 

ensuring managers deal with issues of performance in a fair, supportive and 

consistent way.  The draft policy was approved by the SLT and will now be subject to 

consultation with the Trade Unions.  This policy is intrinsically linked to the 
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development of a Staff Appraisal scheme which is detailed further in 4.6 below and 

work will continue to ensure consistency of terminology and approach.  

4.7 Staff Appraisal Policy 

4.7.1 A new appraisal process is currently being developed for all SFRS staff.  It is 

expected to be circulated for consultation in December 2015 into January 2016.  

Timescales are challenging as, in order to achieve an implementation date of 1 April 

2016, the scheme needs to be agreed by February 2016.  Therefore, the consultation 

process with the Trade Unions is expected to commence imminently.  

4.8 Special Leave Policy 

4.8.1 A Special Leave policy, which enables staff to take additional time away from work, 

including in cases of unexpected and unavoidable emergency, has been developed.  

The principles contained within this policy will be discussed at the SLT meeting on 22 

December 2015 and, thereafter, be available for consultation with the Trade Unions. 

 

5. EMPLOYEE IMPLICATIONS 

5.1 Employee implications are contained within each separate policy. 

 

6. FINANCIAL IMPLICATIONS 

6.1 Where a policy has a financial implication for the SFRS, financial information is 

collated and presented to all relevant parties prior to consultation commencing with 

Representative Bodies. 

 

7. EQUALITY IMPLICATIONS 

7.1 Each policy contains a section dedicated to matters of equality and diversity. Equality 

Impact Assessments are also completed for each policy. 

 

8. OTHER IMPLICATIONS 

None provided. 

 
 
 
FIONA MCOMISH 
POD Manager 
 
22 December 2015 


