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            DE        FIRE  

To: Members of the Fire Authority   Enquiries to: Gareth Naidoo  
Email: committeemanager@humbersidefire.go.uk 
Tel. Direct: (01482) 393206 
Date: 14 October 2021  

 
Dear Member 
 
I hereby give you notice that a meeting of HUMBERSIDE FIRE AUTHORITY will be held on  
FRIDAY, 22 OCTOBER 2021 at 10.30AM at THE VILLAGE HOTEL, HENRY BOOT WAY, HESSLE,  
HU4 7DY.  
 
 
Public and press attendance at meetings 
Seating in the public gallery is limited, therefore places must be booked in advance by contacting 
the Committee Manager on the contact details above.  

 
The business to be transacted is set out below. 
 
Yours sincerely 

 
Mathew Buckley 
Monitoring Officer & Secretary to Fire Authority 
 
Enc. 
 

 

 

UUUA G E N DA 
 

 

Business 
Page 

Number Lead 
Primary Action 

Requested 

1. Apologies for absence - Monitoring Officer/ 
Secretary To record 

2. Declarations of Interest - Monitoring Officer/ 
Secretary To declare 

3.  Minutes of meeting of the Authority 
held on 24 September 2021 (pages 1 - 5) Chairperson To approve 

4. Questions by Members  - Monitoring Officer/ 
Secretary To receive 

5. Petitions and Deputations  - Monitoring Officer/ 
Secretary To receive 

6.  Communications - 
Monitoring Officer/ 

Secretary & Chief Fire 
Officer/Chief Executive 

To receive 



Business 
Page 

Number Lead 
Primary Action 

Requested 

7. Management Accounts - Period 
Ending 30 September 2021 (pages 6 - 7) 

Executive Director of 
Corporate Services/ 

S.151 Officer 
To receive 

8. Draft Medium-Term Resource 
Strategy 2022/23 - 2025/26 (pages 8 - 19) 

Executive Director of 
Corporate Services/ 

S.151 Officer 
To receive 

9. Secondment of Section 151 Officer 
Role to Office of the Police and 
Crime Commissioner 

(pages 20 - 22) Chief Fire Officer/ 
Chief Executive To receive 

10. Service Performance and Risk 
Report  (pages 23 - 43) Director of Service 

Improvement To receive 

11. Health, Safety and Environment 
Report (pages 44 - 53) Director of Service 

Improvement To receive 

12. Occupational Health & Wellbeing 
Report (pages 54 - 65) Director of Service 

Improvement To receive 

13. Operational Assurance Report (pages 66 - 75) Director of Service 
Improvement To receive 

14. Absence Management Report (pages 76 - 81) Director of People and 
Development To receive 

15. Firefighters’ Pensions Remedy - 
Immediate Detriment Framework 

(pages 82 - 
101) 

Executive Director of 
Corporate Services/ 

S.151 Officer 
To receive 

16. HMICFRS Update Verbal Director of Service 
Improvement To receive 

17. COVID-19 Internal Debrief Report (pages 102 - 
137) 

Director of Service 
Improvement To receive 

18. CFO update Verbal Chief Fire Officer/ 
Chief Executive To receive 

 
 
 



HUMBERSIDE FIRE AUTHORITY 

FRIDAY, 24 SEPTEMBER 2021 

PRESENT: 

Members 

Representing East Riding of Yorkshire Council: 

Councillors Davison, Dennis, Jefferson and Smith  

Representing Hull City Council: 

Councillors Chambers, Dad, North and Singh 

Representing North East Lincolnshire Council: 

Councillors Lindley, Patrick and Shepherd  

Representing North Lincolnshire Council: 

Councillors Briggs (Chairperson) and Grant  

Officers of Humberside Fire & Rescue Service 

Chris Blacksell - Chief Fire Officer & Chief Executive, Niall McKiniry - Assistant Chief Fire Officer, 
Kevin Wilson - Executive Director of Corporate Services/Section 151 Officer, Jason Kirby - 
Temporary Director of People and Development, Paul McCourt - Director of Service Delivery, 
Steve Topham - Director of Service Delivery Support, Simon Rhodes - Temporary Director of Service 
Improvement, Lisa Nicholson - Deputy Monitoring Officer/Secretary and Gareth Naidoo - Committee 
Manager 

Also in attendance: 

Independent Co-opted Members of the Governance, Audit and Scrutiny Committee 

Doug Chapman (presented Minute 121/21 and 122/21) and Andrew Smith were in attendance as 
observers.  

External Auditor 

Gavin Barker - Director - Public Services (Mazars) (presented Minute 123/21) 

The meeting was held at The Mercure Hull Grange Park Hotel, Willerby. 

115/21 APOLOGIES FOR ABSENCE - Apologies for absence were submitted from Councillors Belcher, 
Chadwick, Fox, Green, Healing, Randall, Sherwood, Swinburn and Waltham MBE, and from Jonathan 
Evison - Police and Crime Commissioner.  

116/21 DECLARATIONS OF INTEREST - None. 

117/21 MINUTES - Resolved - That the minutes of the meeting of the Authority held on 
23 July 2021 be received as a correct record. 

118/21 QUESTIONS BY MEMBERS - There were no questions. 

119/21 PETITIONS AND DEPUTATIONS - None received.   

120/21 COMMUNICATIONS - The following communications were reported: 

Agenda Item No. 3 
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(i) Long Service and Good Conduct Ceremony - The Service held its annual Long Service and 
Good Conduct Ceremony at The Guildhall on Friday 17 September, to recognise long serving 
staff, who had reached their 20 and 30 years in Service. The evening also applauded two 
members of staff (Cathy Latham and Steve Smith) who received Commendations from the 
Chief Fire Officer for their outstanding performance of duty and high standard of professionalism 
towards the Service and its community. The Chair of the Authority also awarded all Service 
staff with a Humberside Fire Authority Commendation for their exemplary work during the 
COVID-19 pandemic. 

 
(ii) Executive Director of HR post - the post for the Executive Director of HR was now out for 

advert and following the shortlisting process, the Appointment Committee would be convened.  
 
121/21 DRAFT MINUTES OF GOVERNANCE, AUDIT AND SCRUTINY (GAS) COMMITTEE -  
6 SEPTEMBER 2021 - Doug Chapman, Chairperson of the Governance, Audit and Scrutiny Committee, 
presented the draft minutes of the meeting of the Committee held on 6 September 2021. 
 

Resolved - That the draft minutes of the Governance, Audit and Scrutiny (GAS) Committee held on 
6 September 2021 be received.  
 
122/21 GOVERNANCE, AUDIT AND SCRUTINY (GAS) COMMITTEE RECOMMENDATIONS UPDATE - 
Doug Chapman, Chairperson of the Governance, Audit and Scrutiny Committee presented a report detailing 
a summary of the recommendations made by the Committee and the progress made to date against those 
recommendations by the Service. 
 
 Resolved - That the report be received. 
 
123/21 EXTERNAL AUDIT - AUDIT COMPLETION REPORT - YEAR ENDING 31 MARCH 2021 - External 
Audit (Mazars) presented its Audit Completion Report for the year ending 31 March 2021. 
 

• Audit Opinion - it was anticipated to issue an unqualified opinion, without modification, on the 
financial statements.  

 
• Value for Money - auditors were yet to complete their work on the Authority’s value for money 

arrangements but it was anticipated to report no significant weaknesses in place to secure 
economy, efficiency and effectiveness in its use of resources.  

 
• Whole of Government Accounts (WGA) - auditors had not yet received group instructions from 

the National Audit Office in respect of its work on the Authority’s WGA submission. It would be 
unable to commence its work in this area until such instructions had been received. 

 
• Pension Fund Audit - auditors were awaiting assurance from the pension fund auditor. The 

pension fund audit was still in progress, which meant that Mazars were unable to conclude its 
work to address the significant risk in respect of the defined benefit pension liability valuation at 
this stage.  

 
 The 2020 Code of Audit Practice required auditors to issue its Auditor’s Annual Report, which 
included commentary on the Authority’s arrangements to secure economy, efficiency and effectiveness in 
its use of resources (VFM commentary) within 3 months of issuing its opinion on the financial statements, 
and before 30th September. Where this is not possible, auditors were required to write to the Authority 
setting out the reasons for the delay in an ‘audit letter’. It was envisaged this would be received by 30 
September 2021.  
 
 As a result of the ongoing pandemic, the National Audit Office updated its guidance to auditors in 
April 2021 to allow auditors to delay the completion of their work on VFM arrangements. The revised 
guidance required auditors to complete their work and issue their Auditor’s Annual Report no more than 
three months after the date of the opinion on the financial statements. In line with the National Audit Office 
guidance, Mazars had not yet issued its Auditor’s Annual Report including the VFM commentary. It was 
expected to publish the Auditor’s Annual Report no later than 31 December 2021. 
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Members were assured that the Service was providing quality and timely financial information to the 
auditors. 
 

Resolved - That the report be received. 
 
124/21 ANNUAL ACCOUNTS 2020/21 - The Executive Director of Corporate Services/S.151 Officer 
submitted the annual accounts for 2020/21 for approval. 
 
 The Statement of Accounts summarised the financial performance of the Authority for year ended 
31 March 2021. The accounts had been prepared in accordance with the requirements of the Code of 
Practice on Local Authority Accounting 2020/21 published by the Chartered Institute of Public Finance and 
Accountancy (CIPFA).  
 
 Resolved - That the Annual Accounts 2020/21 be approved. 
 
125/21 FINANCIAL OUTLOOK 2022/23 - The Executive Director of Corporate Services/S.151 Officer 
submitted a report that considered the Authority’s financial prospects for the years 2022/23 to 2025/26 and 
the rationale for a Prudent Minimum level of General Reserves (PMGR). 
 
 The Authority’s outturn for 2020/21 delivered an underspend of £571k and a closing level of total 
Revenue Reserves of £13.7m. The Authority had set a balanced budget for 2021/22 and the last budget 
monitoring to 30 June 2021 set out a £232k projected underspend.   
 

The current financial projections for 2022/23 to 2025/26 had been updated based on the latest 
assumptions and information and were shown in Appendix A of this report. 
  

The Authority’s financial projections had been updated to incorporate all previous decisions relating 
to efficiencies. Members noted from Appendix A that over the medium-term the MTFP was balanced. This 
would be challenged if the Service faced higher cost increases than those set out in the table. Most notable 
would be pay increases above 2 percent which were not funded by Government.  Each 1 percent on pay 
added £300,000 to the pay bill and therefore a need to find a further similar level of efficiencies. 
 
 Reserves were held by the Authority to meet general financial risks and costs that might materialise 
(General Reserve) and also to meet specific project costs or financial liabilities (Earmarked Reserves). 
Appendix B of the report set out the projection of the Authority’s General and Earmarked Reserves over the 
period 2022/23 to 2025/26. Appendix C of the report set out the analysis that had been undertaken to 
underpin the need to now maintain a General Reserve of circa £5.9m.  More generally, financial risks at a 
macroeconomic level were likely to be volatile over the medium-term and the reserves position was robust 
and reasonable and underlined the need to maintain an operating General Reserve of circa £5.9m which 
was the projected position for the Service shown in Appendix B through to 2025/26. 
 

Resolved - That the Prudent Minimum level of General Reserves (PMGR), as set out in the report, 
be approved.   
 
126/21 EQUALITY, DIVERSITY & INCLUSION ANNUAL REPORT 2020/21 - The Temporary Director of 
People and Development submitted a report that provided an overview of the wide range of activities, 
outcomes and progress made by the Service during 2020 in Equality, Diversity and Inclusion (EDI). 
 

During the unprecedented events of 2020/21 the Service had used this time to reflect, review and adapt 
to new ways of working, including re-evaluating its approach to EDI.  At the same time, the Service remained 
mindful of its legal equality duties under the Equality Act 2010, in particular the Public Sector Equality Duties 
(PSED) which had general and specific duties which were outlined below: 
 

• General equality duty (section 149 Equality Act 2010). 

(a) Eliminate unlawful discrimination, harassment, and victimisation.  
(b) Advance equality of opportunity between different groups.  
(c) Foster good relations between different groups.  
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• Specific duties (Schedule 19 Equality Act) - listed public authorities must publish: 
  

(a) Information on employees (if 150 staff or more) and people affected by policies and practices 
to demonstrate compliance with the equality duty, at least annually. 

(b) Specific and measurable equality objectives, at least every four years. 
 

The Service’s five PSED priorities were: 
 

(i) Leading by example on equality 
(ii) Increasing diversity throughout our workforce 
(iii) Ensuring a safe and fair workplace for all staff 
(iv) Continuing to improve our knowledge of our diverse communities and how we engage with 

them 
(v) Identifying the fire and other emergency risks linked to multiple disadvantage and 

discrimination 
 

Members were assured of the Service’s continued progress in the EDI arena and endorsed the work 
being undertaken. The Authority acknowledged the excellent work being undertaken by the Senior Equality 
Ambassadors and the Ambassadors for Race, Age and Religion and Belief.  
 

Resolved -  That the Equality, Diversity & Inclusion Annual Report 2020/21 be approved for 
publication.  

 
127/21 INCIDENT NO. 13246 (GOOLE) SECOND WORLD WAR UNEXPLODED BOMB - The Director of 
Service Delivery submitted a report that summarised the Service’s response to an unexploded bomb in 
Goole during July 2021. 
 

At 17:57hrs on the 22 July 2021 the Service was notified that an unexploded world war two bomb 
had been unearthed on a housing development site located in the town of Goole. The device was identified 
as a ‘500-pound ADW’ (Air Drop Weapon) and was reported to the Police, who in turn reported the finding 
to the military Explosive Ordnance Disposal (EOD). EOD team’s from across the country attended and made 
an initial assessment of the risk in conjunction with on scene Police commanders (image of ADW below). 
 
 The report outlined the role of the National Interagency Liaison Officer (NILO) and the deployment 
of the shared Service and Humberside Police Drone capability. The report concluded with a look forward 
and the importance of the long-term development, investment and retention of training and knowledge 
relating to the deployment of specialist assets to assist in multi-agency incidents. 

 
Members extended their thanks to all involved and acknowledged the complexity of this type of 

incident and the key role of the Service’s National Interagency Liaison Officer (NILO) in bringing about a 
safe multi-agency resolution. Also noted was the operational return upon the joint Police and Fire 
investments in the provision in drone capability that were available to support and influence the safe 
resolution of hazardous operations. 
 

Resolved - That all personnel involved in the multi-agency response be congratulated in bringing 
about a safe resolution to the incident. 
 
128/21 HMICFRS UPDATE - The Temporary Director of Service Improvement provided the Authority with 
a verbal update in relation to Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Service’s 
(HMICFRS). 
 

Pre-inspection work continued ahead of the next HMICFRS inspection at the end of the year. In 
particular 57 questions had been requested by the inspectorate, resulting in 136 documents being sent to 
the Home Office. 
 

The Chief Inspector of HMICFRS had written to the Chief requesting his views of the Service, a 
response of which had now been circulated to Members.  
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Gareth Bradbury, the new Service Liaison Lead (Merseyside FRS, Humberside FRS and Durham & 
Darlington FRS) had undertaken an informal engagement visit of the Service to familiarise himself with the 
Service. 

 
Targeted communications with staff was being undertaken as well as maintaining a presence across 

all directorates. The first formal planning meeting with the HMICFRS Service Liaison Lead would take place 
on 1 October.  
 

The Governance, Audit and Scrutiny Committee and Internal Audit had focussed their work 
programmes on the previous inspection improvement findings. 

 
Work was underway to re-energise Member champion roles and attendance of champions at district 

forums to ensure Members were fully informed of work being undertaken in preparation for the inspection. 
 

Resolved - That the update be noted. 
 
129/21 COVID-19 UPDATE - The Chief Fire Officer/Chief Executive submitted a report providing an update 
on the impact of Covid-19 on the Service. 
 

There were a number of areas that would, or were likely to, see change in the medium to long term.  
 
• Incident Command arrangements had already been introduced as a permanent arrangement but 

would be subject to review in line with future Integrated Risk Management Plans (IRMP).  
 

• Incident Command structures at middle manager level, as a result of both learning during the 
pandemic and the Incident Command Review, linked to the IRMP, were currently under review 
with a particular view to improve resilience at Group Manager level. This was likely to include a 
negotiation to change shift patterns and operational availability. 

 
• Agile working, with greater flexibilities in terms of shift patterns and work location, had worked 

well, within frameworks required for each team or staff member. This was now becoming more 
normal, and the Service had decided to enable more agile working going forward. Already that 
had enabled the Service to draw on a wider pool of staff during recruitment with staff who lived 
further away applying for roles with the Service due to that flexibility. This had the potential to 
better enable underrepresented groups, including those with disabilities and caring 
responsibilities, to be employed with us. A wider pool to draw on would also mean the Service 
was able to employ the best staff available. Whilst there was an expectation that the vast majority 
of staff would work at Service premises regularly, it was also anticipated that many might also 
work in an agile way, including from home if appropriate, regularly as well if they wished to. 

 
• Vehicle usage, in non-emergency situations, had reduced significantly during the pandemic due 

to a reduction in face-to-face meetings with colleagues and partners, locally, regionally, and 
nationally, due to an increase in video conferencing. It was felt too early to change the fleet at 
present until the extent of those arrangements were known to be permanently in place. However, 
it was likely to be able to reduce the size of the non-emergency fleet, or extend its lifespan, as a 
result in future years. 

 
• There was also potential to review the Estate when new arrangements had been reviewed and 

determined as a final position. However, it was too early to make decisions and needed to 
consider the scale of potential change and whether or not that might free entire buildings, or only 
space within existing offices or buildings, and how beneficial or otherwise that might be. 

 
A further detailed report would be provided at the next Member Day. 

 
Members discussed venue options for future Authority meetings and it was agreed to consider this 

on a meeting by meeting basis given the current Covid-19 situation. 
 

Resolved - That Members endorse the planned future changes. 
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Agenda Item No. 
 

Humberside Fire Authority 
22 October 2021 
 

Report by the 
Executive Director of Corporate 
Services/S.151 Officer 
 

 
MANAGEMENT ACCOUNTS 2021/22 - PERIOD 

ENDING 30 SEPTEMBER 2021 
 

 
SUMMARY 

 
1. This report highlights the current financial position based on information to                        

30 September 2021. 
 
2. The end of year projections are set out below for the revenue budget, the capital 

programme and the pensions account.     
 
 RECOMMENDATIONS 
 
3. That Members take assurance from this report and the Authority’s financial position for 

the period ending 30 September 2021. 
 
 PERIOD ENDING 30 SEPTEMBER 2021 
 
4. The summary estimated outturn position for the current financial year based on 

information to 30 September 2021 is as follows:- 
 

 
CATEGORY 

 
2021/22 OUTTURN PROJECTION 

 
HFA  
Revenue Budget £0.298m underspend 
Capital Programme £5.006m expenditure against £7.029m allocation             
Pensions Account £12.940m deficit 

 
 
 

5. This is the second set of Management Accounts for the 2021/22 financial year and 
further updates will be brought to the Authority based on the periods ending 31/12/21 
and 28/2/22. 

 
6. Further details on all of these areas are available electronically alongside the agenda 

papers on the Fire Authority’s website at www.humbersidefire.gov.uk/fire-authority. 
  
 STRATEGIC PLAN COMPATIBILITY 
 
7. The production of robust, timely and detailed information in relation to the Authority’s 

financial position contributes to the Strategic Plan objective of a ‘Stronger 
Organisation’.  The information specifically underpins good governance and good 
financial management.   
 
FINANCIAL/RESOURCES/VALUE FOR MONEY IMPLICATIONS 

 
8. Sound financial management contributes to the achievement of the Authority’s 

objectives. 
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 LEGAL IMPLICATIONS 
 
9. No direct issues arising. 
 
 EQUALITY IMPACT ASSESSMENT/HR IMPLICATIONS 
 
10. No direct issues arising. 
 
 CORPORATE RISK MANAGEMENT IMPLICATIONS 
 
11. The monthly Management Accounts help to ensure that the Authority meets its legal 

and regulatory requirements. 
 
 HEALTH AND SAFETY IMPLICATIONS 
 
12. No direct issues arising. 
 

COMMUNICATION ACTIONS ARISING 
 
13. No direct issues arising. 
 

DETAILS OF CONSULTATION AND/OR COLLABORATION 
 
14. No direct issues arising. 
 
 BACKGROUND PAPERS AVAILABLE FOR ACCESS 
 
15. Working papers for 2021/22 Budget Monitoring. 
 
 RECOMMENDATIONS RESTATED 
 
16. That Members take assurance from this report and the Authority’s financial position for 

the period ending 30 September 2021. 
 
 

K WILSON 
 
 
 

Officer Contact: Kevin Wilson   01482 567183  
   Executive Director of Corporate Services/S.151 Officer 
 
Humberside Fire & Rescue Service  
Summergroves Way 
Kingston upon Hull 
 
KW 
11 October 2021 
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1. Purpose of the Medium-Term Resource Strategy

1.1 This is the Medium-Term Resource Strategy (MTRS) of Humberside Fire Authority.  It covers a

period of four years but will be reviewed annually to reflect the dynamic nature of both the fire

service and changes in funding.  It describes the financial direction of the organisation and
outlines financial pressures.

1.2 The MTRS provides options for delivering a sustainable budget and capital programme over the
medium term.  It also sets out how the Authority can provide the resources to deliver the

priorities in the Integrated Risk Management Plan (IRMP) within the challenging financial

climate.

1.3 The MTRS sets the financial context for the Authority’s revenue budget, capital programme and

precepting decisions.

1.4 The overall financial strategy seeks to deliver the Authority’s Integrated Risk Management Plan,

2021 - 2024.

2. Aims of the Strategy

2.1 The MTRS assists in:

(i) Supporting delivery of the Integrated Risk Management Plan 2021-2024;

(ii) Improving financial planning and the financial management of the Authority’s

resources, both revenue and capital;

(iii) Maximising the use of resources available to the Authority, both internal and external;

(iv) Ensuring that the Authority provides value for money and continues to deliver efficiency
gains;

(v) Reviewing the Authority’s policy on the use of reserves, ensuring the position continues

to be sustainable and that there are sufficient resources over the medium term;

(vi) Responding to external pressures, including changes to funding resulting from the

Government’s annual funding announcements.

(vii) Ensuring that the Authority’s long-term plans are sustainable and efficient.

3. Principles of the Strategy

3.1 The key principles underlying the Authority’s MTRS 2022/23 – 2025/26 are: 

(i) Overall expenditure of the Authority will be contained within original estimates each
year.

(ii) The Authority will maintain a Prudent Minimum General Reserve (PMGR), reviewed
annually, to cover any major unforeseen expenditure or loss of funding.  A flexible

approach will be taken to the use of reserve balances above this level where

appropriate, balancing the opportunity costs of maintaining reserves against the
benefits of alternative approaches.

(iii) The Authority will maintain earmarked reserves for specific purposes only when
appropriate, and which are consistent with achieving objectives.
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(iv) The Authority will continue to prioritise the achievement of Value for Money, securing

economy, efficiency and effectiveness in the use of resources; in establishing the

framework for the Fire Service within Humberside and; in commissioning and

procurement decisions.

(v) The Authority’s Chief Finance Officer will prepare a rolling programme of five-year
budget forecasts to inform the Authority’s budget and precepting decisions.

(vi) The Authority, supported by the Authority’s Chief Finance Officer and Chief Fire

Officer/Chief Executive, will continue to contribute to national reviews of fire funding

and take every opportunity to engage in order to pursue the fair and equitable funding

of Humberside Fire Authority.

4. Reviewing the Strategy

4.1 The Authority’s MTRS review for 2022/23 to 2025/26 has been carried out under the following
key themes:

(i) The financial context in which the Authority operates;

(ii) The Authority’s current financial position;

(iii) The impact of the revised IRMP including the impact of the Grenfell Tower tragedy,

increased focus on business safety and Local and National Resilience arrangements;

(iv) The impact of COVID-19 on current expenditure and projected future income;

(v) The future budget pressures that the Authority will face over the period of the strategy;

(vi) Budget savings;

(vii) The Authority’s capital programme;

(viii) Reserves policy;

(ix) Risk assessment.

5. Integrated Risk Management Plan

5.1 The successful delivery of the Strategy requires the Chief Fire Officer to manage a complex set

of resources, demands, and priorities whilst reviewing and revising plans to meet the risk profile
for fire services within the available financial resources.

5.2 HMICFRS (Her Majesty’s Inspectorate of Constabulary and Fire & Rescue Services) considers that
a Service is efficient if it is making the best use of its resources to provide fire services that meet

expectation and follow public priorities, and if it is planning and investing wisely for the future.

5.3 The Authority’s MTRS is underpinned by workforce planning and capital programmes which are
aligned with the delivery of the Integrated Risk Management Plan priorities and the continued

delivery of an efficient and effective fire service to the communities of Humberside.

5.4 The Service is instrumental in identifying the risk in communities and providing engagement

using the community safety teams.  The IRMP identifies the level of risk in each of the four Local
Authority areas and resources are located and distributed on this basis.  The intervention

standards allow measurement of the response to incidents based on the risk rating established.
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 6. Financial Context

6.1 Funding Formula - The Fire and Rescue Service relative needs formula (RNF) used to distribute

Grant between Fire and Rescue Services was introduced in 2010/11 and much of the data used

has not been updated. There has been recognition for many years that the formula no longer

reflects needs, but previous attempts at reform of the relative needs formula in 2018 have not

come to fruition due to various technical/political considerations.    No change is anticipated to

the RNF formula until at least 2023/24 at the earliest and therefore, the MTRS has made no
assumptions in this regard.

6.2 Local Government Finance Settlement and Council Tax Precept - The Provisional Local

Government Finance Settlement and Council Tax referendum rules are expected to be
announced in December 2021.

6.3 This MTRS as presented includes an increase in the precept of £1.76 (1.99%) for a Band D

property for 2022/23.  A prudent planning assumption has been made regarding the future years

2023/24 to 2025/26 of a 1.99% increase. Final decisions on the actual precept will be made each
year by the Authority based on the financial circumstances at the time.

7. Current 2021/22 Financial Position

7.1 The Authority’s budget for 2021/22 is £45.089m.  The quarter two revenue monitoring report 
shows a projected budget underspend of £0.298m as at 30 September 2021. 

2021/22 Revenue Monitoring – Quarter Two Position 

Approved 

Budget 

2021/22 

Projected  

Outturn  

2021/22 

Variance 
2021/22 

Financial Position £m £m £m 

Fire Response and Protection 42.276 41.978 (0.298) 

Capital Financing 

Net Expenditure 

2.813 2.813 - 

45.089 44.791 (0.298) 

Central Government Grant 

Business Rates 

17.144 

3.955 

17.144 

3.955 

- 

- 

Council Tax Precept 

Central Grant and Precept Total 

24.064 24.064 - 

45.163 45.163 - 

Appropriations (to) / from reserves (0.074) (0.372) (0.298) 

7.2 The budget is held by the Authority to provide financial resources to deliver operational fire 

response and protection. The Capital Financing budget comprises the revenue provision for 

repayment of borrowing, interest costs and investment income.  

7.3 The overall forecast represents an underspend of £0.298m.  
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7.4 The forecast closing position on reserves for 2021/22 is £13.530m, as set out in the table below.  

2021/22 Reserves – Quarter 2 Position 

 Approved 

       2021/22 

Projected 

2021/22 

Variance 

2021/22 

£m £m £m 

Opening Balance – General Reserve (01/04/21)  6.373 6.373 - 

Planned transfer to/(from) General Reserve    0.074 0.372 0.298 

Forecast Closing Balance (31/03/22)    6.447 6.745 0.298 

Opening Balance – Earmarked Reserves (01/04/21) 7.408  7.408 - 

Planned transfer to/(from) Earmarked Reserves (0.650) (0.623) 0.027 

Forecast Closing Balance (31/03/22) 6.758 6.785 0.027 

Forecast Closing Balance (31/03/22) 13.205 13.530 0.325 

8. Medium Term Budget Pressures in Humberside

8.1 When calculating the medium-term budget projections for Humberside consideration has been 
given to a number of budget pressures including:  

(i) Pay and price increases;

(ii) Budget pressures;

(iii) Revenue implications of the capital programme;

(iv) Other – including the implications of Covid-19.

8.2 Pay and price increases - Indicative budget forecasts for 2022/23 to 2025/26 reflect the impact 

of inflation on budgets wherever possible such as energy, business rates and rent increases along 

with known contract increases.  In addition, estimates for future pay awards at 2% have been 

included.   

8.3 Budget pressures - The MTRS also includes estimates of the impact of the valuation of the 

Firefighters’ Pension Scheme and the triennial review of the Local Government Pension Scheme 
(LGPS).  

8.4 Revenue implications of the capital programme - A revised four-year capital programme has 

been produced, which is summarised in Section 10 below.  The implications of this programme 

are fully reflected in the MTRS.  

9. Medium Term Savings Proposals

9.1 Throughout the MTRS period savings and efficiencies will continue to be delivered wherever 

possible, to sustain the investment in the fire service, to continue to support safety and 

protection arrangements in the face of a challenging financial situation and balance the budget 

(See 11.2), for example:  

(i) Service Improvement Plan;

(ii) Non pay savings;

13
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(iii) Savings through procurement through the continued use of regional and national

frameworks;

(iv) Maximising income generation wherever possible.

10. Capital Estimates and Financing

10.1  The following table provides a summary of the 4-year capital programme: 

Capital Estimates 
2021/22 

£m 

2022/23 

£m 

2023/24 

£m 

2024/25 

£m 

Total 

£m 

Major and Minor Building Schemes 0.885 0.750 0.700  0.700 3.035 

Information Technology 0.500 0.575 0.550 0.535 2.160 

Vehicles and Equipment 1.967 0.162 1.500 1.368 4.997 

Total      3.352   1.487     2.750     2.603         10.192 

  10.2  Key areas to note in the proposed programme are:  

(i) Building Schemes - Estates refurbishment programme based on operational

requirements;

(ii) Information Technology - the Service have a number of Improvement Schemes to

deliver change and efficiency through transformation and costs relating to the

implementation of the Emergency Services Network (ESN);

(iii) Vehicles and Equipment - a rolling programme of vehicle replacement and programmes
for upgrading equipment.

Capital Financing 

Capital Estimates 
2021/22 

£m 

2022/23 

£m 

2023/24 

£m 

2024/25 

£m 

Total 

£m 

Forecast Expenditure                  3.352 1.487 2.750 2.603 10.192 

Financed by: 

 Grants and Contributions 
1.400 1.100 1.100      1.100     4.700 

 Prudential Borrowing      1.952 0.387 1.650  1.503   5.492 

Total Financing     3.352     1.487     2.750 2.603   10.192 

10.3 The capital financing approach is to use Prudential borrowing and identified revenue 

contributions and reserves where appropriate to fund the Capital Programme and as mentioned 
in paragraph 8.4 the revenue implications of this borrowing is fully reflected in the MTRS Budget 

Forecast. 
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11. Indicative Budget Forecasts 2022/23 to 2025/26

11.1 All the budget pressures, budget savings and funding assumptions outlined earlier in this 

Strategy are summarised below.  Having considered the savings proposals and the availability of 

reserves to support the MTRS an important consideration is the precept proposal for 2022/23.  

The MTRS includes a precept increase of £1.76 (1.99%) built into the funding for 2022/23, and 
future increases as set out earlier in this report. 

11.2 The budget forecast position is set out in the following table: 

MTRS Group Budget Forecast 2022/23 2023/24 2024/25 2025/26 

£m £m £m £m 

Base budget    45.014   46.600    47.414    48.382 

Budget pressures 

Pay Related Increases   1.237 0.758 0.774 0.789 

Non-Pay Inflation 0.387 0.290 0.238 0.252 

Budget pressures / (additional income) 0.684 - - - 

Revenue impact of capital financing 

Total budget pressures 

(0.482) 0.011 0.208 0.076 

  1.826 1.059 1.220 1.117 

Efficiency Savings Requirement (0.240) (0.245) (0.252) (0.258) 

Net Budget Requirement 46.600 47.414 48.382 49.241 

Central Government Grant Income 17.144 17.144 17.144  17.144 

Business Rates Received from Local Authorities 3.993 3.993 3.993   3.993 

Business Rates – Collection Fund Surplus / (Deficit)    (0.050)   (0.050) (0.050) (0.050) 

Council Tax Precept Income   25.122  26.005 26.921 27.870 

Council Tax Precept - Collection Fund Surplus / (Deficit) 0.250 0.250  0.250 0.250 

    Total Income 46.459 47.342 48.258 49.207 

    Funding Gap / (Surplus) Before Reserves 0.141 0.072 0.124 0.034 

    Planned use of reserves: 

    Transfer (from)/to Earmarked reserves (0.141) (0.072) (0.124)     (0.034) 

Funding gap / (surplus) after use of reserves - - - - 

11.3 The forecast budget set out above shows how after the planned use of reserves, savings and the 

precept there is no funding gap for the period of the MTRS, which meets the key principle of the 

Authority’s Strategy that overall expenditure will be delivered within a sustainable budget over 
the medium term. 
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11.4 The forecast budget is allocated as follows between Fire Service and Capital Financing. 

Humberside Fire Authority 
2022/23 

£M 

2023/24 

£M 

2024/25 

£M 

2025/26 

£M 

 Fire Response and Protection 44.244 45.046 45.807 46.590 

 Capital Financing 2.356 2.368 2.575   2.651 

Total     46.600   47.414    48.382   49.241 

11.5 Budget Monitoring arrangements – the S.151 Officer confirms that the Authority has timely and 
robust monitoring arrangements.  Management Accounts are reported to the Fire Authority and 

the Governance, Audit and Scrutiny Committee on a quarterly basis. 

 12. Reserves

Background information on Reserves
12.1 Sections 32 and 43 of the Local Government Finance Act 1992 require billing and precepting

authorities in England and Wales to have regard to the level of reserves needed for meeting

estimated future expenditure when preparing budgets.

12.2 In establishing reserves, the Authority must comply with the Code of Practice on Local Authority

Accounting in the United Kingdom (the Code).   The Chief Finance Officer is required as part of

the budget setting process to provide a statement on the adequacy of reserves.

12.3 Chartered Institute of Public Finance and Accountancy (CIPFA) guidance on Reserves and

Balances (LAAP Bulletin No 77 November 2008) and the requirements of the Code suggests twice

yearly reviews of reserves.  By doing this, the visibility of reserves are increased and

consideration of their use is placed at the forefront of the decision-making process.  Reserves
are cash backed balances, held on the balance sheet until they are spent or released for other

purposes.  As such, they can only be spent once, and are not part of the base budget.

12.4 In addition, CIPFA along with the Home Office recommended as good practice that Fire
Authorities publish an Annual Reserve Strategy Statement.  Humberside has published an Annual

Reserves Strategy Statement since 2019/20.  The statement provides an explanation for each

reserve along with its value.  It also includes a narrative explaining whether the current and

projected level of reserves is appropriate, and if governance arrangements for reserves are

adequate and appropriate.

12.5 The Authority’s balance sheet reserves are summarised as follows: 

(i) General Reserves - a contingency for unexpected events or emergencies;

(ii) Earmarked Reserves - to meet known or predicted liabilities.

12.6 CIPFA guidance issued in June 2003 confirms that relevant bodies should make their own 

judgements on such matters, taking in to account relevant local circumstances and an 

assessment of risk and the advice of the Chief Finance Officer.  

Reserves Strategy  
12.7 The Authority must retain adequate reserves so that unexpected budget pressures can be met 

without adverse impact on the achievement of key objectives and council taxpayers.  The 
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Authority’s policy for reserves and balances is based on a thorough understanding of the 

organisation’s needs and risks.  Part of this process is to give a clear explanation of the existing 

and proposed use of reserves and this is addressed in the paragraphs below.  

General Reserve 
12.8 The expected General Reserve at 1 April 2022 will be maintained at £5.9m to match identified 

level following the risk assessment used to produce the Prudent General Minimum Level of 

Reserves.  

Earmarked Reserves   
12.9 Earmarked Reserves represent funds which have been set aside by the Authority for specific 

purposes.  The table below shows the overall strategy for use of reserves over the MTRS period. 

MTRS Reserves Forecast 

At 

1 April 

2022 

At  

1 April 

2023 

At 

1 April 

2024 

At  

1 April  

2025 

At  

1 April   

2026 

£m £m £m £m £m 

Earmarked Reserves 

Insurance 

The Ark – National Flood Resilience Centre 

Capital Programme Funding 

Resilience Reserve 

     0.700 

     1.000 

     3.910 

     0.300 

0.700 

1.000 

3.260 

0.300 

0.700 

- 

2.610 

0.300 

0.700 

- 

1.960 

0.300 

0.700 

- 

1.310 

0.300 

ESMCP 0.355 0.295 0.235 0.175 - 

East Coast & Hertfordshire Control Room 

Service Improvement and Environmental 

1.170 

0.250 

0.670 

0.250 

- 

0.250 

- 

0.250 

- 

0.250 

Total Earmarked Reserves 7.685 6.475 4.095 3.385 2.560 

General Reserves 5.845 5.703 5.631 5.506 5.472 

Total Reserves 13.530 12.178 9.726 8.891 8.032 

12.10    The Authority retains £7.685m Earmarked reserves for the following purposes: 

(i) Insurance – to meet potential uninsured losses;

(ii) The Ark (National Flooding Resilience Centre) – to meet HFA contribution to the ARK

project;

(iii) Capital Programme Funding – funding for the Capital Programme to replace capital

grant funding from the Home Office which has now ceased;

(iv) Resilience Reserve – to meet any expenditure required in relation to maintaining the

Service’s resilience;

(v) Emergency Services Mobile Communication Programme (ESMCP) – to meet the costs

of the ESMCP rollout;

(vi) East Coast & Hertfordshire Control Room – to meet Humberside’s share of the

infrastructure costs of the East Coast and Hertfordshire Control Room Consortium.

12.11 Adequacy of Reserves – the S.151 Officer confirms that the current reserves held by the 

Authority are adequate.  The position on reserves will be kept under continuous review and will 

be reviewed again during 2022/23. Any material changes will be reported to the Authority.   
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13. Risk Assessment

13.1 The MTRS contains the most up to date information at the time of drafting, but the Authority’s 

financial position is dynamic.  A comprehensive financial risk assessment is undertaken for the 
revenue and capital budget setting process to ensure all risks and uncertainties affecting the 

Authority’s financial position are identified.  The Authority faces a number of significant financial 

pressures that could affect the position over the medium term.  An assessment of the likelihood 
and impact of each risk and the management controls in place are shown in the following table: 

Risk Likelihood Impact Risk Management 

Pay awards and price inflation 

being higher than anticipated. 

Possible Medium 
Budget based on best information 

available and set at a prudent level. 

Failure to deliver planned 

savings.  

Possible Medium Revenue monitoring updates to the 

Fire Authority. 

Impact of COVID-19, increased 

expenditure and reduced 

income 

Likely Medium Monitor and reclaim expenditure if 

possible, budget based on latest 

information around precept and 

use any measures available to 

reduce impact. 

Impact of the introduction of 

the Emergency Services 

Network 

Likely Medium Monitor information as it is 

released and try to secure 

sustainable funding to mitigate any 

increased costs. 

Further reductions in funding 

included in the next 

Comprehensive Spending 

Review and an unfavourable 

review of funding formula.  

Possible High 
Balance on General Reserve 

maintained at the Prudent General 

Minimum; forward planning; 

regular monitoring. 

Future council tax precept 

rises limited by excessiveness 

principles determined by the 

Government.  

Likely Medium  Balance on General Reserve 

maintained at the Prudent General 

Minimum; forward planning. 

Costs associated with the 

outcome of the national legal 

challenge to the Firefighters’ 

Pension Scheme (2015) 

transition arrangements are 

not met centrally by the Home 

Office.  

Possible Medium Balance on General Reserve 
maintained at a Prudent General 
Minimum; close budget 
monitoring; annual review of 
budget and MTRS; existing 
Firefighters Pension  
Fund arrangements require the 

Home Office to balance the deficit 

on the Fund each year through a 

top-up grant. 

13.2 Robustness of Estimates - the S.151 Officer confirms that the budget estimates have been 

compiled on a robust and prudent basis. 
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14. Conclusion

14.1 The overall financial position for Humberside Fire Authority is sustainable over the medium

term.

14.2 The approach set out in this MTRS delivers a balanced budget.  It sets out how all four years will

be financed and general reserves are set at the level identified in the Prudent Minimum General

Reserve assessment, estimated at £5.9m for 2022/23.
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Agenda Item No. 

Humberside Fire Authority 
22 October 2021 

Report by the 
Chief Fire Officer and Chief Executive 

SECONDMENT OF SECTION 151 OFFICER ROLE TO OFFICE OF 
THE POLICE AND CRIME COMMISSIONER 

SUMMARY 

1. The purpose of this report is to provide Members with an update around the
secondment of the Executive Director of Corporate Services, and Head of
Finance, for 2 days a week to the Office of the Police and Crime Commissioner.

RECOMMENDATIONS

2. That Members take assurance that the existing arrangements are providing the
Authority with suitable financial governance, whilst achieving the anticipated
resilience and financial benefits.

BACKGROUND

3. In October 2019 Members approved that the Section 151 Officer for the
Authority (a statutory role created by the Local Government Act 1972, which is
designated by the Authority to the Executive Director of Corporate Services
under article 11.2 of the HFA’s Constitution) split their time between
Humberside Fire Authority (HFA) and the Office of the Police and Crime
Commissioner (OPCC) 3 days a week with HFA and 2 days with OPCC in order
to also act in the capacity as the Section 151 Officer for the PCC.

4. Members also approved that the arrangements would be mirrored by the
Service’s Head of Finance in order to allow the Head of Finance to be the
Deputy Section 151 Officer for the PCC.

5. The Police and Crime Panel held a confirmation hearing on 28 November 2019
and approved the appointment of Kevin Wilson to the post of the PCC Chief
Finance Officer role in line with the arrangements described.

REVIEW

6. Those arrangements became fully operational in January 2020.

7. This has been an effective working relationship between the OPCC and the
Authority for the following reasons:-

• Seamless induction and ability to demonstrate operational competence
from the outset reducing risk to PCC assets;

• Operational improvements in how the OPCC manage treasury
arrangements to build their resilience and reporting templates;

• Resilience for the OPCC through the availability of a Deputy to cover any
leave periods;

9 
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• Well-developed knowledge of working with the same external auditors 
and the shared membership of the HFA Governance Audit and Scrutiny 
Committee and the OPCC Joint Independent Audit Committee;  

• OPCC deadlines to manage end of year accounts working with key 
stakeholders in the Force were met;  

• Good working relationships across all stakeholders with no reduction in 
existing good working relationships within the Service;  

• Weekly update to PCC directly on all matters relating to the finance 
portfolio, whilst still maintaining weekly Strategic Leadership Team 
meetings in the Service to ensure that the Chief Fire Officer and other 
members of that team have the professional financial advice needed to 
manage the Service;  

• Direct professional financial advice to the Authority and the Chief Fire 
Officer is still readily available;  

• During a challenging financial period, at the same time that operational 
demand on the Service increased due to major incidents such as Covid-
19 and D20 (the national management of major winter pressures which 
include significant potential impacts on HFRS, for example likely flooding 
incidents) the arrangement has created savings for the Authority which 
have been re-invested to resolve Incident Command Resilience issues 
highlighted in the Incident Command Review; 

• The reduction in the time that the two posts are available to HFRS has 
been managed by increasing skills and capacity elsewhere in the Service 
and has therefore increased resilience overall particularly as a result of 
strengthening the arrangements in the Service’s Finance Team and as 
a result of the recent changes to strengthen the SLT structure that 
Members approved previously. 

 
8. The OPCC Chief Executive and Chief Fire Officer have an established working 

relationship and regular contact to discuss the arrangement and any issues that 
may occur. No negative issues have occurred as yet.  
 

9. Furthermore, the HFA Chair, the Chief Fire Officer, the PCC for Humberside 
and the Chief Executive of the Office of the Police and Crime Commissioner 
have met recently to discuss the arrangements as the second year draws to a 
close. All parties are very happy with the arrangements for the reasons outlined 
above and wish to continue the sharing of the S151 Officer and the Deputy 
S151 Officer. 

  
10. The Chief Fire Officer is content that the secondment arrangements are robust 

enough and provide sufficient time, skills and experience to ensure the interests 
of the Authority and the Service are protected.    

  
  STRATEGIC PLAN COMPATIBILITY  
  
11.  The arrangement supports the Service to ensure that it lives within it means 

and makes appropriate use of public money, whilst at the same time having 
effective and efficient governance.    
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FINANCIAL/RESOURCES/VALUE FOR MONEY IMPLICATIONS  
  
12.  Currently there are around £53k savings to the Authority annually, even after 

the backfilling arrangements to increase resilience. These savings have been 
reinvested in the recent changes to strengthen the SLT structure.    

  
  LEGAL IMPLICATIONS  
  
13.  There are no negative legal impacts to the Authority and all milestones have 

been achieved in terms of financial governance.         
   

  EQUALITY IMPACT ASSESSMENT/HR IMPLICATIONS  
  
14.  The arrangements are managed through a long-term formal secondment 

agreement. The changes to the Finance Team structure made to support this 
arrangement with the OPCC have now been made permanent.  
  
CORPORATE RISK MANAGEMENT IMPLICATIONS  

  
15. Risks to the Authority are managed appropriately and there appear no negative 

impacts of these arrangements.  
  
  HEALTH AND SAFETY IMPLICATIONS  
  
16. None arising.      
  
  COMMUNICATION ACTIONS ARISING  
  
17. Regular meetings between Chief Fire Officer and Chief Executive of the OPCC.     
  
  DETAILS OF CONSULTATION AND/OR COLLABORATION  
  

18. Postholders are regularly consulted as to the suitability of the arrangements.  
  
  BACKGROUND PAPERS AVAILABLE FOR ACCESS  
  
19. Previous HFA and Police and Crime Panel papers.  
  
  RECOMMENDATIONS RESTATED  
  
20.    That Members take assurance that the existing arrangements are providing the 

Authority with suitable financial governance, whilst achieving the anticipated 
resilience and financial benefits.     

  
 C BLACKSELL  

  
Officer Contact:  Chris Blacksell    01482 567417      
 Chief Fire Officer and Chief Executive  
  
Humberside Fire & Rescue Service   
Summergroves Way  
Kingston upon Hull  
  
CB/MS  
10th October 2021  
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PERFORMANCE SUMMARY1.
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1.1 Performance Indicators
April
2021

May
2021

June
2021

July
2021

August
2021

September
2021

Total

SPI 2.4 - Deliberate Secondary Fires

Performance Indicator

SPI - High Severity Dwelling Fires

SPI 2.2 - Total Deliberate Fires

SPI 2.3 - Accidental Dwelling Fires

Total

11

193

1183

3 0 3 1 1 3

39 39 24 25 45 59 231

42 31 28 28 36 28

337 142 171 119 185 229

62 72 85 100 123 110 552

284 311 273 390 429 2170483

SPI 2.5b - False Alarm Non Domestic
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Apr 21 May 21 Jun 21 Jul 21 Aug 21 Sep 21

3 

2 

1 

0 

3 3

0

1 1

3

SPI - High Severity Dwelling Fires

High severity accidental dwelling fires were above the upper threshold in April and June. 4 were in Hull, 1 in the East Riding and 1 in
North East Lincolnshire.

Based on data trends, our performance should be between the   red and green lines.

Red circles shows performance is a concern that need addressing   (we need to act) .

Green circles shows performance is positive and should be replicated   (we need to learn) .

The Purple line shows the data average.

         Threshold Methodology   

SERVICE PERFORMANCE AND RISK REPORT  |  4

Hull - Negligent use of heating equipment caused an extensive fire and resulted in a casualty being transported to hospital.
Hull - Faulty battery charger caused an extensive fire and resulted in 2 casualties being transported to hospital.
Hull - Fault in electrical supply caused an extensive fire and resulted in 4 casualties being transported to hospital. 
Hull - Discarded smoking materials caused an extensive fire and resulted in a casualty being transported to hospital. 
East Riding - Fault in electrical supply caused an extensive fire (no casualties).
North East Lincolnshire - Discarded smoking materials caused an extensive fire and resulted in a casualty being transported to
hospital. 

Details of the incidents
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Apr 21 May 21 Jun 21 Jul 21 Aug 21 Sep 21

60 

40 

20 

0 

59

24 25

45

3939

Deliberate primary fires have been below average since April 2020 from the start of the COVID-19 pandemic and the first lockdown
period. September 2021 has seen an upturn, being driven mainly by incident rates in Hull where the types of property affected are
dwellings, commercial premises and vehicles. There has been an unusually high number of deliberate vehicle fires during September.
Our best chance of reducing these incidents is by multi-agency collaboration and this is an ongoing way of working that we are
employing as a resolution. August to October is a peak period for deliberate primary fires. 
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SPI 2.2 - Total Deliberate Fires 
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SPI 2.3 - Accidental Dwelling Fires 

Apart from the number of incidents going above the upper threshold in April 2021, the number of accidental dwelling fires has been
mainly on or below average since June 2020. The incidents mainly involve cooking and are higher in communities that rent their
homes than any other. We have now entered the peak period for these incidents when they normally increase (October to February).

Apr 21 May 21 Jun 21 Jul 21 Aug 21 Sep 21

50 

40 

30 

20 
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0 
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28 28
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SPI 2.4 - Deliberate Secondary Fires 

Between October 2019 and March 2021, deliberate secondary fires were either on or below average. April 2021 was exceptionally
high in all the districts. The weather was warm and dry which acts as an enabler for this kind of incident. North Lincolnshire had a rate
of fire that was above the upper threshold for 8 months out of 11 between June 2020 and April 2021 which sustained multi-agency
work helped to resolve. During September 2021, the rate of incidents in Hull and North East Lincolnshire has risen above the upper
threshold, though the number of incidents in both areas is lower than the same month in 2019 (we are using the more normal year of
2019 as a comparison this year because 2020 was such an unusual year).

Apr 21 May 21 Jun 21 Jul 21 Aug 21 Sep 21

400 

300 

200 
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229

337

142

171

119

185
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SPI 2.5b - False Alarms Non-Domestic 

False alarms in commercial premises have been on an upward trend since March 2021. The Covid 19 pandemic will have influenced
these incidents when businesses were closed so a responsible person may not have been available and when they reopened after a
period of shut down. The number of incidents is lower than in 2019, however. Control consistently challenge 32% of false alarms as
per the UWFS policy and apart from during the first lockdown when this reduced to 24%, there has been no deterioration in the
challenge policy and the subsequent non-attendance. The number of incidents has just increased over time. The charging policy
continues to be used as a mechanism to prevent repeat alarm activations. 
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April
2021

May
2021

June
2021

July
2021

August
2021

September
2021

Total

The number of casualties has not gone above the upper threshold in the last 6 months and is therefore at normal levels. 

Performance Indicator

SPI 1 - Total Fire Fatalities 21 0 0 0 0 1
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SPI 1 - Total Fire Fatalities

Apr 21 May 21 Jun 21 Jul 21 Aug 21 Sep 21

4 

3 

2 

1 

0 

4

1

4 4

3

1

There was 1 fire fatality in April and another in September. The April incident involved a road traffic collision where the car set on fire.
The September incident involved the ignition of cardboard by a candle and the fatality was a 60-year-old woman.   

SPI 1.1 - Total Causalities 
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1.2 

SERVICE PERFORMANCE AND RISK REPORT  |  10

Response Standards 

The first fire engine mobilised to
Dwelling Fires or Road Traffic Collisions
(RTC) is in attendance within the
specified times:

Performance
Targets 2021/22

Second fire engine mobilised to a
Dwelling Fire or a Road Traffic Collision
is in attendance within 5 minutes of the
first fire engine arriving at the incident.

Dwelling Fires
High Risk Areas 8 minutes
Medium Risk Areas 12 minutes
Low Risk Area 20 minutes
RTC any area 15 minutes

What was achieved 
Apr. 2021 - Sep. 2021

90%
 
 
 
 

98.45%
 
 
 

80%
 
 
 

89.50%
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Rescues

Number of people rescued from incidents
From April to September 2021 we rescued 656 people, with effecting entry / exit incidents accounting for 35.37% of the overall total.

0 50 100 150 200 250

Effecting entry/exit 

Other rescue/release of persons (e.g. from height, in machinery) 

*Removal of objects from people / people from objects 

RTCs 

Other (e.g. assisting other agencies and suicides) 

Medical Incident - First responder 

Rescue or evacuation from water 

Primary Fire 

Other Transport incidents (e.g. children locked in vehicles) 

Lift Release (to children/elderly and medical cases) 

Evacuation (no fire) 

232

124

84

60

51

31

21

19

17

16

1

*Removal of objects from people / people from objects includes ring removals and trapped limbs
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Medical intervention

This table details the 1st half activity for First Responder incidents and Falls Team incidents
attended, across the Service area, compared to the previous half.

Period:
 01/04/2021 -
30/09/2021

1.4 

SERVICE PERFORMANCE AND RISK REPORT  |  12

Medical Interventions

*Falls Incidents

Emergency First Responder calls attended

423

806

*Please note that Falls Team attend Emergency First Responder Incidents also.

Period:
 01/10/2020 -
31/03/2021

448

744
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SEVERITY LEVELS ANALYSIS2.

Total Accidental Dwelling Fires Compared to Severity in Hull
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Total Accidental Dwelling Fires Compared to Severity in East Riding of
Yorkshire
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Total Accidental Dwelling Fires Compared to Severity in North East
Lincolnshire
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Total Accidental Dwelling Fires Compared to Severity in North Lincolnshire
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As a result of the continued reduction in external funding, there is financial
uncertainty, the outcome of which may lead to a risk to Service Delivery.
Management controls, such as budgeting and financial planning, serve to mitigate
this risk.  

The 2021/22 Council Tax Precept has been agreed by the Fire Authority and
Medium Term Financial Plan balanced over the medium term. 
The risk level has been revised downwards, given that we now have a financial
settlement for the next 12 months, but the situation will be kept under close review.  
The report from the Medium Term Financial Plan will be taken to the September Fire
Authority Meeting for 2022/2023 onwards. 

Strategic Risk  
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STRATEGIC RISKS :  RISK
REGISTER SUMMARY 

3.

Delivery of National Project affecting all three UK Emergency Services. 
The Emergency Services Network (ESN) is the government's chosen option to
replace the Airwave system, which 107 police, fire and ambulance services in
England, Scotland and Wales (the emergency services) use for communications
between control rooms and the field. 
A regional management structure in line with national government requirements is
now in place and agreement on programme support has now been reached for the
airwave network equipment beyond the contracted dates. National emphasis is
now for a locally managed incremental approach. 
Feedback from consultation on the Full Business Case is currently awaited.  

Update  Risk Level  

Further Reduction in
External Financial
Support 

ESN Humberside 

High Risk 

Critical Risk 
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The Service replaced its existing varied availability applications with a new
Corporate Availability System covering all staff groups, to increase efficiency in
availability recording.
 
The system has been implemented and training has been provided to all staff
groups; support and guidance remains in place for all users. Local management are
monitoring the completion of availability in these early stages. Data sources which
feed into the Rota and Availability system are being technically developed to ensure
accuracy of the data.

Strategic Risk  
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STRATEGIC PROJECT RISKS
AND OPPORTUNITIES :
PROJECT RISK REGISTER
SUMMARY 

4.

Update  Risk Level  

Rota and Availability
System

The Service is jointly procuring a new Incident Command Software System with the
East Coast and Hertfordshire Control Room Consortium. Norfolk FRS are now
looking to run this forward, with support from Hertfordshire FRS. Data has been
gathered from all FRSs and the tender and specification are being finalised,
pending the work on Fire Control 2023 Project. 

Incident Command
Software 

Critical Risk

Medium Risk
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This is an opportunity to develop collaborative approaches with local partners, to
develop the project from what was an internal infrastructure project to a
collaborative partnership with commercial opportunities. The facility will give a
clean water environment to the Service's water rescue training giving multi-
agency, multi-level opportunities. 
 
The fundamental review of the business case is ongoing, due for completion in the
coming months with a proposal to engage a third party to undertake market
research. Potential site locations are being reviewed.  

Strategic Risk  
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Update  Risk Level  

The Ark Flood
Preparation and
Response Centre 

As a result of adopting the new Core Code of Ethics, HFRS will review our existing
behaviours and principles alongside the new code, strengthening the message we
wish to impart to our staff. 

Expected benefits of achieving the Fire Standard Core Code of Ethics: Achieves
greater consistency in ethical and professional behaviour throughout the service;
Generates a more positive working culture, which embraces learning and is
transparent and accountable; Improves trust in and reputation of the service;
Enables all those who work for, or on behalf of, to challenge inappropriate
behaviour and hold others to account for their actions; Improves the recruitment
and retention of a workforce that is representative of the community it serves;
Improves governance and leadership of the Service. 

Core Code of Ethics 

High
Opportunity 

Critical
Opportunity 
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38 compliments and messages of thanks were received and posted on our website:
humbersidefire.gov.uk/contact/compliments-and-complaints-1/message-of-thanks

Compliments and messages of thanks - April to September 2021 

Not Upheld

2

0

1

0

1

0

Current & Previous
Comparison  

Apr. 2021 – Sep. 2021

Total Number
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COMPLIMENTS AND
COMPLAINTS  

5.

Complaints - April to September 2021 Upheld

Driving Standards of Employees

Conduct of Service Employees 

Damage to Property 

Social Media 

Crime or Anti-Social Behaviour 

Customer Service 

Other 

1

6

4

2

4

0

1

3

0

2

1

5

1

2

2

Oct. 2020 – Mar. 2021

4 Upheld    10 Not Upheld 7 Upheld  12 Not Upheld 
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That Members take assurance from the Service’s proactive approach to Performance
Management and reporting.

RECOMMENDATION6.
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ACCIDENTS CATEGORISED
BY ROLE

1.

The chart below shows the role of those involved in accidents, for this period (April – Sept 21)
alongside a comparison for the same period from the previous year. The total number of
reported accidents for the six month period is 3% lower compared with the same period of the
previous year. Accidents affecting Full-Time personnel have reduced by 4%, whilst for On-Call
personnel there has been an increase of 100% and for Non-Operational staff this has reduced
by 33%. Accidents involving Control staff and Non-Employees have reduced to 0.

30

31

22

23

6

3

2
3

0

1

0

1

April - September 2021 April - September 2020Key:

46



HEALTH, SAFETY AND ENVIRONMENT REPORT  |  4

The chart below relates to the activities undertaken at the time of the reported accident. Injuries related to physical training activities
have remained the same, along with accidents whilst conducting Special Services. Training related injuries have increased by 25%.
Injuries due to routine activities have increased by 16%. There has been a 200% increase in reported injuries in relation to RTC.
Notably, there has been a significant reduction in accidents relating to fire activities compared to the same period last year, this is
reflective of the reduction in the number of fires the Service is attending.
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There is a downward trend of accidents evident for the six month period and no significant rise over the last three years. This indicates
consistent excellent performance.

S1 2019 S1 2020 S1 2021
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AVERAGE OF FIRST SIX
MONTH ’S ACCIDENTS FOR
THE PAST THREE YEARS 

3.
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         Injured persons can record
multiple causes on the initial
reporting form; hence the
cumulative total being more
than 30. 
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There have been three RIDDOR reports this period which is equal to the same period last year. All these injuries were reportable
under RIDDOR 2013 due to them resulting in sickness absences of more than seven days for each individual concerned. All of the
reports affected operational personnel. Two of the injuries were sustained whilst attending a planned training activity and the other
injury was sustained whilst conducting routine activities on station. All injuries were reported to the Health and Safety Executive and
investigated accordingly.

April - September 2021 April - September 2020Key:

REPORTING OF INJURIES ,
DISEASES AND
DANGEROUS
OCCURRENCES
REGULATIONS 2013
(RIDDOR )  

3

3

5.
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Near miss reports have increased by over 83% in comparison to the same period last year. There has also been significantly more near
miss reports than accidents for this period almost double the amount which is indicative of a successful, positive and proactive
workplace safety culture.

0 20 40 60

Near miss 

April - September 2021 April - September 2020Key:
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NEAR MISS REPORTING 6.
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Continual provision of professional guidance and support for both Humberside Fire and
Rescue Service and Humberside Police in relation to the Covid-19 pandemic.
Review and creation of risk assessments and guidance in relation to the Covid-19
pandemic.
Review of Fire Contaminants Policy in line with latest guidance from FBU and looking at
best practice across the sector.
Continuation of review and creation of policies for Humberside Police.
Roll out of Service Sustainability Plan and delivery of the new Sustainability Group.
Adoption of the new Emergency Services Sustainability Charter.
Re engagement with the One Hull of a Forest project, the project aims to increase the
amount of trees planted in our service area. 
Conduct Health and Safety Audits across all sites and review HSEP data to ensure we have
appropriate auditing in place.
Support Operational Assurance in the delivery of new Operational Assurance process.
Continual alignment to NOG.
Identify and implement an electronic health and safety management system for Humberside
Police
Conclude ongoing work with the Police risk assessment working group
Raise the profile of the JHSS through location visits and the development of a new
communications plan

Key current areas being addressed
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FORWARD LOOK 7.
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That Members take assurance from the Service’s proactive approach to Performance
Management and reporting.

RECOMMENDATION8.
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SUMMARY 1.

In November 2020 the Occupational Health and Wellbeing function changed from the People
Directorate to the Service Improvement Directorate in recognition of both the close
collaboration and joint working with the Health and Safety team, and also the need for
Occupational Health to be perceived as ‘independent’ from the HR function, whilst maintain a
joint professional relationship to support our workforce. The Health and Wellbeing Steering
Group also had a review with revised membership, updated Terms of Reference and the Head
of Occupational Health and Wellbeing as the Chair. 

During the past six months the Occupational Health and Wellbeing department has undergone
some significant challenges, primarily, introducing a totally brand new clinical software system,
which allows for a much more efficient and professional service that has been well received by
managers across the organisation but has resulted in all the usual challenges that come with
new IT systems, and more recently, staffing challenges due to unforeseen circumstances. This
report contains limited performance data as the administration support function for the team
has been impacted.

Performance data will be provided for the full six month period alongside the second bi-annual
report to members in June 2022
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Activity 

Management referrals 
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The table below gives figures for the main Occupational Health activity. We have limited performance available for Q2. Fitness testing
across the Service was carried out in September, with a 98% pass rate. 

78*

April to September

Self-Referrals 

Discharges 

Open Cases 

IHER (Ill Health Early Retirement)

CISM Defusing/Debriefing (Critical Incident Stress Management)

Physio Referrals 

Counselling Referrals 

CiC Contacts

DNA (Did Not Attend)

39*

12 

2

18*

12

1

52*

11*

40 

PERFORMANCE2.

*Q1 and partial Q2 data 
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For the purpose of this report the projects have been categorised as general health and wellbeing work, services and resources which
apply to all personnel in the Service, and more specialist health and wellbeing work as the team continuously develop services to
target particular staff groups identified as requiring additional wellbeing support. The ‘projects’ listed below are over and above our
standard ‘business as usual’ work which includes all our Occupational Health appointments, doctors’ clinics, fitness testing and
health surveillance work.

The Employee Health and Wellbeing Plan 2021-2024 was launched in July following the consultation and feedback with staff and
contains the framework for the next three years. 
Critical Incident Stress Management team continue to support staff across the organisation following exposure to potentially
traumatic events, offering debriefing meetings as a safe space to talk and normalise feelings. 
Fitness and Wellbeing Team development – the team are developing specialist skills in the following areas: sports injury/diet and
nutrition/smoking cessation/women’s fitness, to offer a more diverse and holistic service to staff. The team have made some
fitness videos to help inform individuals who are thinking about a career in HFRS and are training staff on stations to be fitness
champions to help with recruitment. Every station now has a Watt bike. 
Healthy Workplace Awards Scheme – HFRS have signed up the Bronze entry level, supported by North Lincolnshire Public
Health. This has included appointing 3 workplace co-ordinators and training 21 staff to become ‘health champions’, we aim to
complete the Bronze level by the end of the year and commence Silver level. 
The Occupational health team have developed a pilot bespoke in-house health and wellbeing training programme for staff and
managers in response to requests made in PDR’s. This is being piloted as an optional training course initially, the Occupational
Health team are delivering it face to face across 6 different Service locations for 6 months, after which there will be a review to
consider whether it needs to be mandatory training. 
The Menopause Policy attracted some press coverage in the Summer and subsequent wide sector sharing followed. 
We have for the second year running offered free flu vaccinations to all our staff not covered by the NHS scheme. 
In partnership with HR, we have introduced a Stress Risk Assessment that we are encouraging all staff and managers to use when
stress is a concern, this produces an action plan and is required prior to an Occupational Health referral for stress related illness. 

  Generic H&WB 

PROJECTS 3.
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In recognition of the unique role and type of incidents our Fire Investigators and NILO
officers are exposed to, six sessions of Reflective Group Practice have been commissioned
from Time to Thrive (Clinical Psychologists) to create psychological safety for these two
groups of staff.  
The Occupational Health team have been doing some focussed work with the Falls Team to
assess whether they have any additional health and wellbeing needs. 
Following some national research, BA Instructors have been identified as a group of staff at
potential increased risk of certain health conditions linked to the amount of heat exposures
they have. The Occupational Health team are currently working with the training
department to assess the need for additional health screening. 
Our Control Room staff are also in a unique role, HFRS have teamed up with Humberside
Police Force and Hull University to work on developing a specific Occupational Stress Risk
Assessment tool which will result in a wellbeing action plan. The Occupational Health team
have also done some specific support work with this staff group and all control staff were
offered ‘resilience training’ with MIND. 
HFRS works in partnership with YAS and EMAS to provide Emergency Responder support.
These staff often work alone in the response cars and are frequently exposed to challenging
and traumatic events, often in people’s home with family around with no ‘crew’ to defuse
with post incident.  In order to offer a level of CISM, a separate peer support group has
been established for Emergency Responders, facilitated by the Head of Occupational
Health and Wellbeing. 
Covid Clinics – we offered a basic health check to all staff who returned a positive Covid
test, which included blood pressure, general health screening, O2 levels and for
operational staff a lung function test where this was indicated. To date we have seen a total
of 20 staff in the clinic and we have 2 staff with an NHS diagnosis of ‘Long Covid’ who we
continue to support. 

  Specialist H&WB  

OCCUPATIONAL HEALTH AND WELLBEING REPORT  |  6

59



Occupational Health Service
CISM Team 
Health & Wellbeing Awareness Training 
Co-Responder Support 
Fitness and Wellbeing Advisors 

The Occupational Health & Wellbeing team have begun to collect service user feedback
surveys on several our services, these include: 
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Occupational health helped me a lot with my recovery and return to work. This was a great
link in the management of my roles returning to work while I recovered. Occupational
health discussed all aspects with me. 
The nurse was respectful and informative 
Overall a positive experience 
During a difficult time after suffering anxiety post maternity and during Covid I really
struggled with the thought of coming back to work. Everything about it scared me. I was
referred to Occ Health and told them all my concerns and worries and together we came up
with a plan. I felt zero pressure to return straight away and they always understood how I
felt and allowed me to ease back into work how I felt best. After being away from the work-
place for 18 months I am now back almost full time and in a much better place.

Occupational Health Service
Employee satisfaction survey following contact with the Occupational Health service = 100%
totally satisfied. 

Example Comments

EVALUATION AND
FEEDBACK 

4.
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To be able to reflect on the incident as a group x 8 
Group feedback/hearing how others felt  x 6 
Opportunity to discuss x 5 
Talking freely   
Knowing what support is available x 4  
Being open and honest  
Safe place to discuss feelings  
Pitched at the right level  
Not being judged  
Opening up in front of watch x 3 

CISM Team  
Over the past 6 months the CISM team have carried out a total of 12 defusing/debriefing
meetings crews across the Service, 5 with on-call crews, 7 with full time crews – this equates
to approximately 100 staff. 

94% of attendees strongly agreed/agreed they were glad they attended 

89% of attendees found it extremely helpful and supportive 

Example Comments
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Really enjoyed this, covered lots of information 
Information on the menopause was excellent 
Extremely useful and enjoyable 
Excellent presentations very well explained. 
This training should be mandatory 

Health & Wellbeing Training  
We have delivered the first 2 of these pilot sessions, physical and psychological wellbeing,
both at SHQ during September. 

The feedback was as follows: 
100% of participants strongly agreed that they felt better equipped to look after their own
wellbeing and support colleague’s wellbeing. 

Example Comments
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Knowing others have the same feelings as me 
Being able to speak to peers in a supportive environment 
Sharing incidents and feelings 
Knowing what’s normal 

Emergency Responder Wellbeing Support
We have held 2 meetings of this group.

100% of attendees strongly agreed that the meeting was helpful and supportive

100% of attendees said they knew where to go to seek further help 

100% of attendees said they felt better equipped to look after their own and their peer’s
wellbeing 

Example Comments

Fitness and Wellbeing Advisors 
The fitness and wellbeing advisors have only just launched their feedback form, so we have
been unable to analyse any results to date. 
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Chaplaincy Service 
Occupational Health are working with the Police Service to consider options for re-introducing
a Chaplaincy Service as part of the wider welfare/wellbeing offer to staff, as well as
considering particular staff faith groups. 

Welfare Vehicle
The Service are commissioning a second Welfare vehicle and Occupational Health staff are
working with colleagues in Fleet to enable the vehicle to be ‘dual purpose’ for use with our
health surveillance work. This will be a more efficient use of a second vehicle, will support the
OH team by reducing their own risk of MSK injury from the constant heavy lifting of equipment
in an out of vehicles and up and down station stairs, and will also provide a confidential space
for health checks and conversations with staff away from the Station. 

Wellbeing/Therapy Dog
Occupational Health to research the possibility of introducing a wellbeing/therapy dog into the
Service. 

Silver Level Award
Healthy Workplace Award Scheme.

Paramedic Students
Working with Service Delivery and the University of Hull, the Occupational Health team will be
supporting the workplace experience of Paramedic students to support the clinical elements of
the role. 

FORWARD LOOK 2022  5.
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That Members take assurance from the Service’s proactive approach to Performance
Management and reporting.

RECOMMENDATION6.
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This is a six monthly 2021 report on Operational Assurance (OA). This report covers data from April to August. Fig1, 2 and 3 provides
a summary of the statistical data.

Area of Concern Exceptional Practice
Activity Area

31

SUMMARY1.

Safety Critical Action

E - Water Rescue

A - Control

B - Incident Management

D - Road Traffic Collision

0 22 323

5 37 85

1 15 52

F - Animal Rescue

L - Thematic Reviews

H - Working at Heights/Rope Rescue

J - Command School

G - Hazmat

C - Firefighting

Operational Discretion

0 7 2

2 5 4

0 0 0

0 1 13

0 0 5

0 2 2

0 28 5

0 0 0

Fig 1.

April 2021 to August 2021

1.1 Statistical data
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Each Operational Assurance assessment undertaken is broken down into three key areas, safety
critical (SCC), areas of concern (AOC) and exceptional practice (EP). 

11.1%
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1.2 Operational Assurance Assessments

Safety critical reporting
decreased 11.1% (9 to 8)
when compared with the
same period from the
previous year.

Area of concern
reporting decrease by
19.0% (110 to 89).

Exceptional practice
returns fell with an 6.0%
reduction in reporting (544
to 511).

19%

6%
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Fig 2.
Exceptional Practice Area of ConcernKey: Safety Critical Action

Activity Breakdown Report - April 2021 to August 2021
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Fig 3.
Exceptional Practice Area of ConcernKey: Safety Critical Action

Activity Breakdown Report - Last year
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A gap analysis identified a number areas of improvement in how we quality assure activities
and how we capture and process information. From the 1st September 2021, the Service
moved to Microsoft Forms to capture the information, this will increase data capture and
link to a performance dashboard.
The use of Microsoft Forms allows the user to access the OA review from most digital
devices, improving accessibility.
The new OA review questions are based around the ‘All Incident’ section of the National
Operational Guidance (NOG) scenarios provided by the National Fire Chiefs Council
(NFCC). 
The OA team carried out engagement with all stations and watches to providing insight into
how and when managers can utilise the OA review process.
The review process will also give operational crews the opportunity to identify and directly
feedback on all practices, providing recommendations for improvement, something that
was not previously available.

The OA team strives to continually improve to support operational excellence through
continued development, therefore, improving firefighter safety and the service we provide to
our communities. The team has recently carried out a gap analysis on all OA procedures, this
was supported by the appointment of three temporary WM’s to Health and safety.
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1.3 Operational excellence
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1.4 Fire Contaminants Policy

During the last six months we also saw the launch of a new Fire Contaminants Policy and the
implementation of the new fire contaminants decontamination procedures. A thematic review
of this process is due in October of this year, with the review of the policy to be conducted
November/December once the new Firefighter PPE is issued. The thematic review will focus on
the appropriate use of PPE decontamination procedures and personal hygiene measures after a
carbonaceous wear. Once completed, a full report will be compiled along with
recommendations for improvement and any good practices that have been identified, this will
be fed back into the Fire Contaminants Group.

Image: New Firefighter PPE
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1.6 Tactical Debriefs

The last six months saw the OA team host several Tactical Debriefs, these included a protracted
incident at Goole which involved a scrap yard and the COVID debrief. In August the COVID
Tactical Debrief was held, this was to review all aspects of how HFRS dealt with the pandemic
and to outline suggestions for the future. 

1.5 National Operational Learning and Joint
Organisational Learning

The team have continually assessed and considered all information and action notes that they
have received from both National Operational Learning (NOL) and Joint Organisational Learning
(JOL), and some have been posted to PDRPro and others have been looked at in terms of
procedural changes for the Service. A third addition of the NOL Newsletter is due to be
published soon.
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That Members take assurance from the Service’s proactive approach to Performance
Management and reporting.
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RECOMMENDATION2.
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Agenda Item No.  

Humberside Fire Authority 
22 October 2021 

Report by the Director of People 
and Development 

ABSENCE MANAGEMENT REPORT 
April 2021 – September 2021 

SUMMARY 

1. This report provides an update to Members with regard to absence management for
the period 1 April 2021 to 30 September 2021. In keeping with our sustained approach,
absence remains a key area of focus for the Service.

RECOMMENDATIONS

2. That Members note the content of the report and take assurance that absence is being
managed fairly, consistently, and appropriately in the Service and necessary follow-up
actions are taken to address short and long-term absence issues.

ABSENCE MANAGEMENT REPORTING

3. Table 1 below shows the performance during this period against the target, by staff
group with 3 staff groups being significantly below target and 1 area of focus slightly
above target due to long term absence in that area.

Table 1 - Duty Days Lost

Days Lost 
(Total) 

Headcount Days Lost 
(Average\ 
Person) 

2021/22 
Target (per 

person) 

YTD 
Target 

Control 64 26.93 2.38 8.70 4.35 
Fire Staff 973.01 180.79 5.38 10.00 5.00 
On Call 854.77 341.00 2.51 7.00 3.5 
Full Time 1092.00 433.71 2.52 7.00 3.5 
Total 2983.78 982.43 3.04 

4. During the end of the six month period ending 30 September 2021, there has been an
increase in absence amongst Fire Staff and On-Call staff and a decrease within Control
room and the Full Time Firefighter establishment.  This however, follows the pandemic
period where absence fell to unprecedented low rates and despite this recent increase
it has not returned to pre-pandemic levels.

5. It is worth noting that all of quarter 1 and part of quarter 2 included the Covid-19
lockdown period and the continued ‘Covid safe’ working practices and as such may
well have influenced the absence levels for this period.  The impact of the pandemic
on absence levels continues to be limited due to actions taken to protect the workforce
and maintain service delivery through ‘Covid Safe’ measures being put into place at all
of our premises. Whilst restrictions have now been relaxed, the Service continues to
promote appropriate social distancing, well ventilated rooms, and hand washing
protocols.

6. Strict protocols of self-isolation continue to be adopted when there has been a risk that
employees have been exposed to any persons either symptomatic or testing positive.
Where possible the employee has provided with meaningful work to enable them to
work from home throughout the isolation period.

14 
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7. Table 2 shows that both full-time attendance at 97.25% (against a target of 95%) and 
Control Room attendance at 97.40% (against a target of 95%) are both ahead of target, 
meaning that the majority of the workforce during this period have had full attendance. 
This is exceptional performance particularly given the additional challenges of 
improving and maintaining attendance during a pandemic.  
 
Table 2 Quarter 2 Attendance last 3 Years 

 2019/20  
Q1 & Q2 

2020/21  
Q1 & Q2 

2021/22  
Q1 & Q2 

Target attendance 

Full time 95.69% 96.61% 97.25% 95% 
Control 88.26% 94.84% 97.40% 95% 
Fire Staff 94.85% 98.03% 95.88% 97% 

 
 

8. The level of absence amongst Fire Staff is marginally above target as far as the 
headline figures refer in Table 1 and Table 2, this is due to a small amount of staff 
having long term absence issues. That said, 95.88% of Fire staff had full attendance 
during this period which is a 1.2% improvement against the same period in 2019/20. 

 
9. Table 3 shows the top four reasons for absence for all staff groups during the period 

and shows that, once again, mental health conditions are the top reason for absence. 
Work continues by the Service in raising awareness of mental health and encouraging 
staff to be open about the impact of mental ill-health on individuals. Mental health is 
now extremely high profile in the media and staff continue to be encouraged to raise 
and seek assistance for mental health issues.  
 
Table 3 - Top four reasons for absence 

CLG Category Short Term days 
lost 

Long Term 
days lost 

Total duty days 
lost 

Mental Health 
Anxiety/Depression 30.94 845.95 876.89 

Musculo Skeletal 
Back 82.94 353.38 436.31 

Musculo Skeletal 
Lower limb 36.59 264.96 301.55 

Musculo Skeletal 
Shoulders 6.00 252.34 258.34 

 
 

10. The Service continues to support staff experiencing mental health conditions with 
initiatives such as the Blue Light Champions, Critical Incident Support, and publicising 
potential internal and external routes where staff may seek support. The Employee 
Assistance Programme (EAP) further allows staff to access confidential counselling for 
financial, legal, and relationship advice as well as wellbeing and provision of 
counselling.  
 

11. The Occupational Health interactive portal is well established and now includes a staff 
wellbeing toolkit as well as resources around psychological wellbeing.  

 
12. Throughout the pandemic, HFRS ran four rounds of individual staff risk assessment 

where mental health support was explored with each employee by their manager, and 
all were reminded of the range of services available to them.  

 
13. Table 3 also shows a number of staff are suffering from back, knee, and lower limb 

musculoskeletal conditions which are often inherent in an aging workforce undertaking 
work of a physically demanding nature. All of these issues are being managed and 
supported as appropriate to each individual case.  
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14. Table 4 shows the number of employees by group who have been affected by Covid19, 
both directly and indirectly during the period 1 April 2021 to 30 September 2021.  
Absences due to Covid19 are still very low compared with other FRS, largely due to 
the measures instigated by HFRS at the outset of the lockdown to protect our staff and 
preserve service delivery standards. Where staff have tested positive for Covid19, we 
have been able to minimise the spread by following our protocols closely, thus limiting 
the impact on service delivery to our communities. It is also worth noting that with the 
exception of front-line staff, the majority of employees who have needed to self-isolate 
and quarantine have been able to work from home. 

 
Table 4 - number of staff affected by COVID-19 

 No of 
employees 

No of 
employees 

No of 
employees 

No of 
employees 

 Confirmed 
Covid 

Self Isolation 
Symptoms of 
Covid 

Self Isolation 
– Household 
symptoms 

Self-isolation 
– team, watch 
and Test and 
Trace 

Control 0 1 3 3 
Fire Staff 3 14 12 14 
On Call 16 10 18 25 
Full Time 19 14 45 39 
Total 38 39 78 81 

 
 

 
DISTRICT AND DEPARTMENT CASE REVIEW PROCESS 
 

15. The department and district-focused case review system continues to empower 
managers to both seek support and manage their own local absence issues more 
appropriately and effectively.        
 

16. Managers are supported by HR Service Partners and OH Advisors who provide 
assistance to review and progress cases on a monthly basis. This tri-partite approach 
provides regular focused management of absence cases and ensures all parties are 
appropriately supported. 
 

17. Training resources for managers are shortly going to be made available to help 
develop management skills and confidence in having difficult / sensitive conversations 
which often arise out of absence issues.  
 

18. Monthly summary meetings are held with the Head of HR on all absence and modified 
duties to ensure a consistent approach is adopted across the service and to provide 
the opportunity to identify common themes. 
 

19. Occupational Health services, internal support for maintaining operational fitness, and 
counselling services are all utilised according to individual needs. This integrated 
approach seeks to make the best use of all available health resources, supports staff 
during periods of ill health, and supports their return to work (where possible) in the 
most effective way. The OH Physician is now being more effectively utilised to help 
with complex long-term cases. 
 
COMPARISON WITH THE SAME PERIOD IN PREVIOUS YEARS 
 

20. Table 5 shows a comparison of absence during the same period for 2020/21 and 
2019/20.  Figures for 2019/20 provide a comparison to a ‘normal’ year rather than a 
sustained period through which we have endured the pandemic. 
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Table 5 - Duty Days Lost Comparison to Previous Years 
 

2021/22 
Sum of 
Duty Days 
Lost 

2020/21 
Sum of 
Duty Days 
Lost 

Difference  
2021/22 vs 
2020/21 

2019/20 
Sum of 
Duty Days 
Lost 

Difference  
2021/22 vs 
2019/20 

Control 64 138 74 317 253 
Fire Staff 973 447 526 1175 202 
On-Call 855 397 458 556 299 
Full-Time 1092 1376 284 1846 754 
Grand Total 2984 2358 626 3895 911 
 
 

21. Whilst there has been an increase in absence for some groups against the 2020/21 
data, absence overall is still significantly lower than the pre-pandemic figures. In total 
there have been 626 more days absence compared to the same period in 2020/21 
during the pandemic, but 911  fewer days for the same period in 2019/20 (ie. a ‘normal’ 
year) this represents almost a 25% reduction on the 2019/20 figures. 
 

22. Control and Full-Time staff groups absence rates have continued to improve through 
the current year with an impressive 80% and 41% reduction respectively versus 
2019/20 figures. Whilst Fire Staff, as mentioned earlier, have seen an increase for this 
period a reduction of 17% versus the same period for 2019/20 has been achieved. 
 

23. The pandemic appears to have a significant and positive impact upon the overall 
absence rates. The Service has completed four rounds of individual staff impact 
assessments and these have all indicated that many staff have enjoyed working at 
home and have enjoyed a better work-life balance as a result; it is reasonable to 
assume that this may have had a positive impact on staff health. As we return to a 
blended approach of home and office working, the absence percentage will continue 
to be measured and over time we will be able to assess whether this is a lasting positive 
impact. 
 

24. Another welcome side effect of the pandemic is likely to be that handwashing protocols 
and social distancing not only limits the spread of Covid19 but also limits other common 
infectious complaints such as colds, flu, and norovirus which we would hope to see 
reduced as we move into the winter months. 
 

25. A further area of positive impact is likely to be the sustained and focused attention that 
Managers, supported by the HR Service Partners are bringing to bear on long term 
sickness absence and other staff who have been on modified duties for extended 
periods.  
 

26. The Absence Policy was reviewed and published in recent months. It provides a 
clearer, more consistent framework for managers and employees on the services 
available and the processes that will be followed to support employees back to work 
and full operational duties promptly; particularly in respect of managed periods of 
modified duties.  

 
27. The biannual fitness testing process aims to identify and support all operational staff 

with general fitness and muscular-skeletal issues. A recent review aims to strengthen 
this function further to support both the fitness testing program and the range of 
remedial support that can be offered to staff to regain their operational fitness. During 
the last 12 months OH secured an improved physiotherapy/rehabilitation service 
provision for staff to support recovery and rehabilitation from physical injury which is 
now well embedded. 

 
28. Whilst this program was interrupted by Covid19, this process has resumed as normal, 

with the latest round of fitness testing being undertaken during Setember 2021. 
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29. Training for Critical Stress Incident Management was completed and created a diverse 
cadre of trained staff from across the service to debrief and defuse following incidents 
and situations that employees may have found traumatic.  This is another service that 
we can provide to staff that is expected to have a positive impact on mental health and 
related absence. 
 

30. Health and Wellbeing training has recently been introduced across the Service to 
support all staff in developing healthier lifestyles and recognising trigger points 
requiring attention. 

 
STRATEGIC PLAN COMPATIBILITY 
 

31. Effective management of sickness absence is a key enabler towards achieving all of 
our Strategic Objectives. 
 
FINANCIAL/RESOURCES/VALUE FOR MONEY IMPLICATIONS 
 

32. Management of sickness absence and the retention of personnel through effective 
attendance have a positive impact on both the finances of the Service and the 
resources available for deployment. 
 
LEGAL IMPLICATIONS 
 

33. The fair management of absence with a consistent approach to the management of 
cases and the use of reasonable adjustments to support staff back into the workplace 
decreases the risk of Employment Tribunals being brought against the Authority and 
the loss of these cases when they happen. 

 
EQUALITY IMPACT ASSESSMENT/HR IMPLICATIONS 
 

34. The fair management of absence cases supports the delivery of equality of opportunity 
and ensures that staff suffering from ill health are treated equally regardless of gender, 
disability, and other protected characteristics. 
 

35. The introduction of new ways of consistently managing absence represents the use of 
HR best practice across the Service.  
 
CORPORATE RISK MANAGEMENT IMPLICATIONS 
 

36. Appropriate management of absence reduces the risk of related corporate issues being 
raised. 
 
HEALTH AND SAFETY IMPLICATIONS 
 

37. Appropriate management of absence reduces the risk of negative health and safety 
implications. 

 
 COMMUNICATION ACTIONS ARISING 
 

38. Managers are being regularly communicated with in relation to absence through a 
coaching approach by the HR Service Partners and regular meetings with the Director 
of HR and the DCFO. 

 
 DETAILS OF CONSULTATION 
 

39. None directly arising. 
 
BACKGROUND PAPERS AVAILABLE FOR ACCESS 
 

40. None. 
 

80



RECOMMENDATIONS RESTATED 
 

41. That Members note the content of the report and take assurance that absence is being 
managed fairly, consistently, and appropriately in the Service and that actions taken 
are having a positive impact on absence management figures. 

 
J KIRBY 

 
Officer Contact: Ruth Gilmour 
   Head of HR 
 

Humberside Fire & Rescue Service  
Summergroves Way 
Kingston upon Hull 
 
RG 
6 October 2021 
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Humberside Fire Authority 
22 October 2021  

Agenda Item No. 15
Report by the Executive Director of 
Corporate Services/S.151 Officer  

FIREFIGHTERS’ PENSIONS REMEDY - IMMEDIATE DETRIMENT 
FRAMEWORK 

SUMMARY 

1. This report updates Members on the finalisation at a national level of a Framework for
dealing with Immediate Detriment cases that will now be used by Humberside Fire
Authority.

RECOMMENDATIONS

2. That Members note the publication of a nationally agreed Framework for dealing with
Immediate Detriment cases that has now been implemented by Humberside Fire
Authority.

BACKGROUND

3. Members will recall a report to the June HFA and again to the July HFA that
recommended that:-

3(i)  Members……approve the application of the Immediate Detriment Guidance 
subject to the following: 

• Once a framework for the application of the Immediate Detriment
Guidance has been nationally agreed between the Government, Fire and
Rescue Authorities and relevant Representative Bodies; and

• Where calculation of benefits under the Immediate Detriment Guidance in
accordance with the nationally agreed framework is possible.

4. Pleasingly, the Framework has now been finalised between the LGA and the FBU and
is attached as Appendices 1 and 2 of this report. As a result, the Framework is now
being applied to Immediate Detriment cases relating to Humberside Fire Authority.

5. The framework is intended to apply to all retrospective and prospective immediate
detriment cases.  It is estimated that Humberside has 13 retrospective cases and 9
prospective cases affected by the framework.

STRATEGIC PLAN COMPATIBILITY

6. Good financial management is a key enabler for the achievement of the Authority’s
Strategic Objectives.

FINANCIAL/RESOURCES/VALUE FOR MONEY IMPLICATIONS

7. The expectation is that the costs of introducing the pensions remedy will be met by
Government and further details of this are awaited as part of the legislation changes
that are currently being drafted.
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LEGAL IMPLICATIONS  

  
8. The Authority must act on the basis of legislation and cannot act ultra vires.   
  

HR IMPLICATIONS  
  
9. Pensions are a key employee benefit and the Service will work to ensure that benefits 

are administered efficiently and effectively in line with Government legislation.  
  

EQUALITY IMPACT ASSESSMENT  
  
10. The Immediate Detriment Guidance and the revised legislation that is currently being 

developed will remove the age discrimination that was determined to be present with 
the introduction of the 2015 Scheme.  

  
  CORPORATE RISK MANAGEMENT IMPLICATIONS  

  
11. The approach outlined in this report tries to mitigate risk to the Authority whilst at the 

same time working towards a resolution which will now allow all FRAs to follow a 
consistent framework.  

  
HEALTH AND SAFETY IMPLICATIONS  

  
12. No direct issues.  
  

COMMUNICATION ACTIONS ARISING  
  
13. The application of the Immediate Detriment Framework has been communicated to all 

staff through SIREN. The communication is attached as Appendix 3 to this report. 
  

DETAILS OF CONSULTATION  
  
14. We have liaised closely with the LGA during the drafting of the Framework.   
  

BACKGROUND PAPERS AVAILABLE FOR ACCESS  
  
15. Public Service Pensions Consultation July 2020  
16. Public Service Pensions Consultation Questions July 2020  
17. Public Service Pensions Consultation FAQs July 2020  
18. Home Office Guidance on Treatment of "Immediate Detriment" Cases 21 August 2020  
19. LGA Immediate Detriment Information Note October 2020  
20. Public Sector Pensions Consultation Response February 2021  
21. Updated Home Office Guidance on Treatment of "Immediate Detriment" Cases 10 

June 2021  
22. Updated LGA Immediate Detriment Information Note June 2021  
23. Firefighters’ Pensions Remedy - Immediate Detriment Guidance Update – June and 

July HFA 2021 
  

RECOMMENDATIONS RESTATED  
  
24. That Members note the publication of a nationally agreed Framework for dealing with 

Immediate Detriment cases that has now been implemented by Humberside Fire 
Authority.  
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 K WILSON  
  

Officer Contact:  Kevin Wilson    01482 567183  
      Executive Director of Corporate Services/S.151 Officer  
  
Humberside Fire & Rescue Service   
Summergroves Way  
Kingston upon Hull  
  
KW 11 October 2021  
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To: Fire and Rescue Authorities and Services 
Fire Brigades Union members 

FRAMEWORK FOR MANAGING IMMEDIATE DETRIMENT ISSUES 

You will be aware of legal cases brought in the High Court against the London Fire 
Commissioner (LFC) and Nottinghamshire and City of Nottingham Fire and Rescue Authority 
(NFRA). The cases concerned Immediate Detriment issues in relation to the 
McCloud/Sargeant judgment and the claimants were supported by the Fire Brigades Union 
(FBU).   

It was apparent similar issues would arise more widely across the sector. The FBU was clear 
that matters for affected individuals needed to be resolved sooner rather than later and it 
would, if necessary, support further legal cases. Many Fire and Rescue Authorities (FRAs) 
across the UK on an individual basis had indicated that they wished to be able to deal with 
Immediate Detriment issues as soon as possible. The problem was not an unwillingness to do 
so but rather the need to identify and develop a suitable mechanism to be able to do so in a 
way which minimised the risks while the Government is putting in place the McCloud/Sargeant 
remedying legislation.  

With that in mind, the Local Government Association (LGA) and the FBU have been in 
discussions to identify a mutually acceptable Framework, setting out a mechanism for handling 
Immediate Detriment cases, to assist all parties prior to completion and implementation of the 
McCloud/Sargeant remedying legislation. This would help in resolving the genuine difficulties 
that had arisen for FRAs in making payments to those affected (including for example issues 
around unauthorised payment charges and contribution holidays) and in removing the 
potential for further court claims (not just against NFRA and LFC).  

During the course of the discussions, the Government laid primary legislation before 
Parliament in the Public Service Pensions and Judicial Offices Bill and will make secondary 
legislation pursuant to the Bill (together, the Remedying Legislation) to provide the affected 
pension scheme members with a remedy for the discrimination found in the McCloud/Sargeant 
claims.  

Following a series of complex discussions including respective legal representatives, which 
were also able to utilise the longstanding national relationship between the LGA and FBU, we 
are pleased to advise you that agreement has today been reached on the attached 
Memorandum of Understanding and Framework.  

We believe the Memorandum of Understanding and Framework are consistent with the 
principles currently set out in the Bill and will mean that appropriate action can be taken. As 
and when parts of the Remedying Legislation covering the relevant part of the Framework 
come into effect the MoU and Framework indicate that the relevant Remedying Legislation will 
then be used instead.  

Each FRA is asked to consider adoption of the Framework and we would encourage such 
adoption in order to provide a consistent approach to Immediate Detriment cases across the 
fire and rescue service.   

Appendix 1
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You may also wish to be aware that, separately, we and respective legal representatives have 
worked with NFRA and LFC in respect of the High Court cases and can also advise that 
settlement has been reached. Settlement took into account the principles in the Framework, 
however, as is the norm in such settlements, details will remain confidential. The Summary 
Judgment hearing due to be heard in the High Court later this month is therefore no longer 
required.   
 
 

 
 
 

 

Jeff Houston 
Local Government Association 

Matt Wrack 
Fire Brigades Union 

 
8 October 2021 

86



1 

Dated 8 October 2021 

MEMORANDUM OF UNDERSTANDING 

Appendix 2
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PARTIES 

 
(1) Local Government Association of 18 Smith Square, Westminster, London, SW1P 3HZ (the 

LGA); and 

(2) Fire Brigades Union of Bradley House, 68 Coombe Rd, Kingston-upon-Thames, Surrey, KT2 
7AE (the FBU). 

1 BACKGROUND 

1.1 The LGA represents Fire & Rescue Authorities (FRAs) in England, Scotland, Wales and 
Northern Ireland in connection with the matters covered by this memorandum of understanding 
(MoU). 

1.2 The FBU is a trade union that represents firefighters and other employees employed by the 
FRAs (together the ‘Members’) who are affected by the matters covered by this MoU. 

1.3 The LGA (on behalf of the FRAs) and the FBU (on behalf of the Members) wish to record the 
basis on which they will collaborate with each other to ensure that Members who have (or will) 
suffer an “Immediate Detriment” (as described in para. 4.1 below) by reason of their retirement 
(or impending retirement), following the decision made by the Court of Appeal on 20 December 
2018 and the Employment Appeal Tribunal on 12 February 2021 in the Sargeant claims, are 
provided with a remedy as swiftly as possible.  

1.4 A framework (the Framework) and a timetable for providing a remedy for each affected 
Member is set out in Annex 1 and Annex 2 to this MoU, which the parties expect the FRAs and 
Members to adhere to. Nothing in the MoU shall be interpreted to mean that the FBU will not 
initiate or support legal proceedings on behalf of any Member whose case is not dealt with in 
accordance with the Framework or that timetable. 

1.5 The MoU only covers compensation relating to any shortfall in the pension commencement 
lump sum, pensions benefits and contributions payable to or payable by a Member (including 
issues relating to tax relief, interest and charges connected to those amounts) as set out in 
Annex 1. This MoU does not cover any additional remedies currently under consideration in the 
Employment Tribunal. 

1.6 In this MoU: 

1.6.1 references to a Member's Legacy Scheme are references to the pension scheme 
in which the Member was an active member on 31 March 2012; and 

1.6.2 references to the 2015 Scheme are references to the firefighters’ pension schemes 
in England, Wales and Scotland created under the Public Service Pensions Act 
2013. 

2 OBJECTIVES 

2.1 The parties acknowledge the importance of ensuring that Members who have suffered (or will 
suffer) an Immediate Detriment (as described in para. 4.1 below) receive compensation or are 
otherwise remedied now. They recognise that the Government has laid primary legislation 
before Parliament in the Public Service Pensions and Judicial Offices Bill (the Bill), and will 
make secondary legislation pursuant to the Bill (together, the Remedying Legislation) to 
provide the affected Members with a remedy for the discrimination found in the Sargeant claims. 
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The parties believe that the Framework is consistent with the principles currently set out in the 
Bill. In particular, any compensation or remedy provided to Members under this MoU: 

2.1.1 amounts to “compensation” of the type anticipated by clause 211 of the Bill; and/or 

2.1.2 is to be taken into account when assessing whether the Member has: 

(a) “benefited from an immediate detriment remedy” for the purposes of clause 
29 of the Bill; and/or 

(b) been provided with a remedy under any scheme regulations of the type 
anticipated by clause 28 of the Bill 

(to avoid a situation where the Member receives additional recoveries under the Bill 
which have already been compensated for under this MoU). 

2.2 This MOU is separate from, and is not subject to or dependent on, any guidance issued in 
relation to “Immediate Detriment” before the Remedying Legislation comes into force. 

3 PRINCIPLES OF COLLABORATION 

3.1 The LGA will request that the FRAs, and the FBU will request that its Members, adopt the 
following principles: 

3.1.1 Collaborate and co-operate. To adhere to the Framework so that activities are 
delivered and actions taken as required; 

3.1.2 Act in a timely manner. Recognise the importance of moving things forward swiftly 
and responding accordingly to reasonable requests for support; and 

3.1.3 Act in good faith to support achievement of the objectives and adherence to these 
principles. 

4 IMMEDIATE DETRIMENT CASES IN SCOPE 

4.1 The Framework will apply to Immediate Detriment cases that have already arisen, or arise 
before the Remedying Legislation comes into force, namely cases for: 

4.1.1 Members who, at the date of this MoU, are employed by an FRA and: 

(a) become eligible to retire (for any reason, including ill-health) and draw any 
pension and/or lump sum benefit and want to have all their benefits paid from 
their Legacy Scheme (not the 2015 Scheme); or 

(b) do not qualify for a lower-tier (and therefore higher-tier) ill-health pension 
under the single pot ill-health retirement arrangement provided for in the 2015 
Scheme and are therefore left without an immediately payable pension, but 
would be entitled to such a pension under their Legacy Scheme 

(Category 1 cases);  

4.1.2 Members who, at the date of this MoU:  

 
1  In this MoU, references to clause numbers in the Bill refer to the clauses as numbered on the date when 

the MoU is signed. 
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(a) have already retired (for any reason, including ill-health) and who are 
receiving a pension under the 2015 Scheme, and who wish to be treated as 
having retired as a member of their Legacy Scheme; or 

(b) have left the fire and rescue service and did not qualify for a lower-tier (and 
therefore higher-tier) ill-health pension under the single pot ill-health 
retirement arrangement provided for in the 2015 Scheme, and are therefore 
left without a pension in payment but would be entitled to such a pension 
under their Legacy Scheme 

(Category 2 cases). 

4.2 The Category 2 cases include the claims set out in High Court claim number QB-2021-000636, 
although the parties acknowledge that the claimants and the defendants in that claim will 
(subject to agreeing the position on legal costs) need to file a consent order recording any 
settlement achieved in accordance with the Framework set out in this MoU. 

5 FRAMEWORK 

5.1 The parties intend that the various issues that arise in relation to Category 1 and Category 2 
cases will be resolved in accordance with the Framework set out at Annex 1 to this MoU. 

5.2 The parties anticipate that the Remedying Legislation will provide a mechanism that will allow 
some matters to be dealt with more conveniently once it comes into force. These matters are: 

5.2.1 compensation for any tax relief foregone on the arrears of contributions payable by 
the Member (except for Category 1 cases where the contribution arrears can be 
processed through PAYE);  

5.2.2 interest payable by the Member on the arrears of contributions;  

5.2.3 interest payable to the Member on adjusted employee contributions under the 2006 
Scheme; and 

5.2.4 CETVs and added pension (for Category 1 cases). 

5.3 These matters (and only these matters) will be calculated and processed once the Remedying 
Legislation is in force. Where applicable, the way they will be dealt with until that point is 
reached is set out in Annex 1. The parties agree that the mechanism provided by the 
Remedying Legislation will be used to make the calculation and the amounts will be processed 
in accordance with the Remedying Legislation. 

5.4 The LGA and the FBU will encourage the relevant FRA and Member to document the agreed 
compensation or remedy in line with the template set out at Annex 3 to this MoU (the 
Compensation Record). This does not apply to the High Court claim referred to in para. 4.2 
above where the terms of any settlement will be recorded in a confidential settlement 
agreement attached to a consent order. 

5.5 The FBU agrees that it will not provide any financial or other support to Members who have 
received compensation or are otherwise remedied under the Framework to bring any court or 
tribunal proceedings relating to matters which have been (or are being) addressed under the 
Framework (or, in the case of those matters listed at para. 5.2 above, will be addressed under 
the Remedying Legislation). The FBU’s agreement does not apply, however, to any question 
or dispute as to whether the Framework has been applied correctly in accordance with this 
MoU, or to any question or dispute regarding a matter that is not covered by the Framework. 
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6 CONCERNS OR COMPLAINTS 

6.1 If either party has any issues, concerns or complaints about any matter in this MoU that party 
shall notify the other party and the parties shall then seek to resolve the issue through 
discussion (consistent with the objectives and principles set out at paras. 2 and 3 above). Those 
discussions may involve the relevant FRA and Member where appropriate.  

6.2 Either party may terminate such discussions at any time. Where it has been agreed that the 
Framework is being used, the fact that such discussions could be commenced or have been 
commenced will not act as an impediment to any Member who alleges that the FRA concerned 
is not dealing with their case in accordance with the Framework and seeks relief from the Court. 
Nor will it act as an impediment to the FBU providing legal or other support to such a Member. 

7 REVIEW, TERM AND TERMINATION 

7.1 This MoU shall commence on the date of signature by both parties. 

7.2 The parties will meet periodically on dates to be agreed between them (the first such meeting 
to take place within five weeks of the date of this MoU) to: 

7.2.1 review the application of the Framework and the process set out in Annex 2, paying 
attention, in particular, to the timetable for processing cases in the light of the 
number of cases being dealt with by FRAs; and 

7.2.2 discuss whether any changes to the Framework are needed if the passage of the 
Bill (and the secondary legislation made pursuant to the Bill) adversely affects the 
ability of an FRA or a Member to implement the Framework and/or the process set 
out in Annex 2 and work in a spirit of cooperation to agree those changes. 

7.3 If, on the date Remedying Legislation applicable to an issue set out in Annex 1 comes into 
force, a case that includes that issue is still being processed under the Framework, that issue 
will instead be processed under the Remedying Legislation and that fact will be noted in the 
Compensation Record (Annex 3). For the avoidance of doubt the rest of the issues in the case 
will be dealt with in accordance with Annex 1.  

7.4 If all of the issues relevant to a case are covered by Remedying Legislation which has come 
into force before a Compensation Record is signed by the Member and the FRA that case will 
instead be processed under the Remedying Legislation. 

7.5 This MoU will automatically expire on the last date on which Remedying Legislation applicable 
to all of the issues set out in Annex 1 comes in to force and will in any event expire on 1 October 
2023. However, the parties agree that the timeframes set out in Annex 2 will continue to apply 
to the issues set out in Annex 1 where those issues are being processed under the Remedying 
Legislation provided that the timeframes do not put an FRA in breach of its obligations under 
the Remedying Legislation.  

7.6 This MoU may be terminated (in whole or in part) by agreement in writing between the parties.  

7.7 This MoU may be terminated by either party if the other party is in serious or repeated breach 
of its terms, and does not remedy the breach within 21 days of notice being given requiring it 
to do so. 

8 VARIATION 

8.1 This MoU, including Annexes 1, 2 and 3, may only be varied by written agreement of the parties. 
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9 CHARGES AND LIABILITIES 

9.1 Liability for the legal costs incurred in High Court claim number QB-2021-000636 will be 
payable in accordance with any agreement reached between the parties to that claim or any 
order made by the Court in those proceedings. 

9.2 Subject to para 9.1, and except as otherwise provided, the parties, FRAs and Members shall 
each bear their own costs and expenses incurred in agreeing to and implementing this MoU 
and the Framework. 

9.3 Each party shall remain liable for any losses or liabilities incurred due to their own actions and 
neither party intends that the other party shall be liable for any loss it suffers as a result of this 
MoU. 

10 STATUS 

10.1 This MoU is not intended to be legally binding, and no legal obligations or legal rights shall arise 
between the parties from this MoU. The parties enter into the MoU intending to honour all their 
obligations. 

10.2 Nothing in this MoU is intended to, or shall be deemed to, establish any partnership or joint 
venture between the parties, constitute either party as the agent of the other party, or authorise 
either of the parties to make or enter into any commitments for or on behalf of the other party. 

11 GOVERNING LAW AND JURISDICTION 

11.1 This MoU shall be governed by and construed in accordance with the laws of England and 
Wales and, without affecting the procedure set out in para. 6, each party agrees to submit to 
the non-exclusive jurisdiction of the courts of England and Wales. 
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Signed by JEFF HOUSTON 

for and on behalf of the LGA 

....................................... 

HEAD OF PENSIONS 

…………………………… 

[Date] 

 
Signed by MATT WRACK 

for and on behalf of the FBU 

 
....................................... 

GENERAL SECRETARY 

8 October 2021 

 
 
CONTACT POINTS  

LGA  

Name: Gill Gittins 

Office  18 Smith Square, London, SW1P 
3HZ 

Tel No: 07775 538917 

E-mail Address: FireQueries@local.gov.uk 

 

FBU  

Name: Mark Rowe 

Office  Bradley House, Coombe Road, 
Kingston-upon-Thames, KT2 
7AE 

Tel No: 07834 656090 

E-mail Address: Mark.Rowe@fbu.org.uk  

8th October 2021
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ANNEX 1 – FRAMEWORK 

 
Issue Category 1 cases Category 2 cases 

Shortfall in retirement lump sum and past pension 
payments 

Retirement lump sum and benefits paid on 
retirement through Legacy scheme (so that no 
shortfall arises). 

Pay as lump sums (comprising pension lump sum 
and arrears lump sum likely made in two payments) 
through the 1992 scheme (as arrears). Pension 
arrears will be subject to PAYE, but if any 
additional income tax is payable by the member 
that would not have been payable if the member 
had never been treated as a member of the 2015 
Scheme, the FRA will compensate the member for 
that tax liability. 
 

Interest on shortfall in retirement lump sum and 
past pension  payments 

No interest due because correct lump sum and 
pension benefits will be paid on retirement. 

Interest paid at 3% p.a. simple, from the date 
lump sum / benefits should have been paid. 
 

Employee contributions: 1992 Scheme Member pays shortfall (since 2015) through pay   or 
as a deduction from retirement lump sum. 

Member pays any shortfall (since 2015) as a 
deduction from retirement lump sum. If no lump sum 
is payable, the member will need to pay any 
contributions owed from their own resources and to 
be given a reasonable time to pay based on their 
individual circumstances. 
 

Employee contributions: 2006 Scheme Compensation for excess contributions to be paid 
on retirement. Amount paid will be FRA’s best 
estimate of an amount equivalent to the net 
contributions paid by the member. 

FRA to pay compensation for excess contributions. 
Amount paid will be FRA’s best estimate of an 
amount equivalent to the net contributions paid by 
the member. 

Tax relief on employee contributions Process through PAYE to the extent possible if 
time/amount allows. If time does not allow, then any 
tax relief not collected through PAYE will be calculated 
and paid when the remedying legislation is in force. 

 
FBU and FRAs will encourage members to give as 
much notice of retirement as possible to facilitate 
payment through PAYE. 

Compensation for any tax relief foregone will be 
paid to the individual when the remedying 
legislation is in force. So, for now, individuals will 
pay the gross amount of contributions due. 
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Interest payable on adjusted employee contributions 
(1992 Scheme) 

Interest to be paid by the individual once the 
remedying legislation is in force (and at the rate 
specified in directions made under that legislation). 
If tax relief was not processed through PAYE 
(because time/amount did not allow), where the 
individual is due to receive a future payment to 
compensate him or her for the tax relief foregone, 
the interest amounts will be deducted from that 
payment. 
 

Interest to be paid by the individual once the 
remedying legislation is in force (and at the rate 
specified in directions made under that legislation). 
Where the individual is due to receive a future 
payment to compensate him or her for the tax relief 
foregone, the interest amount  will be deducted from 
that payment. 
 
 

Interest payable on adjusted employee contributions 
– compensatory amount (2006 Scheme) 

Interest to be paid to the individual once the 
remedying legislation is in force (and at the rate 
specified in directions made under that legislation). 

Interest to be paid to the individual once the 
remedying legislation is in force (and at the rate 
specified in directions made under that legislation). 

Contribution holidays: excess employee 
contributions 

Compensation for excess contributions to be paid 
on retirement. Amount paid will be FRA’s best 
estimate of an amount equivalent to the net 
contributions paid by the member. 

FRA to pay compensation for excess contributions. 
Amount paid will be FRA’s best estimate of an 
amount equivalent to the net contributions paid by 
the member. 

CETVs and added pension If an issue arises, then look at it at that point. 
Individual and FRA will work together to agree a 
holding compromise that the CETV/added pension 
will stay in the 2015 scheme until the legislative 
solution arrives. 
 

Deal with as and when arises. 

Annual Allowance charges Recalculate pension input amount for each year of 
remedy.  
 
If an annual allowance charge would have arisen if 
the individual had not been transferred to the 2015 
Scheme, the charge remains payable by the 
member (through scheme pays or otherwise). 
 
If an annual allowance charge would not have 
arisen (or a lesser charge applied)  if the member 
had not transferred to the 2015 Scheme, the 
member will pay that charge and the FRA will 
compensate the member for the annual allowance 

Recalculate pension input amount for each year of 
remedy.  
 
If an annual allowance charge would have arisen if 
the individual had not been transferred to the 2015 
Scheme, the charge remains payable by the 
member (through scheme pays or otherwise). 
 
If an annual allowance charge would not have 
arisen (or a lesser charge applied)   if the member 
had not transferred to the 2015 Scheme, the 
member will pay that charge and the FRA will 
compensate the member for any annual allowance 
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charge that is demanded (or any excess over the 
lesser charge that would have applied).  
 

charge that is demanded  (or any excess over the 
lesser charge that would have applied).  
  
 

Scheme pays (MSP/VSP) Member pays tax through VSP for statutory tax 
years for which it becomes due. 

Member pays tax through VSP for statutory tax 
years for which it becomes due. 
 

Converting scheme pays debits FRA to recalculate the pension debit as if taken at 
time of original scheme pays election using actuarial 
factors applicable at time. 

FRA to recalculate the pension debit as if taken at 
time of original scheme pays election using actuarial 
factors applicable at time. 

Converting pension sharing debits Deal with on a case by case basis as issues arise. Deal with on a case by case basis as issues arise. 

Dependents Deal with on a case by case basis as issues arise 
(and in accordance with the timeframes set out in 
Annex 2 where reasonably practicable).  

Deal with on a case by case basis as issues arise 
(and in accordance with the timeframes set out in 
Annex 2 where reasonably practicable). 

Taper members Tapering to stop (because that is the only step that 
is consistent with the ET decision). 

Tapering to stop (because that is the only step that 
is consistent with the ET decision). 

Unauthorised payments N/A The FRA will compensate the member for 
unauthorised payment charges which the member 
has had to pay and which he or she would not 
have had to pay if the member had not transferred 
to the 2015 Scheme. 
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ANNEX 2 – THE PROCESS 

1 Any Member who believes that he or she is a Category 1 or a Category 2 case, and any person who 
believes that he or she is a dependant of a Category 1 or a Category 2 case Member (‘an Applicant’), 
may give notice to the FRA which last employed the Member concerned requiring the FRA to 
investigate their case. Any such notice must be given in writing (by post or by email). 

2 Within 14 days of receipt, the FRA shall acknowledge receipt of any such notice in writing (by post or 
by email), and inform the Applicant: 

2.1 either that the FRA accepts that the Applicant is entitled to a remedy under the Framework; or 

2.2 explain why, in the FRA’s view, the Applicant is not entitled to a remedy under the Framework. 

3 If the FRA accepts that the Applicant is entitled to a remedy under the Framework, as soon as 
reasonably practicable and in any event within 62 days after receiving an application under paragraph 
1, the FRA shall send to the Applicant: 

3.1 In a Category 1 Case: 

3.1.1 a statement of the benefits that the Member would be entitled to receive if he or she retires 
under the rules of the Member’s Legacy Scheme;  

3.1.2 a statement of the benefits that the Member would be entitled to receive if he or she retires 
under the rules of the 2015 Scheme; and,   

3.1.3 a form inviting the Applicant to choose to take benefits in accordance with the rules of the 
2015 Scheme or the Member’s Legacy Scheme.  

3.2 In a Category 2 Case: 

3.2.1 a statement of the benefits that the Member would have received if he or she had retired 
under the rules of the Member’s Legacy Scheme, calculated as at the date of retirement 
or, in the case of a Member who left employment without an immediate pension, as at the 
date of leaving;  

3.2.2 a statement of the benefits that the Member received or was prospectively entitled to 
receive under the rules of the 2015 Scheme, calculated as at the date of retirement or, in 
the case of a Member who left employment without an immediate pension, as at the date 
of leaving; 

3.2.3 a statement of the arrears of pension and lump sum that the FRA will pay if the Applicant 
chooses to take benefits under the terms of the Member’s Legacy Scheme; 

3.2.4 a statement of the arrears of contributions that will have to be paid or that will be reimbursed 
(if any) if the Applicant chooses to take benefits under the terms of the Member’s Legacy 
Scheme; 

3.2.5 a statement of any tax adjustments that will have to be made if the Applicant chooses to 
take benefits under the terms of the Member’s Legacy Scheme (including details of any 
“scheme pays” election that the Applicant might be able to make); and 
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3.2.6 a form inviting the Applicant to choose to take benefits in accordance with the rules of the 
2015 Scheme or the Member’s Legacy Scheme.  

4 If the Member’s entitlements under their Legacy Scheme cannot be determined without further medical 
advice, the period between the date of the request for further medical advice and the date when that 
advice is received shall be ignored for the purposes of the timetable set out in paragraphs 2 and 3 
above.  

5 Once the FRA receives notice of the Applicant’s election, and if the Applicant chooses to receive 
benefits under the rules of the Member’s Legacy Scheme: 

5.1 In a Category 1 Case, the Applicant’s entitlements shall be progressed as “business as usual”. 

5.2 In a Category 2 Case, the FRA shall: 

5.2.1 adjust the Applicant’s pension debit if required to allow for any “scheme pays” election that 
the Applicant makes on account of any annual allowance charge that would have arisen if 
the Member had never been treated as a Member of the 2015 Scheme; 

5.2.2 begin to pay benefits in accordance with the Legacy Scheme rules with effect from the next 
pension payroll date which is at least one month after the receipt of the Applicant’s election; 

5.2.3 as soon as reasonably practicable and in any event within 28 days after receipt of the 
Applicant’s election, pay to the Applicant the arrears of pension and lump sum, calculated 
under 3.2.3 above and rolled forward to the date of payment, with interest calculated in 
accordance with the Framework to the date of payment, plus compensation for any excess 
contributions paid, after deducting:  

(a) any arrears of contributions calculated under 3.2.4 above; and 

(b) any additional tax required to be paid under PAYE on arrears of pension that would 
have arisen if the Member had never been treated as a Member of the 2015 Scheme. 

If the deductions to be made under paragraph 5.2.3(a) and (b) exceed the arrears to be paid under 
5.2.3, the FRA shall not be obliged to begin to pay benefits under the Legacy Scheme rules in 
accordance with 5.2.2 until a reasonable schedule for payment of the excess has been agreed 
between the Applicant and the FRA. 

6 In a Category 2 case, no further action is required if the Applicant chooses to continue to receive 
benefits under the Rules of the 2015 Scheme. 

7 Until the Applicant makes an election under paragraph 3.1.3 or 3.2.6, no further action is required. 

8 Giving effect to the Applicant’s election under paragraph 3.1.3 or 3.2.6 to receive benefits calculated 
in accordance with the Legacy Scheme rules shall be conditional on the Applicant signing and 
returning a settlement agreement substantially in the form of the record of agreed compensation and 
remedy set out in Annex 3 to the MoU. 

9 The member and an FRA’s commitment to adhere to the process and timeframes as set out above is 
in consideration of the Principles of Collaboration and the ongoing review of the Framework as 
provided for at clauses 3 and 7.2 of the MoU respectively. 
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ANNEX 3 – RECORD OF AGREED COMPENSATION / REMEDY 

 
I [NAME OF MEMBER] have agreed with [NAME OF FRA] in its capacity as both an employer and scheme 
manager to receive compensation and/or a remedy in line with the framework set out in the MoU dated [DATE] 
between the LGA (on behalf of FRAs) and the FBU (on behalf of its members). 
 
I am a “Category [1/2]” case. 
 
I understand and agree that: 
 

- the Government has proposed to make new legislation that is intended to provide me with the pension 
benefits that I could have received if the pension changes made in 2015 had not been made, but that 
new legislation may not come into force until October 2023; 

   
- some of the issues relating to my pension benefits have not been fully resolved and will not be fully 

resolved until the new legislation comes into force in October 2023, and as a consequence some 
payments (including tax relief and some interest amounts) might be calculated and processed once 
the new legislation comes into force. These issues are noted in the table below; 
 

- The compensation I have received will be taken into account for the purposes of the new legislation 
(to avoid a situation where I receive additional amounts under the new legislation which have already 
been compensated for under the agreed framework); 
 

- I understand that survivor benefits under the 1992 Firefighters Pension scheme are payable only to a 
legal spouse or civil partner, meaning a partner with whom I have entered into a formal registered civil 
partnership. If I choose to receive benefits under the rules of the Firefighters’ Pension Scheme 1992 
and I am unmarried and not in a civil partnership at the date of my death then a survivor’s pension will 
not be payable;  

- The decision I make to receive benefits under the rules of the Firefighters’ Pension Scheme 1992/ 
Firefighters’ Pension Scheme 2006/ Firefighters’ Pension Scheme 2015 [delete as applicable] is 
irrevocable.  Neither I nor my dependants will be given an option to reconsider this decision once the 
new legislation comes into force; 
 

- The way in which the issues relevant to my case are dealt with under the framework (as noted in the 
table below) amounts to a full and final settlement of my claim. I will not commence or continue any 
court or tribunal proceedings against [NAME of FRA] (in its capacity as employer or pension scheme 
manager) in relation to any matters that are covered by this agreement (other than a failure to abide 
by the terms of this agreement); and  
 

The issues in my case have or will be addressed as follows: 
 
[PARTIES TO INSERT RELEVANT ROWS FROM THE ANNEX 1 FRAMEWORK TABLE WITH AN 
ADDITIONAL COLUMN TO DOCUMENT THE ACTUAL PAYMENT, ADJUSTMENT AND/OR RECORD 
ALTERATION MADE FOR EACH SPECIFIC ISSUE FOR THAT MEMBER.] 
 
Signed by [NAME of MEMBER] on [DATE] 
 
Signed by [NAME] on behalf of [FRA] on [DATE] 
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Immediate Detriment Framework 
 
The Local Government Association (“LGA”) and the Fire Brigade’s Union (“FBU”) have been in 
discussions to identify a framework to process Immediate Detriment cases prior to legislation being 
passed to remedy age discrimination following the Sargeant ruling.  That framework has now been 
agreed and is known as the Immediate Detriment Framework (“IDF”). 
 
The Fire Authority previously approved recommendations for application of the Immediate Detriment 
Guidance under a nationally agreed framework. 
 
A joint statement by the LGA and the FBU, and the Memorandum of Understanding setting out the 
terms of the IDF can be read in full here: 
 
https://humbersidefire.gov.uk/uploads/files/05_Joint_Statement_LGA_FBU_MoU_08_10_2021.pdf 
 
https://humbersidefire.gov.uk/uploads/files/06_Immediate_Detriment_Framework_08_10_2021.pdf 
 
The IDF applies to a small number of members in the following two categories: 
 
Category 1 
 
• Affected members who are approaching retirement (benefits not in payment) 

 
Category 2 
 
• Affected members who have already retired and have benefits in payment 

 
• Affected members who did not qualify for ill-health retirement under the 2015 Pension Scheme 

but would do under the 1992 Pension Scheme. 
 
The IDF states that members who believe they are Category 1 or Category 2 members may give written 
notice to their Fire and Rescue Authority, requiring them to investigate their case. 
 
Where written notice is given, Fire and Rescue Authorities must acknowledge receipt within 14 days of 
receiving it, and either confirm that the member is entitled to a remedy under the IDF or give reasons 
why, in their view, the member is not entitled to a remedy under the IDF. 
 
If the FRA accepts that the member is entitled to a remedy under the IDF, they must provide the member 
with calculations in accordance with the IDF together with an options form, within 62 days of receiving 
written notice. 
 
Once the member has returned their completed options form, the FRA has 28 days following receipt of 
the options form to put the requested benefits into payment. 
 
Pensions officers are in the process of identifying all Category 1 and Category 2 members and will be 
working closely with West Yorkshire Pension Fund over the coming weeks putting procedures in place 
to process these cases as quickly as possible. 
 
It is important that queries in relation to remedy are kept to a minimum to allow this work to be 
completed. 
 
In the meantime, there is a section on the external website dedicated to remedy: 
 
https://humbersidefire.gov.uk/about-us/firefighters-pension-scheme/sargeant-remedy 
 

Appendix 3 
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Please visit the website in the first instance and if the resources there do not resolve your query, please 
use the comments box on the portal until we are able to put a formal Q&A in place.  Please note your 
comments and the associated responses will be seen by all staff. 
 
In order to allow sufficient time to provide full calculations under the IDF, it would be helpful if those 
coming up to retirement who believe they are Category 1 members could provide at least 3 months’ 
notice of retirement where possible. 
 
Members who wish to give written notice under the IDF should do so by email to: 
 
pensions@humbersidefire.gov.uk 
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Agenda Item No. 

Humberside Fire Authority 
22 October 2021 

Report by the Director of Service 
Improvement 

COVID-19 INTERNAL DE-BRIEF 

SUMMARY 

1. Further to the report provided by the Chief Fire Officer to Members at HFA 24 September 2021.
This report provides a summary of our internal formal Covid-19 de-brief, used to assess the impact
on staff and services, the identification of good practice, areas for improvement and arising actions.

2. Two internal de-brief processes have been conducted to date. The first, interim review, was
conducted in July 2020, to evaluate our ongoing response. Outcomes were used to inform
approaches to the Recovery phase of our Business Continuity arrangements. The second exercise
was conducted in August 2021 whilst still in Recovery, when the management and delivery of our
activities had reached a steady state, almost business as usual, albeit still working under
government guidance and restrictions applicable to the national roadmap.

3. It was also appropriate to draw on the outcomes and recommendations arising from the HMICFRS
Covid-19 themed inspection, conducted in October 2020, in terms of an independent review.

4. Members are reminded that the National Fire Chiefs Council (NFCC) also reported on the national
response by the fire sector and separately the NFCC Business Continuity - Covid-19 Pandemic
Advisory Group, that met throughout the pandemic, held a separate debrief for group members in
June 2021, including Humberside FRS.

5. It is likely that every agency the FRS interacted with during the pandemic will conduct some form
of debrief or review, for practicality purposes and relevance for Members, this report focusses on
the outcome of our internal debrief conducted in August 2021.

6. A timeline for the lockdown period, providing a useful memory jogger of the key dates and
government decisions, is provided at Appendix A. Copies of the internal debriefs are included at
Appendix B – 2020 Debrief and Appendix C 2021 Debrief. The HMICFRS inspection report is also
included at Appendix D.

RECOMMENDATIONS

7. That Members take assurance from the process used to review and learn from the response of
Humberside FRS to the Covid-19 Pandemic.

DEBRIEF PROCESS

8. A formal debrief process is well established in the Service, used to review, and learn from
significant incidents or events and identify good practice and/or areas for improvement. The debrief
takes place as a structured formal meeting, including all the relevant members of staff,
representative bodies and where appropriate partner agency representatives.

9. The Covid-19 debrief process included a survey of the Senior Leadership Team (SLT), Tactical
Leadership Team (TLT) and Representative Bodies. Questions were used to identify areas of
good practice, organisational improvement, and areas of concern against each of the following
headings:

• Management Structures.
• Business Continuity – Plans and Impact Assessments.
• Critical Functions – Prevention, Protection, Response.
• Ways of Working – Revised, New, and Innovation.
• Health, Safety and Welfare.
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• Remote working – ICT platforms. 
• Communications – Internal and External. 
• Supply chains and Personal Protective Equipment (PPE). 
• Training and Competency. 
• Multi-agency and partnership working. 
• Community support. 

 
10.  The collated responses were documented and formed the basis of the debrief meeting(s), 
 and subsequently the outcome reports provided at Appendix B and C. Members will note 
 that a number of learning points were identified and can be assured that these are currently being 
 collated into an Action Plan. 
 
 SUMMARY OF DEBRIEF OUTCOMES 

11. Throughout the pandemic, at both a strategic and tactical level, the Service reacted quickly and 
 proactively to an ever-changing landscape, in particular early decisions were taken, three weeks 
 before the first lockdown, to change working arrangements to protect our staff and maintain our 
 prevention, protection and response  capability and particularly our response standards. Members 
 will recall that the decisive leadership and decision making by strategic and tactical 
 management teams, positively supported by representative bodies, was recognised by 
 HMICFRS during their inspection of our activities in October 2020.  
12.  Clearly, the most important factor in our successful response was and continues to be, the 
 professionalism, commitment, and adaptability of all our employees. 
13. The following headline areas were identified during the debrief process, Members will note that 
 there is some repetition of areas identified, where pros and cons were picked out. This 
 demonstrates that the process was very open and provided an honest appraisal. Detail is provided 
 in the report at Appendix C. 
14. Areas of Good Practice 
 The following areas of good practice were identified during the debrief: 

• Agile Working. 
• Changes to the Management Structure. 
• ICT. 
• Communications. 
• Personal Protective Equipment. 
• Staff Welfare and Support. 
• Local Resilience/Collaborative Working. 
• Prevention, Protection and Training. 

 
15.  Areas that Improved Throughout the Pandemic 
 

• ICT. 
• Demand on Staff and Fatigue Management. 

 
16.  Opportunities for Further Improvement 
 

• ICT 
• Demand on Staff, Fatigue Management and Agile Working. 
• Communications. 
• Managerial and Workplace Practices. 
• Training. 

  
 NEXT STEPS 
17. Some areas of good practice identified in application during the pandemic, and through the 
 debrief process, have been adopted: 

• Health and Safety and Occupational Health and Wellbeing are now closely aligned under a 
single Directorate. 
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• Agile working is now business as usual working practice for employees not aligned to fire-
station based response, Control Room duties, community facing prevention and protection 
and other  support functions such as vehicle mechanics, stores etc. 

• Competency training and development adaptations have been made to support on-call 
colleagues with limited time. 

• Efficient command model for SLT, splitting the team into internal and externally focussed 
leadership and command activities. This will be an effective model for all protracted, multi-
agency, incidents. 

• Adoption of the tactical leadership and delivery model used during the pandemic, with all 
Heads of Function part of a tactical delivery group meeting, with a cyclical effectiveness, 
efficiency, people focus, chaired by a Director. 

• Adoption of a Single Point of Contact model using Station Managers as conduits for 
communication and staff queries. 

• Progression of virtual and telephone-based home safety activity. 

• An on-going review of middle manager command requirements, aiming to improve resilience. 

• Greater awareness and recognition of demand-based fatigue in managers, when dealing 
with significant protracted incidents.  

18. Opportunities to make improvements to Business Continuity Plans and other processes are being 
assessed and will be managed via an action plan, with allocated responsibility and timescales, 
including: 

• Training for staff in new ICT technology and software to make best use of Office 365 and 
improved communication technology in meeting rooms at Service HQ. 

• Evaluation of resilience arrangements in functional areas and teams. 

• Evaluation of meeting structures, agendas and frequency during protracted Business 
Continuity events, supporting greater efficiency and the draw on individual managers. 

• Business Continuity training and exercises for a wider range of managers. 

• Evaluation of internal communication approaches during protracted events, to ensure 
information over-load does not detract from key messages and that key messages are 
received. 

• Staff Impact Assessments were well received and provided critical assurances for managers, 
to be incorporated into Business Continuity Plans. 

• Continue to evaluate the management of Agile Working to ensure the positive benefits for 
staff and productivity remain aligned. 

• Evaluate the effectiveness of e-learning for staff development. 
 

 STRATEGIC PLAN COMPATIBILITY 
  
19. The services we delivered directly contributed to ‘How we support our communities’ and our focus 

on staff health and wellbeing demonstrated how ‘We value and support the people we employ’.  
 
 FINANCIAL/RESOURCES/VALUE FOR MONEY IMPLICATIONS 
  
20. The Service managed our finances well throughout the pandemic, which was acknowledged by 

HMICFRS. 
 

LEGAL IMPLICATIONS 
 
21. HMICFRS provided assurance in their inspection that we have continued to effectively deliver our 

statutory duties. 
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EQUALITY IMPACT ASSESSMENT/HR IMPLICATIONS 

 
22. Decisions taken internally around how we have supported staff have all been led by HR 

professionals. The impact of Covid-19 on underrepresented groups, and those with underlying 
health issues or other relevant issues, has been considered internally at all stages and supported 
by individual Staff Impact Assessments at regular stages. 

 
CORPORATE RISK MANAGEMENT IMPLICATIONS 
 

23. The pandemic is one of the risks (2020/55) on the Corporate Risk and Opportunity Register and is 
managed appropriately. In the long term it is expected that some of the steps taken around agile 
working and virtual meetings will have a positive impact on the Environmental Sustainability 
opportunity (2021/59) also featured on the Register. 

 
HEALTH AND SAFETY IMPLICATIONS 

 
24. Health and Safety has been a key focus of all decisions taken regarding the running of the Service 

during the pandemic, with the Head of Health and Safety playing a key role in the internal 
Management Team, reviewing and redrafting national guidance on behalf of the National Fire 
Chiefs Council, and supporting Humberside Police in line with our existing partnership 
arrangements. 

 
COMMUNICATION ACTIONS ARISING 

 
25. Communications has been vital internally and externally. Advice for the public on safety measures 

and access to our services has been published, and internally a full range of steps have been taken 
including specific Covid-19 communication platforms, Service wide Whatsapp groups for critical 
updates and well-defined routes for staff feedback and questions. Two-way communications with 
Representative Bodies has also been in place throughout. 

 
 DETAILS OF CONSULTATION AND/OR COLLABORATION 
 
26. Existing collaboration with Regional FRS and Humber LRF colleagues was utilised throughout 

the pandemic, as has consultation with Representative Bodies.  
 
BACKGROUND PAPERS AVAILABLE FOR ACCESS 

 
27. NFCC Covid-19 reports. 
  
 RECOMMENDATIONS RESTATED 
 
28 That Members take assurance from the process used to review and learn from the response of 

Humberside FRS to the Covid-19 Pandemic. 
 

S RHODES 
 
Officer Contact: S. Rhodes  srhodes@humbersidefire.gov.uk 
   Director of Service Improvement 
 
Humberside Fire & Rescue Service  
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Appendix A 

Source: Institute for Government analysis 

Coronavirus Lockdown Timeline March 2020 – March 2021 
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HUMBERSIDE FIRE & RESCUE SERVICE 

 
INTERIM DEBRIEF REPORT 

COVID-19 
 
 
 
 

 
107



 

 
Introduction 
 
COVID-19 is arguably the most significant and prolonged incident that Humberside Fire & Rescue Service (HFRS) has ever 
experienced. The UK has been locked down for a number of weeks and although restrictions continue to be relaxed, the ongoing 
effects of the COVID-19 pandemic are likely to be with us for some significant time. It is, therefore, important that we review our 
response so far, taking into consideration what HFRS has achieved but more importantly to identify any lessons that we can learn 
from and improve in the future. To date, the response has been predominantly positive in that the Service has continued to deliver 
on its core statutory functions whilst also supporting the wider multi-agency effort. 
  
It is essential to ensure that a continuous evaluation of the implementation of Business Continuity (BC), transition and recovery to 
the business as usual phase takes place, and that any issues identified are captured and actioned as necessary. The debrief 
process, which will be repeated as the pandemic progresses, should identify issues across all areas of the Service. 
  
Humber Local Resilience Forum (LRF) has also run a full response structure including a Strategic Coordinating Group (SCG), 
Tactical Coordinating Group (TCG) and a number of cells supporting the key response areas of testing, shielding, hubs, economic 
resilience, management of the deceased, PPE, resources and communications. 
 
Since the 23rd March 2020 lockdown, HFRS established various BC groups to deal with the pandemic. To date this has resulted in 
the following response as  detailed in the infographic below (correct as of the date it was downloaded): 
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The Debrief 
  
Aim 
  
To provide HFRS with the means by which it can review and identify any significant information or lessons learned.   
  
Process 
  
Everyone within the Service had the opportunity to document their views on the effectiveness of the HFRS response during this 
pandemic. 
 
The interim debrief was conducted utilising an online survey linked to the weekly Siren update. Various modes of questioning 
previously conducted through the Transition Group meetings were also examined. Individual Sections were also asked to 
contribute to a Learning Opportunities Log held on Microsoft Teams which covered key recommendations, improvements, 
innovation and new ways of working. 
  
The questions to be considered were:  
  

• “What things worked well?” and “What areas of good practice were identified?” 
• “What did not work so well?”  
• “What would HFRS change or do differently moving forward?”  

 
Please find the link to the Survey Monkey questionnaire here 
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Conclusion 
 
This interim report focuses on a number of themes that were prevalent throughout in order to enable an initial overview of the 
response and allow for quick identification and implementation of the lessons that can be drawn thus far. In the long term, a more 
detailed debrief report can then be compiled covering the full response, transition and recovery phases. 
  
There are areas for improvement identified, but the overall consensus is that the HFRS response to COVID-19 was positive and 
well managed. Staff have worked flexibly in a collaborative way to ensure core functions were delivered and that the wider Service 
Delivery was supported.  
  
The COVID-19 emergency is an unprecedented event that raises a wide range of issues not considered in previous pandemic 
planning.  These issues need to be captured as learning for inclusion in the revised plans so they can be quickly implemented into 
future response/recovery phases. 
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 NO. RECOMMENDATIONS OWNERS COMMENTS/ACTIONS 
 1. Use the findings of this debrief to form the 

basis of a review and update of the Business 
Continuity (BC) Plans and Business Impact 
Assessments of every individual department. 

All HoF  

 2. Implement the newly created Agile Working 
Policy to maintain a blended approach to 
office/home working including management 
of this process. 

HR Currently actioned, in progress and evolving. 

 3. Update BC plans to include the early 
implementation of rotas as well as an 
example rota for every section/function. 

All HofF 
HR 

To include a formal request to Business 
Interruption Management Team (BIMT) for a 
change of rota, and the renumeration 
arrangements for green-book staff as well as 
contractual impacts. 

 4. Create a default structure for documents and 
folders within Microsoft Teams. 

EP The early investment by the organisation in the 
Microsoft Teams software proved greatly 
beneficial during this period. Emergency 
Preparedness assumed overall responsibility for 
documentation.  

 5. Formalise guidance for Task & Finish groups. EP/SD This way of working was necessitated in 
response to the tripartite agreement and 
expedited effective results. Service Delivery 
were able to work with all necessary parties to 
ensure everything was put in place in a short 
period of time. We should learn from this 
reactive management to apply similar principles 
to Business As Usual (BAU). 

 6. Archive all previous documents as evidence 
and a platform for any future incidents of this 
nature. 

EP BIMT arrangements relating to the setting up of 
a TEAMS area to be refined and included in the 
Pandemic plan for all future events.   

 7. Fully consider the implications of sending 
staff home and isolating stations for future 

ALL HoF Information Communication Technology (ICT) 
worked extremely hard and performed 
exceptionally to ensure all personnel could work 
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BC events, review based on risk vs benefit on 
a weekly basis. 

from home almost immediately. Staff were sent 
home early for their welfare, because of this 
they were able to remain healthy and return 
early.  Further consideration of ongoing welfare 
of shielding persons and support on their return 
to work to include plans for providing relevant 
people who are shielding with relevant tasks and 
appropriate equipment.  

 8. Ensure all staff are aware that if a BC event is 
declared then Business as Usual (BAU) is not 
the priority and that the focus should be on 
delivering critical functions. 

ALL HoF Identification of critical functions and their 
appropriate resourcing is essential to protect the 
delivery of our core functions as a Fire Service. 

 9. Amend Sickness Reporting/Attendance 
Policy to consider the implication of 24-hour 
shift system and grey days. 

HR Our communications around COVID-19 were 
extremely good and were put in place early to 
help staff correctly identify symptoms. 

 10. Further develop Microsoft Teams and ICT to 
support any future events/pandemic. 

IT Again, the early adoption of this system by our 
service paid dividends. ICT has a plan in place 
to roll out other Office 365 apps and elements. It 
is acknowledged how well all staff embraced the 
increased use of these ICT based systems. 

 11. Formal/bespoke training for staff on fully 
utilising Microsoft teams both for meetings 
and training delivery. 
 

IT Sessions were communicated via SIREN 
communication. This provided a link to 
instructional videos to facilitate effective use of 
the application. Also, as this intuitive technology 
has been embedded users have improved their 
knowledge of its functionality.  

 12. Continue to develop Training Section new 
ways of working through the use of a variety 
of delivery models including remote methods. 

Training The ability to use Teams and/or other platforms 
to deliver Incident Command Assessments was 
extremely beneficial - all assessors from remote 
locations assessing candidate at home address 
or station - negated the need for travel and the 
risk of infection spread. The same principle can 
be applied to other areas of 
learning/instruction/assessment etc. - Potential 
cost saving travel/time etc. 
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13. Investigate further use of the instructor pool 
as resilience for the Training Department. 

Training The use of Watch-based instructors for 
Breathing Apparatus (BA), Road Traffic 
Collisions (RTC), and Immediate Emergency 
Care (IEC) activities has provided resilience and 
support to enable the continuation of training 
and assessment of staff which has been 
invaluable in the maintenance of risk critical 
skills. Similar principles could be applied to 
assist the maintenance of skills in the future and 
reduce the capacity within Central Training. 
Potential cost savings - travel/time etc. 

14. Adaptation to the use of confidential personal 
(Service account) email for Occupational 
Health appointments. 

Occ Health Reduction in paperwork and post by now 
sending all OH appointments and reports by 
secure email. This worked very well and also 
has environmental benefits. 

15. Explore the replacement of landline telephone 
system with mobiles/Teams. 

IT Telephone System due for renewal at the end of 
2020 - discussions to take place if a desk phone 
system is required considering recent events in 
which desk telephones were not utilised. 
Investigate a split system with Teams, Mobiles 
and desk phones which will result in a significant 
cost saving. 

16. Further development work of protection 
competence across operational roles. 

Prevention 
and Protection 

Consider competency levels of operational roles 
across protection delivery - to be considered in a 
new public safety review as recommended in 
SLT paper at beginning of June. This would 
enable staff unable to perform operational duties 
due to medical conditions to support Service 
Delivery. 

17. Explore the introduction of E-copy monthly 
salary payments. 

Finance Due to lockdown, standard pay slips were not 
initially available necessitating the provision of  
monthly salary details via electronic means 
rather than current physical copy. This had 
significant environmental and financial benefits. 

18. Develop and implement improved stock 
monitoring systems. 

Fleet & 
Equipment 

The strict guidelines and formal process that we 
put in place for stock requisitioning worked 
extremely well.  
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19. Continual review of supplier prices for critical 
stock items. 

Fleet & 
Equipment 

Lack of stock availability from usual suppliers 
enforced procurement from alternative vendors 
offering similar (correct specification) products. 
In future, this will promote competitive pricing 
and prevent regular suppliers over charging or 
increasing prices without informing us. 

20. As part of an Estates review, consider 
utilising the spare capacity of meeting rooms 
for alternative means. 

Service 
Support 

The requirement for conference room/meeting 
booking has been negated due to remote 
meetings. Financial savings for future estate 
improvements and less requirement to expand 
meeting room facilities. 

21. Ensure continued collaboration between 
Occupational Health & Health Safety and 
Environment. 
 

Occ Health 
and Health 
and Safety 

COVID-19 has meant OH and H&S have 
developed a much closer working relationship to 
manage the staff and workplace safely based on 
risk assessments and health advice. This will 
enable a much more effective partnership 
between the two departments going forward. 
They have worked exceptionally well together 
over this period and should be commended. 

22. Explore the introduction of remote fitness 
testing using a variety of apps and systems. 

Occ Health Introduction of the Watt Bike App linked to 
Strava to allow remote monitoring and 
surveillance of individual’s fitness levels and 
progress in rehabilitation. 

23. Organise TLT team building days. OD A collegiate and collaborative approach by all 
section heads and departments was a critical 
element of the successful management of the 
pandemic. 

24. Review where agile working has been 
effective or ineffective and use this to create 
plans for future management of banked hours 
and working from home. 

HR Applicable policy being created, ongoing. 
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AREAS OF GOOD PRACTICE 
NO. Item  Comments  

1. Sharing of resources across Directorates for 
a common purpose. 

• Dynamic continual monitoring of resource requirements enables progression 

of key work activities. 

2. Flexible working  • The Service responded quickly in implementing alternative working 

arrangements and supplied necessary equipment to enable this to happen. 

• Simple process to adjust from working in the office to working from home. 

• Allowed for improved output due to being less distracted when working on 

critical issues. 

• The adoption of virtual meetings wherever possible to reduce unnecessary 

travel, environmental impact & associated financial costs. 

3. Microsoft Teams and Office 365 • Use of Microsoft Teams was invaluable. Enabled Agile/remote working.  

• The use of Teams for sharing relevant information & conducting remote 

meetings for internal & partner organisation interaction. 

• Many aspects went well. Use of tech and ICT support was crucial. 
 

4. Business Continuity Plans 
Implementation of C3 arrangements in 

accordance with Service Pandemic Influenza 

Plan. 

 

• The Influenza Plan was well established and implemented by the nominated 

Influenza Manager. 

• Team effort in responding to the pandemic via Influenza Management Team 

(IMT). Focus on core activities. 

• Early activation of BC arrangements worked well, and the plan provided an 

excellent framework to manage the event. 

5. Leadership/Internal & external command 
structures 

• Leadership of staff in most areas, including trust in leadership. 
• The implementation of this to ensure we had the contingency to deal with 

concurrent emergencies was very effective. 

6. Station isolation  • Early planning of station isolation, reducing cross contamination to Service 

Delivery staff. 
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7. Corporate Communications • The Corporate Communications team worked extremely well, staff were kept 

well informed in a timely and relatable manner. 

• Responding quickly and consistently with communications/updates to staff. 

• Early introduction of internal Communications Cell. 

• Prioritisation of tasks within the Corporate Assurance Team to provide focus 

on comms activities.  

• Daily update worked well when lockdown was first introduced. High reader 

numbers and essential comms made. 

8. Mental Health     • Teams have become more productive with mental health whilst working from 

home.  

• Examples of guidance released by the Service include “healthy working at 

home” and “healthy working at home with children”. These proved to be 

extremely beneficial.  

9. Partner co-ordination and community 
response work.  

• The LRF command structure and work with partner agencies allowed us to 

function effectively. 

10. Management of continued statutory 
functions. 

• This was well managed, effective BC maintenance and structure allowed us to 

continue with supporting functions such as testing and maintenance (e.g. 

complying with LOLER 98). 

11.  Decision making • Dynamic decision making, delegation of decision making to IMT. 

•  Innovative arrangements development to mitigate the risk initially (concept of 

Ops). 

• Open discussion and quick decision making allowing for changes to be made 

and adopted. 

12. Staff flexibility • Ability for staff to move from specific roles to work in areas that they are unsure 

or unaware of.  

• Crewing to be moved to 67 at all times and control at 4 at all times.   
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13. Configuration management and actions.  • The use of spreadsheets to record & assign key actions, opportunities & 

lessons. Departmental & individual risk assessment processes.  

• The use of Microsoft forms for creating & collating information. The use of Page 

Tiger for disseminating COVID-19 related information to staff throughout the 

emergency.  

• The methodology used to conduct a comprehensive analysis of section priority 

activities & issues for immediate attention. 
14. Governance  • Directors appointed to chair IMT to provide Strategic direction and co-

ordination with BIMT and Senior Leadership Team.  

15. Governance around meetings/decision 
making and policy amendment 
arrangements. 

• Formation of IMT created an effective delivery group with strong interaction 

between Heads of Section. 

• Ability of managers to focus on internal/external activities. 

16. Welfare arrangements • The specialist advice from OH worked very well, staff welfare arrangement and 

central communications worked well, absence rates were well managed but 

were broadly proportionate to our sub region. 

• The People Impact Assessments were also incredibly useful. 
17. Remote methods of training • Remote methods of training were used incredibly effectively. Incident 

Command carried out all training and assessments remotely. The use of BAI, 

RTCI and IECI’s on watch to deliver training and maintain competencies 

worked very well. Incredibly, all of this led to the overall level of competency in 

the Service being higher than the previous year. 

18. Staff Safety / Health, Safety and Environment 
(H,S & E. 

• The station isolation worked well for protecting personnel.  Compared to other 

services we were well ahead of the curve regarding, PPE, procedures, 

cleaning, shielding, isolation of staff with symptoms. 

•  Training remotely worked well.   

• Safe and Well over the telephone. 

• H,S & E provided excellent guidance 
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19. New ways of working  • Many new ways of working introduced. 

• The ability and flexibility demonstrated which allowed new ways of working to 

protect staff.   

20. Medication and equipment deliveries  

21. Tactical Leadership Team • Members of TLT have worked well together and formed excellent supportive 

working partnerships. 

22. Work between Occupational Health and 
Health, Safety & Environment. 

• The work between Occupational Health and Health, Safety & Environment was 

exemplary throughout this period and they should be commended for their 

efforts. 

23. Covid Secure • The speed in which we were able to ensure all of our sites and buildings were 

Covid secure was exemplary. This was carried out and in place 7 days after 

the guidance was released. 

24. Maintenance of HFA and other governance 
structures. 

• The ability to maintain Fire Authority and Governance, Audit and Scrutiny 

structures using Office 365 was incredibly beneficial. All scheduled meetings 

took place and delegated authority and constitutional change. 

25. Isolation of Service Control • Service Control were isolated prior to lockdown being put in place. This was 

because they were identified as a single point of failure. They also continued 

to be isolated once the restrictions were lifted. 

26. Self-sufficient cleaning • Both Service Control and operational fire stations undertook their own cleaning 

operations during this period. 

27. Contribution to National Guidance • As a Service we continually and collectively contributed to NFCC Guidance 

which was reviewed following our proposals throughout this period. 

28. Management of PPE • Throughout the height of the pandemic the Service maintained enough stock 

to remain resilient. Various innovations were used in sourcing items required. 

29. Self-rostering • Dynamic move to self-rostering whole station crewing was very effective, 

needs further exploration of the benefits. 

  

119



AREAS FOR IMPROVEMENT 
NO. Item Comments 

1. Tiered approach to mitigating risk to 
personnel 

• Learning from this incident has created a tiered approach to mitigating the 

risk to personnel regarding station isolation. 
• Utilising the same suite of measures as before but with a better understanding 

of when they should be implemented. 

2. Capacity of sections and staff  • Demand and expectation of continued functional role on top of Covid 

management. Workloads of some staff significant and a desire in some areas 

to do normal business as well. 

• This has been identified and reviewed. Going forward, once BC is declared 

the Service now has the ability to divert resources to the appropriate sections 

much earlier. 

3. Sheer number of processes • Too many spreadsheets, models, assessments, action plans, tick boxes to 

complete.  

• In future, this needs to be managed dynamically, the process should not 

overtake the outcomes. 

4. Meeting schedules  • The meeting schedule initially was very intensive.  Meetings were often 

incredibly lengthy. 

• Meeting schedules are to be reviewed to include the consideration of the 

sheer number of meetings and what constitutes adequate representation.  
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NO: Areas of good practice 
1. Agile working. 

• Operational personnel remained available throughout the pandemic by using a range of measures to limit workplace transmissions. 
Appliance availability was only reduced on a handful of occasions for short periods. 

• Flexible home working arrangements introduced early in the pandemic allowed the Service to continue its non-operational functions. 
Although some outward-facing departments were unable to operate as a business, they used the time to undertake other 
responsibilities (developmental work, planning etc.) or provided alternative delivery methods.   

• ICT support in the move from desktops to laptops ensured there was minimal disruption during the transition to agile working  

• Other benefits of the move to agile working included reduced travel costs for staff, reduced carbon footprint, lower levels of sickness 
absence, and better work-life balance. It also led to savings for the Service with reduced fuel cost and increased productivity from a 
reduction in travel time between meetings. 

2. Changes to management structure. 
• The splitting of the Strategic Leadership Team (SLT) to focus on internal and external was effective 
• Changing the Gold and Silver structure to three Officers on each level supported the protracted nature of the Strategic Co-ordinating 

Groups (SCGs) that met every day. This was particularly prevalent after a significant flooding incident during the early stages of the 
pandemic.  

• The SCG structure provided effective briefing and representation, allowing for regular updates in a rapidly changing environment.   
• The rotating of the chair for the Influenza Management Team (IMT)/ Recovery Team (RT) worked well in cross directorate working and 

should be continued for the Tactical Leadership Team (TLT) Chair.  
• Non-operational heads of function supported IMT, provided a greater service approach to management and the deployment of 

resources (including people), reliable communication, more effective problem-solving and provided a robust structure to record actions 
and manage outcomes.  

• Consistent leadership and support from Directors ensured a dependable structure was in place throughout the pandemic. 

3. ICT. 
• Microsoft 365 applications fully supported the requirements of Corporate Assurance and Communications.  
• Investment in Microsoft Teams and ICT equipment meant that ICT could assist staff to work from home very quickly and efficiently.  
• While some physical meetings will still be necessary, HFRS can capitalise on the benefits brought to the Service by Microsoft 365 

including, productivity and environmental impacts  
• The Finance team already had arrangements in place for remote working, so there was no disruption in the service they provided 
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4. Communications. 
• There were effective organisational communications throughout, often using innovative methods to try and make the message stand 

out from the excessive volume of messages and updates 
• COVID communications was a success, and decisions to step this up and then back down again has been beneficial  
• The use of Page Tiger and WhatsApp groups early supported communications.  
• Trans 2 performance and Zeal Solutions quickly adapted all their delivery via MS Teams/Zoom so that the leadership development 

provision could still be delivered.  
• Communications arrangements throughout HFRS were excellent and played a fundamental part in the response arrangements. 

 

5. PPE. 
• HFRS ensured that suitable arrangements were in place to provide the right PPE in adequate quantities.  
• The Service commissioned external expert advice to ensure we remained compliant with our legal requirements   
• Setting up a monitoring system for stock control proved essential in controlling supplies specifically required for COVID.  
• H&S, Stores and Procurement worked very effectively to ensure that stock was held and was available 
• Using local PPE providers to diversify national chains proved to be good practice 
• The national procurement arrangements linked to PPE were excellent and provided much-needed resilience for the sector/Service  
• The setting up of order points and minimum quantity helped ensure stock levels were maintained 
• The joint working of H&S and OH to change policy and risk assessments relating to PPE was excellent 
• Refocussing Public Safety staff early on to support Local Authority Hubs, PPE and food deliveries was significant to local communities. 

This was well received by staff, and partners adding value to the overall response 
 

6. Staff welfare and support. 
• Staff Impact Surveys to assist managers in opening dialogue with their teams and discussing health and well-being was a proactive 

approach to support our workforce.  
• The introduction of the Employee Assistance Program by OH has provided a valuable tool to support our staff's health and well-being 

during the pandemic and beyond  
• Covid secure compliance – put in place for the building and fully operational within seven days of legislation was a testament to the 

commitment and dedication of the H&S team.  
• Providing a Single Point of Contact (SPOC) to disseminate information proved to be very effective. The concept of improved 

communication provided an identified point of contact for every employee and assisted in the management of COVID related 
absenteeism  
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7. 

 
 
 
 
 

Local resilience/collaborative working. 
• The close working between OH and H&S was key to our success in effectively managing COVID-19; bringing the two teams together 

under a single directorate also worked well and has longer-term benefits 
• The sharing of resources dynamically at IMT was influential in ensuring that frontline services could operate effectively  
• The flexibility afforded by support staff allowed for resources to be diverted to risk critical areas, including supporting the broader, multi-

agency, COVID response 
• Internally the general Business Continuity (BC) plans held up well, as did the additional measures to minimise infection spread.  
• Decisions such as isolating Control, splitting the multi-pump stations and modified practice at On Call stations all supported reduction 

in infection and workplace transmissions.  
• The involvement of support functions in critical decisions at IMT added to the response and helped develop working relationships, 

creating a one-team approach. 
• The Service was proactive in supporting the broader community throughout the pandemic, including welfare support, vaccination 

centres, LFT rollout, collaboration with Health and Ambulance services 
• The mass fatality plan to build a new mortuary in case existing arrangements was overwhelmed was effective. 
• HFRS resourced partner requests in a timely and effective manner, which has led to the Service being held in high regard amongst 

partners. 
• The plans provided a practical framework and structure for HFRS to provide an effective response but were based on national planning 

assumptions for significant staff shortages resulting from an influenza pandemic. They did not envisage the societal lockdowns or their 
subsequent implications. However, all staff and departments at HFRS dealt with the fast-paced changing environment exceptionally 
well. 

 
 

8. Prevention, Protection and Training. 
• Prevent and Protect activities were undertaken in compliance with Government guidelines and managed through IMT, which ensured 

cohesive decision making.  
• In some cases, remote working arrangements were helpful (recording visits for future use, desktop risk assessments, etc.) 
• HFRS continued to deliver safe and well visits to high-risk areas, minimising crew exposure to reduce the likelihood of infection  
• Expansion of the traditional HFRS role to dynamically support communities was effective 
• Assisting the community to deliver medicine and groceries to the most vulnerable was a great addition to the service we provide 
• H&S bridged the gap of not delivering working safely training by creating an e-learning package, which provided an effective solution 
• Transformational delivery from the operational training team and members of staff who managed to complete the training online, with 

virtual assessments.  
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• Organisational Development delivered supportive leadership and other management training by adapting to delivery through Microsoft 
Teams 

• Revised training arrangements for operational staff were well thought out and established to reduce risk using online material. 
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 Areas that were improved throughout the pandemic 
No: Overview  
1. ICT. 

• Shortage of laptops. This was a national issue as the NHS was given priority on all IT orders. The extensive IT infrastructure in place 
before the pandemic minimised the problems. However, ICT early action to order a significant amount of hardware proved invaluable, 
and any shortfalls were quickly addressed.     

• With the focus on issuing hardware and updating software across the Service, there was no capacity to provide training. Some issues 
were identified with many staff being unable to use all of the Microsoft 365 functions (including teams) to good effect. Staff had to learn 
by trial and error or guidance from colleagues. Although training may have been beneficial, all staff members are now able to operate 
the 365 functions effectively enough to undertake their roles. In some cases, staff have developed advanced skills and can use the 
365 apps to improve productivity and outcomes.   

2. Demand on staff and fatigue management. 
 
• Staff surveys – The first round of staff surveys did not include operational staff as they were broadly not required to work from home. 

As the impacts on operational staff started to become apparent, this decision was overturned, and they were included in the additional 
surveys 

• Demand on heads of function - Demand on certain heads of function was excessive and led to subsequent fatigue. Although it is 
acknowledged the environment was fast-paced and challenging, the establishment of rota systems reduced the impact and could have 
been introduced earlier  

• HFRS were focused on the task at hand and didn't initially have time to plan and instigate a relief strategy. HFRS learnt from the initial 
response to the first wave, and when the second wave arrived, it was in a better position to share resources and rotas already planned. 
As time went on, the balance of workloads improved. 
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 Opportunities for further improvement 
No: Overview 

1. ICT 
• ICT training – During the pandemic, skills gaps were identified relating to IT training and competence, particularly prevalent with 

operational staff. Although the gap has been reduced through self-development and local arrangements, a structured approach would 
yield better outcomes and increased productivity. 

• ICT Helpdesk - The ICT helpdesk was at times overwhelmed; although this was influenced by a rapid introduction of new equipment 
and software, the Service would benefit from additional resilience.  

• SHQ WIFI signal - Whilst it has improved, many individuals commented on the capability of the SHQ WIFI and network arrangements, 
suggesting that home networks are much more stable.   

• Home WIFI access - HFRS identified early that some staff didn't have resources at home and arranged access for these individuals. 
This links to the move to agile working and is an issue that needs to be addressed in the long-term 

• There appear to be ongoing issues with cameras in the Conference room at SHQ 
2. Demand on staff, fatigue management and agile working. 

• Meetings – Some staff feel that there were too many meetings (for example, the same issues would be discussed at BIMT and IMT), 
some departments had to set up a rota for meeting attendance as it was not possible to attend all of the meetings in a week.  

• There were too many spreadsheets and questionnaires; some staff found it relentless at times. Many are considered tick-box exercises 
with limited value. 

• Resourcing operational functions were effective; however, key support roles were not supported in some cases. 
• There was a high volume of repetitive information from internal and external sources. The speed of new information coming out made 

it difficult to keep up to date, and some of the information was not always provided promptly. 
• Staff involved in the main meeting structures (IMT/BIMT & TCG/SCG) were incredibly busy, and HFRS may need to consider longer-

term resourcing and support to ensure everyone's health and well-being 
• Some staff felt strain/pressure as they felt alone and had no team to help, although this did improve through the pandemic. 
• HFRS needs to ensure clear guidelines for flexible working as the Service moves back from recovery to BAU. Managers need to have 

conversations with individuals about the need for a presence at the place of work in a balanced way.  
• Some areas of the Service/locations were slow to implement the critical risk measures necessary 
• HFRS were at times hesitant to remove some of the measures in place to reflect the national risk/reduction in national arrangements 

due to the lag in infections in our region.  
 
 
 
 

3. Communications. 
• Ownership of communication receipt by staff was sometimes missing.  
• Stations were not sighted on being able to get lateral flow tests despite regular communications.  
• Communication was, at times, challenging; it would be good to get feedback from partners on this matter and their experiences 
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• There was so much detail, sometimes it became white noise, and it was difficult for staff to keep abreast of the advice 
• Some personnel were not taking responsibility, which caused problems by not listening to internal communications but external 

communication such as the press 
• HFRS could develop better internal recording of partner activities, and any requests for support should ideally come through the LRF 

rather than be direct to the Service wherever possible 
• Representative bodies felt they were not always kept in the loop regarding the Service position during the second wave. This could be 

a managerial issue and not a COVID problem. 
 
 
 
 

4. Managerial and workplace practices. 
• All managers should attend IMT wherever possible; this shouldn't be optional unless on leave/sick etc, and then a representative must 

be present.  
• The use of banked hours, initially, when these were being used for COVID related shortfalls, worked well, but when this was then used 

to cover non-COVID related shortfalls, it eroded the goodwill of some staff. This could be down to how it was communicated. If the 
Service were to do this again, there needs to be clear parameters around how it will be done.  

• Remote Protection and Prevention could have been improved, and risk-based work could have resumed a little earlier, especially from 
operational crews. In some instances, staff were slow to revert to physical visits/core activities despite removing restrictions, particularly 
in risk critical areas. There was a distinct lack of information communicated to crews about why it was crucial to undertake this work 
during the lockdown. 

• Operational crews' delivery and day duty could have been slicker regarding a change to guidance and risk assessments.  
• Cross directorate working was in the main good but could be further improved. Sometimes the workloads were not evenly balanced 

across teams. HFRS need to remember interconnectivity and look at business continuity and how it connects. HFRS then needs to 
decide what to turn off, define departments that aren't as affected as others, and reallocate resources.  

• HFRS's focus was on COVID and not recognising other priorities which were getting overlooked. 
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5. Training. 
 
• Over-reliance on e-learning modules can appear to make them monotonous 
• It felt like this was almost a tick box exercise to say that it had been completed and that actual meaningful training did not occur 
• E-learning doesn't replace the need for face-to-face 
• It is an ongoing task to get the balance right between interactive electronic learning packages and physical learning  
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Appendix D 
 

6th Floor, Globe House  
89 Eccleston Square  

London SW1V 1PN  
Email: matt.parr@hmicfrs.gov.uk  

Matt Parr CB  
Her Majesty’s Inspector of Fire & Rescue Services  
Her Majesty’s Inspector of Constabulary  

Chris Blacksell  
Chief Fire Officer  
Humberside Fire and Rescue Service  

Councillor John Briggs  
Chair  
Humberside Fire and Rescue Authority  

22 January 2021  

Dear Mr Blacksell and Cllr Briggs,  
 
COVID-19 INSPECTION: HUMBERSIDE FIRE AND RESCUE SERVICE  

In August 2020, we were commissioned by the Home Secretary to inspect how fire and rescue 
services in England are responding to the COVID-19 pandemic. This letter sets out our assessment 
of the effectiveness of your service’s response to the pandemic.  
 
2. The pandemic is a global event that has affected everyone and every organisation. Fire and 
 rescue services have had to continue to provide a service to the public and, like every other 
 public service, have had to do so within the restrictions imposed.  

3. For this inspection, we were asked by the Home Secretary to consider what is working well 
 and what is being learned; how the fire sector is responding to the COVID-19 crisis; how 
 fire services are dealing with the problems they face; and what changes are likely as a result 
 of the COVID-19 pandemic. We recognise that the pandemic is not over and, as such, this 
 inspection concerns the service’s initial response.  

4. I am grateful for the positive and constructive way your service engaged with our 
 inspection. I am also very grateful to your service for the positive contribution you have 
 made to your community during the pandemic. We inspected your service between 12 and 
 23 October 2020. This letter summarises our findings.  

5. In relation to your service, the Humber Local Resilience Forum (LRF) declared a major 
 incident on 19 March 2020.  

6. In summary, the service adapted and responded to the pandemic effectivity and continued to 
 maintain its statutory functions throughout. It provided extra support to the community 
 during the first phase of the pandemic. It predominantly used its wholetime firefighters to 
 respond to emergencies. It used the increased availability of its on-call and prevention and 
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 protection staff  to deliver medicines and food to vulnerable members of the community. 
 On-call staff were  trained to drive ambulances and to support mortuaries, but ultimately, 
 this support wasn’t needed. The service managed resources well and its financial position 
 was largely unaffected, especially as it didn’t have to use reserves to cover extra costs.  

7. The service was able to respond quickly to staff absences, and it implemented changes to 
 build resilience in its control room. It communicated well with its staff throughout the 
 pandemic, including on issues relating to staff wellbeing. It also made sure all staff had the 
 resources they needed to do their jobs effectively, including providing extra IT and putting 
 in place new flexible working arrangements.  

8. We recognise that the arrangements for managing the pandemic may carry on for some 
 time, and that the service is now planning for the future. To be as efficient and effective as 
 possible, Humberside Fire and Rescue Service should focus on determining how it will 
 adopt for the longer-term the new and innovative ways of working introduced during the 
 pandemic, to secure lasting improvements.  

Preparing for the pandemic  

9. In line with good governance, the service had a pandemic flu plan and business continuity 
 plans in place, which were in date. These plans were activated. They were detailed enough 
 to enable the service to make an effective initial response, but understandably they didn’t 
 anticipate and mitigate all the risks presented by COVID-19.  

10. The service has reviewed its plans to reflect the changing situation and what it has learned 
 during the pandemic. They now include further detail on social distancing, making premises 
 COVID secure and agile working.  

Fulfilling statutory functions  

11. The main functions of a fire and rescue service are firefighting, promoting fire safety 
 through prevention and protection (making sure building owners comply with fire safety 
 legislation), rescuing people in road traffic collisions, and responding to emergencies.  

12. The service has continued to provide its core statutory functions throughout the pandemic in 
 line with advice from the National Fire Chiefs Council (NFCC). This means the service has 
 continued to respond to calls from the public and attended emergencies. It has also 
 continued to focus prevention activity towards those members of the public who are deemed 
 to be at higher risk. The service followed NFCC protection guidance. It introduced desktop 
 audits, and talked to and worked with businesses over the telephone.    

Response  

13. The service told us that between 1 April and 30 June 2020 it attended fewer incidents than it 
 did during the same period in 2019.  

14. The overall availability of fire engines was better during the pandemic than it was during the 
 same period in 2019. Between 1 April and 30 June 2020, the service’s average overall fire 
 engine availability was 98.3 percent compared with 94.3 percent during the same period in 
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 2019. We were told that this was as a result of lower sickness absence and an increased 
 number of on-call firefighters being available to respond to emergencies because of being 
 furloughed from their primary employment.  

15. The service introduced different crewing models as a temporary measure during  this period. 
 These included ‘send home’ arrangements, where the service reduced the number of 
 firefighters who rode on engines to four and sent unused staff home on standby. In fire 
 stations that operate more than one fire engine, the service used alternative work locations 
 so that only one engine operated out of a particular location. This contributed to the service 
 maintaining high availability of its fire engines.  

16. The service told us that its average response time to fires remained broadly the same during 
 the pandemic compared with the same period in 2019. This may not be reflected in official 
 data recently published by the Home Office, because services don’t all collect and calculate 
 their data the same way.  

17. The service had good arrangements in place so that its control room had enough staff during 
 the pandemic. This included effective resilience arrangements. The service isolated the 
 control room three weeks prior to the national lockdown. Its measures included restricted 
 entry, one-way systems, and balancing resources with a ‘send home’ policy. The service had 
 arrangements with three other fire control rooms within the East Coast & Hertfordshire 
 Control Room Consortium for fallback arrangements.  

Prevention  

18. The NFCC issued guidance explaining how services should maintain a risk-based approach 
 to continuing to provide prevention activity during the COVID-19 pandemic. The service 
 adopted this guidance.  

19. The service conducted fewer safe and well visits than it would normally undertake.  The 
 service reviewed which individuals and groups it considered to be at an increased risk from 
 fire as a result of the COVID-19 pandemic. It adapted its approach and prioritised referrals 
 only.  

20. The service decided to continue offering face-to-face safe and well visits to those people 
 deemed at high risk of fire. It introduced extra control measures to keep both staff and the 
 community safe. The service also introduced the option of a safe and well visit by 
 telephone.  

  Protection  

21. The NFCC has issued guidance on how to continue protection activity during the COVID-
19 pandemic. This includes maintaining a risk-based approach, completing desktop audits 
and issuing enforcement notices electronically. Activity included carrying out audits on 
those premises that are at the greatest risk from fire. The service adopted this guidance.  

22. The service didn’t change how it defines premises as high risk during the pandemic.  
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23. The service conducted fewer fire safety audits than it would normally undertake.  

24. The service issued one alteration notice, but didn’t issue any enforcement notices or 
prohibition notices. It continued responding to statutory building control consultations.  

25. It also introduced other measures to reduce social contact, such as risk-based desktop 
appraisals, using the telephone to talk to and work with businesses, and sharing documents 
electronically with other organisations.  

26. The service worked with the responsible person to put in place suitable and reasonable fire 
safety measures at two temporary mortuaries which were built during the pandemic.  

Staff health and safety and wellbeing  

27. Staff wellbeing was a clear priority for the service during the pandemic. It identified 
 wellbeing problems and responded to any concerns and further needs. Senior leaders 
 actively promoted wellbeing services and encouraged staff to discuss any worries they had.  

28. Most staff survey respondents told us that they could access services to support their mental 
 wellbeing if needed. Support put in place for staff included dedicated wellbeing contacts, as 
 well as occupational health, counselling, and updated information about fitness and 
 wellbeing on the service intranet.  

29. Staff most at risk from COVID-19 were identified effectively, including those with 
 underlying health problems. The service worked with staff to develop and implement 
 processes to manage  the risk. All staff completed an impact assessment with their line 
 manager. Occupational health gave support to staff who needed it.  

30. Wellbeing best practice was also shared with other services. The service has discussed with 
 its staff how it should plan for the potential longer-term effects of COVID-19 on its 
 workforce.  

31. The service made sure that firefighters were competent to do their work during  the 
 pandemic. In March 2020, the service stopped routine fitness testing. This has since been 
 resumed and all staff requiring it have now been tested. The service assessed the risks of 
 new work to make sure its staff had the skills and equipment needed to work safely and 
 effectively.  

32. The service provided its workforce with suitable personal protective equipment (PPE)  on 
 time. It participated in the national fire sector scheme to procure PPE and sourced several 
 local providers. This gave the service resilience and flexibility.  

Staff absence  

33. Absences have decreased compared with the same period in 2019. The number of shifts lost 
 due to sickness absence between 1 April and 30 June 2020 decreased by 24.5 percent 
 compared with the same period in 2019.  
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34. The service included extra information to supplement the absence policy, which enabled it 
 to better manage staff wellbeing and health and safety, and make more effective decisions 
 on how to allocate work. This included information about shielding, self-isolation, returning 
 to work, and testing requirements. Data was routinely collected on the numbers of staff 
 either absent, self-isolating or working from home.  

Staff engagement  

35. Most staff survey respondents told us that the service provided regular and relevant 
 communication to all staff during the COVID-19 pandemic. This included regular updates 
 in the staff newsletter, online messaging, virtual team meetings, one-to-ones with managers, 
 and updated information on the intranet portal.  

36. The service intends to maintain changes it has made to its ways of working in response to 
 COVID-19, including retaining agile and flexible working in relation to staff wellbeing.  

Working with others, and making changes locally  

37. To protect communities, fire and rescue service staff were encouraged to carry out extra 
roles beyond their core duties. This was to support other local blue light services and other  
public service providers that were experiencing high levels of demand, and to offer other 
support to its communities.  

38. The service carried out the following new activities: assisting vulnerable people; packing 
and repacking food for vulnerable people; delivering PPE; and providing training to care 
homes on face mask fitting. Staff were trained to drive ambulances. They were also trained 
in the movement of bodies. But, ultimately, these forms of support weren’t needed.  

39. A national ‘tripartite agreement’ was put in place to include the new activities that 
firefighters could carry out during the pandemic. The agreement was between the NFCC, 
National Employers, and the Fire Brigades Union (FBU), and specified what new roles 
firefighters could agree to engage in during the pandemic. Each service then undertook local 
consultations on the specific work it had been asked to support, to agree how any health and 
safety requirements, including risk assessments, would be addressed. If public sector 
partners requested further support from services with additional roles that were outside the 
tripartite agreement, the specifics would need to be agreed nationally before the work could 
begin. The service consulted locally with the FBU to implement the tripartite agreement.  

40. The service engaged with the FBU and other representative bodies including Fire and  
  Rescue Services Association, the Fire Officers’ Association and UNISON on matters related 
  to staff wellbeing and health and safety.  
 
41. All of the new work done by the service under the tripartite agreement was agreed on  time 

for it to start promptly and in line with the request from the partner agency. All new work, 
including that done under the tripartite agreement, was risk-assessed and complied with 
health and safety requirements.  

42. All activities to support other organisations during this period were monitored.  
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43. The service hasn’t yet fully reviewed and evaluated its activities to support other 
organisations during this period.  

Local resilience forum  

44. To keep the public safe, fire and rescue services work with other organisations to assess the 
 risk of an emergency, and to maintain plans for responding to one. To do so, the service 
 should be an integrated and active member of its LRF – in this case Humber LRF. The 
 service was an active member of the LRF during the pandemic. It told us that the LRF’s 
 arrangements enabled the service to fully engage in the multi-agency response.  

45. As part of the LRF’s response to COVID-19, the service chaired the tactical co-ordination 
 group. It was a member of the regional response co-ordination group, and multiple cells 
 including communications; COVID-19 testing; shielding hubs; excess deaths; PPE; 
 resource; recovery; economic resilience; logistics; and four local authority hubs. The service 
 was able to allocate suitably qualified staff to participate in these groups without affecting 
 its core duties.  

Use of resources  

46. At the time of our inspection, the service’s financial position hadn’t yet been significantly 
 affected by the pandemic.  

47. The service has made robust and realistic calculations of the extra costs it has faced during 
 the pandemic. By 30 June 2020, its main extra costs were £151,000 on salaries for on-call 
 staff who were doing extra duties; £121,000 on PPE; and almost £200,000 on purchasing IT 
 equipment. It fully understands the effect this will have on its previously agreed budget and 
 anticipated savings. Where possible, it has exploited opportunities to make savings during 
 this period and used them to mitigate any financial risks it has identified. This includes the 
 BP fuel initiative.  

48. The service received £900,000 of extra government funding to support its response, of 
 which it has spent £710,000. It has shown how it used this income efficiently, and that it 
 mitigated against the financial risks that arose during this period.  

49. The service didn’t use any of its reserves to meet the extra costs that arose during  this 
 period.  

Ways of working  

50. The service changed the way in which it operates during the pandemic. For example, it 
 introduced agile and flexible working. It delivered training remotely through its use of IT. It 
 had the necessary IT to support remote working where appropriate. Where new IT was 
 needed, it made sure that procurement processes achieved good value for money.  

51. The service could quickly implement changes to how it operates. This allowed its staff  to 
 work flexibly and efficiently during the pandemic. The service plans to consider how to 
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 adapt its flexible working arrangements to make sure it has the right provisions in place to 
 support a modern workforce.  

52. The service increased the salary temporarily for on-call firefighters in recognition of the 
 increased availability. Some on-call firefighters received a temporary wholetime contract 
 while they did extra duties to support the tripartite agreement.  

53. The service has had positive feedback from staff on how they were engaged with during  the 
 pandemic. The service introduced extra mental health support and has reviewed its agile 
 working policy.  

Staffing  

54. The service had enough resources available to respond to the level of demand during the 
 COVID-19 pandemic and to reallocate resources where necessary to support the work of its 
 partner organisations.  

55. Arrangements put in place to monitor staff performance across the service were effective. 
This meant the service could be sure its staff were making the best contribution that they 
reasonably could during this period. Extra capacity was identified and reassigned to support other 
areas of the service and other organisations.  

56. During the pandemic, the main role of wholetime firefighters was to provide the service’s 
 core response responsibility, while work under the tripartite agreement was done 
 predominantly by other parts of the workforce. The service took this approach to isolate 
 wholetime firefighters, to minimise the risk of them being infected with COVID-19. In this 
 way, it was making sure that it had appropriate numbers of staff to respond to emergencies. 
 A small group of on-call staff took on extra responsibilities to provide additional activities, 
 including those under the tripartite agreement. We expect services to keep their processes 
 under review to make sure they use their wholetime workforces as productively as possible.  

Governance of the service’s response  

57. Each fire and rescue service is overseen by a fire and rescue authority (FRA). There are 
 several different governance arrangements in place across England, and the size of the 
 authority varies between services. Each authority ultimately has the same function: to set the 
 service’s priorities and budget and make sure that the budget is spent wisely.  

58. Members of Humberside FRA were actively involved in discussions with the chief fire 
 officer and the service on the service’s ability to discharge its statutory functions during the 
 pandemic. The FRA maintained effective ways of working with the service, making sure the 
 service could fulfil its statutory duties as well as its extra work supporting the LRF and the 
 tripartite arrangements.  

59. The FRA continued to give the service proportionate oversight and scrutiny, including its 
 decision-making process. It did this by regularly communicating with the chief fire officer 
 and receiving updates from the section 151 officer, both during FRA meetings and 
 separately through the governance and scrutiny committee briefings.  

136



Looking to the future 

60. During the pandemic, services were able to adapt quickly to new ways of working.  This
meant they were able to respond to emergencies and take on a greater role in the community
by supporting other blue light services and partner agencies. It is now essential that services
use their experiences during COVID-19 as a platform for lasting reform and modernisation.

61. During the pandemic, the service had access to data identifying those who are frail. It wants
to work with health partners to continue to receive this information once the pandemic ends.
This is because the information will enhance the risk data it holds. It will also help the
service to target its prevention activities to vulnerable people.

62. The service invested in a new stock control management system to improve how it records
and manages stock, particularly PPE.

63. The service has recognised the improved flexibility for staff when they work remotely. It
has reviewed the agile working policy and invested in technology. It has also changed its
training to increase virtual training and assessment packages for operational staff.

64. Good practice and what worked was shared with other regional fire and rescue services and
the NFCC. This includes information about business continuity plans, PPE, and health and
safety and wellbeing.

Next steps 

65. This letter will be published on our website. We propose restarting our second round of
effectiveness and efficiency fire and rescue inspections in spring 2021, when we will follow
up on our findings.

Yours sincerely,  

Matt Parr CB  
Her Majesty’s Inspector of Fire & Rescue Services 
Her Majesty’s Inspector of Constabulary  
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