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            DE        FIRE  

To: Members of the Fire Authority   Enquiries to: Alison Finn 
Email: committeemanager@humbersidefire.gov.uk 

Tel. Direct: (01482) 393204 
Date: 29 February 2024  

 
Dear Member 
 
I hereby give you notice that a meeting of HUMBERSIDE FIRE AUTHORITY will be held on  
FRIDAY, 8 MARCH 2024 at 10.30AM at HUMBERSIDE FIRE & RESCUE SERVICE 
HEADQUARTERS, SUMMERGROVES WAY, KINGSTON UPON HULL, HU4 7BB.  
 
The business to be transacted is set out below. 
 
Yours sincerely 

 
for Lisa Nicholson 
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 the Authority meeting 
held on 9 February 2024 

(pages 1 - 22) Chairperson To approve  

4.       Minutes of the Governance, Audit 
and Scrutiny Sub-Committee held 
on 19 February 2024. 

(pages 23 - 27) Chairperson  To receive 

5. Questions by Members  - 
Monitoring Officer & 

Secretary 
To receive 

6.  Communications - 
Chairperson & 

Chief Fire Officer/Chief 
Executive 

To receive 

7.  Internal Audit Plan 2024/25 (pages 28 - 34) TiAA To approve 

8. Treasury Management Strategy 
Statement 2024/25 

(pages 35 - 71) 
Executive Director of 

Finance & S.151 Officer 
To approve 

9.      Performance Reporting and 
Service Performance Indicators 
2024/25 

(pages 72 - 74) 
Area Manager of Service 

Improvement 
To approve 



Business 
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Number Lead 
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Requested 

10. Pay Policy Statement 2024/25 (pages 75 - 80) 
Executive Director of 

People and Development 
To approve 

11. Gender Pay Gap Report 2023/24 (pages 81 - 93) 
Executive Director of 

People and Development   
To receive 

12. Suggested Scrutiny Topics 
2024/25  

(pages 94 - 99) 
Assistant Chief Fire 

Officer/Executive Director 
of Corporate Services 

To approve 

13. Values and Culture in Fire and 
Rescue Services - Update 

(pages 100 - 
106) 

Assistant Chief Fire 
Officer/Executive Director 

of Corporate Services  
To receive 

14. Chief Fire Officer Update  Verbal  
Chief Fire Officer/ 
Chief Executive 

To receive 

EXEMPT BUSINESS 

The Authority is asked to consider excluding the press and public from the meeting during consideration of 
the following item on the grounds that it is likely to involve the disclosure of exempt information as defined in 
paragraph 3 of Part 1 of Schedule 12A of the Local Government Act 1972. In making its decision, the Fire 
Authority is asked to confirm that, having regard to all circumstances, it is satisfied that the public interest in 
maintaining the exemption outweighs the public interest in disclosing the information. 

15. Howden Fire Station  
(pages 107 - 

109) 

Area Manager of 
Prevention, Protection, 

Fleet & Estates 
To approve 

 

 



3HUMBERSIDE FIRE AUTHORITY 

FRIDAY, 9 FEBRUARY 2024 

PRESENT: 

Members 

Representing East Riding of Yorkshire Council: 

Councillors Casson, Gill, Heslop-Mullens, Meredith and Sutton 

Representing Hull City Council: 

Councillors Henry, Matthews, Neal, North, Petrini and Woods  

Representing North East Lincolnshire Council: 

Councillors Lindley, Patrick, Shepherd and Swinburn  

Representing North Lincolnshire Council: 

Councillors Briggs, Grant, Sherwood and Waltham MBE 

Officers of Humberside Fire & Rescue Service 

Phil Shillito - Chief Fire Officer & Chief Executive, Matthew Sutcliffe - Assistant Chief Fire Officer & 
Executive Director of Corporate Services, Christine Cooper - Executive Director of People and 
Development, Martyn Ransom - Executive Director of Finance/Section 151 Officer, Jon Henderson - 
Area Manager Prevention, Protection, Fleet and Estates, Jason Kirby - Area Manager of Emergency 
Response, Steve Duffield - Area Manager of Service Improvement, Lisa Nicholson - Monitoring 
Officer/Secretary and Alison Finn - Committee Manager.  

Also in attendance: 

External Auditor 

Gavin Barker - Director - Public Services (Mazars) attended virtually (presented Minutes 9/24 and 
10/24).  

The meeting was held at Service Headquarters, Hessle. 

Members of the Fire Authority held a minute silence to remember Councillor Astell and the West 
Midlands Fire Chief Wayne Brown who had both sadly died.  

1/24 APOLOGIES FOR ABSENCE - Apologies for absence were submitted from Councillors Dennis, 
Healing, Pickering and Jonathan Evison (Police and Crime Commissioner). 

2/24 DECLARATIONS OF INTEREST - there were no declarations. 

3/24 MINUTES - Resolved - That the minutes of the meeting of the Authority held on 
1 December 2023 be approved as a correct record. 

4/24  MINUTES OF THE GOVERNANCE, AUDIT AND SCRUTINY COMMITTEE - Resolved - That the 
minutes of the Governance, Audit and Scrutiny Committee meeting held on 22 January 2024 be received. 

5/24 MINUTES OF THE APPEAL COMMITTEE - Resolved - That the minutes of the Appeal Committee 
meetings held on 24 October 2023 and 19 December 2023 be received with a correction to reflect that 
Councillor Casson chaired the meeting held on 19 December 2023.  
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6/24   MINUTES OF THE PENSION COMMITTEE - Resolved –  
 

(a) That the minutes of the Pension Committee held on 29 January 2024 be received, and 
 
(b) that Peter Wheldale be appointed to the vacant seat on the Pension Board. 

7/24 QUESTIONS BY MEMBERS - there were no questions by Members.  
 
8/24 COMMUNICATIONS - The following communications were reported: 
 

(i) 2024 was the fiftieth anniversary of Humberside Fire and Rescue Service and events would 
be held to commemorate that.  

(ii) Katheryn Lavery had now left the GAS Committee, thanks were expressed for her 
commitment.  

(iii) An HMICFRS update had been circulated to Members on 8 January 2024. 
(iv)  The Government has laid regulations before Parliament on how minimum service levels would 

be applied to the fire and rescue sector. The regulations set out the services that should be 
provided on a strike day, and the level of service to be provided. All fire and rescue authorities 
in England would be subject to these regulations. 

 
9/24 AUDITORS ANNUAL REPORT 2022/23 - Gavin Barker (Mazars) presented the External Audit 
Annual Report for 2022/23.  
 

  The Auditor’s Annual Report summarised the work undertaken by external auditors for the year ended 
31 March 2023. Responsibilities of auditors were defined by the Local Audit and Accountability Act 2014 and 
the Code of Audit Practice (‘the Code’) issued by the National Audit Office (‘the NAO’). The remaining sections 
of the AAR outlined how auditors had discharged those responsibilities and the findings from its work, a 
summary of which could be seen below: 
 

 

• Opinion on the financial statements - the audit report was issued in January 2024. Audit expect 
to issue an unqualified opinion on the financial statements in their final report expected February 
2024. 

 

• Value for Money arrangements - In the final audit report, yet to be issued, External Audit expect 
to report that they have completed work on the Authority’s arrangements to secure economy, 
efficiency and effectiveness in its use of resources and had not issued recommendations in 
relation to identified significant weaknesses in those arrangements.  

 

• Wider reporting responsibilities – auditors had received group instructions from the National 
Audit Office (NAO) in relation to Whole of Government Accounts (WGA) but were unable to 
report to NAO until they have issued the audit opinion. It was anticipated reporting on WGA 
shortly after issuing the audit opinion (anticipated in February 2024). 

  
Gavin Barker would no longer be the named auditor for the Service’s accounts as he had done the 

maximum five years allowed, his replacement would be Mark Outterside. It was also noted that Ross Woodley 
was retiring and would be replaced by Rejoice Mapeto. The Authority offered its thanks and appreciation to 
Gavin for his help and support during the last five years.  

 
Resolved - That the External Audit Annual Report be received. 
 

10/24 ANNUAL ACCOUNTS 2022/23 - The Executive Director of Finance/S.151 Officer submitted the 
revised annual accounts for 2022/23 for approval. 
 

The Statement of Accounts summarised the financial performance of the Authority for year ended 31 
March 2023. The accounts had been prepared in accordance with the requirements of the Code of Practice 
on Local Authority Accounting in the United Kingdom 2022/23 published by the Chartered Institute of Public 
Finance and Accountancy (CIPFA). The purpose of the narrative report was to offer interested parties a fair, 
balanced and easily understandable guide to the most significant matters reported in the accounts. A small 
number of technical adjustments had been made to the accounts that had been approved by Mazars.  
 2



Fire Authority   9 February 2024 

 Resolved - That the revised annual accounts for 2022/23 be approved.   
 
11/24 MANAGEMENT ACCOUNTS PERIOD ENDING 31 DECEMBER 2023 - The Executive Director of 
Finance/S.151 Officer submitted a report that described the financial direction of the Service and outlined its 
financial pressures.  
 
 The summary estimated outturn position for the current financial year based on information to 31 

December 2023 was as follows: 
 

 
CATEGORY 

 
2023/24 OUTTURN PROJECTION 

 

HFA  

Revenue Budget £0.245m underspend 

Capital Programme £1.997 spend against a £6.719m allocation             

Pensions Account £13.794m deficit 

  
 This was the third set of Management Accounts for the 2023/24 financial year and updates would be 
brought to the Authority based on the period 29 February 2024. 
 

Further details on all areas were available electronically alongside the agenda papers on the Fire 
Authority’s website at https://humbersidefire.gov.uk/about-us/fire-authority/meeting-documents. 
 

Resolved - That the report be received.  
 

 12/24 APPROVAL OF PRECEPT AND MEDIUM-TERM RESOURCE STRATEGY 2024/25 TO 2028/29 - 
The Executive Director of Finance/S.151 Officer submitted a report that proposed the setting of the 2024/25 
Precept and Medium-Term Resource Strategy (MTRS) 2024/25 to 2028/29. 
  

The decision on the 2024/25 precept for Humberside Fire Authority had to be taken in the light of a 

number of significant factors.  
  

• The Government set a referendum threshold for 2024/25 of 3 per cent or above on a Band D 

property for Humberside Fire Authority.  Therefore, any increase at or above that level would 

require a Humberside area-wide referendum in support.  Clearly, there would be a significant cost 

attached to any such referendum.  
 

• Secondly, although the Authority had provided for 4 per cent pay awards in 2024/25 there 

remained a significant risk that they could be in excess of this.  
 

• Thirdly, the Authority had suffered a historic reduction in Government support over 2011/12 to 
2022/23.  Much had been done to respond to that, but the fact remained that the Authority had 
lost circa £11m of its funding from Government over this period. 

 
 In broad terms the budget for 2024/25 to 2028/29 was balanced subject to: 
  

• Council Tax increase of 2.99 per cent on a Band D property in 2024/25.  

• Pay awards of 4 per cent in 2024/25 and 2 per cent in each year from 2025/26 onwards.  

• Recurrent savings of c.£1m (in addition to the current target) being achieved over the period 

2024/25 to 2028/29. 

• The use of £1.2m funding from reserves during 2024/25 and 2025/26.  

 

The Authority’s reserves consisted of the General Reserve (£6.9m at 1 April 2023) and a number of 

Earmarked Reserves created to meet specific areas of future expenditure (£7.9m at 1 April 2023). Again, as 

a result of good forward planning by the Authority, the reserves were in a sound position, but they did need 

to be seen in the context of the current and future significant reductions in Government funding and the major 

financial uncertainties that still lie ahead.   
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Proposed by Councillor Swinburn and seconded by Councillor Sutton; and 

 Resolved - (a) That the 2024/25 precept (as set out at Appendix 1 of these minutes) be approved at 
a 2.99 per cent higher on a Band D property than the 2023/24, and  
 
                    (b) that the Medium-Term Resource Strategy (2024/25 - 2028/29) (as set out in Appendix 
2 of these minutes) be approved. 

 
As required under paragraphs 11 and 12 of Schedule 2 Part 11 of the Local Authorities Standing 

Orders England Regulations 2001, voting was by way of recorded vote: 
 

For: Councillors Briggs, Gill, Henry, Heslop-Mullens, Lindley, Meredith, Neal, Shepherd, 
Sherwood, Sutton, Swinburn, Waltham and Woods  

 
Against:  None 
 
Abstain: Casson, Grant, Matthews, North, Patrick and Petrini 
 
For: 13 
 
Against:  0 
 
Abstain: 6 

  
13/24  FEES AND CHARGES - The Executive Director of Finance/Section 151 Officer submitted a report 
that set out the proposed revised charges for 2024/25. 
 
  In accordance with relevant Fire Service Acts, Fire Authorities have the discretion to charge for special 
services performed (where there was no immediate threat of fire) and for services relating to training, fire 
safety and administration. The total income for the Fire Authority generated through those sources was circa 
£1k in 2022/23.  
 
 The revised charges proposed at Appendix A reflect the following: 

 

• Staff related costs – charges are uplifted in line with firefighter’s pay award which was 5 per 
cent for 2023/24.  
 

• Non staff related costs – charges are uplifted in line with Consumer Price Index (CPI) at 
September 2023 which was 6.7 per cent. 

 
Fire Service Circular 17/2001 advised Fire Authorities on the charges they may levy when dealing 

with cases of pension sharing involving serving members of the Firefighter’s Pension Scheme or pensioners. 
The charges for 2024/25 had been increased in line with the average local government pay award for 2023/24 
of 6 per cent. 

 
Resolved - That the revised charges as attached at Appendices A and B of the report be approved 

with effect from 1 April 2024. 
 

 14/24  MEMBERS ALLOWANCES 2024/25 - The Monitoring Officer/Secretary submitted a report outlining 
a proposed scheme of allowances to be paid to its Members. 
 

The Local Authorities (Members’ Allowances) (England) Regulations 2003 made provision for 
Combined Fire Authorities to establish Member Allowances Schemes from May 2003. The Fire Authority had 
frozen its basic and special responsibility allowances since 2008/09.  

 
Recognising that Members of the Joint Independent Audit Committee (JIAC) for Humberside Police 

and the Office of the Police and Crime Commissioner for Humberside were paid an attendance allowance 
based on the rates set by the Home Office for attendance at Appeals Tribunals, the Authority has agreed that 
the Independent Co-opted Members of the GAS Committee were paid on a similar basis and that they receive 
an annual allowance (paid monthly rather than an as attendance allowance) calculated on the same basis as 
that adopted for the JIAC. 4
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Appendix 1 to the report set out the current Members’ Allowances Scheme, as of  

1 April 2023. The Authority was asked to consider and approve a Members’ Allowances Scheme for 2024/25, 
a proposal of which was set out at Appendix 2.  

 
The Authority was required to have regard to the recommendations made by any Independent 

Remuneration Panels in relation to any Authority that had an Independent Remuneration Panel that 
nominated Members to the Fire Authority. The Members’ Allowances Schedule for the four Unitary Authorities 
in Humberside were available for viewing on the respective Unitary Authorities’ websites. 

 
As the current Members Allowances had not been increased for 14 years, Members determined that 

they would like to propose an increase in their allowances for 2024/25. That proposal would be taken to an 
Independent Remuneration Panel for consideration.  

  
  Proposed by Councillor Shepherd and seconded by Councillor Lindley, and 

 
 Resolved - That the basic and special responsibility allowances 2024/25 for Members be submitted 
to an Independent Remuneration Panel for consideration of an increase.  
 
15/24  OUTCOME OF CONSULTATION IN THE WHITE PAPER REFORMING OUR FIRE & RESCUE 
SERVICE - The Assistant Chief Fire Officer/Executive Director of Corporate Services provided a report on 
the outcome of the white paper.  
 

The paper provided an overview of the key outcomes from the Government’s official response to the 
Fire Reform White Paper consultation, published 12 December 2023, issued thorough the Rt Hon Chris Philp, 
Minister of State for Crime, Policing and Fire.  
 

The White Paper consultation was focused and structured against three areas:  
 
(i) People - improving systems, flexibility and culture. 
(ii) Professionalism - helping fire professionals to best serve their communities. 
(iii) Governance - strengthening oversight and leadership. 

 
In its response, the Government committed to the following areas which were consulted on: 
 

• Introduce a professional College of Fire and Rescue to oversee standards and strengthen 
leadership. 

• Develop the provision for Chief Fire Officers (CFOs) to have operational independence. 

• Task the National Joint Council (NJC) to review pay negotiation mechanisms. 

• Address issues around integrity and culture through improved training, more open recruitment 
practices, and work towards a statutory code of ethics for all FRS employees. 

 
Changes were likely to be delivered through a combination of legislation, revisions to the National 

Framework, and sector strategies and plans. 
 
 Resolved - that the Fire Authority takes assurance from the following:  

 
(i) That the Service has reviewed the Government’s consultation response and will continue to 

monitor national progress against the agreed reforms, providing updates on their evolving status 
as required.  
  

(ii) That the Service will proactively engage in discussions, working nationally, regionally and locally 
as required to support the progress and implementation of the agreed sector changes.  

 
16/24   REALWORLDHR - The Assistant Chief Fire Officer/Executive Director of Corporate Services provided 
a report on the outcome of the RealWorldHR consultation.  
 

In April 2023, following a series of reports published nationally over a six month period relating to 
culture within the Fire and Rescue Sector, the Executive Board felt it important to commission an independent 
staff engagement exercise. The aim of that exercise, undertaken by RealWorldHR, was to gauge staff 
perception on the organisation so that the Service could better understand how to support and develop its 
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workforce with the view to aspiring to becoming an outstanding organisation. RealWorldHR was 
commissioned to undertake this activity, following a competitive tendering exercise, and had now completed 
its work and produced its report for the Service’s consideration and forward action. 
 

It was vital that all staff understood the findings of the engagement exercise and the Service’s genuine 
commitment to address the issues raised in the report and continue to drive forward cultural change within 
the Service to enable it to achieve its aspiration to becoming an ‘Outstanding’ organisation.  
 

Actions recommended would be incorporated into the Service Improvement Plan to ensure they were 
effectively implemented, managed and monitored.  
 

Resolved - That the Fire Authority: 
 
(i) Receives the RealWorldHR report and acknowledges both the positive areas highlighted in the 

report and those areas where further improvement can be made. 
 
(ii) Takes assurance that a comprehensive communication and engagement plan has been 

developed to inform staff over the forthcoming period of the outcome of the RealWorldHR report. 
 
(iii) Be assured that the action points raised in the RealWorldHR report will be embedded into the 

Service Improvement Plan (SIP) for implementing, managing and monitoring in order to drive 
forward the continuing positive cultural change and the aspiration to becoming an outstanding 
organisation.  

 
17/24   CHIEF FIRE OFFICER UPDATE - The Chief Fire Officer/Chief Executive provided a verbal update.  
 

• All Member Champions were encouraged to share and discuss the RealWorldHR report with any 
Fire Service employee and to send any feedback to the Strategic Leadership Team. 

• Condolences had been sent to Councillor Astell’s family and representatives from the Service had 
attended his funeral. Representatives from the Service would also attend West Midland’s Chief 
Fire Officer Wayne Brown’s funeral. 

• The daily Strategic Briefing had been streamlined and would now only take place Monday to 
Friday, with weekend briefings undertaken by exception. 

• The Locally Determined (Full Time) Shift System new start and finish times, consulted on at the 
end of 2023, were implemented on 1 January 2024.  

• As discussed under Minute16/24 a series of Let’s Talk sessions were taking place for all watches 
and support staff to communicate the findings and publication of the RealWorldHR report. 

• The Service’s Falls Team had been praised by the Minister for Crime, Policing and Fire, Chris 
Philp, in Parliament. 

 
Resolved - That the update be noted. 
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Appendix 1
Calculation of Precept 2.99% Increase on a Band D Property

2023/24 2024/25

£ £

52,693,448 Net Revenue Budget 57,788,958

(566,953) Add : Contribution to/(from) General Reserve (143,996)

- Contribution to/(from) Earmarked Reserves - 

52,126,495 Net Budget Requirement 57,644,962

Less : Exchequer Assistance

(18,513,927) Formula Grant (22,100,378)

- Funding Guarantee (521,980)

(6,021,273) Less : Business Rates received from Local Authority (6,723,000)

(370,417) Less : Council tax net collection fund (surplus)/deficit (274,311)

(165,720) Less : NNDR net collection fund (surplus)/deficit 300,000

27,055,158 Amount to be raised from Tax 28,325,293

284491.67 Divided by Tax Base 289210.67

£95.10 Band D Council Tax £97.94

5.54% Precept Increase over Previous Year 2.99%

2023/24 Tax Band 2024/25 Year Month

£p £p

63.40 A 65.29 1.89 0.16

73.97 B 76.18 2.21 0.18

84.53 C 87.06 2.53 0.21

95.10 D 97.94 2.84 0.24

116.23 E 119.70 3.47 0.29

137.37 F 141.47 4.10 0.34

158.50 G 163.23 4.73 0.39

190.20 H 195.88 5.68 0.47

2023/24

Collection Collection

Fund Precept Fund Total

Balances Balances

£ £ £ £

266,720 East Riding of Yorkshire 12,205,224 179,000 12,384,224

77,305 Kingston upon Hull 6,460,710 (33,088) 6,427,622

27,238 North East Lincolnshire 4,583,707 217,339 4,801,045

(846) North Lincolnshire 5,075,652 (88,940) 4,986,712

370,417 28,325,293 274,311 28,599,604

2024/25 Increase over -

2024/25

7
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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 five 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 Community Risk Management Plan (CRMP) 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 Community Risk Management Plan, 

2021 - 2024.   

  

2. Aims of the Strategy  

 

 2.1  The MTRS assists in:  

(i) Supporting delivery of the Community 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 2024/25 – 2028/29 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 2024/25 to 2028/29 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 CRMP including the impact of the Grenfell Tower tragedy, 

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

(iv) The impact of inflation; 

(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; 

(x) Financial Resilience. 

 

5. Community 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 (His 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 Community 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 CRMP 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 2025/26 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 Autumn Statement was 

announced on the 22nd November 2023. Following this announcement amendments to grant 
and council tax assumptions have been made. The Provisional Local Government Finance 

Settlement and Council Tax referendum rules were announced on 18 December 2023. 

     

6.3  This MTRS as presented includes an increase in the precept of 2.99% for a Band D property for 

2024/25. An increase of 1.99% has also been included for future years. Final decisions on the 
actual precept will be made each year by the Authority based on the financial circumstances at 

the time.  

 

6.4 The Secretary of State determines the maximum increase that Fire and Rescue Authorities can 

make to Council Tax Precept without requiring a referendum and in 2024/25 this is 2.99%.  

 

6.5 The Authority has run a public consultation on the level of Council Tax Precept for 2024/25. 

There have been 1,356 responses with 72% of these agreeing with an increase. 

 

7. Current 2023/24 Financial Position  

 

7.1  The Authority’s budget for 2023/24 is £52.127m.  The quarter two revenue monitoring report 

shows a projected budget underspend of £0.245m as at 31 December 2023. 

  

2023/24 Revenue Monitoring – Quarter 3 Position 
 

 Approved  

Budget  

2023/24 

Projected  

Outturn  

2023/24 

Variance 
2023/24 

Financial Position £m £m £m 

Fire Response and Protection 49.229 49.184 (0.045) 

Capital Financing 

Net Expenditure 

3.465 3.265 (0.200 

52.694 52.449 (0.245) 

Central Government Grant 

 

Business Rates 

 

18.514 

 

6.187 

18.514 

 

6.187 

- 

 

- 

Council Tax Precept 

Central Grant and Precept Total 

27.426 27.426 - 

52.127 52.127 - 

Appropriations (to) / from reserves 0.567 0.322 (0.245) 
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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 £0.245m.   

 

7.4  The forecast closing position on reserves for 2023/24 is £14.379m. 

   

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. 

8.2  Pay and price increases - Indicative budget forecasts for 2024/25 to 2028/29 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 are at 4% in 2024/25 

and 2% in future years.  

  

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 – The most recent approved five-year capital 

programme is summarised in Section 10 below.  The implications of this programme are fully 
reflected in the MTRS.  

   

9. Medium Term Efficiencies and Productivity  

 

9.1  Throughout the MTRS period efficiencies will continue to be delivered wherever possible, to 

sustain the investment in the fire service and balance the budget (See 11.2), for example:  

(i) Service Improvement Plan;  

(ii) Non-pay savings (3% each year);  

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

frameworks;  

(iv) Maximising income generation wherever possible.  

 

9.2 The Authority is actively engaged in NFCC Efficiency and Productivity workstreams with our Chief 

Fire Officer/Chief Executive being the National NFCC Lead for Productivity and Efficiency. The 

Authority has produced a Productivity and Efficiency Plan which is published on the Authority’s 

website. Efficiency-and-Productivity-Plan-2023-24.pdf 
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10. Capital Estimates and Financing  

 

 10.1   The following table provides a summary of the 5-year capital programme:  

 

 Capital Estimates 
2024/25 

£m 

2025/26 

£m 

2026/27 

£m 

2027/28 

£m 

2028/29 

£m 

Total 

£m 

Major and Minor Building Schemes 2.028 1.358 1.340 1.790  0.790 7.306 

Information Technology 0.450 0.300 0.300 0.300 0.300 1.650 

Vehicles and Equipment 1.936 2.392 2.350 1.298 0.503 8.479 

Total      4.414    4.050     3.990     3.388             1.593           17.435 

  

   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 
2024/25 

£m 

2025/26 

£m 

2026/27 

£m 

2027/28 

£m 

2028/29 

£m 

Total 

£m 

 

Forecast Expenditure 

                  

                 4.414 
 

4.050 

 

3.990 

 

3.388 

 

1.593 

 

17.435 

 

 

    

 6.300 

               11.135 

 

Financed by: 

 Grants and Contributions 
1.500 1.200 1.200      1.200                    1.200 

 Prudential Borrowing      2.914 2.850 2.790     2.188    0.393 

Total Financing    4.414    4.050     3.990   3.388   1.593   17.435 

 
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 2024/25 to 2028/29    
 

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 2024/25.  

The MTRS includes a precept increase of 2.99% built into the funding for 2024/25 and 1.99% in 
each of the future years. 

 

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

  

MTRS Group Budget Forecast 2024/25 2025/26 2026/27 

 

2027/28 2028/29 

 £m £m £m £m £m 

Base budget    52.693 58.116 59.830 60.707 61.863 

Budget pressures 

Pay Related Increases 5.231 0.402 0.666 0.964 0.978 

Non-Pay Inflation 0.398 0.375 0.396 0.314 0.333 

Budget pressures / (Savings) 0.668 1.189 (0.010) 0.050 0.050 

Revenue Impact of Capital Financing 

Total budget pressures 

(0.589) 0.080 0.167 0.178 0.137 

5.708 2.046 1.219 1.506 1.498 

Efficiency Savings Requirement (0.285) (0.332) (0.342) (0.350) (0.358) 

Additional Savings Requirement - - - - - 

Net Budget Requirement 58.116 59.830 60.707 61.863 63.003 

Central Government Grant Income 22.100 22.100 22.100 22.100 22.100 

Funding Guarantee 0.597 0.597 0.597 0.597 0.597 

Business Rates Received from Local Authorities 6.609 6.609 6.609 6.609 6.609 

Business Rates – Collection Fund Surplus / (Deficit) 0.176   (0.300) (0.300) (0.300) (0.300) 

Council Tax Precept Income 28.326 29.323 30.355 31.426 32.532 

Council Tax Precept - Collection Fund Surplus / 

(Deficit) 

0.274 0.450  0.450 0.450 0.450 

    Total Income 58.082 58.779 59.811 60.882 61.988 

      

    Funding Gap / (Surplus) Before Reserves 0.034 1.051 0.896 0.981 1.015 

    Planned use of reserves: 

    Transfer (from)/to Earmarked reserves (0.034) (1.051) (0.896) (0.981) (1.015) 

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

 

11.3 The forecast budget is allocated as follows between Fire Service and Capital Financing. 

 

   Humberside Fire Authority 
2024/25 

£M 

2025/26 

£M 

2026/27 

£M 

2027/28 

£M 

2028/29 

£M 

 Fire Response and Protection 55.289 56.873 57.583 58.510 59.464 

 Capital Financing 2.827 2.957 3.124 3.353 3.539 

Total  58.116 59.830 60.707 61.863 63.003 
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11.4  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. 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 

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 2024 will be adjusted to £6.0m to match the identified 

level required following the risk assessment used to produce the Prudent General Minimum 

Level of Reserves following the end of 2023/24 financial year.   
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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 

2024 

At  

1 April 

2025 

At  

1 April  

2026 

At  

1 April  

2027 

At  

1 April  

2028 

At  

1 April   

2029 

 £m £m £m £m £m £m 

Earmarked Reserves 

      

Insurance 

National Flood Resilience Centre 

Capital Programme Funding 

Business Continuity 

     0.500 

     1.000 

     3.410 

     0.500 

0.500 

1.000 

3.660 

0.500 

0.500 

- 

3.510 

0.500 

0.500 

- 

3.360 

0.500 

0.500 

- 

3.210 

0.500 

0.500 

- 

3.060 

0.500 

ESMCP 0.215 0.215 0.215 0.215 0.215 0.215 

Strategic Transformation Fund 0.500 0.500 0.500 - - - 

Service Improvement and Environment  0.030 0.030 0.030 0.030 0.030 0.030 

Control Room 

Pay and Prices 

1.000 

0.600 

0.700 

0.600 

- 

- 

- 

- 

- 

- 

- 

- 

Total Earmarked Reserves 7.755 7.705 5.255 4.605 4.455 4.455 

General Reserves 6.624 6.190 5.739 5.342 4.362 3.347 

Total Reserves 14.379 13.895 10.994 9.947 8.817 7.652 

  

12.10    The Authority retains £7.755m Earmarked reserves for the following purposes: 

 

• Insurance – to meet potential uninsured losses; 

• National Flooding Resilience Centre – to meet HFA contribution to the project; 

• Capital Programme Funding – funding for the Capital Programme to replace capital grant 

funding from the Home Office which has now ceased; 

• Business Continuity – to meet any expenditure required in relation to maintaining the 

Service’s resilience; 

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

the ESMCP rollout; 

• Strategic Transformation Fund – funding to support transformation initiatives; 

• Service Improvement and Environment – to support environmental initiatives across the 

Service; 

• Control Room – to meet costs in relation to the Control Room; and 

• Pay and Prices – funding for pay and prices increases in excess of budget assumptions. 

   

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 2024/25. Any material changes will be reported to the Authority.  

 

 

 

 

 

 

 

17



 

11 
 

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 Low Revenue monitoring updates to the 

Fire Authority. 

Industrial Action Possible High Recruitment of contingency crews. 

Inclusion of funding in the General 

Reserve 

Further reductions in funding 

included in the next 

Comprehensive Spending 

Review and an unfavourable 

review of funding formula. 

Possible High Balance on the 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 the 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 the 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.      Financial Resilience 

 

Sensitivity analysis 

14.1       The MTRS refresh is being undertaken in a more uncertain environment as significant 

inflationary pressures impact the economy. 

 

14.2 Funding assumptions both in relation to local and national funding are likely to cause material   
changes late on in the planning process. This cannot be avoided but needs to be recognised. 

  
14.3 The current MTRS assumes pay awards at 4% in 2024/25 and 2% in future years.   

 

(i) Pay makes up circa 85% of the total net spend which remains one of our single largest 

assumptions. The table below shows the impact of differing pay awards in terms of 
sensitivity. Each additional 1% will cost an additional £0.4m per year. 

 

(ii) The following information has been received from external sources around medium-

term inflation rates based on their in-depth analysis of the current market: 
 

Budget Increase 

2024/25 

% 

Reason 

Insurances 10.0 Renewals due and hardening of market 

Waste, Cleaning, Building 

Maintenance 

5.0 Contract price increases 

Electricity 5.0 Supply and demand on global market 

Gas 5.0 Supply and demand on global market 

Water 5.0 Historical rate of increase  

Rates 6.8 Inflation 

Fuel 5.0 Forecast oil price 

IT 10.0 Shortage in skilled labour and higher shipping costs 

 

(iii) The uncertain environment in relation to income continues to be a challenge in relation 

to medium term financial planning. The following sensitivity analysis has been 

undertaken across three scenarios ahead of the spending review across both central 

government and local funding streams: 
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Medium Term Resilience 

 

14.4 The following six indicators have been developed by CIPFA to demonstrate the medium-term 

financial resilience of Fire Authorities.  These indicators allow benchmarking with other 

Authorities and organisations and provide an overall assessment of financial resilience. 

 

14.5 Funding gap as a percentage of Net Revenue Expenditure (NRE) over the MTRS period - 

Authorities need to have a clear estimate of their funding gap over the Medium-term Resource 

Strategy. 

 

 
2024/25 

£m 

2025/26 

£m 

2026/27 

£m 

2027/28 

£m 

2028/29 

£m 

NRE 58.401 60.162 61.051 62.213 63.361 

Estimated Funding Gap 0.319 1.383 1.240 1.331 1.373 

Gap as a % of NRE     0.55%   2.30%    2.03%     2.14%      2.17% 

Savings Identified 0.285 0.332 0.342 0.350 0.358 

Additional Savings Required - - - - - 

Unidentified Gap as a % of NRE    0.06%   1.75%    1.47% 1.58%    1.60% 

 

 

14.6 Savings delivered as a percentage of planned savings – Authorities need to be sure that savings 

plans are effective and planned savings are delivered. 

 

 
2019/20 

£m 

2020/21 

£m 

2021/22 

£m 

2022/23 

£m 

2023/24 

£m 

MTRS Savings Planned 0.658 - 0.127 0.240 0.280 

MTRS Savings Achieved 0.658 - 0.127 0.240 0.280 

% of Savings Achieved    100.00%        - 100.00% 100.00% 100.00% 

 

 

14.7 Over/underspends relative to Net Expenditure – It is important that Authorities keep 

over/underspending under control and that actual expenditure is as close as possible to the 

levels planned. 

 

 
2019/20 

£m 

2020/21 

£m 

2021/22 

£m 

2022/23 

£m 

2023/24* 

£m 

NRE 46.343 48.352 45.290 47.614 52.127 

Over/(Under)spend (0.120) (0.571) (0.991) (0.448) (0.245) 

Over/(Under)spend as a % of NRE    (0.26%)  (1.18%)     (2.19%)     (0.94%)    (0.47%) 

*estimated position 
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14.8 Useable Reserves as a percentage of Net Revenue Budget – Reserves allow for periods of 

uncertainty to be managed and healthy levels of useable reserves are an important safety net 

to support financial stability. 

 

 
2019/20 

£m 

2020/21 

£m 

2021/22 

£m 

2022/23 

£m 

2023/24 

£m 

2024/25 

£m 

2025/26 

£m 

2026/27 

£m 

2027/28 

£m 

2028/29 

£m 

NRE 46.343 48.352 45.290 47.614 52.694 58.116 59.830 60.709 61.863 63.003 

Resource Reserves           

    General 5.251 5.758 6.373 6.946 6.624 6.190 5.739 5.342 4.362 3.347 

   Earmarked 4.938 5.173 7.408 7.865 7.755 7.705 5.255 4.605 4.455 4.305 

Resource Reserves 

as a % of NRE 

    22.0%   22.6%   30.4%   31.1%    27.3%      23.9%      18.4%     16.4%     14.3%     12.1% 

Change in %     (1.0%)     0.6%   7.8%   0.7%  (3.8%)       (3.4%)        (5.4%)     (2.0%)     (2.1%)      (2.2%) 

 

 

14.9 Council Tax as a percentage of Income – This shows the reliance of Fire and Rescue Services on 

core grants and potential impact changes in core grant funding could have on the financial 

sustainability of the Authority. 

 
2019/20 

£m 

2020/21 

£m 

2021/22 

£m 

2022/23 

£m 

2023/24 

£m 

2024/25 

£m 

2025/26 

£m 

2026/27 

£m 

2027/28 

£m 

2028/29 

£m 

Precept     22.993 23.817 24.148 25.312 27.055 28.326 29.323 30.355 31.426 32.532 

Total Financing     43.575 45.269 45.163 47.614 52.127 58.082 58.779 59.811 60.882 61.988 

Precept as a % of 

Total Financing 

      52.8%     52.6%     53.5%      53.2%    51.9%      48.8%     49.9%     50.8%     51.6%     52.5% 

 

14.10 The Cost of Borrowing as a percentage of Net Revenue Expenditure – Borrowing commitments 

are long term and must be funded from ongoing revenue budgets. This table shows the amount 

of revenue funding committed to meet current and future borrowing commitments. 

 

 
2019/20 

£m 

2020/21 

£m 

2021/22 

£m 

2022/23 

£m 

2023/24 

£m 

2024/25 

£m 

2025/26 

£m 

2026/27 

£m 

2027/28 

£m 

2028/29 

£m 

NRE 46.343 48.352 45.290 47.614 52.694 58.116 59.830 60.709 61.863 63.003 

Borrowing 15.003 13.618 16.984 18.169 16.669 16.828 17.000 17.000 17.000 17.000 

 MRP 1.209 0.700 0.792 0.818 0.955 0.963 1.316 1.486 1.656 1.826 

Interest 0.658 0.621 0.621 0.358 0.510 0.364 0.441 0.438 0.497 0.513 

Cost of Borrowing as a 

% of NRE 

     4.0%     2.7%     3.1%      2.5%     2.8%     2.3%     2.9%     3.2%     3.5%   3.7% 

Level of Debt   15.003 13.618 16.984 18.169 16.669 16.828 17.000 17.000 17.000 17.000 

Level of Debt as a % of 

NRE 

    32.4% 28.2% 37.5% 38.2% 31.6% 29.0% 28.4% 28.0% 27.5% 27.0% 
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15.      Conclusion   

  

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

term. However, this is dependent on annual council tax increases of 2.99% on a Band D property 
in 2024/25 and the use of £1.2m from reserves during 2024/25 and 2025/26. The Authority’s 

overall financial position will be reviewed on an on-going basis. 

  

15.2  The MTRS sets out how all five years will be financed and general reserves are set at the level 
identified in the Prudent Minimum General Reserve assessment, estimated at £6.0m for 

2024/25.   
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HUMBERSIDE FIRE AUTHORITY 

GOVERNANCE, AUDIT AND SCRUTINY COMMITTEE 

19 FEBRUARY 2024 

PRESENT:  Independent Co-opted Members Chris Brown, Melissa Dearey, Nigel Saxby and 
Gerry Wareham. 

Officers Present: Steve Duffield – Area Manager of Service Improvement, Shaun Edwards – 
Joint Deputy Chief Finance Officer & Deputy S.151 Officer, Jon Henderson – Area Manager 
of Prevention and Protection, Jason Kirby – Area Manager of Emergency Response, Jamie 
Morris – Designate Head of Corporate Assurance, Gareth Naidoo – Senior Corporate 
Assurance Officer, David Robinson – Internal Audit (TIAA), Lisa Nicholson – Monitoring 
Officer/Secretary, and Rob Close – Committee Manager. 

Councillor Briggs was in remote attendance. 

 The meeting was held at the Humberside Fire and Rescue Service Headquarters, 
Kingston upon Hull.  

13/24 APOLOGIES FOR ABSENCE – No apologies for absence were received. 

14/24 DECLARATIONS OF INTEREST – No declarations of interest were made with respect 
to any items on the agenda. 

15/24 MINUTES – Resolved – That the minutes of the meeting held on 
22 January 2024 be confirmed as a correct record. 

16/24 INTERNAL AUDIT REPORTS – The Committee received a report of TIAA, the 
Authority’s internal auditors, detailing the Summary Internal Controls Assurance. The 
Committee was advised that, since the last meeting of the GAS Committee, three audits had 
been completed on Procurement, IT Management Controls, and National Operating 
Guidance, receiving substantial, limited and advisory assurance respectively. Two final further 
audits were scheduled before the end of the year on Key Financial Controls and the End of 
Year Follow Up. There were no proposed changes to the plan and no fraud had been reported. 

The Committee was verbally updated on the IT Management Controls audit. A system 
called Fresh Works was used to identify the extent of which IT devices were in operation by 
the Service.  

 Resolved – That the recent internal audit reports into Procurement, IT Management 
Controls and National Operational Guidance be submitted at the next scheduled meeting of 
the GAS Committee. 
17/24 DRAFT INTERNAL AUDIT PLAN 2024/25 – The Committee received a report of TIAA, 
the Authority’s internal auditors, detailing the draft internal audit plan for 2024/25.  

The Annual Plan set out the assignments that would be carried out in 2024/25, the 
planned times and the high-level scopes for each of these assignments. Six topics were 
proposed as part of the Internal Audit Plan 2024/25:  

(1) Management of Statutory Building and Licensing Consultations;
(2) Application and Management of Disciplinary Procedures;
(3) Firefighter Development Pathway (FFDP);
(4) Staff Forums and EDI Steering Group;
(5) Application and Management of Tactical Plans;

4
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Governance, Audit and Scrutiny Committee     19 February 2024 

 

(6) Training Records  
 
 The draft plan was produced through extensive engagement with the Service’s 
Strategic Leadership Team (SLT). The Plan also included the following standard subjects: 
 

- Key Financial Controls; 
- ICT Management Controls; 
- Follow-up (Mid-year) 
- Year-End Follow Up; 
- Annual Planning; 
- Annual Report; and  
- Audit Management, 

 
  

 
Seeking further detail into the rational of the internal audit topics, the Committee asked 

how the Service identified proposed areas of audit. Officers responded that the topics 
proposed were areas identified under the Service Improvement Plan (whether they be formed 
from past His Majesty's Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) 
inspection or other report recommendations or from other channels such as the Fire Standards 
or Maturity Models), to test compliance/effectiveness against specific HMICFRS inspection 
criteria or other areas that the Service had identified required further improvement. . 

 
 
Recommended to the Fire Authority – That the Internal Audit Annual Plan 2024/25. 

 
 

18/24 TREASURY MANAGEMENT AND CAPITAL EXPENDITURE PRUDENTIAL 
INDICATORS, TREASURY MANAGEMENT POLICY STATEMENT 2024/25 AND MINIMUM 
REVENUE PROVISION (MRP) FOR 2024/25 – The Committee received a report of Deputy 
Joint Chief Finance Officer and Deputy Section 151 Officer detailing the Prudential Indicators 
for Treasury Management and Capital Expenditure and the Treasury Management Policy 
Statement proposed for adoption for the financial year 2024/25.  
 
 The report also outlined the recommended policy to be adopted in respect of creating 
the Minimum Revenue Provision (MRP) for 2024/25, in line with the statutory requirements 
set out in The Local Authorities (Capital Finance and Accounting) (England) (Amendment) 
Regulations 2008 and 2017. 
 
 The Committee was advised that indictor one gave a summary of the Authority’s capital 
expenditure plans, indictor two summarised the Authority’s Capital Financing Requirement 
(CFR), the third, and new, prudential indicator for 2024/25 was the Liability Benchmark (LB), 
the forth detailed the ongoing impact on investments through core funds and expected 
investment balances, indicator five demonstrated the limit beyond which external debt was not 
normally expected to exceed, and indicator six summarised a control on the maximum level 
of borrowing. 
 

The Committee questioned how these indicators fed into a wider picture on the 
financial robustness of the Service. Officers explained that the assumptions made in the 
Medium-Term Resource Strategy (MTRS) were informed by the prudential indicators and, 
provided those assumptions were reasonably accurate, the Service should operate under 
appropriate financial management. It was added that officers felt confident that even in 
instances of unexpected capital costs the Service would continue to operate soundly because 
of its robust financial management. 
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Noting the significant increase in capital expenditure from 2023/24 to 2024/25, the 
Committee questioned the source of this. It was explained that year the 2023/24 financial year 
operated with a significant surplus in addition to the inclusion of Private Financial Initiative 
(PFI) arrangements. 

 
 While commending the move to a five year plan, the Committee asked how horizon 

scanning was incorporated into financial planning in such a unpredictable period. Officers 
explained that the Service’s Community Risk Management Plan (CRMP) took into account 
changes in risk and new and arising risks, such as flooding and wildfires, and use of Artificial 
Intelligence (AI) into analytics; incorporating these into the ongoing five year financial plans.  
 

Resolved – That the report be received. 
 
19/24 SCRUTINY ITEM: NATIONAL FIRE CHIEFS COUNCIL (NFCC) MATURITY 
MODELS – The Committee received a report of the Area Manager of Service Improvement 
detailing the NFCC Maturity Models. The Committee was advised that the NFCC Workforce 
Good Practice Framework and Maturity Models were based on the principles of the recognised 
Deloitte methodology. Each Maturity Model was a diagnostic tool for Fire and Rescue Services 
to assess and benchmark practice against the following subject themes: 
  
 

• Leadership  

• Learning Organisation  

• Performance Management  

• Employee Recognition 

• Development Recruitment 

• Talent Management  

• EDI 

• Wellbeing  

• HR Analytics 

• Blended Learning 
 
Management for each of the maturity models was completed through the following 

measures: 
 

(i) Assessment: Determine the current level of Service maturity for each subject. 
(ii) Determine: How far the wishes to develop its maturity through achievable 

outcomes. 
(iii) Identify Gaps: Based on a four-stage model identification of the gaps needed to 

enable progression. 
(iv) Create a Development Plan: Actions needed to address the identified gaps. 

 
 Managed by Corporate Assurance, in collaboration with key function stakeholders, an 
initial assessment of the Service’s current level of maturity, for each of the 10 maturity models, 
was conducted to create an initial benchmark. Based on an initial assessment and gap 
analysis, a plan was developed to close the gaps and move towards enhanced compliance 
with the NFCC Maturity Models. This involved implementing new processes and systems, 
which notably incorporated the following: 
 

(i) Creation and application of a dedicated portal page to record, publish and 
monitor progression against each of the Maturity Models; 

(ii) Transition of the Maturity Model format into Excel to improve the management, 
tracking and evidence gathering of material; 

25



Governance, Audit and Scrutiny Committee     19 February 2024 

 

(iii) Introduction of the Service Improvement Officer in Corporate Assurance to 
manage the facilitation of evidence gathering, quality assurance and 
collaboration; 

(iv) Alignment of applicable Maturity Models with related Fire Standard(s) in regard of 
evidence and compliance; 

(v) Integration of the Maturity model reviews into the 2024-2025 Business Planning 
framework; 

(vi) Maturity Models subject to independent assessment by the NFFC during 2024- 
2025. 

 
 Monitoring of progress was managed through the Service Improvement Officer within 
Corporate Assurance ensuring compliance with the NFCC Maturity Models. Maintenance of 
compliance would be achieved through the Business Planning Framework 2024-2025, 
including periodic assessments, ongoing training, and continuous improvement efforts aligned 
to the Service Improvement Plan as applicable. 
 
 The Committee then considered the following aspects: 
 

• Relevance to Staff – While not immediately of direct relevance to the entire 
workforce, the maturity models were currently engaged with by staff who owned 
specific amounts of work in pertinent areas. It was thought increased promotion 
would extend the buy in across the service and embed the maturity models 
further by making them relevant in day to day activities. Ultimately, the maturity 
models were a management tool targeted primarily at heads of function and 
above..  
 

• Quantifying Improvement – While the Service had completed its own self-
assessment it would be subject to a peer assessment from the NFCC. Officers 
believed the self-assessment to be accurate and honest with continuing 
ongoing reviews to help maintain the baseline and increase its level of maturity 
in the respected subjects.  

 

• Red, Amber and Green Ratings – The Service provided an honest 
assessment against each maturity model, with each reflecting various levels of 
maturity through a Red, Amber and Green (RAG) rating. Those that displayed 
area for improvement and development would be used to inform the internal 
audit plan. 

 

• Comparisons with Other Services – While the Service had adapted the 
maturity models to an interactive spreadsheet, the standards remained the 
same. Thus, comparisons to other services were not at any disadvantage. 
Currently, approximately half of Fire and Rescue Services in England had 
adopted the maturity models and Humberside Fire and Rescue was 
encouraging the NFCC to adopt the spreadsheet format. 

 

• Strategic Leadership Development – It was noted that a significant amount 
of support given to staff was not necessarily accounted for within the self-
assessment. However, it was officers’ opinion that that support offered by the 
Service likely exceeded the maturity model standard. 

 
 Resolved – That the Authority takes assurance that the Service has effectively adopted 
the Maturity Models and manages their progression through robust evidence gathering and 
monitoring processes.  
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20/24 GAS COMMITTEE SCRUTINY PROGRAMME 2023/24 - The Committee Manager 
submitted a report summarising the Committee’s Scrutiny Programme 2023/24.  
  

Resolved - That the scope for the Committee’s remaining scrutiny item ‘HMICFRS 
Values and Culture in Fire & Rescue Services’ be approved. 
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Executive Summary 

Introduction 

The Audit Plan for 2024/25 has been informed by a risk assessment carried out across 

our clients in the sector and by an updated audit risk assessment to ensure that 

planned coverage for the year is focussed on the key audit risks. This coverage will 

enable a robust annual Head of Internal Audit Opinion to be provided. 

Key Risk Considerations 

We have identified a number of key areas which require consideration when planning 

internal audit coverage. 

Bullying and harassment: The report produced by His Majesty’s Inspectorate of 

Constabulary and Fire and Rescue Services in 2023 noted that staff reported 

allegations of bullying, harassment and discrimination in every fire and rescue 

service in England. 

Increased fraud: As an ever-present risk, organisations must ensure that they have 

robust controls that operate effectively and continually, which are underpinned by 

organisational awareness and appropriate behaviours. 

Macroeconomic and financial environment: The UK economy continues to be 

impacted by a sequence of significant events including fluctuating interest rates, 

higher than target inflation, post-pandemic recovery and the conflicts in Ukraine 

and the Middle East. Shortages in the labour market and continuing supply chain 

disruption lead to increased costs and a challenging financial situation for many. 

Cyber security: This continues to be one of the highest ranked risks for Humberside 

Fire and Rescue Services and shows no sign of going away. More remote and hybrid 

working and increased online service delivery increases vulnerability to phishing, 

malware, and ransomware attacks, particularly where there has been a lack of 

investment in infrastructure. 

 

Audit Strategy Methodology 

In producing this audit strategy and annual plan, we have sought to build on our 

understanding of Humberside Fire and Rescue Service’s operating environment and 

risk profile through a review of key documentation and discussions with key staff. We 

have taken into account:  

• Humberside Fire and Rescue Service’s business strategy and corporate 

objectives 

• The regulatory and legislative framework 

• Humberside Fire and Rescue Service’s risk register 

• External Audit recommendations 

• Previous Internal Audit coverage 

We take in to account any emerging or heightened risks that are facing the sector, to 

ensure that the work of internal audit remains appropriately prioritised and focused. 

Links to specific strategic risks are also contained in the Internal Audit Strategy. 

Our approach complies with the International Standards for the Professional Practice 

of Internal Auditing which have been developed by the Institute of Internal Auditors 

(IIA) and the Public Sector Internal Audit Standards (PSIAS). 

Internal Audit Strategy and Plan 

The Annual Plan at Appendix A sets out the assignments that will be carried out in 

2024/25, the planned times and the high-level scopes for each of these assignments.  

The Annual Plan will be subject to ongoing review and could change as the risks change 

for the Humberside Fire and Rescue Service; this will be formally reviewed with senior 

management and the Governance, Audit and Scrutiny Committee mid-way through 

the financial year or should a significant issue arise. 
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The overall agreed time for the delivery of each assignment within the Annual Plan 

includes: research; preparation and issue of terms of reference; site work; production 

and review of working papers; and reporting.  

The Annual Plan has been prepared on the assumption that the expected controls will 

be in place.  

The total number of days required to deliver the Audit Plan is as agreed in the contract 

between TIAA and Humberside Fire and Rescue Service. This number of days is fixed 

and it is TIAA’s responsibility to deliver the Audit Plan for this number of days. Where 

Humberside Fire and Rescue Service agrees additional work the required number of 

days and the aggregate day rate will be agreed in advance with the Head of Corporate 

Assurance and will be clearly set out in the terms of reference for the additional 

review(s). 

Adequacy of the planned audit coverage 

The reviews identified in the audit plan for 2024/25 support the Head of Internal 

Audit’s annual opinion on the overall adequacy and effectiveness of Humberside Fire 

and Rescue Service’s framework of governance, risk management and control as 

required by TIAA’s charter. The reviews have been identified from your assurance 

framework, risk registers and key emerging themes. 

Disclaimer 

This document has been prepared solely for management's use and must not be 

recited or referred to in whole or in part to third parties without our prior written 

consent.  

No responsibility to any third party is accepted as the document has not been 

prepared, and is not intended, for any other purpose. TIAA neither owes nor accepts 

any duty of care to any other party who may receive this document and specifically 

disclaims any liability for loss, damage or expense of whatsoever nature, which is 

caused by their reliance on our document. 

Release of Report 

The table below sets out the history of this plan. 

Draft Strategy and Plan: 7th February 2024 

Final Strategy and Plan:  
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Appendix A: Annual Plan – 2024/25 

 

Quarter Review Type Days High-level Scope 

1 Management of Statutory Building and 

Licensing Consultations 

Assurance 6 The audit reviews the effectiveness of resource management to fulfil statutory obligations and the monitoring, 

reporting against (service dashboard) and evaluating the consultation processes with identifiable learning 

outcomes. 

1 Application and Management  

Of Disciplinary Procedures 

Assurance 6 The review considers the effectiveness of the disciplinary policy in its application, the validity and completeness 

of the investigation report, supporting evidence and records management. The review also considers the 

recording and learning arising from disciplinary cases alongside the communication of outcomes.   

1 Firefighter Development Pathway 

(FFDP) 

Assurance 6 The audit reviews the management and governance arrangements of the FFDP programme, including the 

effectiveness of tracking and recording progress per candidate, the effectiveness of quality assurance processes 

in managing and verifying work and alignment to work force planning arrangements including succession 

planning, and promotion. 

1 Staff Forums and EDI Steering Group Assurance 5 The review considers the effectiveness of the staff forum groups and application against the related terms of 

reference, objectives and measurable outcomes. 

2 Application and Management of 

Tactical Plans 

Assurance 6 The audit provides assurance relating to the application and management of directorate functions tactical plans, 

including how these are used to direct and inform work aligned to the Strategic Plan and CRMP. 

2 Training Records Assurance 6 The review evaluates whether the actions from the Service Improvement Plan have been achieved. The audit 

also includes a review of the training needs analysis and the validity of training records. 

2 Follow-up (Mid-year) Follow Up 2 Follow-up of implementation of agreed actions from audit reports, ensuring the Fire Service are implementing 

recommendations, and providing reports to the GAS. 

4 Contingency Assurance 6 Contingency as requested by HFRS, which may be utilised prior to the HMICFRS Inspection or following 

publication of the Inspection report in early 2025. 
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Quarter Review Type Days High-level Scope 

4 Key Financial Controls Assurance 6 The review assesses the adequacy and effectiveness of the internal controls in place for managing the following 

key financial systems. 

• Creditor Payments; 

• Payroll; 

• Treasury Management; 

• Debtors; 

• General Ledger; and  

• Pensions. 

4 ICT Management Controls Assurance 4 The review considers the arrangements for: access security; back up retention periods; email/ internet policy 

and enforcement; licence monitoring, upgrade controls and protocols for communicating with third parties.  

The scope of the review does not include consideration of the training needs; or the appropriateness of file 

sharing. 

4 Year-End Follow Up Follow Up 2 Follow-up of implementation of agreed actions from audit reports, ensuring the Fire Service are implementing 

recommendations, and providing reports to the GAS. 

1 Annual Planning Management 2 Assessing the organisation’s annual audit needs. 

4 Annual Report Management 1 Reporting on the overall conclusions and opinion based on the year’s audits and other information and providing 

input to the Annual Governance Statement. 

1 – 4 Audit Management Management 7 This time includes: meeting client management, overseeing the audit plan, reporting and supporting the 

Governance, Audit and Scrutiny Committee, liaising with External Audit and Client briefings (including fraud 

alerts, fraud digests and committee briefings). 

  Total days 65  
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Internal Audit Charter 

The Need for a Charter 

The Audit Charter formally defines internal audit’s purpose, 

authority and responsibility. It establishes internal audit’s position 

within Humberside Fire and Rescue Service and defines the scope of 

internal audit activities. The establishment of the Audit Charter is a 

requirement of the Public Sector Internal Audit Standards (PSIAS) 

and approval of the charter is the responsibility of the Governance, 

Audit and Scrutiny Committee.  

The Role of Internal Audit 

The main objective of the internal audit activity carried out by TIAA 

is to provide, in an economical, efficient and timely manner, an 

objective evaluation of, and opinion on, the overall adequacy and 

effectiveness of the framework of governance, risk management 

and control. TIAA is responsible for providing assurance to 

Humberside Fire and Rescue Service’s governing body (being the 

body with overall responsibility for the Humberside Fire and Rescue 

Service) on the adequacy and effectiveness of the risk management, 

control and governance processes. 

Standards and Approach 

TIAA's work will be performed with due professional care, in 

accordance with the requirements of the PSIAS and the IIA 

standards which are articulated in the International Professional 

Practices Framework (IPPF). 

Scope 

All Humberside Fire and Rescue Service activities fall within the 

remit of TIAA. TIAA may consider the adequacy of controls necessary 

to secure propriety, economy, efficiency and effectiveness in all 

areas. It will seek to confirm that Humberside Fire and Rescue 

Service management has taken the necessary steps to achieve these 

objectives and manage the associated risks. It is not within the remit 

of TIAA to question the appropriateness of policy decisions; 

however, TIAA is required to examine the arrangements by which 

such decisions are made, monitored and reviewed. 

TIAA may also conduct any special reviews requested by the board, 

Governance, Audit and Scrutiny Committee or the nominated 

officer (being the post responsible for the day-to-day liaison with 

TIAA), provided such reviews do not compromise the audit service’s 

objectivity or independence, or the achievement of the approved 

audit plan. 

Access 

TIAA has unrestricted access to all documents, records, assets, 

personnel and premises of Humberside Fire and Rescue Service and 

is authorised to obtain such information and explanations as they 

consider necessary to form their opinion. The collection of data for 

this purpose will be carried out in a manner prescribed by TIAA’s 

professional standards, Information Security and Information 

Governance policies. 

Independence 

TIAA has no executive role, nor does it have any responsibility for 

the development, implementation or operation of systems; 

however, it may provide independent and objective advice on risk 

management, control, governance processes and related matters, 

subject to resource constraints. For day-to-day administrative 

purposes only, TIAA reports to a nominated officer within 

Humberside Fire and Rescue Service and the reporting 

arrangements must take account of the nature of audit work 

undertaken. TIAA has a right of direct access to the chair of the 

board, the chair of the Governance, Audit and Scrutiny Committee 

and the responsible accounting officer (being the post charged with 

financial responsibility). 

To preserve the objectivity and impartiality of TIAA’s professional 

judgement, responsibility for implementing audit recommendations 

rests with Humberside Fire and Rescue Service management.  

Conflict of Interest 

Consultancy activities are only undertaken with distinct regard for 

potential conflict of interest. In this role we will act in an advisory 

capacity and the nature and scope of the work will be agreed in 

advance and strictly adhered to.  

We are not aware of any conflicts of interest and should any arise 

we will manage them in line with TIAA’s audit charter and internal 

policies, the PSIAS/IIA standards and Humberside Fire and Rescue 

Service’s requirements. 

Irregularities, Including Fraud and Corruption 

TIAA will without delay report to the appropriate regulator, serious 

weaknesses, significant fraud, major accounting and other 

breakdowns subject to the requirements of the Proceeds of Crime 

Act 2002. 

TIAA will be informed when evidence of potential irregularity, 

including fraud, corruption or any impropriety, is discovered so that 

TIAA can consider the adequacy of the relevant controls, evaluate 

the implication of the fraud on the risk management, control and 

governance processes and consider making recommendations as 

appropriate. The role of TIAA is not to investigate the irregularity 

unless commissioned to do so. 

Limitations and Responsibility 

Substantive testing will only be carried out where a review assesses 

the internal controls to be providing ‘limited’ or ‘no’ assurance with 

the prior approval of Humberside Fire and Rescue Service and 

additional time will be required to carry out such testing. 

Humberside Fire and Rescue Service is responsible for taking 

appropriate action to establish whether any loss or impropriety has 

arisen as a result of the control weaknesses. 

Internal controls can only provide reasonable and not absolute 

assurance against misstatement or loss. The limitations on 

assurance include the possibility of one or more of the following 

situations, control activities being circumvented by the collusion of 

two or more persons, human error, or the overriding of controls by 

management. Additionally, no assurance can be provided that the 

internal controls will continue to operate effectively in future 

periods or that the controls will be adequate to mitigate all 

significant risks that may arise in future.  

The responsibility for a sound system of internal controls rests with 

management and work performed by internal audit should not be 

relied upon to identify all strengths and weaknesses that may exist. 

Neither should internal audit work be relied upon to identify all 

circumstances of fraud or irregularity, should there be any, although 

the audit procedures have been designed so that any material 
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irregularity has a reasonable probability of discovery. Even sound 

systems of internal control may not be proof against collusive fraud. 

Reliance will be placed on management to provide internal audit 

with full access to staff and to accounting records and transactions 

and to ensure the authenticity of these documents. 

The matters raised in the audit reports will be only those that come 

to the attention of the auditor during the course of the internal audit 

reviews and are not necessarily a comprehensive statement of all 

the weaknesses that exist or all the improvements that might be 

made. The audit reports are prepared solely for management's use 

and are not prepared for any other purpose. 

Liaison with the External Auditor  

We will liaise with Humberside Fire and Rescue Service’s External 

Auditor. Any matters in the areas included in the Annual Plan that 

are identified by the external auditor in their audit management 

letters will be included in the scope of the appropriate review.  

Reporting 

Assignment Reports: A separate report will be prepared for each 

review carried out. Each report will be prepared in accordance with 

the arrangements contained in the Terms of Reference agreed with 

TIAA and which accord with the requirements of TIAA’s audit charter 

and PSIAS/IIA standards.  

Progress Reports: Progress reports will be prepared for each 

Governance, Audit and Scrutiny Committee meeting. Each report 

will detail progress achieved to date against the agreed annual plan. 

Follow-Up Reports: We will provide an independent assessment as 

to the extent that priority 1 and 2 recommendations have been 

implemented. Priority 3 recommendations are low-

level/housekeeping in nature and it is expected that management 

will monitor and report on implementation as considered 

appropriate. 

Annual Report: An Annual Report will be prepared for each year in 

accordance with the requirements set out in TIAA’s audit charter 

and PSIAS/IIA standards. The Annual Report will include a summary 

opinion of the effectiveness of Humberside Fire and Rescue 

Service’s governance, risk management and operational control 

processes based on the work completed during the year. 

Other Briefings: During the year Client Briefing Notes, 

Benchmarking and lessons learned digests will be provided. These 

are designed to keep the Humberside Fire and Rescue Service 

abreast of in-year developments which may impact on the 

governance, risk and control assurance framework. 

Assurance Assessment Gradings 

We use four levels of assurance assessments as set out below. 

Substantial 

Assurance 

There is a robust system of internal controls 

operating effectively to ensure that risks are 

managed and process objectives achieved. 

Reasonable 

Assurance 

The system of internal controls is generally 

adequate and operating effectively but some 

improvements are required to ensure that risks 

are managed and process objectives achieved.  

Limited 

Assurance 

The system of internal controls is generally 

inadequate or not operating effectively and 

significant improvements are required to 

ensure that risks are managed and process 

objectives achieved.  

No 

Assurance 

There is a fundamental breakdown or absence 

of core internal controls requiring immediate 

action. 

Data Protection 

TIAA has policies, procedures and processes in place to comply with 

all associated regulation and legislation on information security, 

which is underpinned by mandatory annual awareness training for 

all staff. To carry out our role effectively, we need to obtain 

information that is reliable, relevant and sufficient to support our 

findings and recommendations. The collection of data, particularly 

sensitive personal data, is minimised and is not shared with 

unauthorised persons unless there is a valid and legal requirement 

to do so. We have clear policies on the retention of data and its 

appropriate, controlled disposal. TIAA has a fully robust 

Information Security Management System that meets all the 

requirements of ISO27001:2013. 

Quality Assurance 

TIAA recognises the importance of Internal Audit being controlled at 

each stage to ensure that we deliver a consistent and efficient 

Internal Audit service that is fully compliant with professional 

standards and also the conditions of contract. We operate a 

comprehensive internal operational quality review process to 

ensure that all Internal Audit work is carried out in accordance with 

these standards. These quarterly reviews are part of our quality 

management system which has IS0 9001:2015 accreditation.  

Governance, Audit and Scrutiny Committee Responsibility 

It is the responsibility of the Humberside Fire and Rescue Service to 

determine that the number of audit days to be provided and the 

planned audit coverage are sufficient to meet the Committee’s 

requirements and the areas selected for review are appropriate to 

provide assurance against the key risks within the Humberside Fire 

and Rescue Service. 

By approving this document, the Governance, Audit and Scrutiny 

Committee is also approving the Internal Audit Charter. 

Disclaimer 

The matters raised in this planning report, along with those raised 

in our audit and annual reports, are only those that came to the 

attention of the auditor during the course of our work and are not 

necessarily a comprehensive statement of all the weaknesses that 

exist or all the improvements that might be made. This report has 

been prepared solely for management's use and must not be recited 

or referred to in whole or in part to third parties without our prior 

written consent. No responsibility to any third party is accepted as 

the report has not been prepared, and is not intended, for any other 

purpose. TIAA neither owes nor accepts any duty of care to any 

other party who may receive this report and specifically disclaims 

any liability for loss, damage or expense of whatsoever nature, 

which is caused by their reliance on our report. 

Performance Standards 

The following Performance Targets will be used to measure the 

performance of internal audit in delivering the Annual Plan: 

 

Performance Measure Target 

Completion of planned audits. 100% 

Audits completed in time allocation. 100% 

Draft report issued within 10 working days of exit 

meeting. 

100% 

Final report issued within 10 working days of 

receipt of responses. 

100% 

Compliance with TIAA’s audit charter and PSIAS/IIA 

Standards. 

100% 
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Agenda Item No. 8 

Humberside Fire Authority 
8 March 2024 

Report by Executive Director of 
Finance/S151 Officer 

 

TREASURY MANAGEMENT STRATEGY STATEMENT 2024/25 
 

1. SUMMARY 
 
1.1 This report sets out the Prudential Indicators for Treasury Management and Capital 

and the Treasury Management Strategy Statement proposed for adoption for the 
financial year 2024/25. The Authority’s Constitution requires that the Policy Statement 
is approved by the full Fire Authority and this responsibility cannot be delegated. 
 

1.2 This report also outlines the recommended policy to be adopted in respect of creating 
the Minimum Revenue Provision (MRP) for 2024/25, in line with the statutory 
requirements set out in The Local Authorities (Capital Finance and Accounting) 
(England) (Amendment) Regulations 2008 and 2017. 

  
2. RECOMMENDATIONS 
 
2.1 It is recommended that the Fire Authority approves the Treasury Management Strategy 

Statement for 2024/25 onwards as set out in Appendix 1. 
 
3.  BACKGROUND  
 
3.1 Treasury Management, as defined by the Chartered Institute of Public Finance and 

Accountancy (CIFPA) Code of Practice 2017 is: 
 
‘‘The management of the organisation’s investments and cash-flows, its banking and 
money market and capital market transactions, the effective control of the risks 
associated with those activities and the pursuit of the optimum performance consistent 
with those risks.’’ 

  
3.2 An updated version of the Code was published in December 2017; this strategy 

statement has been prepared in accordance with the requirements of the new Code. 
 
4. TREASURY MANAGEMENT AND PRUDENTIAL INDICATORS 
  
4.1 The Local Government Act 2003 and supporting regulations require Authority to ‘have 

regard to’ the CIPFA Prudential Code and the CIPFA Treasury Management Code of 
Practice to set, on an annual basis, a range of Prudential and Treasury Indicators for 
the next three years to ensure that its capital investment plans are affordable, prudent 
and sustainable. This report details the proposed indicators relating to the Authority’s 
Treasury Management activities, capital expenditure and external debt for 2024/25 for 
Members’ consideration and approval. 
 

  
4.2 The suggested strategy for 2024/25 in respect of the following aspects of the treasury 

management function is based upon the S.151 Officer’s views on interest rates, 
supplemented with leading mark forecasts provided by the Authority’s treasury 
management advisors and support from the treasury management team within Hull 
City Council. The strategy covers: 

 

• limits in force which will limit the treasury risk and activities of the Authority; 

• the Treasury Management and Prudential Indicators; 

• the current treasury position; 

• prospects for interest rates; 

• the borrowing requirement strategy; 

• policy on borrowing in advance of need; 
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• debt rescheduling; 

• the investment strategy; 

• creditworthiness policy; 

• the MRP strategy; 

• policy on use of external service providers 
 
4.3 The 2003 Act, revised Investment Guidance issued 2010 and the updated CIPFA Code 

also require that Members give consideration to the Authority’s Annual Investment 
Strategy, setting out how investments will be managed and the priorities for security 
and liquidity of those investments as well as the Annual Borrowing Strategy; these 
have also been incorporated into this report. 

 
4.4 In addition, it is a statutory requirement under Section 33 of the Local Government 

Finance Act 1992, for the Authority to produce a balanced budget. In particular, Section 
32 requires a local authority to calculate its budget requirement for each financial year 
to include the revenue costs that flow from capital decisions. This therefore means, 
that increases in capital expenditure must be limited to a level whereby increases in 
charges to revenue from: 

 
a. increased interest charges from additional borrowing and; 

 
b. increased running costs from new capital projects 

 
 are limited to a level that is affordable within the projected income of the Authority. 
 
 Resourcing/Financial/Value for Money Implications 
 
4.5 The approach outlined within the report is aimed at achieving effective and efficient 

management of the Authority’s financial resources and reflects a prudent approach to 
the management of financial risk for the Authority. 

 
4.6 The Authority forecasts to have an under-borrowed position in relation to long-term 

borrowing of £1.997m at the end of 2023/24 which will save in the region of £100k in 
interest in each year until the borrowing is taken.  

 
 Risk/ Health and Safety/Legal Implications 
 
4.7 The Authority must comply with the requirements of the CIPFA Code of Practice on 

Treasury Management 2017 and the Local Authorities (Capital Finance and 
Accounting) (England) (Amendment) Regulations 2017. This report ensures such 
compliance. 

 
4.8 The formulation and application of a prudent Treasury Management Policy and MRP 

provision ensures that the Authority effectively manages financial risks such as 
exposure to interest rate changes and liquidity risk whilst minimising borrowing costs 
and maximising investment income. It further ensures that sufficient levels of resource 
are set aside for the repayment of debt. Effective treasury management is key to 
making the best use of the Authority’s financial resources and thus the successful 
delivery of its Strategic Plan. 

 
 Linkages to any Strategic/Corporate Plans/Policies 
 
4.9 Treasury Management is an integral part of the financial management of the Authority 

with Prudential Indicators providing a framework for the Authority to monitor key 
elements of its financial position. Utilising approved Borrowing and Investment 
Strategies, the Executive Director of Finance/S.151 Officer will seek to minimise 
borrowing costs and maximise investment income whilst adopting a prudent approach 
to the Authority’s exposure to market risks, especially given the current economic 
situation. 
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5.  EQUALITY IMPLICATIONS 
 
5.1 There is no requirement to carry out an equality impact analysis as this report does not 

relate to a policy or service delivery change. 
 
6. CONCLUSION 
 
6.1 Members are requested to approve the 2024/25 Treasury Management Strategy 

Statement for 2024/25 onwards. 
 
  

Martyn Ransom 
Executive Director of Finance/S151 Officer 

 
Officer Contact  
 
Martyn Ransom – Executive Director of Finance/S151 Officer 
 mransom@humbersidefire.gov.uk  
    
Background Papers   
 
Medium-Term Resource Strategy 2024/25 to 2028/29 – report to Fire Authority 9 February 
2024 
Treasury Management Mid-year Update Report 2023/24 – Report to Fire Authority 1 
December 2023 
CIPFA Prudential Code (Revised 2011) and November 2012 and 2017 update 
The Local Authorities (Capital Finance and Accounting) (England) (Amendment) Regulations 
2008 and 2017 
 
Abbreviations 

CIPFA Chartered Institute of Public Finance and Accountancy 

MRP Minimum Revenue Provision 
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INTRODUCTION 

Background 

The Authority is required to operate a balanced budget, which broadly means that cash raised 
during the year will meet cash expenditure. Part of the treasury management operation is to ensure 
that this cash flow is adequately planned, with cash being available when it is needed.  Surplus 
monies are invested in low-risk counterparties or instruments commensurate with the Authority’s 
low-risk appetite, providing adequate liquidity initially before considering investment return. 
 
The second main function of the treasury management service is the funding of the Authority’s 
capital plans.  These capital plans provide a guide to the borrowing need of the Authority, 
essentially the longer-term cash flow planning, to ensure that the Authority can meet its capital 
spending obligations. This management of longer-term cash may involve arranging long or short-
term loans or using longer-term cash flow surpluses. On occasion, when it is prudent and 
economic, any debt previously drawn may be restructured to meet a risk or cost objectives.  
 
The contribution the treasury management function makes to the authority is critical, as the balance 
of debt and investment operations ensure liquidity or the ability to meet spending commitments as 
they fall due, either on day-to-day revenue or for larger capital projects.  The treasury operations 
will see a balance of the interest costs of debt and the investment income arising from cash 
deposits affecting the available budget.  Since cash balances generally result from reserves and 
balances, it is paramount to ensure adequate security of the sums invested, as a loss of principal 
will in effect result in a loss to the General Fund Balance. 
 
CIPFA defines treasury management as: 

 
“The management of the local authority’s borrowing, investments and cash flows, including its 
banking, money market and capital market transactions; the effective control of the risks 
associated with those activities; and the pursuit of optimum performance consistent with those 
risks.” 

Reporting requirements 

Capital Strategy 

The CIPFA 2021 Prudential and Treasury Management Codes require all local authorities to 
prepare a capital strategy report which will provide the following:  

• a high-level long-term overview of how capital expenditure, capital financing and 
treasury management activity contribute to the provision of services 

• an overview of how the associated risk is managed 

• the implications for future financial sustainability 
 
The aim of this capital strategy is to ensure that all elected members on the full Authority fully 
understand the overall long-term policy objectives and resulting capital strategy requirements, 
governance procedures and risk appetite. 

Treasury Management Reporting 

The Authority is currently required to receive and approve, as a minimum, three main reports 
each year, which incorporate a variety of policies, estimates and actuals.   
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Prudential and treasury indicators and treasury strategy (this report) - The first and most 
important report is forward looking and covers: 
 

• the capital plans (including prudential indicators); 

• a minimum revenue provision (MRP) policy (how residual capital expenditure is charged to 
revenue over time); 

• the treasury management strategy (how the investments and borrowings are to be 
organised) including treasury indicators; and  

• an investment strategy (the parameters on how investments are to be managed). 

 
A mid-year treasury management report based on period ending 30th September – This 
will update members with the progress of the capital position, amending prudential indicators 
as necessary, and whether any policies require revision.  
 
An annual treasury report – This is a backward-looking document and provides details of a 
selection of actual prudential and treasury indicators and actual treasury operations compared 
to the estimates within the strategy. 
 
Scrutiny 
The above reports are required to be adequately scrutinised before being recommended to 
the Authority.  This role is undertaken by the Governance, Audit and Scrutiny Committee. 
 
Quarterly reports  
In addition to the three major reports detailed above, from 2023/24 quarterly reporting (end of 
June and end of December) is also required. This reporting sits within the Management 
Accounts that is produced and taken to Governance, Audit and Scrutiny Committee as well 
as the Fire Authority. 
 
Treasury Management Strategy for 2024/25 
The strategy for 2024/25 covers two main areas: 
 
Capital issues 

• the capital plans and the prudential indicators; 

• the minimum revenue provision (MRP) policy. 

 

Treasury management issues 
• the current treasury position; 

• treasury indicators which limit the treasury risk and activities of the Authority; 

• prospects for interest rates; 

• the borrowing strategy; 

• policy on borrowing in advance of need; 

• debt rescheduling; 

• the investment strategy; 

• creditworthiness policy; and 

• the policy on use of external service providers. 

 

These elements cover the requirements of the Local Government Act 2003, DLUHC Investment 
Guidance, DLUHC MRP Guidance, the CIPFA Prudential Code and the CIPFA Treasury 
Management Code. 

 

The CIPFA Code requires the responsible officer to ensure that Members with responsibility for 
treasury management receive adequate training in treasury management.  This especially applies 
to Members responsible for scrutiny.  Training will be arranged as required.    
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Treasury management consultants 

The Authority uses Link Group, Treasury solutions as its external treasury management advisors. 
 
The Authority recognises that responsibility for treasury management decisions always remains 
with the Authority and will ensure that undue reliance is not placed upon the services of our external 
service providers. All decisions will be undertaken with regards to all available information, 
including, but not solely, our treasury advisers. 
 
It also recognises that there is value in employing external providers of treasury management 
services in order to acquire access to specialist skills and resources. The Authority will ensure that 
the terms of their appointment and the methods by which their value will be assessed are properly 
agreed and documented and subjected to regular review.  
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THE CAPITAL PRUDENTIAL INDICATORS 2024/25 – 2027/28 

The Authority’s capital expenditure plans are the key driver of treasury management activity. 
The output of the capital expenditure plans is reflected in the prudential indicators, which are 
designed to assist Members’ overview and confirm capital expenditure plans. 
 
Capital expenditure – Indicator 1 
 
This prudential indicator is a summary of the Authority’s capital expenditure plans, both those 
agreed previously, and those forming part of this budget cycle.  Members are asked to 
approve the capital expenditure forecasts: 
 

Capital expenditure 
£m 

2023/24 
Estimate 

2024/25 
Estimate 

2025/26 
Estimate 

2026/27 
Estimate 

2027/28 
Estimate 

Total 1.997 9.136 4.050 3.990 4.440 

Other long-term liabilities - The above financing need excludes other long-term liabilities, such 
as PFI and leasing arrangements, which already include borrowing instruments. 

The table below summarises the above capital expenditure plans and how these plans are 
being financed by capital or revenue resources. Any shortfall of resources results in a funding 
borrowing need.    

Financing of capital 
expenditure £m 

2023/24 
Estimate 

2024/25 
Estimate 

2025/26 
Estimate 

2026/27 
Estimate 

2027/28 
Estimate 

Capital receipts - - - - - 

Capital grants - - - - - 

Capital reserves - - - - - 

Revenue 0.837 2.569 1.200 1.200 1.200 

Net financing need 
for the year 

1.160 6.567 2.850 2.790 3.240 

 

The Authority’s borrowing need (the Capital Financing Requirement) – Indicator 2 

The second prudential indicator is the Authority’s Capital Financing Requirement (CFR).  The 
CFR is simply the total historic outstanding capital expenditure which has not yet been paid 
for from either revenue or capital resources. It is essentially a measure of the Authority’s 
indebtedness and so its underlying borrowing need.  Any capital expenditure above, which 
has not immediately been paid for, will increase the CFR.   
 
The CFR does not increase indefinitely, as the minimum revenue provision (MRP) is a 
statutory annual revenue charge which broadly reduces the indebtedness in line with each 
asset’s life, and so charges the economic consumption of capital assets as they are used. 
 
The CFR includes any other long-term liabilities (e.g., PFI schemes, finance leases). Whilst 
these increase the CFR, and therefore the Authority’s borrowing requirement, these types of 
schemes include a borrowing facility by the PFI, PPP lease provider and so the Authority is 
not required to separately borrow for these schemes. The Authority had £1.013m of such 
schemes within the CFR as at 31st March 2023. 
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The Authority is asked to approve the CFR projections below: 
 

£m 2023/24 
Estimate 

2024/25 
Estimate 

2025/26 
Estimate 

2026/27 
Estimate 

2027/28 
Estimate 

Capital Financing Requirement 

Underlying CFR 18.666 24.289 25.844 27.171 28.781 

Other LT Liabilities* 0.996 0.977 0.956 0.933 0.907 

Total CFR 19.662 25.266 26.800 28.104 29.688 

CFR as a % of BR 37.72% 43.50% 45.59% 46.99% 48.76% 

Movement in CFR 0.250 5.604 1.534 1.304 1.584 

      

Movement in CFR represented by 

Net financing need 
for the year (above) 

1.160 6.567 2.850 2.790 3.240 

Less MRP/VRP and 
other financing 
movements 

(0.910) (0.963) (1.316) (1.486) (1.656) 

Movement in CFR 0.250 5.604 1.534 1.304 1.584 

 
This table shows CFR increasing to circa 50% of our Budget Requirement (BR). 
 
*IFRS16 Leases comes into effect from 2024/25. The impact of this is yet to be established 
and will be reviewed throughout the year. 
 
The Authority’s Liability Benchmark – Indicator 3  

A third and new prudential indicator for 2024/25 is the Liability Benchmark (LB).  The Authority is 
required to estimate and measure the LB for the forthcoming financial year and the following two 
financial years, as a minimum.  
 
There are four components to the LB: - 
 

• Existing loan debt outstanding: the Authority’s existing loans that are still 
outstanding in future years.   

• Loans CFR: this is calculated in accordance with the loans CFR definition in the 
Prudential Code and projected into the future based on approved prudential 
borrowing and planned MRP.  

• Net loans requirement: this will show the Authority’s gross loan debt less treasury 
management investments at the last financial year-end, projected into the future and 
based on its approved prudential borrowing, planned MRP and any other major cash 
flows forecast.  

• Liability benchmark (or gross loans requirement): this equals net loans requirement 
plus short-term liquidity allowance.  

 

The graph below shows that the Authority is currently slightly internally borrowed and this will 
increase over the next few years.  The Authority will actively monitor interest rates and determine 
the most advantageous time to take actual long-term borrowing.  Short-term borrowing may be 
used until borrowing rates become more attractive. 
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Core funds and expected investment balances – Indicator 4 
 

The application of resources (capital receipts, reserves etc.) to either finance capital 
expenditure or other budget decisions to support the revenue budget will have an ongoing 
impact on investments unless resources are supplemented each year from new sources 
(asset sales etc.).  Detailed below are estimates of the year-end balances for each resource 
and anticipated day-to-day cash flow balances. 
 

 Year End Resources 
£m 

2023/24 
Estimate 

2024/25 
Estimate 

2025/26 
Estimate 

2026/27 
Estimate 

2027/28 
Estimate 

Fund balances / 
reserves 

14.379 13.895 10.994 9.947 8.817 

Capital receipts 0.030 0.030 0.030 0.030 0.030 

Total core funds 14.409 13.925 11.024 9.977 8.847 

Working capital* (2.500) (2.500) (2.500) (2.500) (2.500) 

(Under)/over borrowing (1.997) (7.461) (9.044) (10.571) (12.381) 

Expected investments 9.912 3.964 (0.320) (2.694) (5.434) 
 

*Working capital balances shown are estimated year-end; these may be higher mid-year  
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TREASURY MANAGEMENT PRUDENTIAL INDICATORS 
2024/25 – 2027/28  
 
The capital expenditure plans set out in this section provide details of the service activity of the 
Authority. The treasury management function ensures that the Authority’s cash is organised in 
accordance with the relevant professional codes, so that sufficient cash is available to meet this 
service activity and the Authority’s capital strategy. This will involve both the organisation of the 
cash flow and, where capital plans require, the organisation of appropriate borrowing facilities. The 
strategy covers the relevant treasury / prudential indicators, the current and projected debt 
positions, and the annual investment strategy. 
 
Current portfolio position 
 
The Authority’s estimated treasury portfolio position at 31 March 2024, with forward projections are 
summarised below. The table shows the actual external debt (the treasury management 
operations), against the underlying capital borrowing need (the Capital Financing Requirement - 
CFR), highlighting any over or under borrowing.  
 

£m 2023/24 
Estimate 

2024/25 
Estimate 

2025/26 
Estimate 

2026/27 
Estimate 

2027/28 
Estimate 

External Debt 

Debt at 1 April  18.169 16.669 16.828 17.000 17.000 

Expected change in 
Debt 

(1.500) 0.159 0.172 - - 

Other long-term 
liabilities (OLTL) 

1.013 0.996 0.977 0.956 0.933 

Expected change in 
OLTL 

(0.017) (0.019) (0.021) (0.023) (0.026) 

Actual gross debt at 
31 March  

17.665 17.805 17.956 17.933 17.907 

The Capital Financing 
Requirement 

19.662 25.266 26.800 28.104 29.688 

Under / (over) 
borrowing 

1.997 7.461 8.844 10.171 11.781 

 

Within the range of prudential indicators there are several key indicators to ensure that the 
Authority operates its activities within well-defined limits.  One of these is that the Authority 
needs to ensure that its gross debt does not, except in the short term, exceed the total of the CFR 
in the preceding year plus the estimates of any additional CFR for 2024/25 and the following two 
financial years.  This allows some flexibility for limited early borrowing for future years but ensures 
that borrowing is not undertaken for revenue or speculative purposes.       

    
The Executive Director of Finance & S.151 Officer reports that the Authority complied with this 
prudential indicator in the current year and does not envisage difficulties for the future.  This 
view considers current commitments, existing plans, and the proposals in this budget report.   
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Treasury Indicators: limits to borrowing activity 
 
The operational boundary – Indicator 5 
 
This is the limit beyond which external debt is not normally expected to exceed.  In most 
cases, this would be a similar figure to the CFR, but may be lower or higher depending on the 
levels of actual debt and the ability to fund under-borrowing by other cash resources. 
 

Operational boundary £m 2024/25 
Estimate 

2025/26 
Estimate 

2026/27 
Estimate 

2027/28 
Estimate 

Debt 31.500 31.500 31.500 31.500 

Other long-term liabilities 3.500 3.500 3.500 3.500 

Total 35.000 35.000 35.000 35.000 

 

The authorised limit for external debt – Indicator 6 
 
This is a key prudential indicator and represents a control on the maximum level of borrowing. 
This represents a limit beyond which external debt is prohibited, and this limit needs to be set 
or revised by the Authority.  It reflects the level of external debt which, while not desired, could 
be afforded in the short term, but is not sustainable in the longer term.   
 

• This is the statutory limit determined under section 3 (1) of the Local Government Act 2003. 
The Government retains an option to control either the total of all authorities’ plans, or those 
of a specific authority, although this power has not yet been exercised. 

 

• The Authority is asked to approve the following authorised limit: 

 
Authorised limit £m 2024/25 

Estimate 
2025/26 
Estimate 

2026/27 
Estimate 

2027/28 
Estimate 

Debt 36.500 36.500 36.500 36.500 

Other long-term liabilities 3.500 3.500 3.500 3.500 

Total 40.000 40.000 40.000 40.000 

 
 

Prospects for interest rates 
 
The Authority has appointed Link Group as its treasury advisor and part of their service is to 
assist the Authority to formulate a view on interest rates. Link provided the following forecasts 
on 8 January 2024.  These are forecasts for certainty rates, gilt yields plus 80 bps. 
 
 

 
 
Additional notes by Link on this forecast table: - 

• Our central forecast for interest rates was previously updated on 7 November and 
reflected a view that the MPC would be keen to further demonstrate its anti-inflation 
credentials by keeping Bank Rate at 5.25% until at least H2 2024.  We expect rate 
cuts to start when both the CPI inflation and wage/employment data are supportive of 
such a move, and when there is a likelihood of the overall economy enduring at least 

Link Group Interest Rate View 08.01.24

Mar-24 Jun-24 Sep-24 Dec-24 Mar-25 Jun-25 Sep-25 Dec-25 Mar-26 Jun-26 Sep-26 Dec-26 Mar-27

BANK RATE 5.25 5.25 4.75 4.25 3.75 3.25 3.00 3.00 3.00 3.00 3.00 3.00 3.00

  3 month ave earnings 5.30 5.30 4.80 4.30 3.80 3.30 3.00 3.00 3.00 3.00 3.00 3.00 3.00

  6 month ave earnings 5.20 5.10 4.60 4.10 3.70 3.30 3.10 3.10 3.10 3.10 3.10 3.10 3.10

12 month ave earnings 5.00 4.90 4.40 3.90 3.60 3.20 3.10 3.10 3.10 3.10 3.10 3.20 3.20

5 yr   PWLB 4.50 4.40 4.30 4.20 4.10 4.00 3.80 3.70 3.60 3.60 3.50 3.50 3.50

10 yr PWLB 4.70 4.50 4.40 4.30 4.20 4.10 4.00 3.90 3.80 3.70 3.70 3.70 3.70

25 yr PWLB 5.20 5.10 4.90 4.80 4.60 4.40 4.30 4.20 4.20 4.10 4.10 4.10 4.10

50 yr PWLB 5.00 4.90 4.70 4.60 4.40 4.20 4.10 4.00 4.00 3.90 3.90 3.90 3.90
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a slowdown or mild recession over the coming months (although most recent GDP 
releases have surprised with their on-going robustness).  

• Naturally, timing on this matter will remain one of fine judgment: cut too soon, and 
inflationary pressures may well build up further; cut too late and any downturn or 
recession may be prolonged.   

• In the upcoming months, our forecasts will be guided not only by economic data 
releases and clarifications from the MPC over its monetary policies and the 
Government over its fiscal policies, but also international factors such as policy 
development in the US and Europe, the provision of fresh support packages to support 
the faltering recovery in China as well as the on-going conflict between Russia and 
Ukraine, and Gaza and Israel.  

 

PWLB RATES 

• The short and medium part of the gilt curve has rallied since the start of November as 
markets price in a quicker reduction in Bank Rate through 2024 and 2025 than held 
sway back then.  This reflects market confidence in inflation falling back in a similar 
manner to that already seen in the US and the Euro-zone.  At the time of writing there 
is c70 basis points difference between the 5 and 50 year parts of the curve.  

 
The balance of risks to the UK economy: - 

• The overall balance of risks to economic growth in the UK is even. 
  
Downside risks to current forecasts for UK gilt yields and PWLB rates include: - 

 

• Labour and supply shortages prove more enduring and disruptive and depress 
economic activity (accepting that in the near-term this is also an upside risk to inflation and, 
thus, could keep gilt yields high for longer). 

 

• The Bank of England has increased Bank Rate too fast and too far over recent months, 
and subsequently brings about a deeper and longer UK recession than we currently 
anticipate.  
 

• Geopolitical risks, for example in Ukraine/Russia, the Middle East, 
China/Taiwan/US, Iran and North Korea, which could lead to increasing safe-haven 
flows.   

 
 

Upside risks to current forecasts for UK gilt yields and PWLB rates: - 
  

• Despite the tightening in Bank Rate to 5.25%, the Bank of England allows inflationary 
pressures to remain elevated for a long period within the UK economy, which then 
necessitates Bank Rate staying higher for longer than we currently project. 
 

• The pound weakens because of a lack of confidence in the UK Government’s pre-election 
fiscal policies, which may prove inflationary, resulting in investors pricing in a risk premium 
for holding UK sovereign debt. 
 

• Projected gilt issuance, inclusive of natural maturities and QT, could be too much for 
the markets to comfortably digest without higher yields compensating. 

 

Borrowing advice: Our long-term (beyond 10 years) forecast for Bank Rate remains at 3% 
and reflects Capital Economics’ research that suggests AI and general improvements in 
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productivity will be supportive of a higher neutral interest rate.  As all PWLB certainty rates 
are currently significantly above this level, borrowing strategies will need to be reviewed in 
that context.  Overall, better value can be obtained at the shorter end of the curve and short-
dated fixed LA to LA monies should be considered. Temporary borrowing rates will remain 
elevated for some time to come but may prove the best option whilst the market continues to 
factor in Bank Rate reductions for 2024 and later. 

 
Our suggested budgeted earnings rates for investments up to about three months’ duration in each 
financial year set out below. 
  

Average earnings in each year Now Previously 

2023/24 (residual) 5.30% 5.30% 

2024/25 4.55% 4.70% 

2025/26            3.10% 3.20% 

2026/27 3.00% 3.00% 

2027/28 3.25% 3.25% 

2028/29 3.25% 3.25% 

Years 6 to 10 3.25% 3.25% 

Years 10+ 3.25% 3.25% 

 
 
As there are so many variables at this time, caution must be exercised in respect of all interest rate 
forecasts.   
Our interest rate forecast for Bank Rate is in steps of 25 bps, whereas PWLB forecasts have been 
rounded to the nearest 10 bps and are central forecasts within bands of + / - 25 bps. Naturally, we 
continue to monitor events and will update our forecasts as and when appropriate. 

Borrowing strategy  

The Authority is currently maintaining an under-borrowed position.  This means that the capital 
borrowing need (the Capital Financing Requirement), has not been fully funded with loan debt as 
cash supporting the Authority’s reserves, balances and cash flow has been used as a temporary 
measure. This strategy is prudent as investment returns are low and counterparty risk is still an 
issue that needs to be considered. 

Against this background and the risks within the economic forecast, caution will be adopted with 
the 2024/25 treasury operations. The Executive Director of Finance & S.151 Officer will monitor 
interest rates in financial markets and adopt a pragmatic approach to changing circumstances: 

 

• if it was felt that there was a significant risk of a sharp FALL in long and short term 
rates, (e.g. due to a marked increase of risks around relapse into recession or of risks 
of deflation), then long term borrowings will be postponed, and potential rescheduling 
from fixed rate funding into short term borrowing will be considered. 

 

• if it was felt that there was a significant risk of a much sharper RISE in borrowing rates 
than that currently forecast, perhaps arising from an acceleration in the rate of increase 
in central rates in the USA and UK, an increase in world economic activity, or a sudden 
increase in inflation risks, then the portfolio position will be re-appraised. Most likely, 
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fixed rate funding will be drawn whilst interest rates are lower than they are projected 
to be in the next few years. 

 
Any decisions will be reported to the Authority at the next available opportunity. 
 
Policy on borrowing in advance of need  
 
The Authority will not borrow more than or in advance of its needs purely in order to profit from the 
investment of the extra sums borrowed. Any decision to borrow in advance will be within forward 
approved Capital Financing Requirement estimates and will be considered carefully to ensure that 
value for money can be demonstrated and that the Authority can ensure the security of such funds.  
 
Risks associated with any borrowing in advance activity will be subject to prior appraisal and 
subsequent reporting through the mid-year or annual reporting mechanism.  
 
Debt rescheduling 
 
Rescheduling of current borrowing in our debt portfolio may be considered whilst premature 
redemption rates remain elevated but only if there is surplus cash available to facilitate any 
repayment or rebalancing of the portfolio to provide more certainty is considered appropriate. 
  
All rescheduling will be reported to the Authority, at the earliest meeting following its action. 
 
New financial institutions as a source of borrowing and / or types of borrowing 
 
Currently the PWLB Certainty Rate is set at gilts + 80 basis points for both HRA and non-HRA 
borrowing.  However, consideration may still need to be given to sourcing funding from the 
following sources for the following reasons: 
 

• Local authorities (primarily shorter dated maturities out to 3 years or so – still cheaper 
than the Certainty Rate). 

• Financial institutions (primarily insurance companies and pension funds but also some 
banks, out of forward dates where the objective is to avoid a “cost of carry” or to 
achieve refinancing certainty over the next few years). 

Our advisors will keep us informed as to the relative merits of each of these alternative funding 
sources. 
 
Approved Sources of Long and Short-Term Borrowing 
 
On Balance Sheet Fixed Variable 
   

PWLB • • 

Municipal bond agency  • • 

Local authorities • • 

Banks • • 

Pension funds • • 

Insurance companies • • 

UK Infrastructure Bank • • 

 

Market (long-term) • • 

Market (temporary) • • 

Market (LOBOs) • • 

Stock issues • • 

 

Local temporary • • 
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Local Bonds • 

Local authority bills                                                                    • • 

Overdraft  • 

Negotiable Bonds • • 

 

Internal (capital receipts & revenue balances) • • 

Commercial Paper • 

Medium Term Notes •  

Finance leases • • 
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ANNUAL INVESTMENT STRATEGY 
 
Investment policy – management of risk 
 
The Department of Levelling Up, Housing and Communities (DLUHC) and CIPFA have extended 
the meaning of ‘investments’ to include both financial and non-financial investments.  This report 
deals solely with treasury (financial) investments, (as managed by the treasury management 
team).  Non-financial investments, essentially the purchase of income yielding assets and service 
investments, are covered in the Capital Strategy, (a separate report). 
 
The Authority’s investment policy has regard to the following: - 

a) DLUHC’s Guidance on Local Government Investments (“the Guidance”) 
b) CIPFA Treasury Management in Public Services Code of Practice and 

Cross Sectoral Guidance Notes 2021 (“the Code”)  
c) CIPFA Treasury Management Guidance Notes 2021  

  
The Authority’s investment priorities will be security first, portfolio liquidity second and then yield, 
(return). 
  
The above guidance from the DLUHC and CIPFA place a high priority on the management of risk. 
This authority has adopted a prudent approach to managing risk and defines its risk appetite by 
the following means: - 
 

• Minimum acceptable credit criteria are applied in order to generate a list of highly 
creditworthy counterparties.  This also enables diversification and thus avoidance of 
concentration risk. The key ratings used to monitor counterparties are the short term 
and long-term ratings.   
 

• Other information: ratings will not be the sole determinant of the quality of an 
institution; it is important to continually assess and monitor the financial sector on both 
a micro and macro basis and in relation to the economic and political environments in 
which institutions operate. The assessment will also take account of information that 
reflects the opinion of the markets. To achieve this consideration the Authority will 
engage with its advisors to maintain a monitor on market pricing such as “credit 
default swaps” and overlay that information on top of the credit ratings.  
 

• Other information sources used will include the financial press, share price and other 
such information pertaining to the banking sector in order to establish the most robust 
scrutiny process on the suitability of potential investment counterparties. 
 

• This authority has defined the list of types of investment instruments that the 
treasury management team are authorised to use. There are two lists in appendix 4 
under the categories of ‘specified’ and ‘non-specified’ investments.  
 

a. Specified investments are those with a high level of credit quality and 
subject to a maturity limit of one year. 

b. Non-specified investments are those with less high credit quality, may be 
for periods in excess of one year, and/or are more complex instruments 
which require greater consideration by members and officers before being 
authorised for use. 

 

• Non-specified investments limit. The Authority has determined that it will limit the 
maximum total exposure to non-specified investments as being 10% of the total 
investment portfolio. 
 

51



 

 

15 

• Lending limits, (amounts and maturity), for each counterparty will be set through 
applying the matrix table in the creditworthiness policy. 
  

• Transaction limits are set for each type of investment in the creditworthiness policy. 
 

• This authority will set a limit for its investments which are invested for longer than 365 
days.   
 

• Investments will only be placed with counterparties from countries with a specified 
minimum sovereign rating. 
 

• This authority has engaged external consultants, to provide expert advice on how to 
optimise an appropriate balance of security, liquidity and yield, given the risk appetite 
of this authority in the context of the expected level of cash balances and need for 
liquidity throughout the year. 
 

• All investments will be denominated in sterling. 
 

• As a result of the change in accounting standards for 2023/24 under IFRS 9, this 
Authority will consider the implications of investment instruments which could result in 
an adverse movement in the value of the amount invested and resultant charges at 
the end of the year to the General Fund. (In November 2018, the MHCLG, concluded 
a consultation for a temporary override to allow English local authorities time to adjust 
their portfolio of all pooled investments by announcing a statutory override to delay 
implementation of IFRS 9 for five years ending 31.3.23. More recently, a further 
extension to the over-ride to 31.3.25 has been agreed by Government). 

 

Creditworthiness policy  
 
The primary principle governing the Authority’s investment criteria is the security of its 
investments, although the yield or return on the investment is also a key consideration.  After 
this main principle, the Authority will ensure that: 
 

• It maintains a policy covering both the categories of investment types it will invest in, 
criteria for choosing investment counterparties with adequate security, and monitoring 
their security. This is set out in the specified and non-specified investment sections 
below; and 
 

• It has sufficient liquidity in its investments. For this purpose, it will set out procedures 
for determining the maximum periods for which funds may prudently be committed. 
These procedures also apply to the Authority’s prudential indicators covering the 
maximum principal sums invested.   
 

The Executive Director of Finance/S.151 Officer will maintain a counterparty list in compliance 
with the following criteria and will revise the criteria and submit them to Authority for approval 
as necessary. These criteria are separate to that which determines which types of investment 
instrument are either specified or non-specified as it provides an overall pool of counterparties 
considered high quality which the Authority may use, rather than defining what types of 
investment instruments are to be used.   
 
Credit rating information is supplied by Link Group, our treasury advisors, on all active 
counterparties that comply with the criteria below. Any counterparty failing to meet the criteria 
would be omitted from the counterparty (dealing) list.  Any rating changes, rating Watches 
(notification of a likely change), rating Outlooks (notification of the longer-term bias outside 
the central rating view) are provided to officers almost immediately after they occur, and this 
information is considered before dealing. For instance, a negative rating Watch applying to 
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counterparty at the minimum Authority criteria will be suspended from use, with all others 
being reviewed in light of market conditions.  
 
The criteria for providing a pool of high-quality investment counterparties (both specified and 
non-specified investments) is: 
 

• Banks 1 - good credit quality – the Authority will only use banks which: 

a) are UK banks; and/or 
b) are non-UK and domiciled in a country which has a minimum sovereign Long Term 

rating of AA-  

and have, as a minimum, the following Fitch, Moody’s and Standard & Poor’s 
credit ratings (where rated): 

a) Short Term – F1; 

• Banks 2 – Part nationalised UK bank – Royal Bank of Scotland. This bank can be 
included provided it continues to be part nationalised or it meets the ratings in Banks 1 
above;  

• Building societies - The Authority will use all societies which: 

a) Meet the ratings for banks outlined above; 

• Money Market Funds – £1m limit (each).  Subject to £3m maximum; 

• Local authorities, Police and Fire and Crime Commissioners - £2m limit (each); 

• Debt Management Office (DMO) - £no limit. 
 

Use of additional information other than credit ratings. Additional requirements under the 
Code require the Authority to supplement credit rating information.  Whilst the above criteria 
rely primarily on the application of credit ratings to provide a pool of appropriate counterparties 
for officers to use, additional operational market information will be applied before making any 
specific investment decision from the agreed pool of counterparties. This additional market 
information (for example Credit Default Swaps, negative rating Watches/Outlooks) will be 
applied to compare the relative security of differing investment opportunities. 
 
Time and monetary limits applying to investments. The time and monetary limits for 
institutions on the Authority’s counterparty list are as follows (these will cover both specified 
and non-specified investments): 

  Fitch Long-term 
Rating 

(or equivalent) 

Money  

Limit 

Transaction   

Limit 

Time  

Limit 

Individual Banks 1&2 higher 
quality 

F1+ £3m  £3m 364 days 

Individual Banks 1&2 medium 
Quality 

F1 £2m  £2m 364 days 

Individual UK Building societies F1+ £3m  £3m 364 days 

Individual UK Building societies F1 £2m £2m 364 days 

Local authorities/Police, Fire and 
Crime Commissioners 

 £2m  £2m 364 days 

Money Market Funds  AAA £1m (each) £1m (each) liquid 
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The proposed criteria for specified and non-specified investments are shown in the 
appendices for approval.  
 
Country and sector limits 
 
Due care will be taken to consider the country, group and sector exposure of the Authority’s 
investments.   
 
The Authority has determined that it will only use approved counterparties from countries with a 
minimum sovereign credit rating of AA- from Fitch. The list of countries that qualify using this credit 
criteria as at the date of this report are shown in the appendices.  This list will be added to, or 
deducted from, by officers should ratings change in accordance with this policy. 
In addition: 

1. limits in place above will apply to a group of companies; 

2. sector limits will be monitored regularly for appropriateness. 

Investment strategy 
 
In-house funds. Investments will be made with reference to the core balance and cash flow 
requirements and the outlook for short-term interest rates (i.e. rates for investments up to 12 
months).    
 
Investment returns expectations.  
The current forecasts are for the Bank Rate to have peaked at 5.25%. 
 
The suggested budgeted investment earnings rates for returns on investments placed for periods 
up to about three months during each financial year are as follows: 
 

Average earnings in each year  

2023/24 (residual) 5.30% 

2024/25 4.55% 

2025/26              3.10% 

2026/27 3.00% 

2027/28 3.25% 

Years 6 to 10 3.25% 

Years 10+ 3.25% 

 

As there are so many variables at this time, caution must be exercised in respect of all interest rate 
forecasts.   
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Investment treasury indicator and limit - total principal funds invested for greater than 365 days. 
These limits are set with regard to the Authority’s liquidity requirements and to reduce the need for 
early sale of an investment and are based on the availability of funds after each year-end. 

 
The Authority is asked to approve the following treasury indicator and limit:  
 

Upper limit for principal sums invested for longer than 365 days is £nil 

£m 2024/25 2025/26 2026/27 

Principal sums invested for 
longer than 365 days 

£m £m £m 

Current investments as at 
31.03.23 in excess of 1 year 
maturing in each year 

 
Nil 

 

 
Nil 

 
Nil 

 
Investment risk benchmarking 
 
This Authority will use an investment benchmark to assess the investment performance of its 
investment portfolio of SONIA (Sterling Overnight Index Average). 
 
End of year investment report 
 
At the end of the financial year, the Authority will report on its investment activity as part of its Annual 
Treasury Report.  
 
Day to day Treasury Management 
 
Kingston Upon Hull City Council manage the Authority’s treasury management functions under the 
terms of a service level agreement in accordance with the approved Annual Treasury Management 
Strategy. 
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THE CAPITAL PRUDENTIAL AND TREASURY INDICATORS 2024/25 – 2027/28 AND 
MRP STATEMENT 
 
The Authority’s capital expenditure plans are the key driver of treasury management activity. 
The output of the capital expenditure plans is reflected in the prudential indicators, which are 
designed to assist Members’ overview and confirm capital expenditure plans. 
 
Capital expenditure 
 

Capital expenditure 
£m 

2023/24 
Estimate 

2024/25 
Estimate 

2025/26 
Estimate 

2026/27 
Estimate 

2027/28 
Estimate 

Total 1.997 9.136 4.050 3.990 4.440 

 
Minimum revenue provision (MRP) policy statement 
 
The Authority is required to pay off an element of the accumulated General Fund capital spend 
each year (the CFR) through a revenue charge (the minimum revenue provision - MRP), 
although it is also allowed to undertake additional voluntary payments if required (voluntary 
revenue provision - VRP).   
 
DLUHC regulations have been issued which require the Authority to approve an MRP 
Statement in advance of each year. A variety of options are provided to authorities, so long 
as there is a prudent provision.  The Authority is recommended to approve the following MRP 
Statement: 
 
For capital expenditure incurred before 1 April 2008 or which in the future will be Supported 
Capital Expenditure, the MRP policy will be: 
 

• Existing practice - MRP will follow the existing practice outlined in former DLUHC 
regulations (option 1); 
 

• Based on CFR – MRP will be based on the CFR (option 2). 
 

These options provide for an approximate 4% reduction in the borrowing need (CFR) each 
year. 
 
From 1 April 2008 for all unsupported borrowing (including PFI and finance leases) the MRP 
policy will be: 
 

• Asset life method – MRP will be based on the estimated life of the assets, in 
accordance with the regulations (this option must be applied for any expenditure 
capitalised under a Capitalisation Direction). There are 2 options available under 
this method which are as follows: 

i. Equal Instalment Method (option 3a) 
ii. Annuity Method (option 3b) 

 

• Depreciation method – MRP will follow standard depreciation accounting 
procedures (option 4). 
 

These options provide for a reduction in the borrowing need over approximately the asset’s 
life.  
 
As a result of guidance that was recently issued a review was undertaken during 2020/21 to move 
to the annuity method (option 3b). 
 
Repayments included in annual PFI or finance leases are applied as MRP.  
The Authority has historically made Voluntary Revenue Provisions (VRP) of £772k. 

Appendix 1 
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Affordability prudential indicators 
 
The previous sections cover the overall capital and control of borrowing prudential indicators, 
but within this framework prudential indicators are required to assess the affordability of the 
capital investment plans.   These provide an indication of the impact of the capital investment 
plans on the Authority’s overall finances.  The Authority is asked to approve the following 
indicators: 
 
Ratio of financing costs to net revenue stream – Indicator 7 
This indicator identifies the trend in the cost of capital (borrowing and other long-term 
obligation costs net of investment income) against the net revenue stream. 
 

% 2023/24 
Estimate 

2024/25 
Estimate 

2025/26 
Estimate 

2026/27 
Estimate 

2027/28 
Estimate 

Ratios  1.65% 2.28% 2.99% 3.22% 3.54% 

 
The estimates of financing costs include current commitments and the proposals in this 
budget report. 
 
Maturity structure of borrowing 
Maturity structure of borrowing. These gross limits are set to reduce the Authority’s exposure 
to large fixed rate sums falling due for refinancing and are required for upper and lower limits.   
 
The Authority is asked to approve the following treasury indicators and limits: 
 

Maturity structure of fixed interest rate borrowing 2024/25 – Indicator 8 

 Lower Upper 

Under 12 months 0 15% 

12 months to 2 years 0 15% 

2 years to 5 years 0 30% 

5 years to 10 years 0 60% 

10 years and above  0 80% 
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Appendix 2 - Interest rate forecasts 

 

PWLB forecasts are based on PWLB certainty rates 

  

Link Group Interest Rate View 08.01.24

Mar-24 Jun-24 Sep-24 Dec-24 Mar-25 Jun-25 Sep-25 Dec-25 Mar-26 Jun-26 Sep-26 Dec-26 Mar-27

BANK RATE 5.25 5.25 4.75 4.25 3.75 3.25 3.00 3.00 3.00 3.00 3.00 3.00 3.00

  3 month ave earnings 5.30 5.30 4.80 4.30 3.80 3.30 3.00 3.00 3.00 3.00 3.00 3.00 3.00

  6 month ave earnings 5.20 5.10 4.60 4.10 3.70 3.30 3.10 3.10 3.10 3.10 3.10 3.10 3.10

12 month ave earnings 5.00 4.90 4.40 3.90 3.60 3.20 3.10 3.10 3.10 3.10 3.10 3.20 3.20

5 yr   PWLB 4.50 4.40 4.30 4.20 4.10 4.00 3.80 3.70 3.60 3.60 3.50 3.50 3.50

10 yr PWLB 4.70 4.50 4.40 4.30 4.20 4.10 4.00 3.90 3.80 3.70 3.70 3.70 3.70

25 yr PWLB 5.20 5.10 4.90 4.80 4.60 4.40 4.30 4.20 4.20 4.10 4.10 4.10 4.10

50 yr PWLB 5.00 4.90 4.70 4.60 4.40 4.20 4.10 4.00 4.00 3.90 3.90 3.90 3.90
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Appendix 3 – Economic Background 

• The third quarter of 2023/24 saw:  

- A 0.3% m/m decline in real GDP in October, potentially partly due to unseasonably 

wet weather, but also due to the ongoing drag from higher interest rates.  Growth for 

the second quarter, ending 30th September, was revised downwards to -0.1% and 

growth on an annual basis was also revised downwards, to 0.3%;  

- A sharp fall in wage growth, with the headline 3myy rate declining from 8.0% in 

September to 7.2% in October, although the ONS “experimental” rate of 

unemployment has remained low at 4.2%; 

- CPI inflation continuing on its downward trajectory, from 8.7% in April to 4.6% in 

October, then again to 3.9% in November; 

- Core CPI inflation decreasing from April and May’s 31 years’ high of 7.1% to 5.1% in 

November, the lowest rate since January 2022; 

- The Bank of England holding Bank Rate at 5.25% in November and December; 

- A steady fall in 10-year gilt yields as investors revised their interest rate expectations 

lower. 

• The revision of GDP data in Q2 to a 0.1% q/q fall may mean the mildest of mild recessions 

has begun. Indeed, real GDP in October fell 0.3% m/m which does suggest that the 

economy may stagnate again in Q3. The weakness in October may partly be due to the 

unseasonably wet weather. That said, as the weakness was broad based it may also be 

the case that the ongoing drag from higher interest rates is more than offsetting any boost 

from the rise in real wages. 

• However, the rise in the flash composite activity Purchasing Managers Index, from 50.7 

in November to 51.7 in December, did increase the chances of the economy avoiding a 

contraction in Q3. The improvement was entirely driven by the increase in the services 

activity balance from 50.9 to 52.7. (Scores above 50 point to expansion in the economy, 

although only tepid in this instance.)  The press release noted that this was primarily 

driven by a revival in consumer demand in the technological and financial services 

sectors. This chimes with the further improvement in the GfK measure of consumer 

confidence in December, from -24 to -22. The services PMI is now consistent with non-

retail services output growing by 0.5% q/q in Q3, but this is in stark contrast to the 

manufacturing sector where the output balance slumped from 49.2 to 45.9 and, at face 

value, the output balance is consistent with a 1.5% q/q fall in manufacturing output in Q3. 

• The 0.3% m/m fall in retail sales volumes in October means that after contracting by 1.0% 

q/q (which was downwardly revised from -0.8% q/q) in Q2, retail activity remained weak 

at the start of Q3. That suggests higher interest rates are taking a bigger toll on real 

consumer spending.  

• Higher interest rates have filtered through the financial channels and weakened the 

housing market but, overall, it remains surprisingly resilient with the Halifax house price 

index recently pointing to a 1.7% year on year increase whilst Nationwide’s December 

data pointed to a -1.8% year on year decrease.  However, the full weakness in real 

consumer spending and real business investment has yet to come as currently it is 

estimated that around two thirds to a half of the impact of higher interest rates on 

household interest payments has yet to be felt.  
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• Overall, we expect real GDP growth to remain subdued throughout 2024 as the drag from 

higher interest rates is protracted but a fading of the cost-of-living crisis and interest rate 

cuts in the second half of 2024 will support a recovery in GDP growth in 2025. 

• The labour market remains tight by historical standards, but the sharp fall in wage growth 

seen in October will reinforce the growing belief in markets that interest rates will be cut 

mid-2024. Wage growth eased in October much faster than the consensus expected. 

Total earnings fell by 1.6% m/m, which meant the headline 3myy rate eased from 8.0% 

in September to 7.2% in October. This news will be welcomed by the Bank of England. 

Indeed, the timelier three-month annualised rate of average earnings growth fell from 

+2.4% to -1.2%. Excluding bonuses, it fell from 5.3% to 2.0%. Furthermore, one of the 

Bank’s key barometers of inflation persistence, regular private sector pay growth, 

dropped from 7.9% 3myy to 7.3%, which leaves it comfortably on track to fall to 7.2% by 

December, as predicted by the Bank in November.  

• The fall in wage growth occurred despite labour demand being stronger in October than 

expected. The three-month change in employment eased only a touch from +52,000 in 

September to +50,000 in October. But resilient labour demand was offset by a further 

63,000 rise in the supply of workers in the three months to October. That meant labour 

supply exceeded its pre-pandemic level for the first time, and the unemployment rate 

remained at 4.2% in October. In the three months to November, the number of job 

vacancies fell for the 17th month in a row, from around 959,000 in October to around 

949,000. That has reduced the vacancy to unemployment ratio as demand for labour 

eases relative to supply, which may support a further easing in wage growth in the coming 

months. 

• CPI inflation fell from 6.7% in September to 4.6% in October, and then again to 3.9% in 

November. Both these falls were bigger than expected and there are clear signs of easing 

in domestic inflationary pressures. The fall in core CPI inflation from 5.7% to 5.1% in 

November was bigger than expected (consensus forecast 5.6%). That’s the lowest rate 

since January 2022. Some of the decline in core inflation was due to the global influence 

of core goods inflation, which slowed from 4.3% to 3.3%. But some of it was due to 

services inflation falling from 6.6% to 6.3%. The Bank views the latter as a key barometer 

of the persistence of inflation and it came in further below the Bank’s forecast of 6.9% in 

its November Monetary Policy Report. This will give the Bank more confidence that 

services inflation is now on a firmly downward path.  

• The Bank of England sprung no surprises with its December monetary policy committee 

(MPC) meeting, leaving interest rates at 5.25% for the third time in a row and pushing 

back against the prospect of near-term interest rate cuts. The Bank continued to sound 

hawkish, with the MPC maintaining its tightening bias saying that “further tightening in 

monetary policy would be required if there were evidence of more persistent inflationary 

pressures”. And it stuck to the familiar script, saying that policy will be “sufficiently 

restrictive for sufficiently long” and that “monetary policy is likely to need to be restrictive 

for an extended period of time”. In other words, the message is that the MPC is not yet 

willing to endorse investors’ expectations that rates will be cut as soon as May 2024. 

• Looking ahead, our colleagues at Capital Economics forecast that the recent downward 

trends in CPI and core inflation will stall over the next few months before starting to 

decline more decisively again in February. That explains why we think the Bank of 

England won’t feel comfortable cutting interest rates until H2 2024.  
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• The fall in UK market interest rate expectations in December has driven most of the 

decline in 10-year gilt yields, which have fallen in line with 10-year US Treasury and euro-

zone yields. 10-year gilt yields have fallen from 4.68% in October 2023 to around 3.70% 

in early January, with further declines likely if the falling inflation story is maintained. 

• Investors’ growing expectations that the Fed will cut interest rates soon has led to an 

improvement in risk sentiment, which has boosted the pound and other risky assets. In 

addition, the rise in the pound, from $1.21 in November to $1.27 now, has also been 

supported by the recent relative decline in UK wholesale gas prices.  

• The further fall in 10-year real gilt yields in December has supported the recent rise in the 

FTSE 100. That said, the index remains 5% below its record high in February 2023. This 

modest rise in equities appears to have been mostly driven by strong performances in 

the industrials and rate-sensitive technology sectors. But UK equities have continued to 

underperform US and euro-zone equities. The FTSE 100 has risen by 2.2% in December, 

while the S&P 500 has risen by 3.8%. This is partly due to lower energy prices, which 

have been a relatively bigger drag on the FTSE 100, due to the index’s high concentration 

of energy companies.  

In the chart below, the rise in gilt yields across the curve in the first half of 2023/24, and therein 
PWLB rates, is clear to see, prior to the end of year rally based on a mix of supportive domestic 
and international factors. 

 

PWLB RATES 3.4.23 - 29.12.23 
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HIGH/LOW/AVERAGE PWLB RATES FOR 3.4.23 – 29.12.23 
 

 
 

MPC meetings 2nd November and 14th December 2023 

• On 2nd November, the Bank of England’s Monetary Policy Committee (MPC) voted to keep 

Bank Rate on hold at 5.25%, and on 14th December reiterated that view.  Both increases 

reflected a split vote, the latter by 6 votes to 3, with the minority grouping voting for an 

increase of 0.25% as concerns about “sticky” inflation remained in place.   

• Nonetheless, with UK CPI inflation now at 3.9%, and core inflating beginning to moderate 

(5.1%), markets are voicing a view that rate cuts should begin in Q1 2024/25, some way 

ahead of the indications from MPC members.  Of course, the data will be the ultimate 

determinant, so upcoming publications of employment, wages and inflation numbers will 

be of particular importance, and on-going volatility in Bank Rate expectations and the gilt 

yield curve can be expected. 

• In addition, what happens outside of the UK is also critical to movement in gilt yields.  The 

US FOMC has kept short-term rates in the range of 5.25%-5.50%, whilst the ECB has 

moved its Deposit rate to a probable peak of 4%.  Markets currently expect both central 

banks to start cutting rates in 2024.  

  
 

 

1 Year 5 Year 10 Year 25 Year 50 Year

Low 4.65% 4.13% 4.20% 4.58% 4.27%

Date 06/04/2023 27/12/2023 06/04/2023 06/04/2023 05/04/2023

High 6.36% 5.93% 5.53% 5.96% 5.74%

Date 06/07/2023 07/07/2023 23/10/2023 23/10/2023 23/10/2023

Average 5.60% 5.09% 5.03% 5.35% 5.08%

Spread 1.71% 1.80% 1.33% 1.38% 1.47%
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TREASURY MANAGEMENT PRACTICE – CREDIT AND COUNTERPARTY RISK 
MANAGEMENT 

 
SPECIFIED INVESTMENTS: 
(All such investments will be sterling denominated, with maturities up to maximum of 1 year, 
meeting the minimum ‘high’ rating criteria where applicable) 
 

 

 
Minimum ‘High’ Credit 
Criteria 

Use 

Debt Management Agency Deposit Facility -- In-house 

Term deposits – local authorities   -- In-house 

Term deposits – banks and building societies  F1 In-house 

 
 

Term deposits with nationalised banks and banks and building societies  
 

 
Minimum Credit 
Criteria 

Use 
Max % of 
total 
investments 

Max. 
maturity 
period 

UK Part Nationalised Banks 
UK sovereign rating or  
Short-term F1, 
Sovereign rating AA-  

In-house 50% 364 days 

Banks part nationalised by high 
credit rated (sovereign rating) 
countries – non-UK 

Sovereign rating or  
Short-term F1, 
Sovereign rating AA-  

In-house 50% 364 days 

 

Collective Investment Schemes structured as Open Ended Investment Companies (OEICs): - 

    1. Money Market Funds 
 
AAA rated 
 

In-house  

  
Accounting treatment of investments.  The accounting treatment may differ from the underlying 
cash transactions arising from investment decisions made by this Authority. To ensure that the 
Authority is protected from any adverse revenue impact, which may arise from these differences, 
we will review the accounting implications of new transactions before they are undertaken. 
 
 
 
 
 
 
 

Appendix 4 
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NON-SPECIFIED INVESTMENTS: The Authority will not make investments longer than 1 year 
 
TREASURY MANAGEMENT PRACTICE – CREDIT AND COUNTERPARTY RISK 
MANAGEMENT  
 
The MHCLG issued Investment Guidance in 2018, and this forms the structure of the 
Authority’s policy below.   These guidelines do not apply to either trust funds or pension funds 
which operate under a different regulatory regime. 
 
The key intention of the Guidance is to maintain the current requirement for authorities to invest 
prudently, and that priority is given to security and liquidity before yield.  In order to facilitate this 
objective the guidance requires this Authority to have regard to the CIPFA publication Treasury 
Management in the Public Services: Code of Practice and Cross-Sectoral Guidance Notes.  This 
Authority adopted the Code on 15/02/2010 and will apply its principles to all investment activity.  In 
accordance with the Code, the Executive Director of Finance and S.151 Officer has produced its 
treasury management practices (TMPs).  This part, TMP 1(1), covering investment counterparty 
policy requires approval each year. 
 
Annual investment strategy - The key requirements of both the Code and the investment 
guidance are to set an annual investment strategy, as part of its annual treasury strategy for the 
following year, covering the identification and approval of following: 
 

• The strategy guidelines for choosing and placing investments, particularly non-specified 
investments; 

• The principles to be used to determine the maximum periods for which funds can be 
committed; 

• Specified investments that the Authority will use.  These are high security (i.e. high credit 
rating, although this is defined by the Authority, and no guidelines are given), and high 
liquidity investments in sterling and with a maturity of no more than a year; 

• Non-specified investments, clarifying the greater risk implications, identifying the general 
types of investment that may be used and a limit to the overall amount of various categories 
that can be held at any time. 

 
The investment policy proposed for the Authority is: 
 
Strategy guidelines – The main strategy guidelines are contained in the body of the treasury 
strategy statement. 
 
Specified investments – These investments are sterling investments of not more than one-year 
maturity. These are considered low risk assets where the possibility of loss of principal or 
investment income is small.  These would include sterling investments which would not be defined 
as capital expenditure with: 

1. The UK Government (such as the Debt Management Account deposit facility, UK 
treasury bills or a gilt with less than one year to maturity). 

2. Supranational bonds of less than one year’s duration. 
3. A local authority, housing association, parish council or community council. 
4. Pooled investment vehicles (such as money market funds) that have been awarded a 

high credit rating by a credit rating agency. For category 4 this covers pooled investment 
vehicles, such as money market funds, rated AAA by Standard and Poor’s, Moody’s and 
/ or Fitch rating agencies. 

5. A body that is considered of a high credit quality (such as a bank or building society For 
category 5 this covers bodies with a minimum Short Term rating of F1 (or the equivalent) 
as rated by Standard and Poor’s, Moody’s and / or Fitch rating agencies .   
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Within these bodies, and in accordance with the Code, the Authority has set additional criteria to 
set the time and amount of monies which will be invested in these bodies.   
 
Non-specified investments –are any other type of investment (i.e. not defined as specified 
above).  The Authority will not use these types of investments.  
 
The monitoring of investment counterparties - The credit rating of counterparties will be 
monitored regularly.  The Authority receives credit rating information (changes, rating watches 
and rating outlooks) from Link Asset Services as and when ratings change, and counterparties 
are checked promptly. On occasion ratings may be downgraded when an investment has 
already been made.  The criteria used are such that a minor downgrading should not affect 
the full receipt of the principal and interest.  Any counterparty failing to meet the criteria will 
be removed from the list immediately by the Executive Director of Finance/S.151 Officer, and 
if required new counterparties which meet the criteria will be added to the list. 
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Appendix 5 
 
This list is based on those countries which have sovereign ratings of AA- or higher, (we show 
the lowest rating from Fitch, Moody’s and S&P) and also, (except - at the time of writing - for 
Hong Kong and Luxembourg), have banks operating in sterling markets which have credit 
ratings of green or above in the Link credit worthiness service. 
 

Based on lowest available rating 
  
AAA                      

1. Australia 
2. Denmark 
3. Germany 
4. Netherlands  
5. Norway 
6. Singapore 
7. Sweden 
8. Switzerland 

  
AA+ 

9. Canada    
10. Finland 
11. U.S.A. 

  
AA 

12. Abu Dhabi (UAE) 
 

AA- 
13. Belgium 
14. France 
15. Qatar 
16. U.K. 
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TREASURY MANAGEMENT SCHEME OF DELEGATION 
 
Fire Authority 
 
i. receiving and reviewing reports on treasury management policies, practices and 

activities; 
 

ii. approval of annual strategy; 
 

• approval of/amendments to the organisation’s adopted clauses, treasury management 
policy statement and treasury management practices; 
 

• budget consideration and approval; 
 

• approval of the division of responsibilities; 
 

• receiving and reviewing regular monitoring reports and acting on recommendations; 
 

• approving the selection of external service providers and agreeing terms of appointment; 
 

• reviewing the treasury management policy and procedures and making recommendations 
to the responsible body. 

Appendix 6 
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THE TREASURY MANAGEMENT ROLE OF THE SECTION 151 OFFICER 
 
The S151 (responsible) officer  

1. recommending clauses, treasury management policy/practices for approval, reviewing the 
same regularly, and monitoring compliance; 

2. submitting regular treasury management policy reports; 

3. submitting budgets and budget variations; 

4. receiving and reviewing management information reports; 

5. reviewing the performance of the treasury management function; 

6. ensuring the adequacy of treasury management resources and skills, and the effective 
division of responsibilities within the treasury management function; 

7. ensuring the adequacy of internal audit, and liaising with external audit; 

8. recommending the appointment of external service providers;  

9. preparation of a capital strategy to include capital expenditure, capital financing, non-financial 
investments and treasury management, with a long term timeframe; 

10. ensuring that the capital strategy is prudent, sustainable, affordable and prudent in the long 
term and provides value for money; 

11. ensuring that due diligence has been carried out on all treasury and non-financial 
investments and is in accordance with the risk appetite of the authority; 

12. ensure that the authority has appropriate legal powers to undertake expenditure on non-
financial assets and their financing; 

13. ensuring the proportionality of all investments so that the authority does not undertake a level 
of investing which exposes the authority to an excessive level of risk compared to its financial 
resources; 

14. ensuring that an adequate governance process is in place for the approval, monitoring and 
ongoing risk management of all non-financial investments and long term liabilities; 

15. provision to members of a schedule of all non-treasury investments including material 
investments in subsidiaries, joint ventures, loans and financial guarantees;  

16. ensuring that members are adequately informed and understand the risk exposures taken 
on by an authority; 

17. ensuring that the authority has adequate expertise, either in house or externally provided, to 
carry out the above; 

18. creation of Treasury Management Practices which specifically deal with how non treasury 
investments will be carried out and managed, to include the following:- 

a. Risk management (TMP1 and schedules), including investment and risk 
management criteria for any material non-treasury investment portfolios; 
      

 

  

Appendix 7 
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CAPITAL STRATEGY 
 

1. Introduction 
 
1.1 There is a new requirement on local authorities (including fire authorities) to prepare a capital strategy 

each year, which sets out our approach to capital expenditure and financing at a high level.  The 
requirement to prepare a strategy arises from Government concerns about a small number of 
authorities borrowing substantial sums (relative to their budget) to invest in commercial property, 
often outside the area of the authority concerned. 

 
1.2 There is also a new requirement on local authorities to prepare an investment strategy, which 

specifies our approach to making investments other than day to day treasury management 
investments (the latter is included in our treasury management strategy, as in previous years).  Given 
that HFA makes no such investments, a strategy has not been prepared. 

 
1.3 This Appendix sets out the proposed capital strategy for approval. 
 
2. Capital Expenditure 
 
2.1 The Authority’s capital expenditure plans are approved by the HFA, as part of the budget report each 

year. 
 
2.2 The capital programme is usually restricted to:- 
 

b) Investment in operational buildings – e.g. fire stations and administrative 
offices; 

 

c) Renewal of operational fleet; 
 
d) New and replacement firefighting equipment; 
 

e) Investment in ICT. 
 

2.3 The Authority’s Constitution sets out the delegations to the Chief Fire Officer & Chief Executive on 
the delivery of the capital programme. 

 
2.4 Capital expenditure on buildings, where funded from the capital programme, is principally directed 

to maintaining the fitness of the operational estate.  Major property investments are considered as 
part of the overall estates strategy and are approved annually at the December HFA meeting. 

 
2.5 Expenditure on the renewal of the operational fleet is directed by the replacement programme 

approved by the HFA.  This is considered and approved each year at the December HFA meeting. 
 
2.6 Capital expenditure on firefighting equipment ensures equipment is replaced when it has reached 

the end of its useful life or has become technologically obsolescent.  It also enables the Service to 
invest in new technology. 

 
2.7 Capital expenditure on ICT is determined by the ICT replacement programme which is approved 

annually at the December HFA meeting. 
 
2.8 Monitoring of capital expenditure is carried out by the Strategic Leadership Team; Governance, Audit 

and Scrutiny Committee and the HFA.  Reports are presented on four occasions during the year and 
at outturn. 

 
2.9 HFA does not capitalise expenditure, except where it can do so in compliance with proper practices:  

it does not apply for directions to capitalise revenue expenditure. 
 
 
 

Appendix 8 
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2.10 Forecast capital expenditure is:- 
 

End of: £000 

23/24 1,997 

24/25 9,136 

25/26 4,050 

26/27 3,990 

27/28 4,440 

 
3. Financing of Capital Expenditure 
 
3.1 HFA funds capital expenditure from the revenue budget, capital receipts and prudential borrowing. 
 
3.2 Prudential borrowing is used to fund capital expenditure, within the limits prescribed within the Annual 

Treasury Management Strategy Statement.  This is reviewed annually for affordability. 
 
3.3 HFA measures its capital financial requirement, which shows our underlying need to borrow for a 

capital purpose.  This is shown in the table below:- 
 

End of: Underlying CFR Other LTL Total CFR 

 £000 £000 £000 

24/25 24,289 977 25,266 

25/26 25,844 956 26,800 

26/27 27,171 933 28,104 

27/28 28,781 907 29,688 

 
3.4 Projections of actual debt are part of the treasury management indicators in the Annual Treasury 

Management Strategy Statement. 
 
4. Debt Repayment 
 
4.1 HFA makes charges to the budget each year to repay debt incurred for previous years’ capital 

spending.  This is known as “Minimum Revenue Provision” (MRP).  The general principle is that HFA 
seeks to repay debt over the period for which taxpayers enjoy the benefit of the spending it financed.  
MRP is calculated as: 

 

• 4% of the CFR at the end of the preceding financial year; and 

• Based on the useful asset life using the annuity method 
 
5. Commercial Activity 
 
5.1 Government guidance now requires us to specify our policy towards non-financial investments. 
 
5.2 HFA makes no such investments. 
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Agenda Item No. 9 

Humberside Fire Authority 
8 March 2024 

Report by the Assistant Chief Fire 
Officer & Executive Director of 
Corporate Services 

 

PERFORMANCE REPORTING &  
SERVICE PERFORMANCE INDICATORS 2024/25 

 
1. SUMMARY 
 
1.1 This paper provides information regarding the reporting of Service level performance 

for the period 2024/25, monitored and retrospectively reported to Members on a bi-
annual basis. 
   

2. RECOMMENDATIONS 
 
2.1 It is recommended that the Fire Authority endorses the approach for the reporting of 

Service performance for the period 2024/25. 
 

3.  BACKGROUND  
 
3.1 Bi-annual performance reporting provides Members and the public with more 

meaningful performance information. This is achieved as the longer reporting period 
enables more robust trend analysis to be completed, combined with the opportunity to 
evaluate the impact of Service intervention activities. 

 
4. REPORT DETAIL 
 
 Format and Schedule  
 
4.1 The established frequency of bi-annual performance reporting will continue for 

2024/25, as detailed in the business planning framework and outlined below:  
  

(i) April to September performance will be reported to Members in November 
2024. 
 

(ii) The annual performance report, reflective of cumulative performance over the 
full 12-month period, will be issued to Members in June 2025.  

 
4.2  Bi-annual performance reporting will be supplemented by exception reporting of 

relevant trends / incidents or events to Members at Authority meetings and / or Member 
Days.  

 
 Community Risk Management Plan (CRMP) 2021-2025 
 
4.3 There is requirement for each Fire and Rescue Authority to produce a CRMP as 

detailed in the National Framework for Fire and Rescue Services in England.  
 
4.4 A key component of the CRMP is to outline the required service delivery outcomes 

including the allocation of resources for the mitigation of risks in the community. This 
performance metric is communicated and managed through the Service Strategic Plan 
2021-25. 

 
 Strategic Plan 2021-2025 

 
4.8  Service performance is managed in accordance with the Strategic Plan objectives:  
 

(i) What our public and business communities expect us to do well.  
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(ii) What we must do well to deliver effective and efficient services, taking account 
of community expectations.  

 
(iii) What we must do well to efficiently and effectively manage the Service through 

financial and corporate governance. 
 
(iv) What we must do well to ensure we value and support the people we employ. 

 
District and Directorate Performance 
 

4.9 Members have a standing invitation to attend District Performance Meetings, where 
they can gain insight of local performance. These meetings allow Members to 
contribute their knowledge and experience to support Service activities.  

 
4.10  Engagement between Directorate management teams and Member Champions, for 

each function provides further opportunity for information sharing and collaboration.  
 
 Performance Metrics 

 
4.11 Performance reports will be reflective of the following principle Service activities: 
 

• Key Incident Information 

• Protection  

• Prevention  

• Response  

• Environmental  

• People  

• Public Feedback  

• Corporate Responsibilities 

• Health & Safety  
 
4.12 Specific Service Performance Indicators (SPI’s) that will be reported against include:  
 

• SPI High Severity Fires  

• SPI 2.2 Total Deliberate Fires  

• SPI 2.3 Accidental Dwelling Fires  

• SPI 2.4 Deliberate Secondary Fires  

• SPI 2.5 Automatic Fire Alarms (Non-Domestic) 
 
5.  EQUALITY IMPLICATIONS 
 
5.1 There is no requirement to carry out an equality impact analysis as this report does not 

relate to a policy or service delivery change. 
 
6. CONCLUSION 
 
6.1 The Service completes and publish bi-annual performance reports in accordance with 

the business planning framework and against the performance measures detailed in 
this report.  

 
Matt Sutcliffe 

Assistant Chief Fire Officer & 
Executive Director of Corporate Services 

 
Officer Contact  
 
Jamie Morris – Head of Corporate Assurance  
 07970969425  
 jmorris@humbersidefire.gov.uk    
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Background Papers   
 

Business Planning Framework  
 
Abbreviations 
 

CRMP Community Risk Management Plan 

SPI Service Performance Indicators 
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Agenda Item No. 10 

Humberside Fire Authority 
8 March 2024 

Report by Executive Director of 
People and Development 

 

PAY POLICY STATEMENT 2024-25 
 
1. SUMMARY 
 
1.1  This report provides a proposed Pay Policy Statement for Humberside Fire Authority 

for 2024/25, as required by the Localism Act 2011, for approval by the Fire Authority.  

  
1.2 The Act introduced senior staff pay transparency into local authorities with a 

requirement that authorities prepare a Pay Policy Statement for each financial year. A 
statement for Humberside Fire Authority was first produced for 2012/13 and approved 
by the Fire Authority at its meeting on 17 April 2012 (Minute 3839 refers).   

  
1.3  The Authority agreed at that time that the Pay Policy Statement should be reviewed 

annually by officers and that any proposed amendments would be brought before the 
full Fire Authority for consideration.  

  
1.4  The proposed statement for 2024/25 reflects the pay details for the current Strategic 

Leadership Team (SLT) posts.  
  
2. RECOMMENDATIONS 
 
2.1 It is recommended that the Fire Authority: 

 
(i) Approves the draft Pay Policy Statement for 2024/25 at Appendix 1;  

(ii) Authorises the Chief Fire Officer/Chief Executive to make factual adjustments to 
the Policy during the course of 2024/25, for example, in reflection of the impact of 
any pay awards arising for different employment groups during the year; 

(iii) Be presented for consideration any other proposed amendments to the Policy 
during 2024/25; 

(iv) Approves a review of senior officer (Executive Board and Area Managers) pay to 
be carried out during the financial year 2024/25. 

 
3.  BACKGROUND  
 
3.1 The Localism Act 2011 introduced senior staff pay transparency into local authorities. 

In this regard, Humberside Fire Authority must prepare a Pay Policy Statement for 
each financial year. The first statement was required and produced for 2012/13.   

  
3.2 The Secretary of State is permitted to issue guidance to which the Authority must have 

regard when drawing up its Statement. The current guidance was published by the 
Department for Communities and Local Government in March 2015. This states that 
Statements must be approved by Full Council or a meeting of Members in the case of 
a Fire Authority and cannot be delegated to a sub-committee. The Authority may, by 
resolution, amend the Statement at any time. As soon as is reasonably practicable 
after approving or amending the Statement, the Authority must publish the Statement 
or amended Statement in such manner as it sees fit (which must include publication 
on its website).  

   
3.3 The Act requires that, amongst other things, the Statement sets out an Authority’s 

policy on the remuneration of its Chief Officers. The definition of ‘Chief Officers’ in local 
authorities is not limited to Heads of Paid Service or statutory Chief Officers. It also 
includes those who report directly to them (non-statutory Chief Officers), to their direct 
reports (Deputy Chief Officers) and, in the case of a Fire Authority, a Deputy Chief Fire 
Officer.  
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3.4 In addition, the guidance suggests that Authorities consider whether, in the light of their 
own context and reward structure, it is appropriate to extend the scope of the Pay 
Policy Statement to include highly paid staff who would not come within the definition 
of ‘Chief Officers’ i.e. Non-Executive Directors. 
 

3.5 On an annual basis there is a contractual requirement to review the remuneration 
 arrangements of Gold Book staff under the two track approach to pay and conditions, 
defined in paragraphs 10 and 11 of the ‘NJC for Brigade Managers of Local Fire and 
Rescue Services; Constitution and Schemes and Conditions of Service’ (the Gold 
Book).  However, Gold book employees and Green book Executive Board employees 
have not had their pay reviewed since January 2022. Furthermore, a review and 
benchmark of their remuneration packages has not been carried out since 2008, 
whereas a review of senior pay has occurred in the regional Fire Services within the 
last 2 years. 
 

4. REPORT DETAIL  
 
4.1 Under Section 38 of the Act, the Statement must set out the Authority’s policies for the 

financial year relating to:  
    

(i) The remuneration of its highest paid staff;   

(ii) The remuneration of its lowest-paid employees; and   

(iii) The relationship between:-  
  

i. The remuneration of its Chief Officers, and   

ii. The remuneration of its employees who are not Chief Officers.  
  
4.2 The statement must also state:-  
  

(i) The definition of “lowest-paid employees” adopted by the Authority for the 
purposes of the Statement; and   

(ii) The Authority’s reasons for adopting that definition.  
  

4.3 In addition, the Statement must include the Authority’s policies relating to  
  

(i) The level and elements of remuneration for each Chief Officer;   

(ii) Remuneration of Chief Officers on recruitment;   

(iii) Increases and additions to remuneration for each Chief Officer;   

(iv) The use of performance-related pay for Chief Officers;   

(v) The use of bonuses for Chief Officers;   

(vi) The approach to the payment of Chief Officers on their ceasing to hold office or to 
be employed by the Authority; and   

(vii) The publication of and access to information relating to remuneration of Chief 
Officers     

  
4.4 The Authority may also include within the Statement, its policies for the financial year 

relating to other terms and conditions applying to its Chief Officers.  
  
4.5 The guidance states that Authorities should include the organisation’s pay multiple – 

the ratio between the highest paid employee and the median average earnings across 
the organisation.  

  
4.6 Other aspects of the Statement referred to in the guidance but not explicitly covered in 

the Act include an Authority’s policy regarding reward for Chief Officers previously 
employed by the Authority who are re-engaged following receipt of a severance or 
redundancy payment.  
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4.7 A draft Pay Policy Statement for 2024/25 has been produced in compliance with the 
legislative requirements and having regard to the DCLG guidance. The Statement can 
be found at Appendix 1.  

  
4.8 The proposed Statement complies with the legislative requirements and reflects the 

structure of the Strategic Leadership Team (SLT) as agreed by the Humberside Fire 
Authority on 12 March 2021.  

 
Communication actions required 

 
4.9 The Pay Policy will be published on the Service’s website. 

 
Legal implications 

 
4.10 Production and publication of the Statement will fulfil the Authority’s relevant statutory 

obligations under the Localism Act 2011. 
 

Linkages to any strategic/corporate plans/policies 
 
4.11 The Pay Policy Statement can contribute in demonstrating achievement against the 

Strategic Plan objectives ‘Make appropriate use of public money’ and ‘Maintain sound 
financial control and resilience’. 

 
5.  EQUALITY IMPLICATIONS 
 
5.1 There is no requirement to carry out an equality impact analysis as this report does not 

relate to a policy or service delivery change.  
 
6. CONCLUSION 
 
6.1 This report provides a proposed Pay Policy Statement for Humberside Fire Authority 

for 2024/25, as required by the Localism Act 2011, for approval by the Fire Authority. 
Members are asked to approve the Pay Policy Statement at Appendix 1 and authorise 
the Chief Fire Officer and Chief Executive to make factual adjustments to the Policy 
during the course of 2024/25, for example, in reflection of the impact of any pay awards 
arising for different employment groups during the year. 

 
6.2 The report recommends an independent reviewed of senior officer (Executive Board 

and Area Managers) pay during the financial year 2024/25 to ensure our senior 
salaries are competitive compared with other Fire Services within the region. 

 

  
Christine Cooper 

Executive Director of People and Development 
 
Officer Contact  
 
Christine Cooper – Executive Director of People and Development 
 07976 812653 
 ccooper@humbersidefire.gov.uk  
    
Background Papers   
 
None 
 
Glossary/Abbreviations 
 

SLT Strategic Leadership Team 
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Appendix 1  

   
HUMBERSIDE FIRE AUTHORITY PAY 

POLICY STATEMENT 2024/25 

  

  

  INTRODUCTION  

  

1. This Statement has been produced with due regard to the Guidance issued by the 

Secretary of State under Section 40 of the Localism Act 2011.  

  

2. This Statement extends to all members of the Strategic Leadership Team (SLT) whether 

or not they meet the definition of a ‘Chief Officer’ as set out in the Act.  

  

3. SLT comprises the Chief Fire Officer/Chief Executive, the Deputy Chief Fire 

Officer/Executive Director of Service Delivery, the Assistant Chief Fire Officer, the 

Executive Director of Finance and S.151 Officer, the Executive Director of People and 

Development and three Area Managers. 

  

4. All SLT members are employed by the Authority and not retained under a contract for 

services.  

  

REMUNERATION OF: CHIEF FIRE OFFICER AND CHIEF EXECUTIVE (CFO), 

DEPUTY CHIEF FIRE OFFICER/EXECUTIVE DIRECTOR OF SERVICE DELIVERY 

(DCFO), ASSISTANT CHIEF FIRE OFFICER (ACFO), AREA MANAGERS 

(OPERATIONAL X 3) 

  

5. The CFO, DCFO, ACFO and the three Area Managers are employed under contracts of 

employment on the terms and conditions as set out in the National Joint Council for 

Brigade Manager of Local Authority Fire and Rescue Services Constitution and Scheme 

of Conditions of Employment (Gold Book), as supplemented by the Authority’s local 

terms and conditions as amended from time to time.  

  

6. The process for determining the pay of the CFO is set out in the Gold Book as follows:  

  

The NJC will publish annually recommended minimum levels of salary applicable 
to chief fire officers/chief executives employed by local authority fire and rescue 
authorities.  

  

There is a two-track approach for determining levels of pay for brigade manager 
roles. At national level, the NJC shall review annually the level of pay increase 
applicable to all those covered by this agreement. In doing so, the NJC will 
consider affordability, other relevant pay deals and the rate of inflation at the 
appropriate date. Any increase agreed by the NJC will be communicated to Fire 
Authorities by circular.  
  

All other decisions about the level of pay and remuneration to be awarded to 
individual brigade manager roles will be taken by the local Fire and Rescue 
Authority, who will annually review these salary levels.  

  

7. The CFO’s salary as of 1 April 2024 is £175,653  

  

8. The DCFO’s salary is determined by Humberside Fire Authority as 85% of the CFO’s 

salary and is £149,305 as of 1 April 2024.  

 

9. The ACFO’s salary is determined by Humberside Fire Authority as 80% of the CFO’s 

salary and is £140,522 as of 1 April 2024. 
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10. The Area Managers’ salary is determined by Humberside Fire Authority as 55% of the 

CFO’s salary and is £96,909 as of 1 April 2024.  

  

11. Each officer is provided with a motor vehicle for the performance of their duties.  

  

12. No bonuses are paid.  

  

13. Appropriate professional fees and subscriptions are paid.   

  

14. There is no performance related pay scheme.  

  

15. A restricted range of legitimate and evidenced expenses may be claimed. Wherever 

possible, the Service will centrally procure travel and accommodation, e.g. rail tickets 

and hotel accommodation, to achieve best value.  

  

REMUNERATION OF: - EXECUTIVE DIRECTOR OF FINANCE AND S151 OFFICER, 

DIRECTOR, EXECUTIVE DIRECTOR OF PEOPLE AND DEVELOPMENT (NON-

OPERATIONAL x 2) 

  

16. The post-holders are employed under a contract of employment on the terms and 

conditions set out in National Joint Council for Local Government Services National 

Agreement known as the Green book and supplemented by the Authority’s local terms 

and conditions as amended from time to time.  

  

17. The Executive Director of Finance and S151 Officer’s salary is determined by 

Humberside Fire Authority as 70% of the CFO’s salary and is £122,957 as of 1 April 

2024. 

 

18. The Executive Director of People and Development’s salary is determined by 

Humberside Fire Authority as 70% of the CFO’s salary and is £122,957 as of 1 April 

2024. 

 

19. No bonuses are paid.  

  

20. Appropriate professional fees and subscriptions are paid.   

  

21. There is no performance related pay scheme.  

  

22. A restricted range of legitimate and evidenced expenses may be claimed. Wherever 

possible, the Service will centrally procure travel and accommodation, e.g. rail tickets 

and hotel accommodation, to achieve best value.  

  

REMUNERATION OF ALL OTHER EMPLOYEES  

  

23. All other employees are paid in accordance with nationally agreed rates under relevant 

national schemes of conditions of service and the Authority’s grading structures.  

  

24. For the purposes of this Policy Statement, “lowest-paid” employees are defined by 

reference to the lowest graded posts on the support staff salary (Green book) pay scale 

as these are the posts with the lowest level of remuneration. The lowest-paid post 

attracts a starting salary of £22,366. The CFO is paid 7.85 times more than the lowest 

paid employee.  

  

25. The median average pay in the Service is £38,979. The CFO is paid 4.51 times more 

than the median average pay.  
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TERMINATION PAYMENTS  

  

26. In cases of redundancy, payment is calculated based on actual weeks’ pay for 

employees in positions where the Local Government Scheme applies and, for 

employees in positions where the Firefighters / New Firefighters Pension Schemes 

apply, subject to necessary changes in those schemes to enable payment on this basis.   

  

RE-EMPLOYMENT FOLLOWING TERMINATION  

  

27. There is no prohibition on employees who have left employment and are in receipt of 

pension, redundancy/early retirement payments from being re-employed subsequently. 

  

28. In the case of an employee who is a member of the Local Government Pension Scheme 

and who is re-employed to a position to which that Scheme applies, the pension scheme 

rules provide discretion to the administering authority regarding abatement of pension. 

As the relevant administering authority, the East Riding Pension Fund has decided that, 

where the re-employment starts after 31st March 2007, there will be no abatement of 

the retirement pension.    

  

29. In the case of an employee who is a member of the Firefighters Pension Scheme or New 

Firefighters Pension Scheme and who is re-employed by the Authority to a position to 

which these schemes apply, the Authority exercises its discretion within the schemes to 

abate the retirement pension. Abatement is not applied in any other circumstances.  

  

REVIEW  

  

30. This Statement will be reviewed annually by the Fire Authority and at other times if 

necessary.  

  

PUBLICATION  

  

31. This Statement will be published on the Humberside Fire and Rescue Service website 

(www.humbersidefire.gov.uk).  
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Agenda Item No. 11 

Humberside Fire Authority 
8 March 2024 

Report by the Executive Director of 
People and Development 

 

GENDER PAY GAP REPORT 2023/24 
 
1. SUMMARY 
 
1.1 This paper details the pay gap reporting information and supportive narrative for HFRS 

to meet its legislative obligations for the 2023/2024 gender pay gap reporting 
requirements.  This report uses data as of 31 March 2023.  HFRS has a legal duty to 
report gender pay gap by 30 March 2024 by publishing this report, along with an easy 
read version and submitting data sets to Government Gender Pay Gap Portal by the 
same date.  We continue to report not just on gender but voluntarily on both ethnicity 
and disability pay gaps in this report. 

  
2. RECOMMENDATIONS 
 
2.1 It is recommended that the Fire Authority, in order to meet our obligations under the 

Equality Act 2010, approves:  
 
(i) The submission of the data sets to the Government Gender Pay Gap Portal. 

 
(ii) The publication of an easy read version of the report set out at Appendix 1. Please 

note the data set information and supportive narrative contained in the report will 
be represented graphically, artwork will be commissioned subject to Fire Authority 
approval of the report. 

 
3.  BACKGROUND  
 
3.1 Gender pay reporting legislation requires employers with more than 250 employees to 

publish gender pay gap data annually.  There is currently no legislative requirement 
for organisations to publish ethnicity and disability pay gap data but HFRS has chosen 
to voluntarily publish both as good practice. 

 
4. REPORT DETAIL  
 
4.1 HFRS Gender Pay Gap Report 2023/24 is attached at Appendix 1 and provides details 

of HFRS gender, ethnicity and disability pay gaps for data as of 31 March 2023. 
 
 Gender Pay Gap 
 
4.2 The report shows that HFRS mean gender pay gap continues to decrease, but not as 

quickly as in the preceding 6 reporting years.  This was primarily due to the recruitment 
of an additional 53 men recruited during the year, primarily into fire contingency roles. 

 
4.3 Our gender pay gap data over the last seven year shows that while there are no quick 

fixes when it comes to closing the gender pay gap, our Service data trend is very 
positive and shows we are closing that gap, which is encouraging. Over the seven 
years we have been reporting our mean gender pay gap has reduced from 20.89 down 
to 8.4 and median gender pay gap has reduced from 23.44 down to 3.1. The Service 
continues to work hard to address factors of attraction, recruitment, and progression 
for women, through consistent positive attraction, continuing support and development 
opportunities.  

 
 Ethnicity Pay Gap 
 
4.4 Our ethnicity pay gap is slightly smaller than our gender pay gap, and while our mean 

ethnicity pay gap has increased slightly, our median ethnicity pay gap has reduced this 
year.  However, HFRS has had a slight reduction in our ethnic minority staff.  This 81



shows our need to continue to find effective ways of recruiting, retaining and promoting 
ethnic minority staff. 

 
 Disability Pay Gap 
 
4.5 The report shows that our disability pay gap continues to be negative which is 

promising, there is a continuing need to build trust to ensure disabled staff feel 
comfortable to disclose disabilities. 
 
Review of proposed Actions for 2023   
  

4.6 To implement and embed our recent positive action strategy: This has been 
implemented and has contributed to the outcomes from this report.  

 
4.7 To review the “Be Our Future” Campaign for 2021 and assess Service areas positive 

action initiatives, prior to and during recruitment: This review has been completed and 
has assisted the approach and actions for future positive attraction campaigns.  

 
4.8 To monitor the impact of our positive action campaigns on pay gaps across gender, 

ethnicity and disability: We have been reviewing and monitoring the data from our 
positive action campaigns and the success from positive attraction is particularly noted 
in the gender pay gap production.  We are aware that we need to continue to address 
the low representation of ethnic minority people joining the Service. Our positive action 
approach has been further embedded with stations and crews being supported and 
resourced to conduct their own activities. Partnership working with Humberside Police 
has widened the reach of our positive attraction both ahead of recruitment and all year 
coverage. 
 

4.9 To strive to maintain and improve our recruitment, retention and development of 
women in our Service to ensure we retain and promote women employees including 
talented women managers: Our offer of mentoring opportunities has been enhanced 
including links to NFCC Coaching and Mentoring Programme, with most of our mentors 
being women.  
 

4.10 To continue growing, developing and supporting links with Women in the Fire Servic: 
This has and will remain a key priority for the Service.  
 

4.11 To continue to support and develop our disabled staff within the workforce and promote 
the Service as an employer of choice:  Our new Reasonable Adjustment (RA) Policy 
Guidance and passporting process have increased applications for RA at recruitment 
stage and for progression/development, indicating that disabled staff are disclosing 
during application, promotions and learning points.  
 

4.12 We continue to aim to get the Service recognised as an employer of choice by diverse 
ethnic groups, through effective community engagement and positive attraction and 
actions to increase the ethnic minority diversity of our workforce: Through our positive 
attraction campaigns, we have promoted employment opportunities to under-
represented ethnic minority communities, and recognise more work is needed in this 
area. 
 

  Proposed Actions for 2023/24 
 

(i) To continue our positive attraction activities both ahead of recruitment campaigns 
and all year - These will be reviewed against best practice to evaluate and identify 
gaps and areas for further impactful activity. 

 
(ii) To analyse our recent Real World HR staff survey by gender to identify any 

differentials in workplace satisfaction.  
a. To implement any further actions identified as needed in these areas.  
b. To conduct training to ensure managers confidently challenge any 

discriminatory behaviours or processes. 
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(iii) To implement a review of our training and implement new Fair Recruitment 
Training covering job analysis to onboarding as mandatory for all recruiting 
managers.  

 
(iv) To promote the opportunity for 3-month development programme through Women 

in the Fire Service to all women through the PDR process. To implement the 
women’s development and retention action plan as part of HFRS Public Sector 
Equality Duty actions for this year. 

 
(v) To promote our existing flexible working options to men and women including agile 

working, job share, shared parental leave and consider further flexibility to attract 
and retain women including managerial level women. 

 
(vi) To continue to aim to get the Service recognised as an employer of choice by 

diverse ethnic groups, through effective community engagement and positive 
attraction and actions to increase the ethnic minority diversity of our workforce.  

 
(vii) While our disability pay gap is negative there is still a continuing need to increase 

disclosure of disability.  We will embed personal disclosure into the PDR process 
while maintaining confidentiality. 

 
(viii) To report early on our Gender, Ethnicity and Disability Pay Report from 2024 to 

ensure timely action planning and evaluation of what works, as recommended by 
the Government Equalities Office. 

 
  Linkage to Corporate Plans/Legal Implications 
  
4.13 This paper supports HFRS People Strategy 2023/24, in particular “attracting the right 

people” and “develop and support”. An easy read version of this report will be produced 
once the content of this report has been approved by HFA. 
 

4.14 The report ensures HFRS meets its legal duty to report on its Gender Pay Gap and 
voluntary reporting on ethnicity and disability pay gaps. 

 
5.  EQUALITY IMPLICATIONS 
 
5.1 An equality impact analysis (Ref No. EIA/CA/029) has been completed and the 

following negative impacts on protected characteristic groups and how these might be 
mitigated against have been identified. 

 

• A gender pay gap has been identified for HFRS in this report and the actions 
recommended will mitigate this. 

• An ethnicity pay gap has been identified for HRFS in this report and the actions 
recommended will mitigate this. 

 
5.2 The same equality impact analysis has identified the following positive impacts. 
 

• The publication of this report enables HFRS to ensure transparency around pay 
gaps related to gender, ethnicity and disability 

• The report identifies a range of intelligence led actions to reduce pay gaps and 
support the recruitment, retention and promotion of particular under-represented 
groups -women, ethnic minority groups and people with disabilities. 

• The report ensures actions will be tracked and reported enabling an outcome 
focused approach to HFRS equality objectives. 

 
6. CONCLUSION 
 
6.1 Members are asked to take note of the content of the report and, in order to meet our 

obligations under the Equality Act 2010, approve: 
  

(i) The submission of the data sets to the Government Gender Pay Gap Portal, and 83



(ii) The publication of an easy read version of the report set out at Appendix 1. 
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 Appendix 1 
 

GENDER PAY GAP REPORT 2023/24  
   

SUMMARY  
  

1. This paper details the pay gap reporting information and supportive narrative for HFRS 
to meet its legislative obligations for the 2023/2024 gender pay gap reporting 
requirements. HFRS met its 2022 gender pay gap reporting requirements by 
publishing its report in July 2022 for data as of 31 March 2022. HFRS also voluntarily 
reported on its ethnicity and disability pay gaps.  This fulfilled HFRS legal duties to 
publish its gender pay gap reporting information by 31 March 2023. We continue to 
report not just on gender but voluntarily on both ethnicity and disability pay gaps in this 
report which fulfils our statutory duty to publish our gender pay gap for data as of 31 
March 2023 by 30 March 2024. 

  
REPORT DETAIL  

  
Introduction  

  
2. Gender pay reporting legislation requires employers with 250 or more employees to 

publish gender pay gap data annually. The deadline for publication is 30 March 2024 
for Public Sector Organisations (for data as of 31 March 2023). Organisations must 
publish on their public-facing websites and report to the Government.  
 

3. There is currently no legislative requirement for organisations to publish ethnicity and 
disability pay gap data. In January 2019 the Government consulted on ethnicity and 
disability pay gap reporting and while it concluded in June 2023 that it would not be 
legislating to introduce mandatory reporting at this stage, it did publish guidance for 
voluntary reporting by employers.  As good practice and to support our equality 
objectives HFRS has voluntarily included ethnicity and disability pay gap reporting 
within this paper.  
 

4. The definition of “Employees” are those staff who hold a contract of employment with 
the organisation; workers and agency workers; and self-employed staff if they 
personally perform the work.  
 

5. The definition of “Full Pay Employees” account for any employee paid full remuneration 
as of 31 March 2023.  It will not include staff who are paid less than their usual rate of 
pay, such as those staff on unpaid leave, compassionate leave, sabbatical leave or on 
Statutory Sick Pay or Statutory Maternity Pay.  
 

6. The gender pay gap reporting measures are:  
  

1. mean gender pay gap in hourly pay;  
2. median gender pay gap in hourly pay;  
3. mean bonus gender pay gap;  
4. median bonus gender pay gap;  
5. proportion of males and females receiving a bonus payment;  
6. proportion of males and females in each pay quartile.  

  
  
Gender Pay Gap and Equal Pay  
   
7. The gender pay gap is a measure of the difference between the average earnings of 

men and women (irrespective of seniority).  Equal pay is our legal obligation as an 
employer to give men and women equal pay for equal work.  
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8.  An organisation can have a gender pay gap without breaching equal pay provisions. 
 

9.  Our gender pay gap is not as a result of equal pay issues. We have a gender-neutral 
approach to pay across all levels of the organisation. For Firefighter and Control roles, 
terms and conditions are nationally negotiated, (known as Grey book) using role maps 
resulting in nationally agreed pay scales.  Support roles are determined locally for pay 
and terms and conditions using an accredited job evaluation scheme, based on the 
Local Government Scheme (known as Green book).  
  

Gender Pay Gap  
  
10. The tables below detail the HFRS gender profile. The information provided in the 

gender profile table and subsequent tables accounts for any employee in paid full 
remuneration as of 31st March 2023.  

  
Gender  Number of Staff as at 31/3/23  %  

Women  235  21.6%  

Men  852  78.4%  

TOTAL  1087  100%  

   
  

11. The gender profile demonstrates that there is a significantly higher proportion of men 
overall employed in the Service. While there has been a small but steady increase in 
women joining the Service overall in the last 6 years this year shows a slight reduction 
by 0.4% this year compared to last.  There are an additional 53 men employed in the 
year 2022-2023.  Many of these are in Contingency Crew roles which needed to be 
recruited to swiftly and without sufficient lead in time to institute positive attraction 
measures.  There is a far larger volume of Operational roles within the Service and 
those roles are still more commonly occupied by men. Women make up the larger 
proportion of staff in Support and Control roles. 
  

12. The Gender Pay Gap 2023 in terms of mean hourly pay (measure 6.1) is detailed in 
the table below: -  

  
  Women  Men  Gender Pay Gap  

The mean hourly 
rate  

£15.64  £17.08  8.4%  

  
  

13. The mean hourly rate is the average hourly wage across the entire organisation, so 
the mean gender pay gap is a measure of the difference between women’s mean 
hourly wage and men’s mean hourly wage.  This year it is £1.44, which is slightly 
reduced from the £1.54 gap reported last year.  
  

14. The graph below shows the Gender Pay Gap in terms of the mean hourly rate for 
seven years. HFRS pay gap shows a continuing trend down over 7 years of reporting 
figures. The graph identifies a slight reduction of the gender pay gap by 1.14% from 
last year.   
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15. The Gender Pay Gap 2023 in terms of median hourly pay (measure 6.2) is detailed in 
the table below: -  

  
  Women  Men  Gender Pay Gap  

The median hourly 
rate  

£15.63  £16.12  3.1%     

  
  
16. The median hourly rate is calculated by ranking all employees from the highest paid to 

the lowest paid, and taking the hourly wage of the person in the middle; so the median 
gender pay gap is the difference between women’s median hourly wage (the middle 
paid woman) and men’s median hourly wage (the middle paid man), which is £0.49, 
which is slightly higher than the £0.43 median pay difference reported last year.   

  
17. The graph below shows the Gender Pay Gap in terms of the median hourly rate for 

seven years. While there was a marked improvement with the gap closing by just over 
10% up to last year, this year there has been a slight widening of this pay gap.   
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18. Staff within HFRS do not receive bonuses and as such publish a nil return for the 

measures identified in 6.3, 6.4 and 6.5. 
   

19. Comparative data shows HFRS has a smaller gender pay gap (at 8.4%) than both the 
UK at 14.3 and Yorkshire and Humberside at 10.5%having for the UK and region have 
not yet been published for 2023 (ONS, April 2023). 

  
20. The table below shows the percentage of women and men per pay quartile for 2023 

(measure 6.6): -   
 

Quartile  Women (%)  Men (%)  

Lower (0%-25%)  48.34%  51.66%  

Lower Middle (25%-50%)  7.35%  92.65%  

Upper Middle (50%-75%)  15.44%  84.56%  

Upper (75%-100%)  15.44%  84.56%  

  
21. Pay quartiles are calculated by splitting all employees in an organisation into four even 

groups according to their level of pay. Looking at the proportion of women in each 
quarter gives an indication of women's representation at different levels of the 
organisation. The data identifies that woman within HFRS occupy 15.44% of the 
highest paid jobs.  This is a slight reduction from the 17.19% from last year but there 
has been a slight increase in women in the upper middle quartile to 15.44% from 
14.34% last year.  The lower middle and lower quartiles both show a slight reduction 
in women occupying these pay quartiles, in comparison to last year’s rates of Lower 
(49.22%) and Lower middle of (8. 56%) for women.  
 

22. The graph below compares the percentage of women per pay quartile for six years, 
which supports the narrative in point 20.  
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Ethnicity Pay Gap  
  
23. The table below detail the HFRS ethnicity profile. The information provided in this 

profile table and subsequent tables accounts for any employee in paid full 
remuneration as of 31st March 2023. White (Other) includes British, English, Scottish, 
Welsh, Northern Irish, Irish, Gypsy or Irish Traveller, Irish and Other.  Ethnic Minorities 
include Black or Black British, Mixed and Other.   

  
Ethnicity  Number of Staff as at 31/3/22  %  

White \ White Other  1053  96.87%  

Ethnic Minorities  20  1.84%  

Not Stated  14  1.29%  

  
24. The ethnicity profile demonstrates that there is a significantly majority proportion of 

white and white other employees in the Service.  There has been a slight reduction in 
the percentage of ethnic minority staff from 2% last year to 1.84% this year.  This is 
due to key retirements from the Service.    

  
25. The Ethnicity Pay Gap 2023 in terms of mean hourly pay (measure 6.1) is detailed in 

the table below:  
  

  White\White 
other  

Ethnic Minorities  Not Stated  Ethnicity   
Pay Gap  

The mean 
hourly rate  

£16.80  £15.64  £15.90  6.89%  

  
26. The mean hourly rate is the average hourly wage across the entire organisation, so 

the mean ethnicity pay gap is a measure of the difference between white/white others 
mean hourly wage and ethnic minorities mean hourly wage. The data demonstrates 
that there is a difference of £1.16 which is a slight increase from last year (when it was 
£0.82, and again that was a slight increase from the year before. Therefore, this shows 
our ethnicity pay gap is increasing over two years).  
 

27. This slight increase in pay gap shows the need to continue our efforts with more 
positive attraction within the communities we serve to add to the diversity of our 
workforce, along with efforts to retain and promote our minority ethnic staff.   
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28. The Ethnicity Pay Gap 2023 in terms of median hourly pay (measure 6.2) is detailed 

in the table below: -  
 

  White/White 
Other  

Ethnic 
Minorities  

Not stated  Ethnicity   
Pay Gap  

The 
median 
hourly 
rate  

£15.85  £15.75  £15.75  0.63%  

  
29. The median hourly rate is calculated by ranking all employees from the highest paid to 

the lowest paid, and taking the hourly wage of the person in the middle; so the median 
ethnicity pay gap is the difference between ethnic minority staff groups median hourly 
wage (the middle paid ethnic minority staff member) and the white/white other staff 
groups median hourly wage (the middle paid white/white other staff member). The data 
shows there is a difference of £0.1 which is an improvement on last year’s figure of 
£0.34.  This year also shows a reduction in the median ethnic pay gap to 0.63% 
compared to 2.25% last year.  

  
30. Comparative data shows HFRS median ethnicity pay gap of 0.63% (2023) compares 

very well with for the UK median ethnicity pay gap of 2.3% (2019) and for Yorkshire 
and Humberside of 12.7% (2019), (ONS, 2019). 

  
31. The table below shows the percentage of ethnic minority staff and white/white other 

staff per pay quartile for 2023 (measure 6.6):-  
  
Quartile  Ethnic Minority (%)  White/White other (%)  Not stated  

Lower (0%-
25%)  

2.58%  95.94%  1.48%  

Lower Middle 
(25%-50%)  

2.57%  95.96%  1.47%  

Upper Middle 
(50%-75%)  

0.74%  97.43%  1.84%  

Upper (75%-
100%)  

1.47%  98.16%  0.37%  

   
32. Pay quartiles are calculated by splitting all employees in an organisation into four even 

groups according to their level of pay. Looking at the proportion of ethnic minority staff 
in each quarter, gives an indication of ethnic minority staff representation at different 
levels of the organisation. The data identifies that those declared ethnic minority staff 
within HFRS occupy 1.47% of the highest paid jobs (down from 2.34% last year) and 
2.58% of the lowest paid jobs (down from 3.88% last year). This is lower in both 
quartiles than last year, and the year before.  We recognise that becoming a more ethic 
diverse workforce is a significant challenge for the Service. Our recommendations aim 
to address this. 

  
Disability Pay Gap  

  
33. The table below details the HFRS disability profile. The information provided in this 

profile table and subsequent tables accounts for any employee in paid full 
remuneration as of 31st March 2023. Definition of disability under the Equality Act 2010 
is that of having a physical or mental impairment that has a ‘substantial’ and ‘long-term’ 
negative effect on your ability to do normal daily activities’.  

  
Disability Status  Number of Staff 2021  %  

No Disability declared  936  86%  

Disability declared  55  5%  
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Not Stated  96  9%  

  
34. The disability profile demonstrates that there is a significantly higher proportion of staff 

who have not declared a disability than those that have.  The number of staff with a 
declared disability has remained the same as last year at 5%, however the number of 
not stated has increased from 6% to 9% following a reduction last year.  The inception 
of a Voices for Disability staff forum and the adoption by HFRS of the social model of 
disability along with new policy initiatives around reasonable adjustments may help 
increase disability disclosure in the longer term.  

 
35. The Disability Pay Gap 2023 in terms of mean hourly pay (measure 6.1) is detailed in 

the table below: -  
 

  Disability 
declared  

No Disability 
declared  

 Disability pay gap 

The mean 
hourly rate  

£17.72  £16.79  -5.54% 

 
36. The mean hourly rate is the average hourly wage across the entire organisation, so 

the mean disability pay gap is a measure of the difference in mean pay between staff 
that have declared a disability and those that have not. The data demonstrates that 
when comparing mean hourly wages, staff who have declared a disability are paid 
more than staff who have not declared a disability, thus producing a negative pay gap.  

 
37. The Disability Pay Gap 2023 in terms of median hourly pay (measure 6.2) is detailed 

in the table below: -  
  
  No Disability 

declared  
Disability declared  Disability Pay Gap  

The median 
hourly rate  

£15.84  £17.53 -10.67%  

  
38. The median hourly rate is calculated by ranking all employees from the highest paid to 

the lowest paid, and taking the hourly wage of the person in the middle; so the median 
disability pay gap is the difference between the median hourly wage of staff who have 
declared a disability (the middle paid staff member who has declared a disability) and 
the median hourly wage of staff who have not declared a disability(the middle paid staff 
member who has not declared a disability). You will note that the pay gap is a negative 
figure, and this is a good thing as disabled staff are earning a higher rate on average 
clearly demonstrating we are not discriminating in this regard. 

  
39. Comparative data for the UK and region have not yet been published for 2023. 

 
40. Staff within HFRS do not receive bonuses and as such publish a nil return for the 

measures identified in 6.3, 6.4 and 6.5.   
  

41. The table below shows the percentage of staff identifying a disability and those who 
do not per pay quartile for 2023 (measure 6.6): -   
  
Quartile  No Disability 

declared  
Disability 
declared   

Not Stated  

Lower (0%-25%)  82.29%  4.8%  12.92%  

Lower Middle (25%-50%)  90.44%  2.94%  6.62%  

Upper Middle (50%-75%)  88.97%  3.68%  7.35%  

Upper (75%-100%)  82.72%  8.82%  8.46%  
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42. Pay quartiles are calculated by splitting all employees in an organisation into four even 
groups according to their level of pay. The data identifies that staff who have declared 
having a disability within HFRS occupy 8.82%% of the highest paid jobs and 4.8% of 
the lowest paid jobs.  

  
      Closing the Pay Gap  

  
43. Our gender pay gap data over the last seven years highlights there are continuing 

challenges to close the gender pay gap, however our Service data trend is positive 
over the last seven years and shows us we are closing that gap, which is encouraging. 
Over the seven years we have been reporting our mean gender pay gap has reduced 
from 20.89 down to 8.4 and median gender pay gap has reduced from 23.44 down to 
3.1.  The Service continues to work hard to address factors of attraction, recruitment 
and progression for women, through consistent positive attraction, continuing support 
and development opportunities, such as Women in the Fire Service weekend and 
through the established Voices for Women staff forum. 
  

44. Our ethnicity pay gap is slightly smaller than our gender pay gap, and while our mean 
ethnicity pay gap has increased slightly, our median ethnicity pay gap has reduced this 
year.  However, HFRS has had a slight reduction in our ethnic minority staff.  This 
shows our need to continue to find effective ways of recruiting, retaining and promoting 
ethnic minority staff. 

 
45. However, it has shown a slight increase in both last 2 years along with a slight reduction 

in our ethnic minority staff.  This shows our need to continue to find effective ways of 
recruiting, retaining and promoting ethnic minority staff. 

 
46. While our disability pay gap continues to be negative which means we pay our disabled 

staff on average more than our non-disabled staff, which is promising, there is a 
continuing need to build trust to ensure disabled staff feel comfortable to disclose 
disabilities. 

  
Review of proposed Actions for 2023   

  
47. To implement and embed our recent positive action strategy; This has been 

implemented and has contributed to the outcomes from this report.  
 

48. To review the “Be Our Future” Campaign for 2021 and assess Service areas positive 
action initiatives, prior to and during recruitment; This review has been completed 
and has assisted the approach and actions for future positive attraction 
campaigns.  

 
49. To monitor the impact of our positive action campaigns on pay gaps across gender, 

ethnicity and disability; We have been reviewing and monitoring the data from 
our positive action campaigns and the success from positive attraction is 
particularly noted in the gender pay gap production.  We are aware that we 
need to continue to address the low representation of ethnic minority people 
joining the Service. Our positive action approach has been further embedded 
with stations and crews being supported and resourced to conduct their own 
activities. Partnership working with Humberside Police has widened the reach 
of our positive attraction both ahead of recruitment and all year coverage.  

 
50. To strive to maintain and improve our recruitment, retention and development of 

women in our Service to ensure we retain and promote women employees including 
talented women managers.  Our offer of mentoring opportunities has been 
enhanced including links to NFCC Coaching and Mentoring, with most of our 
mentors being women.   
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51. To continue growing, developing and supporting links with Women in the Fire Service; 
This has and will remain a key priority for the Service.  

 
52. To continue to support and develop our disabled staff within the workforce and promote 

the Service as an employer of choice.  Our new Reasonable Adjustment (RA) Policy 
Guidance and passporting process have increased applications for RA at 
recruitment stage and for progression/development, indicating that disabled 
staff are disclosing during application, promotions and learning points.   

 
53. We continue to aim to get the Service recognised as an employer of choice by diverse 

ethnic groups, through effective community engagement and positive attraction and 
actions to increase the ethnic minority diversity of our workforce. Through our 
positive attraction campaigns, we have promoted employment opportunities to 
under-represented ethnic minority communities, and recognise more work is 
needed in this area. 

 
Proposed Actions for 2023 

 
54. To continue our positive attraction activities both ahead of recruitment campaigns 

and all year.  These will be reviewed against best practice to evaluate and identify 
gaps and areas for further impactful activity. 

 
55. To analyse our recent Real World HR staff survey by gender to identify any 

differentials in workplace satisfaction.  To implement any further actions identified as 
needed in these areas.  To conduct training to ensure managers confidently 
challenge any discriminatory behaviours or processes.  

 
56. To implement a review of our training and implement new Fair Recruitment Training 

covering job analysis to onboarding as mandatory for all recruiting managers.  
 
57. To promote the opportunity for 3-month development programme through Women in 

the Fire Service to all women through the PDR process. To implement the women’s 
development and retention action plan as part of HFRS Public Sector Equality Duty 
actions for this year. 

 
58. To promote our existing flexible working options to men and women including agile 

working, job share, shared parental leave and consider further flexibility to attract and 
retain women including managerial level women. 
 

59. To benchmark our maternity and paternity policy to enable consideration of 
enhancement to retain diverse talent. 

 
60. To continue to aim to get the Service recognised as an employer of choice by diverse 

ethnic groups, through effective community engagement and positive attraction and 
actions to increase the ethnic minority diversity of our workforce.  

 
61. While our disability pay gap is negative there is still a continuing need to increase 

disclosure of disability.  We will embed personal disclosure into PDR process while 
maintaining confidentiality. 

 
62. To report early on our Gender, Ethnicity and Disability Pay Report from 2024 to 

ensure timely action planning and evaluation of what works, as recommended by 
Government Equalities Office  
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Agenda Item No. 12 

Humberside Fire Authority 
8 March 2024 

Report by the Assistant Chief Fire 
Officer & Executive Director of 
Corporate Services 

 

SUGGESTED SCRUNITY TOPICS 2024/25 
 
1. SUMMARY 
 
1.1 In accordance with the Humberside Fire Authority (HFA) Constitution, the Governance, 

Audit and Scrutiny (GAS) committee determine an annual scrutiny work programme of 
using a shortlist of topics approved by the HFA.  
 

1.2 The GAS Committee agree a short scope for each topic chosen to inform report writers 
of the areas they should address in their reports.  
 

1.3 The GAS Committee receive scrutiny reports formally at its meetings and relevant 
officers and other invited contributors attend the Committee’s meetings to answer its 
questions.   
 

1.4 For 2024/2025, detailed at Appendix 1, the GAS Committee is required to select six 
topics from the shortlist of eight.  

 
2. RECOMMENDATIONS 
 
2.1 It is recommended that the Fire Authority consider the proposed list of topics  

(Appendix 1) for the GAS Committee to select six to deliver the 2024/25 scrutiny work 
programme, in accordance with its constitutional responsibilities.  

 
3.  BACKGROUND  
 
3.1 The GAS committee is set an annual scrutiny work programme, looking at a variety of 

aspects of the Service's work and policy implementation from the point of view of the 
communities it serves, to provide constructive feedback and recommendations to 
improve the Service. 

 
3.2 In exercising its scrutiny role, the Committee will ensure that any observations are non-

political and are not designed to displace the functions or responsibility of the HFA.  
 
4. REPORT DETAIL 
 
4.1 The shortlist of topics is informed by key areas of HMICFRS inspection criteria and 

organisational learning.  
 
4.2 The shortlist of topics add value towards and complements the Internal Audit Plan 

2024/25.   
 

4.3 The GAS Committee shall, as appropriate, formulate recommendations to the HFA 
based on the reports it receives in response to its scopes, and the answers it receives 
in response to its questions. 

 
4.4 This paper supports the achievement of the Strategic Plan objectives, outputs and 

outcomes through the provision of independent scrutiny of related activities.  
 
5.  EQUALITY IMPLICATIONS 
 
5.1 There is no requirement to carry out an equality impact analysis as this report does not 

relate to a policy or service delivery change. 
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6. CONCLUSION 
 
6.1 Members are requested to review and approve the shortlist of scrutiny topics for the 

2024/25 in accordance with the Constitution.  
  

Matthew Sutcliffe 
Assistant Chief Fire Officer & 

Executive Director of Corporate Services 
 
 
 
Officer Contact  
 
Jamie Morris – Head of Corporate Assurance  
 07970969425  
 jmorris@humbersidefire.gov.uk    
    
Background Papers   
 

None 
 
Abbreviations 
 

GAS Governance, Audit and Scrutiny Committee 

HFA Humberside Fire Authority 
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Scrutiny Topics for GAS Committee 2024/25 – DRAFT Option Proposals 

Topic Scope Lead Officer 

 

Prevention 
Strategy 

Background context – HMICFRS Assessment Criteria 

 

HFRS has developed and implemented an ambitious prevention delivery plan which is informed by local risk 
and complies with statutory requirements. The FRS prevention plan clearly sets out where the greatest risks 
lie within its area and has a clear rationale for the level of activity to prevent fires and other risks. The FRS 
uses findings from prevention, protection, and response activity to adapt its prevention plan. FRS prevention 
activity meets community expectations, and its core functions are sustained regardless of other discretionary 
priorities for the FRS. 
 
Areas of focus  
 
▪ Information / data sources used to inform the purpose and objectives of the delivery plan.   
▪ Performance measures and management of the plan.  
▪ Evaluation and outcomes achieved. 
▪ Learning and outcomes used to inform activities.  
▪ Effectiveness of policies used to implement and manage the plan.   

Head of Prevention 
 
 

 
Protection 

Engagement  

 

Background context - HMICFRS Assessment Criteria 

 

FRS staff engage with local businesses or large organisations and share information and expectations on 
compliance with fire safety regulations. The FRS has a system to help all local businesses to have easy and 
timely access to clear guidance on how to comply with fire safety regulations. 
 
Areas of focus 
 
▪ Effectiveness of current engagement activities  
▪ Methodology used to provide information holistically and / or targeted at businesses. 
▪ Methods used to engage with business including different communication platforms.  
▪ Performance management of engagement activities including evaluation against related indicators.  
▪ Validation of information provided against legislation and related policies.  

 

Head of Protection 

Appendix 1 
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Scrutiny Topics for GAS Committee 2024/25 – DRAFT Option Proposals 

Topic Scope Lead Officer 

 

Estates  
Strategy 

Background context - HMICFRS Assessment Criteria 

 

The FRS estate and fleet plans have clear links to the risk management plan. The FRS actively considers 

how changes in fleet and estate provision and status and future innovation may affect risk, and the FRS 

exploits opportunities presented by changes in fleet and estate to improve efficiency and effectiveness.  

 

Areas of focus 

 

▪ Effectiveness of estate and fleet plans aligned to the CRMP.   

▪ How are the plans effectively performance managed, including evaluation.  

▪ How changes to the plans could affect risk.  

▪ How the plans and changes can measurably improve efficiency and effectiveness.  

 

Head of Estates & 
Fleet 

Wellbeing 
Provision 

 
Background Context - HMICFRS Assessment Criteria 
 
The FRS has well-understood and effective wellbeing policies and procedures. These policies and 
procedures are available to and understood by staff. The FRS promotes effectively the mental and physical 
health and well-being of staff. FRS staff understand and have confidence in the well being support processes 
the service provides.  
 
Areas of focus  
 
▪ Effectiveness of related policy application.  
▪ Performance management of wellbeing provision provided to staff.  
▪ Effectiveness communications in promoting wellbeing provision to staff.  
▪ Staff feedback and evaluation of wellbeing provision provided.   

 
 

Head of Occupational 
Health  
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Scrutiny Topics for GAS Committee 2024/25 – DRAFT Option Proposals 

Topic Scope Lead Officer 

 

Financial 
Plans 

 
Background Context - HMICFRS Assessment Criteria 
 
FRS plans are built on sound planning assumptions, including scenario plans. The plans are subject to 
informed external independent challenge and meet financial requirements. The FRS has an affordable 
workforce model that provides the right skills and capabilities, linked to its risk management plan and 
priorities. The FRS's financial plans help it to make sure it can provide a sustained service to the public and 
continuously improve, as well as result in a balanced budget. The FRS has financial controls and financial risk 
control mechanisms in place to reduce the risk of inappropriate use of public money.  
 
Areas of focus 
 
▪ Effectiveness of the medium-term financial strategy and productivity and efficiency plan aligned to the 

CRMP.  
▪ Intelligence led information used to inform and manage scenario planning.   
▪ Processes of scrutiny and audit used to inform and validate planning assumptions.  
▪ Alignment of plan to workforce planning arrangements.  

 

Head of Finance & 
Head of HR 

HR 

Background Context - HMICFRS Thematic Inspection  
  
The Service provides training for staff in conducting complaint and disciplinary investigations.  
 
Areas of focus 
 
▪ Effectiveness of training provided to staff to conduct investigations.  
▪ Effectiveness of related policies and processes used to manage disciplinary procedures.  
▪ Performance management of investigation processes, including trend analysis.  
▪ Learning and development from investigation outcomes.   

 
 

Head of HR 
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Scrutiny Topics for GAS Committee 2024/25 – DRAFT Option Proposals 

Topic Scope Lead Officer 

 

Joint Exercise 
Programme 

Background Context - HMICFRS Assessment Criteria 
 
The FRS carries out a joint exercise programme to test arrangements for major and multi-agency incidents. 
The FRS uses the learning to improve its capabilities and inform local and national developments.  
 
Areas of focus 
 
▪ Management of joint exercise programme including requirements, types, frequency and links to risk 

management planning.  
▪ Recording processes used to capture exercises. 
▪ Alignment to JESIP principles.  

 

Head of Emergency 
Preparedness  

Fire Control - 
Exercises and 

Debrief - Update 

 

Background Context  

HMICFRS Report Context: We are pleased to see the service’s control staff integrated into the service’s 
command, training, and assurance activity. We are, however, disappointed to find that the service’s control 
staff aren’t always included in the service’s exercise and debrief activity. The service should make sure that 
fire control staff are routinely invited to attend debriefs and 
exercises.                                                                                                                                                                                                                                                                                                                                            
HMICFRS Inspection Report: Responding to fires and other emergencies Pg 19 
 
The Committee received an initial report on Control’s involvement in exercises and debriefs at its meeting of 
22 January 2024 (Minute 8/24 refers). The Committee subsequently requested a further update on this topic 
as part of its 2024/25 work programme. 
 
Scope 

• To provide an update on: 
o the processes and procedures in place to ensure the inclusion of control room staff in exercise and 

debrief activities  
o How exercise and debrief activities are recorded to register Fire Controls involvement in the 

process.  
o Mechanisms in place to capture learning and actions for Fire Control to address, including 

evidence of their application and learning outcomes.  
o How the outcomes and leaning from exercises and debriefs are effectively communicated amongst 

Fire Control staff and other key stakeholders as applicable.  

Dan Meeke - Head of 
Emergency 

Preparedness & 
Control 

 
Graeme Dickson - 
Station Manager 

(Control) 
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Agenda Item No. 13 
Humberside Fire Authority 
8 March 2024 

Report by the Executive Director of 
Corporate Services  

 

VALUES AND CULTURE IN FIRE AND RESCUE SERVICES - UPDATE 
 
1. SUMMARY 
 
1.1 In March 2023 His Majesty’s Inspectorate of Constabulary and Fire and Rescue Services 

(HMICFRS) published their report ‘Values and culture in fire and rescue services’. The report was 
an outcome of a spotlight review of inspection findings across all 44 English Fire and Rescue 
Services. 
 

1.2 The report made 35 recommendations across 9 themes. Chief Fire Officers have accountability 
for 19 of the recommendations, with the Home Office and the National Fire Chief’s Council 
(NFCC) having accountability for the other recommendations.   

 
1.3 An action plan with an integrated GAP analysis, is used to manage and record our progression 

against each of the recommendations, with information and evidence coordinated through a 
cross-departmental culture group.  
 

1.4 Information taken from the action plan is used to inform our formal response to HMICFRS, 
recording our progression and compliance against each recommendation with accompanying 
narrative (Appendix 1).    

 
2. RECOMMENDATIONS 
 
2.1 It is recommended that the Fire Authority:  
 

(i) takes assurance from the pro-active actions taken and will continue to be in receipt of further 
updates.  

 
(ii) takes assurance that the three recommendations stated as partial compliance are either being 

progressed to their conclusion and / or are awaiting national guidance to complete.  
 

(iii) Takes assurance that the Service comprehensively manages each of the applicable 
recommendations, providing proportional and accurate evidence to ensure compliance, 
subject to validation through GAS Committee in April 2024 as its chosen scrutiny topic.  

 
3.  BACKGROUND  
 
3.1 HMICFRS independently assesses and reports on the effectiveness and efficiency of police 

forces and fire and rescue services – in the public interest. The Inspectorate commenced 
inspections of Fire and Rescue Services in 2017, graded judgements from Inadequate to 
Outstanding are awarded based upon assessments of Effectiveness, Efficiency and People.  

 
3.2 HMICFRS have no role in inspecting Fire Authorities but have inspected Humberside Fire and 

Rescue Service (HFRS) on three occasions since 2018. Our next inspection will take place in 
2024, date to be confirmed.  

 
3.3 The first inspection for HFRS took place in 2018/19, our gradings were: 
 

• Good for Effectiveness 

• Good for Efficiency  

• Requires Improvement for People 
 

 A Service Improvement Plan (SIP) was put in place to address areas for improvement identified 
by the Inspectorate. In 2020 HMICFRS carried out a focussed inspection of our response to the 
Covid Pandemic, which was ungraded, but very positive. 
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3.4 In 2021/22 we had our second full inspection, our gradings were: 
 

• Good for Effectiveness 

• Good for Efficiency 

• Good for People 
 
 During each inspection an assessment is made of organisational culture, against the following 

areas, all assessed as Good in our 2021/22 Inspection: 
 

• Promoting the right values and culture 

• Getting the right people with the right skills 

• Ensuring fairness and promoting diversity 

• Managing performance and developing leaders 
 
3.5 In November 2022 London Fire Brigade (LFB) published an independent culture review of their 

organisation, established by the London Fire Commissioner in response to the tragic death of 
firefighter Jaden Matthew Francois-Esprit, who took his own life in August 2020. His family were 
concerned that he had been bullied because of his race. The review found that ‘cultural problems 
have long dogged LFB. Jaden’s death came after a period of sustained criticism and accusations 
that the Brigade has a problem with racism and struggles with a culture of bullying and 
discrimination. An inspection by HMICFRS in 2019 showed that some staff reported a “toxic” and 
“pack like” culture. 

 
3.4 Subsequently other examples of unacceptable values and cultural behaviours have arisen in 

national media in several other Fire and Rescue Services, notably South Wales, Gloucestershire 
and Dorset and Wiltshire.   

 
4. REPORT DETAIL 
 
4.1 The Minister of State for Crime, Policing and Fire commissioned HMICFRS to conduct a spotlight 

assessment of Values and Culture across all 44 English Fire and Rescue Services, based upon 
evidence within their inspection reports since 2018. The report was published in March 2023.  

 
4.2 The report made 35 recommendations across 9 themes. Chief Fire Officers have accountability 

for 19 of the recommendations, with the Home Office and the National Fire Chief’s Council 
(NFCC) having accountability for the other recommendations.   

 
4.3 An action plan with an integrated GAP analysis, is used to manage and record our progression 

against each of the recommendations, with information and evidence coordinated through a 
cross-departmental culture group.  

 
4.4 Information taken from the action plan is used to inform our formal response to HMICFRS, 

recording our progression and compliance against each recommendation with accompanying 
narrative (Appendix 1).    

 
4.5 The Chief Fire Officer (CFO) and other Strategic Leadership Team (SLT) members have 

communicated regularly and openly with all colleagues within the organisation and HFA Members 
regarding our values, cultural behaviour expectations and professional standards. Open 
discussions have also taken place regarding the unacceptable behaviours that have come to light 
in some other Services and the support and wellbeing contacts/policies and processes that are 
accessible in the event of witnessing or experiencing unacceptable behaviour in HFRS.  

 
4.6 Real World HR completed their independent staff engagement exercise of the Service with the 

resulting feedback and outcomes addressing related HMICFRS Spotlight report 
recommendations. It is important to note the Service, although planned in advanced of HMICFRS 
report publication, purposefully awaited its release to enable both pieces of work to complement 
each other.  

 
4.7 The Service was one of ten Services subject to HMICFRS thematic misconduct inspection in 

November 2023. The scope of the inspection included a review of people related policies, desktop 
reviews, reality testing, staff forums and staff survey. Many of the areas inspected align with the 
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recommendation themes detailed in the spotlight report, providing independent analysis of our 
position and progress. It is important to note HMICFRS did not issue any graded judgment or 
individual report for any participating Service, with the feedback provided through a verbal debrief, 
with a holistic sector report based on the findings from all ten Services planned for June 2024.  

 
5.  EQUALITY IMPLICATIONS 
 
5.1 There is no requirement to carry out an equality impact analysis as this report does not relate to 

a policy or service delivery change. Members should be assured, however, that relevant equality 
impact analyses have already been undertaken for policies and working practices underpinning 
our responses to the recommended actions. 

 
6. CONCLUSION 
 
6.1 The Service welcomed the spotlight report into values and culture within Fire and Rescue 

Services and have actively engaged in a self-assessment of our organisation, against the 
recommended actions.  

 
6.2 The Service is committed to ensure the values and culture of our organisation remain as 

something we, and our communities are all proud of, and that we provide a safe and supportive 
working environment for all colleagues and visitors. 

 
Matt Sutcliffe 

Assistant Chief Fire Officer & 
Executive Director of Corporate Services 

 
Officer Contact  
 
Jamie Morris – Head of Corporate Assurance 
 07970 969425   
jmorris@humbersidefire.gov.uk  
 
Background Papers   
 
HMICFRS Values and Culture in Fire and Rescue Services Report 
Values and culture in fire and rescue services - His Majesty’s Inspectorate of Constabulary and Fire & 
Rescue Services (justiceinspectorates.gov.uk). 
 
Independent Cultural Review of London Fire Brigade 
Independent Culture Review | London Fire Brigade (london-fire.gov.uk) 
 
HMICFRS Inspection Report HFRS 2021/22 
Humberside - His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services 
(justiceinspectorates.gov.uk) 
 
Glossary/Abbreviations 
 

HFRS Humberside Fire and Rescue Service 

HFA Humberside Fire Authority 

HMICFRS His Majesty’s Inspectorate of Constabulary and Fire and Rescue Services 

SIP Service Improvement Plan 

NFCC National Fire Chiefs Council 
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Project Report Title Recommendation description Due date Service Update Summary
Is this recommendation 

complete?
Date Completed

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

With immediate effect, chief fire officers 

should review their implementation of the 

Core Code of Ethics 

[https://www.firestandards.org/standards/a

pproved/code-of-ethics-fsc-eth01/] and 

make sure it is being applied across their 

services.

30/03/2023

Summary: HFRS where early adopters of the CCoE with the implementation of and understanding amongst staff recognised in our round 2 

HMICFRS inspection report. HFRS has continued with the ongoing application of the CCoE to ensure the associated ethical principles are an 

integral component in decision making, working practices and within the conduct of all staff. 

Review: With immediate effect the Service did review the implementation of the CCoE. This was performed through the creation of an action 

plan to review established practices and identify any areas of development. The work as detailed below, provides insight into the established 

practices already used (including cyclical review processes) for the continued implementation of the CCoE alongside evolving work to further 

enhance the application of the CCoE. 

- The CCoE Fire Standard is managed as a live document with new updated evidence and revised GAP analysis conducted to ensure 

accuracy and validity in the resulting compliance rating(s). 

- The CCoE Fire Standard criteria is appropriately incorporated into other principle Service documentation 

- Referenced in all Service policies the requirement that the related content is informed by and implemented in accordance with the ethical 

principles of the CCoE. 

- The CCoE ethical principles are embedded into the annual staff personal development reviews. This is intended as a catalyst for continued 

understanding, discussion, recorded examples of individuals positively demonstrating the principles and the identification of staff needing to 

improve their behaviours.

- Continued application of CCoE promotional materials throughout embedded throughout the Service including posters, table talkers, screen 

savers and Service documentation templates

- Commissioning exercise conducted for an external independent organisation to conduct a ‘Staff Engagement and Consulting’ activity to 

review and analyse Service practices in multiply areas including reviewing the CCoE in practice. To commence June / July 2023. 

Yes                                                30/03/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

With immediate effect, chief fire officers 

should notify HMICFRS of any allegations 

that have the potential to constitute staff 

gross misconduct that: 

- involve allegations of a criminal nature 

that have the potential to affect public 

confidence in FRSs; 

- are of a serious nature; or 

- relate to assistant chief fire officers or 

those at equivalent or higher grades.

30/03/2023
Return completed and submitted to HMICFRS prior to the requested deadline. HMICFRS updated on any new emerging cases that align to 

this classification through the SLL. 
Yes                                                30/03/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 June 2023, chief fire officers should, 

as a priority, specify in succession plans 

how they intend to improve diversity 

across all levels of the service. This 

should include offering increased direct-

entry opportunities.

01/06/2023

The Service Strategic Plan 2021-24 sets a clear objective that ‘We encourage, attract and retain a diverse range of people to help us provide 

the best service’ . To support the accomplishment of this strategic objective the Service has an established EDI priority within the organisations 

Public Sector Equality Duty (PSED) Action Plan to ‘Increase diversity throughout our workforce’ , using the proceeding objectives, which have 

been implemented and reviewed. 

-Visibly promote HFRS as an employer of choice and positively seek employees from underrepresented groups. 

-	Improve the recruitment and retention levels for all underrepresented groups. 

-	Further develop the role of ‘Equality Champions’ across the Service.  

The Services Positive Action Framework details the legal obligations of the Equality Act 2010 and reinforces the requirements of the PSED. 

Collectively both these documents are used to inform the workforce and succession planning arrangements in the Service in further 

coordination with the following current or pending documents:  

-	Annual Pay Gap report 

-	Recruitment and Selection Policy 

-	People Strategy 

-	Promotion Process Guidance

-	Draft Talent Management Strategy and Implementation Plan 

-	Draft revised Succession Plan 

Pending the outcome and findings from the NFCC direct entry pilot scheme, the Service has planning and review arrangements in place to 

consider and integrate the practice.  

Partial 

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 June 2023, chief fire officers should 

review how they gather and use equality 

and diversity data to improve their 

understanding of their staff demographics, 

including applying and meeting the 

requirements of the National Fire Chiefs 

Council equality, diversity and inclusion 

data toolkit 

[https://www.ukfrs.com/equality-diversity-

and-inclusion-data-toolkit].

01/06/2023

The Service applies a range of processes in the gathering and use equality and diversity data to improve the understanding of staff 

demographics. This includes the creation and publication of associated documents which include the following: 

- Gender, Ethnicity and Disability Pay Gap Report: Using analytical information to comply a voluntary produced and published report to 

incorporate ethnicity and disability into gender pay gap differences, enables the Service to proactively understand demographical data, to 

inform and support staff forum groups activities, policies, and practices. 

- Workforce Planning: Using staff demographics in coordination with the Services PSED and Positive Action Framework to support the 

planning arrangements. 

The application of the NFCC Equality, Diversity and Inclusion toolkit is evidenced within the following documentation: 

-	EDI Annual Report 

-	PSED Compliance 

-	Equality and Inclusion Policy 

-	2022/23 scrutiny topic for the Services independent Governance, Audit and Scrutiny committee

Yes                                                01/06/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 June 2023, chief fire officers should 

seek regular feedback from staff about 

values, culture, fairness and diversity, with 

due regard to the leading and developing 

people standard 

[https://www.firestandards.org/standards/a

pproved/leading-developing-people-fsc-

led01a/]. They should show how they act 

on this feedback.

01/06/2023

The CFO uses a range of engagement activities to purposefully provide the opportunity for staff to regularly provide feedback which can relate 

to values, culture, fairness, and diversity. Established activities which facilitate feedback includes: 

-	Cyclical SLT visits to all Service locations and teams, with an accompanying staff ‘You Said We Did’ communication as appropriate.

-	Quarterly On-Call meetings  

-	Leadership Forum 

-	EDI Staff Forum Groups 

-	Q&A site on the Service internal SharePoint portal site 

The CFO approved the tendering exercise to commission an external independent organisation to conduct a ‘Staff Engagement' activity to 

review and analyse Service practices in multiply areas including current feedback routes. This process was completed in December 2024 by 

Real World HR, achieving a  49% staff  survey response rate. Feedback and learning, arising from the survey, is integrated into the Service 

Improvement Plan as actions aligned with related Fire Standards, Maturity Models and organisational learning practices. 

Yes                                                01/06/2023
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Project Report Title Recommendation description Due date Service Update Summary
Is this recommendation 

complete?
Date Completed

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 June 2023, chief fire officers should 

make sure there is a full, 360-degree 

feedback process in place for all senior 

leaders and managers (assistant chief fire 

officer equivalent and above) in service.

01/06/2023

360 feedback sessions amongst all SLT members delivered and completed by an internally qualified facilitator completed. Alongside this the 

below identifies other feedback processes for SLT members.

To supplement and support the 360 feedback the Service already delivers the following relatable activities: 

-	Cyclical SLT visits to all Service locations and teams, with an accompanying staff ‘You Said We Did’ communication as appropriate. 

-	SLT engagement visit days working from different Service locations to encourage dialogue and discussion. 

-	Quarterly On-Call meetings  

-	Leadership Forum 

-	EDI Staff Forum Groups 

-	Q&A site on the Service internal SharePoint portal site

Yes                                                01/06/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 June 2023, chief fire officers should 

have plans in place to ensure they meet 

the "Fire Standards Board' leading the 

service 

standard"[https://www.firestandards.org/st

andards/approved/leading-the-service-fsc-

led01b/] and its "leading and developing 

people standard" 

[https://www.firestandards.org/standards/a

pproved/leading-developing-people-fsc-

led01a/].

01/06/2023

The Service manages each Fire Standard through a robust and established process, underpinned by information and guidance. All Fire 

Standards are transparently managed thorough an internal SharePoint site on the internal portal system and considered live documents. In 

relation to the 'Leading and Developing People' and 'Leading the Service Fire Service Standards' these have been completed with an accurate 

calculated compliance rating(s), which is subject to ongoing review and development as best practice.  Fire Standards are also integrated into 

the Services function Tactical Plans 24/25. 

Yes                                                01/06/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 June 2023, chief fire officers should 

make sure they provide accessible 

information for all staff and members of 

the public on how they can raise concerns 

and access confidential support (including 

through external agencies). Chief fire 

officers should also make sure accessible 

information is provided on how concerns 

and allegations will be investigated in a 

way that ensures confidentiality and is 

independent of the alleged perpetrator.

01/06/2023

The Service has established information sources and processes available to effectively manage the context of the recommendation which 

include: 

-	Professional Standards policies (accessible through the Service website) 

-	Signposting information detailed in the Data Transparency section of the Service website. 

-	Contact details for arising concerns are detailed in the related Professional Standards policies of Complaints, Whistleblowing, Dignity at 

Work policy (anti bullying and harassment), Grievance, Mediation, Anti-Fraud and Corruption. 

-	High level accessibility rated Service website with contact details. 

-	External HMICFRS reporting line promoted through Service communication channels. 

-	Safeguarding policy and website signposting 

-	Equality and Inclusion policy 

-	Employee Assistance Programme communicated through the internal SharePoint site. 

-	Blue Light Champions with contact details through the internal SharePoint site

-	Internal bullying hotline number, with marked materials and contact details in all Service locations                                   

In addition to this provision the Service has recently agreed to join a bespoke confidential and anonymous reporting service run by the 

Crimestoppers as a further independent route providing a range of supportive services: 

-	A national bespoke 0800 number, the same across the UK for any member of FRS to report.

-	24/7/365 call handling, online form management, and dissemination of information reports to the department within each FRS/local authority.

-	A bespoke online reporting form (fully mobile).

-	Two-way facility on all online forms which allows further questions to be raised to the person that provided information if they have remained 

anonymous.

-	All time critical reports rung through to nominated point of contact in addition to email dissemination. (If required)

-	Monthly reporting on report statistics

It is important to note the Service has created a 'Support Routes in Confidence' marketing and communication plan with posters, business 

cards and QRcodes issued at all Service locations.

Yes                                                01/06/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 June 2023, chief fire officers should 

assure themselves that updates on how 

concerns are being handled are shared 

with those who have raised them. The 

updates should be given in an accessible 

way that encourages trust and confidence 

in the service response. Consideration 

should be given to creating a professional 

standards function to handle conduct 

concerns in service (or from an  

external service) to have oversight of 

cases, to make sure they are conducted 

in a fair and transparent way and to act as 

a point of contact for all staff involved.

01/06/2023

The Service has a recognised infrastructure in place to effectively handle concerns in line with policy and provide updates to those who raise 

them through: 

-	HR Case File Records 

-	Employee Relations Tracker and Powerbi dashboard 

-	Corporate Assurance Case File Records 

The Service has reviewed the processes used to handle concerns through introducing a learning record for continuous improvement and 

development in this area. 

The Service has reviewed the processes used to handle concerns through introducing a learning record for continuous improvement and 

development in this area. Professional Standards in the Service are managed collaboratively between the Corporate Assurance and Human 

Resources functions. The functionality of this work is managed through the Professional Standard policies, in conjunction with the 'Support 

Routes in Confidence' initiative.  The stated policies and provisions where subject to a thematic inspection completed by HMICFRS in 

November 2023

Yes                                                01/06/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 June 2023, chief fire officers should 

review the support available for those who 

have raised concerns and take any action 

needed to make sure these provisions are 

suitable.

01/06/2023

Service policies, including professional standards, provide the structure to manage raised concerns effectively and consistently through:

-	Dignity at Work Policy (anti Bullying and Harassment)

-	Complaints Policy

-	Disciplinary Policy

-	Exits From the Service Policy

-	Equality and Inclusion Policy

-	Grievance Policy

-	Safety Event Reporting Recording and Investigation Arrangements Policy

-	Whistleblowing Policy

-	Mediation Policy

-	Menopause Policy

-	Anti-Fraud and Corruption Policy

Alongside policies accessible services and supportive provisions are available through: 

-	Employee Assistance Programme communicated through the internal SharePoint site. 

-	Blue Light Champions with contact details through the internal SharePoint site

-	Internal bullying hotline number, with marked materials and contact details in all Service locations

-	A national bespoke 0800 number, for any member of the Service to report Crimestoppers through a 24/7/365 reporting line.

-	'Support Routes in Confidence' marketing and communication plan with posters, business cards and QRcodes issued at all Service 

locations.

The above stated policies and provisions where subject to a thematic inspection completed by HMICFRS in November 2023. 

Yes                                                01/06/2023
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Project Report Title Recommendation description Due date Service Update Summary
Is this recommendation 

complete?
Date Completed

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 August 2023, chief fire officers 

should provide assurances to HMICFRS 

that all parties are supported in relation to 

ongoing investigations.

01/08/2023

Return to HMICFRS completed regarding processes which includes the application of the following:

HR Bullying Case File Records, Dignity at Work Policy (anti Bullying and Harassment), Corporate Assurance Complaint Case File Records, 

Complaints Policy, HR Discipline Case File Records, Disciplinary Policy, HR Exit Interview Case Files, Exits From the Service Policy, OD EDI 

Case File Records, Equality and Inclusion Policy, HR Grievance Case File Records, Grievance Policy, HS&E Safety Event Case File Records, 

Safety Event Reporting Recording and Investigation Arrangements Policy, Whistleblowing Case File Records, Whistleblowing Policy, HR 

Mediation Case File Records, Mediation Policy, HR Menopause Case File Records, Menopause Policy, Anti-Fraud and Corruption Policy, 

FTSU Guardian, Employee Relations Tracker and Dashboard – HR, Blue Light Champions, Staff Forums, Employee Assistance Programme, 

‘FRS Speak Up’ service via Crimestoppers.

HMICFRS thematic inspection of the Service in November 23

Yes                                                01/08/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 June 2023, chief fire officers should 

make sure their equality impact 

assessments are 

fit for purpose and, as a minimum, meet 

the requirements of the National Fire 

Chiefs 

Council equality impact assessment 

toolkit.

01/06/2023

HFRS where early adopters of the NFCC Equality Impact Assessments (EIA), effectively using them in adherence with the toolkit, applied and 

managed in the following ways: 

-	Every Service policy requires the completion of an EIA to inform content, while used an integral part of the consultation process. 

-	Training programme provided for staff to effectively complete and manage EIA’s. 

-	Repository used to store all completed EIA’s.

-	Quality assurance process used to sample test quality and effectiveness of the EIA’s.

-	EIA’s used within the Service Improvement Plans to drive performance. 

-	Service management of EIA’s subject to an independent internal audit. 

Yes                                                01/06/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 August 2023, chief fire officers 

should develop plans to promote 

progression paths for existing staff in non-

operational roles and put plans in place to 

reduce any inequalities of opportunity.

01/08/2023

Through the development and application of a Service infrastructure, the following practices and procedures are managed to support the 

identification and progression routes for non-operational staff. 

-	Succession Plan Framework 

-	Career Ladders 

-	PDR Process 

-	Role Specific Training Outlines 

-	Core Skills Framework 

-	Professionalisation of Roles 

-	Talent Management Strategy

Yes                                                31/07/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 August 2023, chief fire officers 

should provide assurances to HMICFRS 

that all parties are supported in relation to 

ongoing investigations.

01/08/2023

Assurances provided through the submission of information, including reference to related Service policies and procedures, against each of 

the recommendations to date and against the mandated deadline, as detailed in this spreadsheet. Additionally, the below information provides 

further insight into the established and proactive approaches being taken in relation to ongoing investigations: 

Professional Standards Policies and Case File Records 

-	Dignity at Work (Anti-Bullying and Harassment Procedure)

-	Complaints 

-	Disciplinary 

-	Exits from Service 

-	Equality and Inclusion 

-	Equality Impact Analysis  

-	Grievance 

-	Whistleblowing 

-	Mediation 

-	Menopause 

-	Anti-fraud & Corruption 

-	Safety Event Reporting, Recording and Investigation arrangements. 

-	Employee Relations Tracker                            

Independent scrutiny against how each of the above items is managed has and continues to be applied including: 

-	Governance, Audit and Scrutiny committee 

-	Internal Audit Bullying, Harassment and Discrimination 

-	HR Real World Independent Staff Engagement Programme 

Further assurance is provided through the ‘Support Routes in Confidence’ initiative the Service operates which is committed to maintaining a 

safe and supportive work environment for everyone. Below are internal and external routes staff can use to speak up, raise a concern and get 

support. 

-	Via your line manager 

-	External Independent FRS Speak Up Service 

-	Internal Bullying and Harassment Hotline 

-	External HMICFRS Reporting Line 

-	External Employee Assistance Programme, Internal Occupational Health and Wellbeing Team, Internal Freedom to Speak Up Guardian 

Yes                                                01/08/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 September 2023, chief fire officers 

should make sure there is a full, 360-

degree feedback process in place for all 

other leaders and managers in service. 

The process should include gathering 

feedback from a wide range of sources 

including colleagues and direct reports.

01/09/2023

HFRS has an established partnership with Trans2Performance (T2P) to provide leadership development for all managers across the 

organisation. Our Organisational Development (OD) team have worked with T2P to develop a bespoke 360-degree feedback survey which is 

hosted on T2P’s online learning portal, the T2 Hub. The content of the 360-degree feedback has been designed to reflect the 4 quadrants of 

the NFCC Leadership Framework (personal impact, outstanding leadership, service delivery and organisational effectiveness) and has been 

mapped against the underpinning behaviours of the Core Code of Ethics. The 360-degree feedback process is currently being trialled by a 

small group of leaders and their teams. Once the trial has been evaluated and feedback reviewed, the 360 process will be rolled out across the 

organisation and will feed into the annual Performance Development Review (PDR) cycle. 

Yes                                                01/092023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 October 2023, as a precursor to the 

development of the College of Fire and 

Rescue, chief fire officers and the National 

Fire Chiefs Council should work with the 

Home Office to consider how they can 

improve the training and support they 

offer to staff in management and 

leadership development. This should 

include authority members in respect of 

their assurance leadership roles and 

should ensure that opportunities are 

offered fairly across all staff groups.

01/10/2023

HFRS awaiting clarification of any discussions between the NFCC and Home Office.                                                                                                                                                                           

Authority members undertake and align to the following:                                                                                                                                                                                                                                                          

- All members receive a full induction on joining the authority                                                                                                                                                                                                                            

- The seven principles of public life (Nolan Principles) are applied towards all members.                                                                                                                                                                             

- All members are invited in addition to regulated meetings to four member days to share best practice.                                                                                                                                                                        

- Nominated members undertake appeals committee training.                                                                                                                                                                                                                                    

- Members champions are assigned individually to interact and promotion the work of each directorate function through attendance at 

dedicated meetings.                                                                                                                                                                                                                                          

- All members agree adherence to the constitution which is published on the HFRS website, which includes relation to leadership, conduct and 

probity, members code of conduct, officers code of conduct, members pension board conflict of interest, monitoring officer protocol, complaints 

procedure, anti-fraud & corruption, protocol for member and officer relationships, code of governance, principles of good conduct for 

employees.

Partial 
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Project Report Title Recommendation description Due date Service Update Summary
Is this recommendation 

complete?
Date Completed

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 October 2023, chief fire officers 

should put plans in place to monitor, 

including through the gathering and 

analysis of staff feedback, watch and 

team cultures and provide prompt 

remedial action for any issues they 

identify.

01/10/2023

HFRS currently operates an employee relations tracker managed by HR, an annual cycle of SLT visits to all Service teams, exit interviews, 

online question and answers section, staff Let’s Talk sessions and Leadership forums, used in gathering and analysing staff feedback. The 

Service is purposefully evolving and expanding the opportunities to gather feedback through the following means. 

HFRS currently engaged in the ‘Real World HR’ an external company undertaking staff engagement process with staff aligned to values and 

cultures. Outcomes to be delivered through the progress and completion resulting from staff engagement: 

-	Delivery of a quality staff survey project with a sector benchmarked good response rate. (with quantitative data)

-	Design and delivery of organisation wide awareness/preparation and engagement activities which demonstrate benchmarkable good 

participation, involvement and engagement. (qualitative and quantitative data)

-	Demonstrate ability to transfer learning and build confidence at HFRS in a range of areas of staff engagement including continuous 

commitment, appetite to action changes, and contribute confident leadership in this area. 

-	Delivery of an outcome report and associated senior leadership presentation of an action plan to allow HFRS to learn, develop and grow as 

it looks to move from a good organisation graded by HMICFRS to an outstanding one.

                                                                                                                                                                                                                                                                                           

- Feedback and learning, arising from the Real World HR survey, is integrated into the Service Improvement Plan as actions aligned with 

related Fire Standards, Maturity Models and organisational learning practices. 

                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                           

Sentiment analysis completed through a collaboration with Hull University. Creation of a people Power BI dashboard in development to record 

and analyse trends

Yes                                                01/10/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 October 2023, chief fire officers 

should make sure their services provide a 

confidential way for staff to raise concerns 

and that staff are aware of whistleblowing 

processes.

01/10/2023

HFRS has dedicated professional standards policies, accessible through the Service website, to ensure transparency. The following 

professional standards are established as staff routes for raising concerns confidently: 

-	Anti-Fraud and Corruption 

-	Complaints 

-	Dignity at Works Policy and Anti Bullying and Harassment Procedure  

-	Grievance 

-	Whistleblowing

                                                                                                                                                                                                                                                                                                    

Given the context of this policies a dedicated section is incorporated into each entitled, ‘Who can provide support or advice (to employees)’. 

This section provides details of the HFRS ‘Support Routes in Confidence’ with all the routes and procedures designed to provide a safe space 

to speak up and get support when something isn’t right, which includes:                                                                                                            

-	Via your line manager. 

-	Independent Speak up through Crimestoppers available 24/7 365 days.

-	Internal Freedom to Speak Up Guardian.

-	Internal Bullying and Harassment Hotline. 

-	Employee Assistance Programme. 

-	Occupational Health and Wellbeing Team.

-	HMICFRS Reporting Line. 

                                                                                                                                                                                                                                                                                         

Each of these routes, in addition to their inclusion in policy, are externally publicised throughout the Service via the internal staff portal site, staff 

payslips, promotional materials including distributed business cards amongst all staff, notes pads, and posters all of which are interactive with 

the inclusion of a QR to direct staff immediately to the selection of available support routes.

Yes                                                01/10/2023

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 January 2024, chief fire officers 

should:

- immediately review their current 

background checks arrangements, and 

make sure that suitable and sufficient 

background checks are in place to 

safeguard their staff and communities 

they serve; and

- make sure that appropriate DBS check 

requests have been submitted for all 

existing, new staff, and volunteers, 

according to their roles as identified by the 

Fire Standards Board.

01/01/2024

CFO letter circulated a letter to all staff in November highlighting the revised DBS requirements, which included reference to the following.                                        

We consider it appropriate to carry out a minimum of Standard level DBS checks and where necessary, Enhanced level DBS checks with 

relevant barred lists on existing staff, in order to protect the public and the reputation of the Fire and Rescue Service. It is important that our 

staff are suitable to work with the public and that the public have trust in the Fire and Rescue Service. Conducting a minimum of Standard level 

DBS checks and where appropriate, Enhanced level DBS checks with relevant barred lists on existing staff allows us to demonstrate to the 

public that we have assessed the 

suitability of our staff to the highest degree possible and that we have taken decisions on suitability having had access to all relevant 

information. We therefore consider our request that all relevant staff consent and undergo a minimum of Standard level DBS checks and 

where appropriate, Enhanced level DBS checks with relevant barred list is reasonable, in the circumstances.                                                                                                                                                         

Actions have followed this letter with the new DBS procedures now active and in process. In December 2023, we completed a contract and 

onboarded with  an appointed local authority Electronic Disclosure and Barring Service (eDBS) services. This is an online system with a three-

step administration process via secure user log ins. It is managed through our HR team. 

Step one is creating new application. This would be carried out by our HR user group. 

Step two is the applicant information. This is what the applicant needs to fill in. 

Step three is the ID Validation. This is what HR fill in on the system when checking the applicant ID.                                                                                                                                         

Positive disclosures are managed following the NFCC Safeguarding Positive Disclosure Document and our Professional Standards Policies.

Partial 

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 March 2024, chief fire officers should 

provide assurances to HMICFRS that 

they have implemented the standard on 

misconduct allegations and outcomes 

handling.

01/03/2024

Fire Standards Board revised content provided to all FRS's on 08.02.24 which stated 'Having had conversations with many of you, you are 

already aware of the actions taken by the Fire Standards Board in response to the HMICFRS values and culture recommendations. I now 

attach some official communications confirming those actions, and summarising the changes made to three specific Fire Standards, which 

should enable Fire and Rescue Services with addressing recommendations 12 and 14. There are no other planned revisions or new 

standards linked directly to the HMI recommendations'. The Service is compliant with this element of the Standard. 

Yes                                                08/02/2024

Humberside 

FRS

Values and 

culture in fire 

and rescue 

services

By 1 March 2024, chief fire officers should 

provide assurances to HMICFRS that 

they have implemented the standard on 

staff disclosure, complaint and grievance 

handling.

01/03/2024

Fire Standards Board revised content provided to all FRS's on 08.02.24 which stated 'Having had conversations with many of you, you are 

already aware of the actions taken by the Fire Standards Board in response to the HMICFRS values and culture recommendations. I now 

attach some official communications confirming those actions, and summarising the changes made to three specific Fire Standards, which 

should enable Fire and Rescue Services with addressing recommendations 12 and 14. There are no other planned revisions or new 

standards linked directly to the HMI recommendations'.  The Service is compliant with this element of the Standard. 

Yes                                                08/02/2024
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