
HUMBERSIDE FIRE AUTHORITY  
 

GOVERNANCE, AUDIT AND SCRUTINY COMMITTEE 
 

6 SEPTEMBER 2021 
 
PRESENT:  Independent Co-opted Members Mr D Chapman (Chairperson), Mr J Doyle, 
Mrs P Jackson, Mr A Smith and Mrs M Thomlinson. 
 
 Councillor Briggs attended as an observer. 
 
 Jason Kirby - Temporary Director of People and Development, Paul McCourt - 
Director of Service Delivery, Simon Rhodes - Temporary Director of Service Improvement, 
Steve Topham - Director of Service Delivery Support, Martyn Ransom - Head of Finance, 
Ruth Gilmour - Head of Human Resources, Mathew Buckley - Monitoring Officer/Secretary, 
Samm Campbell - Committee Manager, Andy McCulloch - Internal Audit (TIAA) and Ross 
Woodley (Mazars) were also present.  
 
 The meeting was held at the Humberside Fire and Rescue Service Headquarters, 
Kingston upon Hull. Meeting commenced at 10.00 a.m.  
 
 PROCEDURAL  
 
73/21 APOLOGIES FOR ABSENCE - There were no apologies for absence. 
 
74/21 DECLARATIONS OF INTEREST - There were no declarations of interest. 
 
75/21 MINUTES - Resolved - That the minutes of the meeting of the Committee held on    
5 July 2021 be confirmed as a correct record. 
 
76/21 MATTERS ARISING FROM THE MINUTES, OTHER THAN ON THE AGENDA - 
There were no matters arising. 
 
 GOVERNANCE 
   
77/21 UPDATE: MATTERS ARISING/FEEDBACK FROM FIRE AUTHORITY - The 
Monitoring Officer/Secretary provided feedback on items considered by the Fire Authority at 
its meetings of 23 July 2021.  
 
  Resolved -  That the update be received. 
 
78/21 ANNUAL UPDATE ON THE DECLARATION AND REGISTRATION OF 
INTERESTS BY MEMBERS - The Monitoring Office/Secretary provided an update on the 
declaration and registration of interests by Members. 
 
  Resolved -  That the update be received. 
 
 Audit 
 
79/21 INTERNAL AUDIT REPORTS- Andy McCulloch (TIAA) presented the following 
reports: 
 

(i)  Enforcement - The review process found that targets for the number of 
inspections under the Risk-Based Inspection Programme were not being met as a 
result of the prioritisation of other activities. However, given the importance of each 
inspection as part of the risk-based approach, TIAA concluded that the Service 
should prioritise inspections to meet the target of 10 per month. The Service 
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explained that it had needed to fill vacant posts within the inspection team and that 
training inspectors took time. The Service had begun to triage tasks in different 
ways to prioritise inspections and was confident that the situation would improve as 
the staff members being trained would be able to undertake high-risk inspections 
from the end of September 2021. 

 
(ii) Grievance Arrangements - The review found that the Service followed its 

processes appropriately, but that managers would benefit from training because 
some of the grievances reviewed could have been resolved by effective 
management actions at the first stage of the formal grievance process. The Service 
was in the process of securing extra resources to improve its grievance process, 
and its HR partner was involved from the beginning of each grievance process to 
support the Service’s managers. 
 

(iii) National Operational Guidance Phase 3 and 4 - TIAA had concluded the 
review with an assessment of ‘reasonable assurance’. The process for 
implementing the Guidance was found to have been appropriately directed, and the 
review had resulted in two recommendations; one Priority 2 and one Priority 3. 

 
(iv) Productivity - Shift System - The review had found that appropriate 

procedures had been agreed, but were yet to be fully embedded across the 
Service. TIAA had concluded with a Priority 1 recommendation, two Priority 2 
recommendations and one Priority 3 recommendation.  

 
 Resolved -  (a) That the reports be received, and 
 
    (b) That TIAA report on the progress made in relation to the Risk-
Based Inspection Programme in spring 2022. 
 
80/21 INTERNAL AUDIT UPDATE - Andy McCulloch (TIAA) presented a report updating 
the Committee on progress in relation to the internal audit process. 
 
  The review of the Shift System (Minute 79/21 refers) had found that activity was not 
being recorded in sufficient detail, which meant that it was difficult to evidence the 
improvements being made. As a result, TIAA would make use of three days of its 
contingency capacity to follow up on this review and report on progress. As a result of the 
Committee’s recommendation in relation to TIAA’s review of Enforcement (Minute 79/21 
refers), TIAA would use a further day of its contingency capacity to gauge the Service’s 
progress. 
 
 Resolved -  That the update be received. 
 
81/21 EXTERNAL AUDIT COMPLETION REPORT 2020/21 - Ross Woodley (Mazars) 
presented the External Audit Completion Report 2020/21. 
 
 Mazars offered its thanks to members of the Service’s finance team for their diligent 
work which had enabled Mazars to have substantially completed the report during a 
challenging time. Expectations of public sector auditors had risen while there was a shortage 
of auditors nationally. Mazars had decided to prioritise its larger authorities (including the 
Service) and was on track to complete its 2020/21 audit by the 30 September 2021 deadline. 
Overall, Mazars expected to deliver an ‘unqualified’ opinion. There were no material errors in 
the Service’s accounts and Mazars was awaiting the assurance letter from the auditors of 
the Pension Fund.  
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 A Member asked when the contract for valuation services was due to be tendered. It 
had been around five years since the tender process had been undertaken in relation to 
valuation services, and the contract was due to be tendered again in the coming months. 
 
 Resolved -  (a) That the report be received, and 
 
    (b) that the Committee offer its thanks to the Service’s finance 
team and to Mazars for the hard work to ensure that the external audit process for 2020/21 
would be completed by the 30 September 2021 deadline. 
 
  FINANCE AND PERFORMANCE 
 
82/21 HMICFRS INSPECTION UPDATE - The Temporary Director of Service Improvement 
provided the Committee with a verbal update in relation to Her Majesty’s Inspectorate of 
Constabulary and Fire and Rescue Service’s (HMICFRS). 
 
 Since the Committee’s previous meeting, the Service had received the request for 
self-assessment documents from HMICFRS. The documents had been completed and 
circulated to Members, and the Service was pleased with the information reported to 
HMICFRS. The self-assessment documents would be used by HMICFRS to develop its key 
lines of enquiry. At the time of the meeting, an engagement visit was underway with the 
Inspectorate’s new liaison officer for the Service, Gareth Bradbury. While engagement visits 
were not taken into account as part of the inspection process, they were important in 
ensuring that the liaison officer was familiar with the Service.  
 
 Sir Thomas Winsor, Chief Inspector of HMICFRS, had written to fire authority chairs 
and chief fire officers to seek comments on the Inspectorate’s annual State of Fire and 
Rescue report. The State of Fire and Rescue report due to be published later in the year 
would by Sir Thomas Winsor’s last, as his term of office was due to come to an end. It was 
expected that the report would reflect on the progress made since the Inspectorate’s 
inception in 2017. 
 

Resolved -  That the update be received. 
 
83/21 ANNUAL STATEMENT OF ACCOUNTS 2020/21 - The Head of Finance presented 
the Annual Statement of Accounts for the 2020/21 financial year. 
 
 Resolved -  That the Annual Statement of Accounts 2020/21 be received.  
 

SCRUTINY PROGRAMME 
 
84/21 PROMOTION WITHIN UNIFORMED ROLES - The Temporary Director of People 
and Development submitted a report in response to the scope within the Committee’s 
Scrutiny Programme for 2021/22. 
 
 During the previous 20 years, fire and rescue services across the country had gone 
from having nationally regulated promotion processes underpinned by prerequisite 
examinations, to an assessment centre process which replaced the examinations, before the 
Government announced in 2010 that it would no longer mandate any particular process. 
Between 2010 and 2019, the Service operated a system in which candidates would be 
interviewed and assessed, with successful candidates then held in a pool until a suitable 
vacancy arose. This process resulted in candidates sometimes being held in the promotional 
pool for more than two years, with no ongoing support or requirement to develop or maintain 
their skills. In 2015, the Service introduced the Institute of Fire Engineers (IFE) 
examinations; initially as a voluntary qualification, and later as a prerequisite qualification. 
While the IFE remained a prerequisite qualification for firefighters seeking promotion, the 
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Service reviewed its processes in early 2019. At that point, the Service temporarily recruited 
to vacancies on an individual basis while it developed its Recruitment Policy, which replaced 
its previous policy on promotion. After a short time, the Service came to understand that it 
would not be possible to recruit the required number of crew, watch and station managers 
(CMs, WMs and SMs respectively) on a post-by-post basis while also maintaining high 
service delivery standards. The Service’s retirement profile, and the fact that CM and WM 
posts arose with such frequency, led to the development of the talent pipeline. 
 
 Following significant consultation with representative bodies, the Service developed 
its current talent pipeline process, which had been introduced in July 2020. The talent 
pipeline process addressed the need to support employees through a structured 
development process that identified and developed applicants for operational managerial 
positions in accordance with the Service’s specifications. It also addressed the need to 
maintain a ready supply of potential candidates for promotion, whether permanently or 
temporarily. The talent pipeline process categorised applicants in three ways following a 
stringent and transparent assessment process: ‘appointable’; ‘appointable on a temporary 
basis’ or; ‘not appointable at this time’. The process also ensured that applicants would not 
remain in the pipeline for excessive periods of time, and would have to reapply, meaning that 
the Service could be assured that anyone in the pipeline assessed as ‘appointable’ or 
‘appointable on a temporary basis’ could be called upon. The Service adopted a Transfers 
and Postings Policy in 2019, and monthly meetings governed the process.  
 
 A Member asked how many applications had been submitted for the talent pipeline. 
In the previous year, around 60 applications had been received for consideration for 
promotion to CM positions. It was agreed that the Committee would be provided with details 
of the number of applications for each role, the number of successful promotions, and the 
number of applicants who needed to reapply. 
 
 A Member queried the reasoning behind the decision to restart the talent pipeline 
process every 12 months. In the previous pool system, some applicants had been in the pool 
for two or three years, without any assurance to the Service that they remained suitable for 
promotion. Some Members remained concerned and asked whether it would be possible to 
review ‘appointable’ applicants on individual basis every 12 months rather than restart the 
process. The Service worked flexibly with ‘appointable’ candidates when vacancies arose. 
Many would be willing to travel in order to take up a promotion but, for example, the Service 
would not ordinarily offer a post at one end Humberside to an employee living at the other 
end. The Service remained open to adapting the pipeline process depending on its reception 
and success, but it had only recently been established in July 2020. 
 
 A Member asked whether the Service recruited externally. The Service advertised all 
of its permanent posts to external applicants using local and national publications, the 
transfer list and its own website. Temporary posts would usually involve internal recruitment 
processes due to the time-limited nature of the appointments. 
 
 A Member asked how the Service’s recruitment processes would advance its positive 
action objectives. Positive action was difficult to advance using internal recruitment 
processes, meaning that the Service would need to appoint more external applicants. 
However, the Service’s work on improving the gender balance had progressed well in recent 
years, and the mentorship scheme had helped to encourage more female applicants. 
 
 The Service’s exit interview process had been reviewed and was due to become 
automated in an effort to improve response rates. The existing process allowed those 
leaving the Service to offer any feedback they wanted to, but none had so far highlighted the 
Service’s promotion processes as an issue. The Service had begun to undertake short 
‘pulse’ surveys to gauge issues such as wellbeing and bullying in its workforce. 
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Resolved -  (a)  That the Committee be provided with details of the number of 
applications to the talent pipeline process for each role, the number of successful 
promotions, and the number of applicants who had needed to reapply, and 

 
  (b)  that the Committee reconsider promotion within uniformed 

roles as part of a future scrutiny programme. 
 
85/21 GAS COMMITTEE SCRUTINY PROGRAMME 2021/22 - The Committee Manager 
submitted a report summarising the Committee’s Scrutiny Programme 2021/22. 
 
  Resolved -  That the Programme be received. 
 
86/21 ANY OTHER BUSINESS - UPCOMING GAS COMMITTEE VACANCIES - The 
Chair highlighted to those present that three of the Committee’s Members’ terms of office 
were due to expire at the end of March 2022. 
 
 


