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Introduc�on 
CFRS have created an ac�on plan to guide us through the recent service specific 
recommenda�ons issued by HMICFRS. Delivering the ac�ons will help us to deliver our 
transforma�on goals and demonstrate that we can adapt and improve to meet the priori�es 
of the Fire and Rescue Plan and help people feel safe and be safe in Cumbria. The analysis 
and judgement from future inspec�ons will further help us to measure our progress and 
achievements, and to demonstrate con�nuous improvement.  

We will be able to look back on this plan, see what we have achieved and share that with the 
public for whom we exist to serve. 

The Police Fire and Crime Commissioner (PFCC) and Cumbria Fire and Rescue Service (CFRS) 
welcomes the report from His Majesty’s Inspectorate of Fire and Rescue Services (HMICFRS) 
and the areas for improvement raised for CFRS. 

We have considered every element of the inspec�on and subsequent reports in responding 
to the HMICFRS Inspec�on reports. Our Ac�on Plan focuses on the ‘Areas for Improvement, 
giving our analysis, thoughts, and reflec�on on each area and what we are doing about the 
issues raised. 

Our approach to the inspec�on is open, honest, and transparent. The report provides a 
comprehensive summary under the headings of Effec�veness, Efficiency and People. We’ve 
explored the comments and iden�fied what we need to do to improve and where required, 
a gap analysis will inform our future success against the areas for improvement. 

Further, following the publica�on of the Spotlight report by HMICFRS, we will use this format 
to provide regular updates given the inevitable links between na�onal spotlight 
recommenda�ons and service specific HMI Inspec�ons. 

We will con�nue to work with HMICFRS to beter understand their comments and evidence, 
as we firmly believe that a richer understanding of the ra�onale will help us develop a beter 
outcome for the public. 
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Inspec�on Process  
Effec�veness, efficiency and people 2021/22: An inspec�on of Cumbria Fire and Rescue Service 
(jus�ceinspectorates.gov.uk) 

This inspec�on is the HMICFRS’ third round of inspec�ons of fire and rescue services in England. 
HMICFRS first inspected Cumbria Fire and Rescue Service in June 2019. HMICFRS published a report 
with their findings in December 2019 on the service’s effec�veness and efficiency and how it looks 
a�er its people. HMICFRS’ second inspec�on, in autumn 2020, considered how the service was 
responding to the pandemic. This inspec�on considers for a second �me the service’s effec�veness, 
efficiency, and people. 

In this round of inspec�ons of all 44 fire and rescue services in England, we answer three main 
ques�ons:  

1. How effec�ve is the fire and rescue service at keeping people safe and secure from fire 
and other risks?  

 
HMICFRS Inspec�on Focus - An effec�ve fire and rescue service will iden�fy and assess the full range 
of foreseeable fire and rescue risks its community faces. It should target its fire preven�on and 
protec�on ac�vi�es to those who are at greatest risk from fire and make sure fire safety legisla�on is 
being enforced. And when the public calls for help, it should respond promptly with the right skills 
and equipment to deal with the incident effec�vely.  
 
2. How efficient is the fire and rescue service at keeping people safe and secure from fire 

and other risks?  
 
HMICFRS Inspec�on Focus - An efficient fire and rescue service will manage its budget and use its 
resources properly and appropriately. It will align its resources to the risks and priori�es iden�fied in 
its integrated risk management plan (IRMP). It should try to achieve value for money and keep costs 
down without compromising public safety. It should make the best possible use of its resources to 
achieve beter results for the public. Plans should be based on robust and realis�c assump�ons 
about income and costs. 
 
3. How well does the fire and rescue service look a�er its people?  
 
HMICFRS Inspec�on Focus - A well-led fire and rescue service develops and maintains a workforce 
that is supported, professional, resilient, skilled, flexible and diverse.  The service’s leaders should be 
posi�ve role models, and this should be reflected in the behaviour of staff at all levels. All staff should 
feel supported and be given opportuni�es to develop. Equality, diversity and inclusion (EDI) is part of 
everything the service does, and its staff understand their role in promo�ng it.  
 
Once HMICFRS have taken all evidence into account, they then apply graded judgement for each if 
the three ques�ons.  
 
 
 
 

https://assets-hmicfrs.justiceinspectorates.gov.uk/uploads/cumbria-fire-and-rescue-service-report-2021-22.pdf
https://assets-hmicfrs.justiceinspectorates.gov.uk/uploads/cumbria-fire-and-rescue-service-report-2021-22.pdf
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Graded Judgements:  
 
Outstanding – If a fire and rescue service exceeds what HMICFRS expects for good, they will judge it 
as outstanding.  
 
Good – Good is HMICFRS’ ‘expected’ graded judgement for all fire and rescue services. It is based on 
policy, prac�ce or performance that meet pre-defined grading criteria, which are informed by any 
relevant na�onal opera�onal guidance or standards.  
 
Requires Improvement – If HMICFRS finds shortcomings in the fire and rescue service, they will 
judge it as requires improvement. 
 
Inadequate – If HMICFRS finds serious cri�cal failings of policy, prac�ce or performance of the fire 
and rescue service, they will judge it as inadequate.  
 
In the future, from the 2024 service inspec�on onwards, HMICFRS will introduce a fi�h judgement 
which they term. 
 
Adequate - The FRS has demonstrated some of the characteris�cs of good performance, but we have 
iden�fied areas where the FRS should make improvements. 
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HMICFRS Effec�veness, Efficiency & People Report 
Snapshot of Cumbria  

The Inspec�on is broken-down into three pillars: Effec�veness (50%), Efficiency (25%) and People 
(25%). In total across the 11 areas which make up the three pillars of the inspec�on, CFRS was 
graded as ‘good’ in 3 of them, ‘requiring improvement’ in 6 and ‘inadequate’ in 2 of the areas. CFRS 
had been noted by HIMCFRS as ‘requiring improvement’ overall for their performance in 
Effec�veness and People. The Service had been rated as ‘inadequate’ in the Efficiency pillar; however, 
this had been caveated by HMICFRS that this was not a failing of the service but rather at the �me of 
inspec�on, CFRS was facing uncertainty about its future governance. Local government 
reorganisa�on meant that new, untested, local governance arrangements would come into force on 
1 April 2023. When HMICFRS inspected, over summer 2022, it was not as clear as what it is now as to 
what these arrangements would look like. 

In May 2023, HMICFRS confirmed that CFRS had now set out our financial posi�on and improved 
how we provide, assess, and accurately record suitable training to ensure all opera�onal staff have 
the risk-cri�cal skills. As a result, the following causes of concern were discharged by HMICFRS:  

• At the �me of our inspec�on, the service didn’t have clarity about its future governance
arrangements. This means the service had not clarified its financial posi�on beyond 1 April 2023,
when Cumbria County Council will cease to exist.

• At the �me of our inspec�on, the service couldn’t assure us that staff were maintaining risk-
cri�cal skills.

Furthermore, HMICFRS have also changed CFRS’ grading for overall ‘Efficiency’ and its ‘work to 
ensure its affordability now and in the future’ from ‘Inadequate’ to ‘Requires Improvement’ (see 
table below). 

Snapshot position of Cumbria from HMICFRS Effectiveness, Efficiency & People Report (May 2023) 

Effectiveness Requires 
Improvement 

How effective is the FRS at understanding the risk of fire and other 
emergencies? 

Good 

How effective is the FRS at preventing fires and other risks? Requires 
Improvement 

How effective is the FRS at protecting the public through fire regulation? Good 

How effective is the FRS at responding to fires and other emergencies? Requires 
Improvement 

How effective is the FRS at responding to major and multi-agency incidents? Good 
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Efficiency Requires 
Improvement 

How well is the FRS making best use of its resources? Requires 
Improvement 

How well does the FRS make the fire and rescue service affordable now and 
in the future? 

Requires 
Improvement 

People Requires 
Improvement 

How well does the FRS promote its values and culture? Requires 
Improvement 

How well does the FRS get the right people with the right skills? Inadequate 

How well does the FRS ensure fairness and promote diversity? Requires 
Improvement 

How well does the FRS manage performance and develop leaders? Requires 
Improvement 
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HMICFRS Effec�veness, Efficiency & People Report 
Summary Dashboard 
 

Progress against the Areas of Improvement  
Effectiveness Actions = 7 

Not started In Progress (on track) In progress (outstanding) Complete 
0 2 0 5 

Efficiency Actions = 3 
Not started In Progress (on track) In progress (outstanding) Complete 

0 1 0 2 
People Actions = 9 

Not started In Progress (on track) In progress (outstanding) Complete 
0 9 0 0 

 

 
 

Governance  
Monthly updates are provided to the Deputy Chief Fire Officer by Service leads at a dedicated 
HMICFRS mee�ng.  These updates are then collated and provided to the Police Fire and Crime 
Commissioner and his execu�ve team through the Strategic Finance and Governance Board.  This 
gives the Police Fire and Crime Commissioner and Chief Fire Officer an opportunity to discuss 
progress and any mi�ga�ng ac�ons that need to be taken to address the AFIs. 
 

 

Summary 
The Service has made good progress against a number of AFIs.  The Community Risk Management 
Plan is now out for consulta�on and once approved will drive future policy development.  This will 
allow CFRS to review its Preven�on offer and use new technology to work with the most vulnerable 
in the community.   

Work is ongoing to ensure that firefighters have access to the latest equipment and training, and the 
HR function is delivering significant change to ensure that the service is an inclusive organisation.

79%

21%

Progress against areas for 
improvement

In Progress (on Track) Complete



10 | P a g e  
v1 of HMICFRS CFRS Ac�on Plan 2024, last updated 18/04/24. 
 

Progress Report 

Number Recommenda�on Current Posi�on  ETA Progress 

Effec�ve 1 Develop a clear 
preven�on strategy 
targe�ng people most at 
risk and ensure ac�vity is 
propor�onate to reduce 
that risk.  

The Preven�on Strategy has been writen. This document incorporates the key data 
sources around incident atendance, alongside partner data sources and the 
immerging demands placed on us as a FRS.  
It outlines the key areas for delivery and our commitment to making Cumbria a Safer 
pace for all. 
 

Complete   

Effec�ve 2 Improve the way it 
evaluates and shares 
learning from 
opera�onal 
performance. 

A new opera�onal assurance watch has been created who manage all debriefs from 
relevant opera�onal incidents.   

An outcomes spreadsheet has been created, that is reviewed monthly, and ac�ons 
assigned to individuals.  We are currently evalua�ng outcomes from debriefs where we 
have closed the loop. 
  

30/06/2024   

Effec�ve 3 Ensure it understands 
what it needs to do to 
adopt NOG including JOL 
and NOL and put in place 
plan to do so.  

Opera�onal planning department regularly reviews all Na�onal Opera�onal Guidance 
(NOG), Joint Opera�onal Learning (JOL) and Na�onal Opera�onal Learning (NOL).  
Currently working through a plan to create NOG product packs to remove all Service SOPs 
and SIs.  A project plan is in place, and they are crea�ng one NOG product pack per week.  

30/09/2024   

Effec�ve 4 Ensure Fire Control has 
direct access to relevant 
risk informa�on. 

CFRS responded to HMICFRS and Northwest fire control to no�fy them that we would not 
be delivering against this Area for Improvement (AFI).  Our posi�on is the same as every 
other Northwest Service.  It was felt that giving Northwest Fire Control access to the 
required informa�on would poten�ally impact on service delivery  

Complete   

Effec�ve 5 Improve how it engages 
with local communi�es 
to understand risk. 

Through the Community Risk Management Plan (CRMP) process we have a thorough 
understanding of risk.  Community Engagement Methods reviewed as part of CRMP 
process. Opera�onal Planning provide the mechanism to allow opera�onal crews and 
func�onal departments to recognise, assess, record, and review risks.  They ensure that 
the opera�onal risk informa�on is accessible by the right people at the right �me. 
  
Risks are owned locally by the Sta�on Managers within the Local Command Units 
 
  

Complete   
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Number Recommenda�on Current Posi�on  ETA Progress 
Effec�ve 6 Evaluate its preven�on 

ac�vity 
This is now incorporated as business as usual. It will encompass rou�ne business, for 
example HFSV. It will also be carried out a�er any stand-alone event, for example, 
Boxing event. Evalua�on will be aligned to the Na�onal Fire Chiefs Council (NFCC) 
evalua�on guidance and template. Evalua�on of our youth engagement offer will 
u�lise the NFCC ‘Impactasaurus.’ 
  

Complete   

Effec�ve 7 Ensure it allocates 
enough resources to 
meet its preven�on 
strategy 

Aligned to the Preven�on strategy, and based on risk, vulnerability, and demand, this 
will encompass Home Safety, Road Safety, Water Safety, ASB and Youth Engagement. 
We will be exploring op�ons for external funding aligned to the serious violence duty, 
to increase our offer and delivery.  Preven�on input into budget discussions at SLT 
level. 
  

Complete    

Efficiency 1 Ensure it uses its 
resources across 
preven�on, protec�on, 
and response in a more 
joined up way to meet its 
IRMP 

Func�onal strategies (Preven�on, Protec�on & Response) will feed in to plans on a page 
which will incorporate tangible deliverables alongside our commitment to CFRS and a 
safer Cumbria. The deliverables outlined in each strategy and plan on a page will be 
delivered by the func�onal area people alongside our opera�onal crews, including on call 
teams.  The Community Risk Management Plan has been developed in line with the 
PFCCs Fire Plan 
 
  

Complete   

Efficiency 2 Assure itself that all 
process in place to 
support performance 
management are 
effec�ve. 
  

Comprehensive mee�ng structures are in place to deliver performance management and 
have been reviewed.  Proposed performance measures have been developed for 2024/25 
and targets are being developed once year end data is available. 

Complete   

Efficiency 3 Ensure that it effec�vely 
monitors, reviews, and 
evaluates the benefits 
and outcomes of 
collabora�on ac�vity. 

Evalua�ons of collabora�on ac�vity are now collected as evidence to provide to 
HMICFRS.  Dedicated analyst �me now provided to support the delivery of this ac�vity.  
Work with Northumberland FRS to provide template for evidence capture. 
 

 
 

30/06/2024   
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Number Recommenda�on Current Posi�on  ETA Progress 
People 1 Have effec�ve means to 

monitor the working 
hours of its staff 

New secondary employment process underway. 80% comple�on rate so far. PowerBI 
dashboard regularly updated with working hours, over�me etc. Workforce Development 
Group monitor compliance to Working Time Direc�ve (WTD) Ongoing work re the 
repor�ng mechanism and also compliance of Opt Out re WTD.  
  

Ongoing   

People 2 Ensure it has effec�ve 
absence/atendance 
procedures in place 

CFRS are focusing on absence in Basic Command Unit mee�ngs and con�nuous 
reminders to managers. Currently 5.9% absence so huge improvement.  

Ongoing work rela�ng to manager training, on call management policies and audi�ng of 
files. Review of absence procedure planned for spring 2024.   

We are constantly reviewing our procedures and processes to improve them. An absence 
clinic is being arranged for the top 5 longest absence cases to be atended by Deputy 
Chief Fire Officer, Head of People & Talent, line manager and advisor to try and iden�fy 
what addi�onal support may be needed. 
  

Ongoing   

People 3 Ensure staff are aware of 
the grievance procedure 
and those involved are 
properly trained. 
  

Increase in support available for managers and training being completed when required 
currently. Guidance document produced for welfare officers.  

The workforce complaints process has now been launched and is being implemented 
with training plan and comms. Posters planned for all workbases which includes new 
procedure + Crimestoppers + whistleblowing etc. 
  

Ongoing   

People 4 Iden�fy and overcome 
barriers to equal 
opportunity, so 
workforce beter 
represents the 
community.  

Equality Strategy and Equality objec�ve only par�ally compliant due to Staff vacancies.  

Planned to produce dra� for Senior Leadership Team Q1 2024/25.  

Lots of work around posi�ve ac�on for whole�me recruitment engagement sessions, 
new on call process, promo�on board, adver�sing for corporate roles. 
  

Ongoing   

People 5 
 
 
 
  

Ensure staff understand 
the value of posi�ve 
ac�on and having a 
diverse workforce. 
 

Stalled due to Equality Diversion & Inclusion Manager vacancy.  However new training 
package planned for new year to be trialled with 3 watches then rolled out across the 
service.  
 
  

Ongoing   
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Number Recommenda�on Current Posi�on  ETA Progress 
People 6 Make improvements to 

the way it collects 
equality data to 
understand workforce 
demographics and 
needs. 
  

Cumbria demographic informa�on available through observatory. Staff info on trent with 
reminders in weekly update to update.  

New Firewatch system is ul�mate solu�on as will be more user friendly.  
Currently able to use SSR reports from trent to analyse info we have which feeds in to 
Equality Impact Assessments etc.  

Ongoing   

People 7 The Service should make 
sure its values and 
behaviours are 
understood and 
demonstrated by all staff. 

New HR team in place, communica�on in weekly update and status. Regular updates re 
expected behaviours.  
 
Support and training for managers ongoing. Speak up and Crimestoppers anonymous line 
available to raise complaints. Watch visits, discussions with managers, training etc all 
opportuni�es for this to be embedded.  
Training being commissioned with one of the key objec�ve ‘Bring the Core Code of Ethics 
to Life.’ 
  

Ongoing   

People 8 The Service should 
develop a system to 
support and develop 
high poten�al 
individuals. 
  

Have reviewed promo�on processes to ensure right people with right skills are 
promoted. Workforce development group suppor�ng the iden�fica�on and 
encouragement of talent. Great examples available of ‘fast track’ for high poten�al staff 
and career grade opportuni�es in protec�on, HR, finance. 

Ongoing   

People 9 Ensure robust processes 
in place to undertake 
EIAs and review ac�ons 
agreed as result. 
  

All Senior Leadership Team (SLT) trained on Equality Impact Assessments (EIA), SLT terms 
of reference clear that all SLT papers require EIA.  
 

Ongoing work required around reviewing current process and streamlining  

Ongoing   
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HMICFRS Spotlight Report  
Introduc�on 
 

The spotlight report was commissioned by the Home Secretary following a series of nega�ve 
headlines and reports about values and culture in Fire and Rescue Services.  It focuses on the values 
and culture of all 44 fire and rescue services (FRSs) in England and draws on the evidence collected 
through all HMICFRS inspec�ons of FRSs since 2018.  Values are defined as principles or standards of 
behaviour, and culture as ideas, customs and behaviours. 

The spotlight report can be found at HMICFRS Spotlight Report 

The outcome of the spotlight report was a series of 33 recommenda�ons split between fire and 
rescue services, the Na�onal Fire Chiefs Council, and the Home Office.  Some recommenda�ons cut 
across all organisa�ons, and some can only be addressed once others have been completed.  Of the 
33 recommenda�ons 19 are directly applicable to fire and rescue services. 

Summary Dashboard  
 

Progress against Spotlight recommendations  
Not started In Progress (on track) In progress (outstanding) Complete 

0 0 5 14 
 

Governance 
Progress against the spotlight report is regularly monitored by HMICFRS.  The Service provides 
updates via the Huddle system and responds to any further queries from the inspectorate.  Updates 
are provided to the Office of the Police Fire and Crime Commissioner via the Strategic Fire and 
Governance Board.  HMICFRS are colla�ng every Services response to the spotlight report and a 
na�onal report will be produced in the near future. 

 
Summary 
CFRS has made excellent progress against the Spotlight recommenda�ons.  The Service has 
introduced 360 appraisals for its senior leaders, complied with the direc�on to introduce DBS checks 
for all staff and made significant progress in reviewing and introducing new policy documenta�on 
post local government reform.  Further work is ongoing including investment in technology and 
training to ensure the remaining recommenda�ons are completed as soon as possible. 

  

https://hmicfrs.justiceinspectorates.gov.uk/publication-html/values-and-culture-in-fire-and-rescue-services/#summary
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Progress Report 

Number Recommenda�on Current Posi�on  ETA Progress 
1 With immediate effect, chief fire officers 

should review their implementa�on of the 
Core Code of Ethics and make sure it is 
being applied across their services. 

All staff have atended a mandatory Core Code of Ethics session. 
Training is being commissioned to bring the Core Code of Ethics to life. 

Complete   

2 With immediate effect, chief fire officers 
should no�fy HMICFRS of any allega�ons 
that have the poten�al to cons�tute staff 
gross misconduct that: 
 
- involve allega�ons of a criminal nature 
that have the poten�al 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. 
 
  

CFRS have provisions in place to escalate misconduct where necessary and 
have developed dra� guidance for Senior Leadership Team and the HR 
Team on when and how to no�fy the HMICFRS. 
 
  

Complete   

3 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 
opportuni�es. 

Work has begun to extract key succession data across the whole service to 
help shape future recruitment campaigns, and recruitment and promo�on 
�metables are to be agreed which include posi�ve ac�on ac�vity. 

CFRS have also set up a Workforce Development Group and one of the 
remits is to devise a recruitment and promo�on strategy and process to 
improve diversity across the service. 

 

 
 

01/06/2023 xx 
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Number Recommenda�on Current Posi�on  ETA Progress 
4 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 mee�ng the 
requirements of the Na�onal Fire Chiefs 
Council equality, diversity and inclusion 
data toolkit  

CFRS are developing a new HR System and will use this to conduct a data 
refresh and cleansing exercise of exis�ng data. 
 
This data is used to support CFRS' approach to EQIAs. 

01/06/2023 
 

5 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.  They should show how 
they act on this feedback. 

Feedback mechanisms in place already:  
 
- Current programme of sta�on visits for Principal Officers / SLT.  
- Staff Networks 
- Supervisory Manager Days 
- Extended Leadership Days 
 
CFRS developing HR drop-in sessions and visits by the HR Team to increase 
visibility and encourage communica�on. Engagement tools being 
developed, including a Staff Survey and a formal process to capture 
feedback as well as launching a new tool for training called FREDIE; a 
graphic to support with some ini�al culture training on Posi�ve Ac�on  
 
  

Complete   

6 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. 
 

A Tender process has been run with three suppliers to deliver a 
comprehensive 360 appraisal system.  This process is now in place and the 
first itera�on ongoing. 
 
 
 
 
 
 
 
  

Complete   
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Number Recommenda�on Current Posi�on  ETA Progress 
7 By 1 June 2023, chief fire officers should 

have plans in place to ensure they meet the 
"Fire Standards Boards "leading the service 
standard" and its "leading and developing 
people standard"  

The Assistant Chief Fire Officer is leading on a review of the "leading the 
service standard".  The resultant ac�on plan will allow any iden�fied issues 
to be addressed.  A similar approach is being taken across all fire standards 
and CFRS are working with the NFCC lead to ensure CFRS benefit from any 
learning from other services.  

01/06/2023 
 

8 By 1 June 2023, chief fire officers should 
make sure they provide accessible 
informa�on for all staff and members of 
the public on how they can raise concerns 
and access confiden�al support (including 
through external agencies). Chief fire 
officers should also make sure accessible 
informa�on is provided on how concerns 
and allega�ons will be inves�gated in a way 
that ensures confiden�ality and is 
independent of the alleged perpetrator. 
  

How to raise a complaint is available via staff SharePoint site and 
employee pages of our externally facing website. 
 
Staff have access to the grievance procedure, whistleblowing procedure 
‘Speak Up’ guidance and anonymous confiden�al repor�ng line via 
Crimestoppers. We issue correspondence via our weekly update e-mails 
and Status staff magazine to remind staff of the mechanisms in place. 
 
Members of the public can access CFRS external website which contains 
informa�on as to how to make a complaint. 
  

Complete   

9 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. Considera�on should be 
given to crea�ng a professional standards 
func�on 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. 

HR team has shared their contact details and informa�on about their role 
in an internal CFRS magazine to increase staff awareness. 
 
Supervisory training was delivered to managers in September and the HR 
Team had a dedicated session to provide training, advice and support 
which will involve ensuring good communica�on throughout processes.  
 
CFRS website has also been updated to manage expecta�ons in rela�on to 
external complaints regarding what informa�on complainants will receive.  
 
CFRS considered professional standards func�on - however decided that 
newly formed CFRS HR team provide this func�on. Scru�ny of cases is 
given via ethics and integrity panel.  
 
  

Complete   
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10 By 1 June 2023, chief fire officers should 

review the support available for those who 
have raised concerns and take any ac�on 
needed to make sure these provisions are 
suitable. 

CFRS now have a number of means of support iden�fied and accessible to 
staff who may have raised concern. These can be broken down into sub 
sec�ons: 
 
• Wellbeing: including self-referral to access counselling support via 
Occupa�onal Health, links published and accessible to various external 
sources / chari�es including Mind, Samaritan’s, Calm, Firefighters Charity 
etc.  
Access to Welfare Officers. All individuals who raise a complaint or are 
subject to a complaint are assigned a Welfare Officer.  
 
• Corporate tools: stress risk assessment, wellness ac�on plan, step by 
step workbook for tacking stress 
 
New mental health app is being developed and will be launched early 
2024.  
 
• Corporate tools: stress risk assessment, wellness ac�on plan, step by 
step workbook for tacking stress 
 
• Provisions have recently been reviewed as we are in the process of 
developing our staff portal.  
 
 
  

Complete   

11 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 
Na�onal Fire Chiefs Council equality impact 
assessment toolkit. 

  

A review of our current process by the EDI manager provided assurance 
that the service approach to EIAs meets the minimum NFCC standard. 
 
 
 
 
  

Complete   
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12 By 1 August 2023, chief fire officers should 

develop plans to promote progression 
paths for exis�ng staff in non-opera�onal 
roles and put plans in place to reduce any 
inequali�es of opportunity. 

CFRS currently have several examples where progression paths are in place 
for non-opera�onal roles, such as: Protec�on team where appren�ces can 
be taken through to professional leads level; Resilience Team career grade 
roles; HR team career grade roles. 
The service encourages Promo�on pathway op�ons in all directorates, and 
where poten�al vacancies come up, the Workforce Development Group 
aim to iden�fy if this could be a development pathway offer. We also 
ensure equal opportunity and access to development through 
appren�ceships, ELP, MAGIC etc.  
 
Further development paths will be considered as the disaggrega�on 
process con�nues and non-opera�onal roles are increased/reviewed.  
Have been engaging with Na�onal recruitment groups and taking best 
prac�ce from other services in developing professional development 
schemes. 
 
 
 
  

Complete   

13 By 1 August 2023, chief fire officers should 
provide assurances to HMICFRS that all 
par�es are supported in rela�on to ongoing 
inves�ga�ons. 

HR Team are in place and monitoring all inves�ga�ons to ensure adequate 
support is in place.  Welfare Officers are assigned where required and 
individuals are signposted to Occ Health/support.  A guidance document 
has been developed which clarifies the role and expecta�ons of a Welfare 
Officer.  
 
Support available via website, mental health app etc.  
Lessons learned are completed following each case which highlights the 
support available and looks for areas of posi�ve prac�ce and development 
or learning for future cases. There are examples of support highlighted. 
 
Ethics and integrity panel have scru�nised all disciplinary cases and given 
posi�ve feedback on support that has been offered.  

Complete   
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14 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. 
  

Following the review of the SLT 360 process a further exercise will be 
undertaken to allow this to be widened to all leaders. CFRS current 
appraisal system includes the facility for managers to receive feedback 
from others within the organisa�on.    
 
 
 
 
  

01/09/2023   

16 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 ac�on for any 
issues they iden�fy. 

The Service has in place plans to gather and analyse staff feedback.  There 
is regular face to face engagement with staff, sta�on visits conducted by 
the Principal Officer Team, Area Managers and Senior Green book 
members of staff.   

The Service is also rolling out a staff survey to capture feedback that 
individuals might not be confident sharing in a face to face environment. 

Each BCU also has a process in place by which issues can be escalated up 
through the organisa�on.   

 
 

01/10/2023   

17 By 1 October 2023, chief fire officers should 
make sure their services provide a 
confiden�al way for staff to raise concerns 
and that staff are aware of whistleblowing 
processes. 

CFRS has commissioned Crimestoppers to provide an anonymous whistle 
blowing process within Service.  This has been communicated through a 
variety of methods to all staff including corporate updates, service 
magazine and posters on each sta�on.  The Issues raised (Anonymously) 
are shared with two HR members of staff to determine what ac�on is 
required. 
 
We have also amended our Bullying and Harassment and Grievance 
procedure and are launching a new Workforce Complaints Policy. 
 
 
  

Complete   
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18 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 communi�es they 
serve; and 
 
- make sure that appropriate DBS check 
requests have been submited for all 
exis�ng, new staff, and volunteers, 
according to their roles as iden�fied by the 
Fire Standards Board. 

 
 

The Service has implemented the na�onal guidance with regard to DBS 
checks.  Have reviewed every role within the organisa�on to ensure the 
correct level of check is applied. Standard check across the board unless 
specific role requires an enhanced check.   
 
Amnesty period completed with a high percentage of returns.  
 
Currently all DBS checks for individuals are in process with a weekly report 
going to SLT about the progress.  
 
Escala�on has been developed and risk assessment process introduced for 
anyone with a posi�ve disclosure. 
Review of policy and guidance underway. 
  

01/01/2024   

19 By 1 March 2024, chief fire officers should 
provide assurances to HMICFRS that they 
have implemented the standard on 
misconduct allega�ons and outcomes 
handling. 

Clear processes are in place for managing and monitoring all disciplinaries, 
grievances, complaints, staff disclosures and whistleblowing.   
 
The Ethics and Integrity panel provide external scru�ny on our processes 
and how they have been applied to ensure that they are fair, transparent 
and in line with our core code of ethics.   

Complete   

20 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. 

Clear processes are in place for managing and monitoring all disciplinaries, 
grievances, complaints, staff disclosures and whistleblowing. 
 
The Ethics and Integrity panel provide external scru�ny on our processes 
and how they have been applied to ensure that they are fair, transparent 
and in line with our core code of ethics.   

Complete   

 


