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INTRODUCTION

This paper will provide the HR committee with an update of the progress being
made in the implementation of the Development Pathways work being carried
out by L&D and OD.

BACKGROUND

This briefing note is intended to provide an update to the committee on the
progress being made to develop future leaders in the Service to develop via our
Development Pathways project.

Developing staff was an area identified by the HMI in 2 previous inspections
and has been a key area of focus for both L&D and the Service over the past
year. The L&D team carried out a full review of the development process for
both operational and non-operational staff within the Service. This included how
we identify future leaders, those who are ready for development for their next
role and those who are underperforming.

Utilising the NFCC Core Learning Pathway, the L&D team created a framework
which outlines the development an individual will undertake whilst moving
through to their next role. This framework identified 3 levels of development for
staff with the criteria of ‘Supervisory Managers’, ‘Middle Managers’ and
‘Executive Managers’ being embedded across the Service, with this being
applicable for both grey and green book roles.

As part of this development each individual will undertake leadership
development, managerial development and also role specific department
depending on their role within the organization.
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The team also developed a ‘Career Conversation’ process whereby managers
were able to identify what their team aspires to and what they are capable of
reaching in the future. Career conversations play a key role in providing L&D
with the vital information required to identify and enroll individuals throughout
TWFRS who are ready for development to take the next steps in their career.

The Development Pathway process and Career Conversations are now both
embedded within the Service and this paper will summarise the progress to
date.

In 2023/2024 588 individuals have had a career conversation across the
organisation, with the areas and numbers of submissions to date falling into the
talent grid in Appendix A. L&D have reviewed all career conversations submitted
to date and mapped out development for these individuals who have completed
the conversations.

Following their career conversations people identified as high potential and
advancing talent have been nominated for the relevant development through
the appropriate channels and areas.

Following its introduction and feedback a review of the career conversation
process has been carried out, with the L&D department updating the Career
Conversation Guidance and talent grid, with submissions for the 2024/25 PDR
year showing in Appendix B. To date, 132 individuals have had a career
conversation.

Leadership Development

This development/training takes the form of Leadership development (NFCC
Programmes), Management Development and role specific training. The roll out
of this learning is detailed below -

Supervisory Leadership Development Programme (SLDP) —

e Cohort 1 of the Supervisory Leadership Development Programme
learners have completed their development, with 20 learners finishing
the programme.

e Cohort 2 were enrolled in April 2024 with 26 starting their programme.

e Cohort 3 were enrolled in July 2024

e Cohort 4 will be enrolled in November 2024.

Middle Leadership Programme (MLP) —

The MLP was released in April 2024. Two cohorts of aspiring or existing middle
managers have been identified via career conversations data.
e Cohort 1 were enrolled in June, with 17 learners taking part in the course
e Cohort 2 to be enrolled in October, with 18 learners awaiting enrolment



2.13 Executive Leadership Programme (ELP) —

The NFCC have opened the gateway for applications for the ELP and L&D have
notified 4 potential applicants within TWFRS. L&D have budgeted for 2 people
to take part in the course.

2.14 2024 Leadership development delivery summary -

Month Activities

May e SLDP enrolment and inductions completed for cohort 2
Contact with first MLP cohort to be made to introduce MLP
MLP cohort 1 enrolment and induction

[ ]
[ )
e SLDP cohort 3 enrolment and induction
e ELP applications open
[ )
[ )

June

MLP cohort 2 enrolment and induction
SLDP cohort 4 enrolment and induction

2.15 Management Development Course

Management development is divided into the Management Development
course and a Supervisory Commander course.

The Management Development course is a 2-day programme with content
relevant to all supervisory and middle managers throughout the organisation
(Green and Grey book).

The Supervisory Commander course is a further 2-day programme which
covers all areas of Service Delivery management for Crew and Watch
Managers.

e Management Development —
o 59 learners have completed this programme
o A further 40 learners are nominated for dates throughout 2024
o 89 learner have been identified as requiring this development and have
been identified through the outcome of their Career Conversation
(identified in High Potential and Advancing Talent).

e Supervisory Commander —
o 55 learners have competed this programme
o Afurther 55 learner have been identified as requiring the course following
career conversations.

N

.16 SMG Sessions

Throughout 2023/24 a number of SMG sessions and middle manager level
learning events have taken place or are planned with a range of topics covered.



2022/23

o Performance Management, Leadership insights in a post pandemic
World, EDI — Unconscious Bias, Allyship, Psychological Safety and
Courageous Conversation, Organisational Culture, Miss Menopause

2024
o January Show Racism the Red Card
o March Inclusive Leadership
o July The Value of Diversity
o September Values Based Leadership
o November Emotional Intelligence
2.17 Leadership Development course - Sunderland University (ESF Funding)

2.18

Leadership and Management development sessions were delivered by
Sunderland University over the course of 3 months with a total of 68 staff
attending the sessions. These sessions explored development of leadership
skills for existing leaders across the Service. Topics included leadership styles,
inclusive leadership, communication, equality and diversity.

Examples of Feedback Received so far

“I thought the informal element of the training was much preferred as it promoted
some great discussion with other managers in the Service. | think the training
benefited from being interactive and not being reliant on PowerPoint.”

“Good refresher for Leadership and Manager principles. Something we have
been missing as a service for a number of years.”

“There was a wide range of learning activities that helped keep me engaged
and support understanding of the content.”

“The size of the cohort was ideal to encourage participation and meaningful
discussion, while | was very familiar with the subject matter covered it was really
interesting to hear other peoples opinions and take on the subject of leadership.
I think it would of been of value to go deeper into leadership theory and cover
leadership styles in more detail.....smaller cohorts like this are really useful for
people to get to know each other a bit more and feel that they are in a safe
space to share their views.”

“The whole course was extremely positive and beneficial.”
“Every member of staff who gave us training was great. They allowed us to ask
questions and really understand the subjects and what we have to do in our

role.”

“It was beneficial to understand the experiences of all of the individuals on the
course.”
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“Very interactive with good group sessions to encourage participation.”

‘I was a little apprehensive at first having experienced some coaching in the
past however the instructors knowledge and delivery was superb and engaging
and will most definitely help me in my role as a manager.”

PEOPLE IMPACT ASSESSMENT

Enrolling individuals on these courses will have an effect on their workloads,
however the result to the Service in providing leadership and management
training to staff should realise significant benefits for both the individual and the
Service over time.

RESOURCES AND FINCANIAL IMPLICATIONS

This training has all been provided within budget during the 24/25 financial year.
Continued development into 24/25 will also incur a financial implication which
will likely mirror 23/24.

CONCLUSION

The introduction of a development pathway for all individuals in the Service is
crucial to give all staff a clear and transparent pathway to guide the skills and
attributes an individual requires to progress in their career.

Current and aspiring leaders within TWFRS have been identified via Career
Conversations and the data is actively being used to identify those individuals
who are ready for leadership and managerial development from the Service.
Upon evaluation it has also given L&D direction on how we can improvement
our internal department processes

The process has also allowed L&D and OD identify some changes and
improvements to be made to the Career Conversation process and talent grid.
These improvements have been worked on by the teams and the changes will
be released later in the year.






Appendix A - Career Conversation Submissions
Readiness for move

Potential for upwards move Ready for upwards move
(1-3 years) (0-12 months)

Appendix B — 2024/25 Career Conversation Submissions to date (Updated talent grid)

Tyne and Wear Fire
and Rescue Authority

Ready for upwards move and potential for further
progression




Tyne and Wear Fire
and Rescue Authority

Readiness for move

Ready for upwards move

(0-12 months) Ready for upwards move and potential for further progression

Potential for upwards move (1-3 years)
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