
  
 

Item No. 3(ii) 
 

 
 
 
 

TYNE AND WEAR FIRE AND RESCUE AUTHORITY 
HUMAN RESOURCES COMMITTEE 

 
 

Minutes of the Meeting held on Monday 14 October 2024 at 10.30am at Fire and 
Rescue Authority Headquarters 
 
Present: 
 
Councillor Hunter in the Chair. 
 
Councillors Blackburn, Bell, Patterson, Welsh and Wood. 
 
 
Part I 
 
 
Apologies for Absence 
 
Apologies for absence were received from Councillors Dodds and Johnson.  
 
 
Declarations of Interest 
 
There were no declarations of interest. 
 
 
Minutes 
 
5. RESOLVED that the minutes of the Human Resources Committee held on 22 

July 2024, Part I, be confirmed as a correct record. 
 
 
Culture Review Update 
 
The Chief Fire Officer/Chief Executive (Clerk to the Authority) and the Personnel 
Advisor to the Authority submitted a joint report providing a progress update on the 
2024 Hive Staff Survey.  
 
Members of the Committee were aware of the full cultural review which had been 
undertaken by the Service which had been informed by the report from Jagtar Singh 



Associates and the 2023 Hive staff survey. A summary of all the activity which had 
been undertaken as a result of the review was set out in the repot and ACFO McVay 
reported that all feedback from the Culture Talks had been analysed and an Action 
Plan developed and publicised. The Action Plan had 14 actions which would be 
monitored by the People and Culture Board over the next 12 months.  
 
Through the Culture Talks a total of ten Culture Champions were identified who 
would play an active role in helping to shape the future of the culture of the Service 
and bridge the gap between service delivery and SHQ. The champions were a mix of 
both Green and Grey Book staff and the role would be developed moving forward. 
 
The 2024 Hive independent staff survey had been launched on 2 September and 
had closed on 10 October. ACFO McVay advised that the Service had received 
some high-level feedback on the survey; the response rate had been 56% this year 
which was a slight reduction from 62% the previous year. The employer net promoter 
score for 2023 had been 0 and this had improved to 1 in 2024 
 
The staff survey included 33 questions scaled from 1 to 10 and the average 
response was 6.7, the same figure as the previous survey. A meeting would take 
place with Hive and the Executive Leadership Team in November to discuss the 
outcomes of the survey in more depth. Following this, the survey results would be 
shared with the rest of the Service. 
 
It was highlighted that Culture Talks had brought out some strengths and also areas 
for improvement. However it had demonstrated a culture of trust, respect and pride 
which staff had in their roles. Regular follow ups and feedback mechanisms would 
be essential in maintaining progress and improvement over the next 12 months. 
 
Councillor Bell extended thanks to ACFO McVay and all of the team who had been 
involved in this work and he felt that the honesty of participants should be noted. 
With regard to the Cultural Champions, he highlighted that there were more than ten 
workplaces and he hoped that someone would pick up places of work which were 
not covered. In a similar way to health and safety representatives, he suggested that 
people on other watches should be encouraged to take part in training and be a 
person of contact.  
 
The Chair felt that more people would be encouraged to become Champions as the 
work progressed. She asked how it could be ensured that the volunteers were 
appropriate people for the role.  
 
ACFO McVay said that the Service was aware of this and had taken the view that it 
would come out in the training if an individual did not fit the role of Cultural 
Champion. She added that the Cultural Champion and Staff Network roles were to 
be clearly defined.  
 
Councillor Patterson commented that the work of the Service should be applauded 
and it was certainly in a different position to some other fire and rescue services in 
the country.  
 
The Chief Fire Officer stated that the work only happened because people felt able 
to speak up. The lower response to this survey could be because people were 



feeling more satisfied but he would always aim for a 100% response. The Chief Fire 
Officer’s aspiration was not to compare Tyne and Wear to anyone else; it was a 
good service and he wanted it to be better.  
 
The Chair suggested that survey fatigue could be a potential reason for the lower 
response rate for this year’s survey. ACFO McVay acknowledged that there had 
been four staff surveys in the last few years so staff may feel less inclined to take 
part. She went on to say that the feedback documents which had fed into the Action 
Plan were extensive and the 14 actions did not really do justice to the huge amount 
of work which had gone into the plan. 
 
Following consideration of the report, it was: - 
 
6. RESOLVED that: - 
 

(i) the contents of the report be noted; and 
 

(ii) further reports be received as appropriate. 
 
 
Development Pathways Progress Update 
 
The Chief Fire Officer/Chief Executive (Clerk to the Authority) and the Personnel 
Advisor to the Authority submitted a joint report providing an update on the progress 
being made in the implementation of the Development Pathways work being carried 
out by the Learning and Development and Organisational Development teams. 
 
ACFO McVay advised that the HMI inspection in 2019/2020 had highlighted staff 
development and it had been a key focus for the last few years.  
 
The report set out that the Learning and Development team had used the National 
Fire Chiefs Council (NFCC) Core Learning Pathway to create the framework which 
outlined the development pathway which an individual would undertake while 
progressing to their next role.  
 
A ‘Career Conversation’ process had also been developed which would enable to 
management to identify what their team aspired to and what they were capable of 
reaching in the future. This had also helped to identify individuals with high potential 
and allowed them to be nominated for the relevant development programme through 
appropriate channels.  
 
ACFO McVay advised that leadership development pathways included a Supervisory 
Leadership Development Programme, Middle Leadership Programme and the 
Executive Leadership Programme. Four cohorts had been put forward for the 
Supervisory Leadership Programme and this was self-directed, remote learning.  
 
There had been two cohorts of existing or aspiring middle managers for the Middle 
Leadership Programme and four potential applicants for the Executive Leadership 
Programme had been identified. 
 



Management development was divided in to a two-day Management Development 
course and a further two-day Supervisory Commander course. 59 learners had 
completed the Management Development course and 55 the Supervisory 
Commander with further learners having been identified as requiring the courses 
after career conversations.  
 
A number of Senior Management Group sessions and middle manager level learning 
events had taken place through the year and leadership and management 
development sessions had been delivered by Sunderland University. These courses 
had been funded through European funding and there was a possibility that they 
may continue with UKSPF funds.  
 
The report highlighted some of the positive feedback received from staff who had 
undertaken training and had welcomed the clear pathway for development for all 
staff. 
 
The Chair commented that it was wonderful to see so many opportunities and that 
people were taking them up. Councillor Patterson noted that the Service was a 
pyramid and if there were opportunities to move sideways as well as up. 
 
ACFO McVay said that staff did have opportunities to request a transfer and to move 
from operational to different roles; this opportunity existed for corporate staff too. The 
Chief Fire Officer added that internal vacancies came up quite often and would be 
shared between teams. The largest part of the workforce was operational firefighters 
and as well as development within that role, maintaining competence was a large 
element. 
 
Councillor Blackburn asked if there was a fast track to management and ACFO 
McVay said that there was a high potential scheme but it was felt that the Service 
needed to do more in this area and would be exploring it further.  
 
Tyne and Wear operated in the traditional way where an individual would apply and 
then go through the selection process. Opportunities for cadets were being 
investigated; some services had an apprenticeship for young people aged 16 – 18 
where they would be coached to pass selection tests. It was also noted that 
Sunderland University had spoken about a public service degree course in the 
future, however ACFO McVay emphasised that it was about getting the basics right 
and then expanding the process. 
 
Councillor Blackburn went on to enquire if the Service looked at other public services 
such as Police in relation to this and ACFO McVay said that they were aware that 
the Police did do fast track and direct entry to middle and strategic management 
level. There were some pilot schemes for fire and rescue services but it was not yet 
a proven concept.  
 
Councillor Bell referred to the excellent relationship which the Service had with the 
trade unions and asked what involvement they would have with development going 
forward. ACFO McVay stated that the unions had been wholly supportive and would 
be consulted for different elements of the pathway. 
 



The Chief Fire Officer commented that the NFCC had started a pilot on fast track 
versus direct entry to fire and rescue services and he advised that until this was 
resolved for the sector then he would not consider direct entry. In relation to fast 
track, he highlighted that time was a factor in some jobs although he did not feel that 
an individual needed to be in a job for ten years before they could progress.  
 
The Committee were informed that the Service had been rated as 77 out of 1800 
apprenticeship providers after only one year as a provider. The Chair was pleased to 
note this excellent news. 
 
Upon consideration of the report it was: -    
 
7. RESOLVED that: - 
 
 (i) the contents of the report be endorsed; and 
 
 (ii) further reports be received as appropriate. 
 
 
Annual Equality and Gender Pay Gap Report 2023-2024 
 
The Chief Fire Officer/Chief Executive (Clerk to the Authority) and the Personnel 
Advisor to the Authority submitted a joint report presenting the Authority’s draft 
Annual Equality Data and Gender Pay Gap report 2023/2024 and requesting 
approval for its publication. 
 
The Authority had specific duties to publish equality data under the Equality Act 2010 
covering Annual Equality Data and Gender Pay Gap Data. The Equality Data Report 
2023/2024 was required to be published internally and externally before 31 January 
2025 and the Gender Pay Gap Report by 30 March 2025. 
 
The Head of People and Culture Services stated that report covered a period when 
the Service was focused on equality, culture and inclusion and the importance of a 
diverse workforce.  
 
Turning to the information within the report, the Committee were advised that the age 
demographic of the workforce was similar to the previous year with a baseline of 904 
employees. There had been a slight increase in the number of female employees 
and an increase in the number of staff disclosing a disability. The Mean and Median 
Pay Gap was reducing and 19% of higher-level management posts were held by 
women.  
 
The report set out the figures in relation to Firefighter recruitment and noted that the 
Inclusion Team would assess the impact of Positive Action activities. The Service 
also collected and monitored leaver information to address any possible equality 
imbalances within the workplace.  
 
The final part of the report illustrated how the Service engaged with the community 
and how it carried out Safe and Well checks for the most vulnerable residents of 
Tyne and Wear. 
 



Councillor Patterson referred to the 7% leavers rate and asked if this was good, bad  
or average. The Chief Fire Officer said that this was around average for the public 
sector and he was not concerned about the level.  
The Chair asked if it was possible to have an understanding of the reasons for 
leaving, whether it was retirement or employees obtaining new roles elsewhere. 
ACFO McVay explained that when notification was received regarding an individual 
leaving the organisation, an exit interview and survey was offered. These were 
voluntary but the Service was keen to get that feedback. 
 
In terms of grievances and dismissals, Councillor Blackburn commented that there 
were seven grievances recorded in 2022/2023 but the report did not state how many 
were upheld. The Chief Fire Officer advised that these had been figures had 
previously been the subject of a report. 
 
It was queried what the Service was doing as part of its status as an Endometriosis 
Friendly Employer and ACFO McVay said that this was about driving awareness and 
having a commitment to reviewing and developing policies to help those who were 
suffering. The Service was also looking at employing similar methods as it did for 
mental health conditions in recognition of an individual possibly needing more 
periods of sickness absence.  
 
8. RESOLVED that: - 
 

(i) the Authority’s draft Annual Equality Data and Gender Pay Gap Report 
2023/2024 be approved for publication; and 
 

(ii) further reports be received as appropriate. 
 
 
  
 
(Signed) J HUNTER 
  Chair 


