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Community Safety Scrutiny Committee
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Recruitment and Retention of Retained Fire Fighters
1.
EXECUTIVE SUMMARY AND RECOMMENDATIONS
1 The Review set out:

· To examine the current system and processes for recruiting retained fire fighters and to recommend ways in which these could be enhanced to attract and then maintain a higher establishment. 

· To incorporate recommendations on how to improve workforce diversity and (incidentally) whole time fire fighter recruitment. (This aspect is relatively “light touch”). 
· To monitor the implementation of the recommendations and outcomes of the in-depth (internal) authority review on Fire Cover (which was largely focused on recruitment and retention) as compared to the position the previous year. (Again, this is a light touch exercise).
Elsewhere, the introduction to this report and the background sections set the context for this work.  As explained elsewhere, because of perceptions that there are difficulties in recruiting and then retaining retained firefighters, because figures indicated that at the start of the Review the Fire & Rescue Service was about 30 under the complement of retained firefighters and there was a 16-17 % turnover, it was considered that a thorough investigation needed to take place.  At national level and in other services over recent years, similar investigations have been taking place and the Review's evidence indicated that the situation in Oxfordshire was better than in most (similar) authorities and that the Service had taken the initiative in developing/being proactive etc in new recruitment and retention strategies.  In fact, several authorities looked to Oxfordshire as an example of good practice and as the Review progressed, we appreciated that the recruitment/turnover problems were reducing, primarily due to the vigour and lead taken by good example in Oxfordshire, of the Retained recruitment Officer.  The recommendations to the report duly reflect the Review’s acknowledgement of this good work.  
	RECOMMENDATIONS

That for Oxfordshire to remain at the forefront in Recruitment & Retention strategy, the Cabinet is RECOMMENDED to lobby Government to properly fund recruitment and retention initiatives for the retained duty system and to endorse proposals in the following areas:

1. Funding/resources

a) To endorse a principle recommended by the Northumberland Fire & Rescue Service of supporting the introduction of tax incentives which may include reductions in income tax to employees and reductions in business rates to employers - and accordingly to RECOMMEND these to central government.

b) To explore the implications and costs of a mobile whole time model as recommended in the model/option in the Fire Cover Review (see page 8).
2. Publicity
a) To endorse in principle a “Charter Mark” style logo that could be termed a “Community Support” logo for all the shops and employers locally that support and release their staff for the Fire & Rescue Retained Duty Service. This should be promoted on one set day locally, and ideally extended on a nationwide basis. 
b) Raise public awareness of the role of the Retained Duty System and their recruitment process by continuing to be proactive and strategic, making links to local businesses in Oxfordshire and in  taking forward the good work that has already been done by the retained recruitment officer. 
c) Regularly promoting an advertising and recruitment strategy taking into account the different demographic make up of areas and continually examining effective methods of attracting and recruiting under-represented groups. 
d) That elected members working alongside senior officers, should give clear leadership and encouragement to the service to show understanding of the RDS’s role and importance. 
3. Communications

a)  That an individual from the retained service be invited to the appropriate Senior Management Team level meetings, to represent the retained firefighter viewpoint. 
b) More work is necessary on monitoring organisational quality standards and targets; this should include endorsement of the equality targets and the means to achieving them as described in the recent “Oxfordshire Fire & Rescue Service 10 Year Strategy and Implementation Action Plan Towards Diversity”.

c) Improve communications and involvement by senior managers visiting stations more regularly, looking at ways to make retained staff feel more involved and urging national government through a national seminar (if appropriate, to be instigated on the initiative of Oxfordshire County Council), to start a national recruitment campaign; 
d) That the potential for Corporate ICT facilities, including e-mail, is maximised to promote working for the RDS. 
e) Promote a retained firefighter to carry out duties in his/her area of employment if appropriate. 
4. Inclusive of whole time developments

a) It should be a priority to encourage cadet units throughout the county, so as to provide for the transition to the retained and whole time service; (for instance, this might be achieved through employer sponsorship (see page 20). 
b) To provide more support for using whole time personnel as recommended in the model/option in the Fire Cover Review (see page 8). 
5. Recruitment incentives

Specific measures/strategies

a) The introduction of more flexible arrangements to encourage a wider variety of applicants.  This will include encouraging those who can provide RDS cover of 120 hrs a week to do so, fixed salary schemes and related to this - commitment models, rewards, adjustments to terms and conditions, pensions, the continuation of a consultation on the new/pilot pay scheme (pages 11 and 16) and careful monitoring of the outcomes of this new pay and hours of availability system.  In the Integrated Risk Management Process, such options to attract and retain staff should be fully considered. 
b) Develop the components for a retained duty system toolkit of guidance, advice and good practice together with the idea of a “Welcome Pack” for those indicating an interest in entering the retained duty system and to improve communication strategy.  This should include a questionnaire for the families of prospective employees in the pack as per the Shropshire model described on pages 17-20. 
c) An employers’ policy should be developed further in Oxfordshire so as to encourage and enable staff to become retained FFs. 
Strategies to be considered/to be progressed further
d) With respect to whole time recruitment, to consider whether to make it advantageous/beneficial to transfer to whole time from the retained service. 
e) The Oxfordshire Fire & Rescue Service should plan for the wider role for RDS personnel in areas such as co-response and community fire safety work. 

f) Continue to give specific consideration to the benefits of varying response times in order to widen the recruitment catchment area for RDS stations. 
g) To ensure that retained fire fighting is acknowledged as a vocation and accordingly, that Oxfordshire should continue with and progress its extension of more targeted recruitment campaigns (i). 
h) Encourage enhanced training at weekends and away from home station, more realistic fire training and strategies, but with due consideration to cost. 
i) In the future, the Fire & Rescues Service should target the self-employed workforce more, particularly in small rural/market towns/villages where there are recruitment difficulties.
6. Retention incentives

a) Encourage retained personnel to do more community safety work – particularly after their operational retirement, in order to make use of their valuable experience. 
b) Following from evidence in the report and recommendations above (provide refs), to promote further ways of allowing whole time firefighters to carry out retained duties. 
7. Selection processes

a) Following the lead being taken by the Fire Service Training College to introduce consistency and uniformity; that the point of entry selection test should ensure that the new process sets appropriate, fair and measurable criteria for the assessment of candidates for all of the operational service. By adhering to the national selection testing, Oxfordshire can encourage a fast track route into whole time from the retained service and transfer between services.



	The Community Safety Scrutiny Committee RECOMMENDS the Cabinet to track and review any recommendations adopted, with an interim evaluation to the Committee in February 2009 and 12 month on evaluation in July 2009.
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