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Cyflwyniad 

1. Sefydlwyd y tri Awdurdod Tân ac Achub yng Nghymru ("Awdurdod Tân") yn 1995 fel 
rhan o'r ad-drefnu llywodraeth leol a ddigwyddodd bryd hynny.  Cyn hynny, 
cyfrifoldeb yr wyth cyngor sir oedd y gwasanaethau tân ac achub.  Creodd 
diwygiadau 1995 dri Awdurdod Tân ar gyfer ardaloedd a oedd yn gyfuniadau o'r 
awdurdodau lleol unedol newydd.  Crëwyd pob un gan orchymyn cyfuniad fel y'i 
gelwir (o dan Ddeddf Gwasanaethau Tân 1947), ac mae'r gorchmynion hynny hefyd 
yn nodi'r trefniadau llywodraethu ar gyfer pob Awdurdod Tân – sydd gan fwyaf yn 
union yr un fath â'i gilydd, ac nad ydynt wedi newid ers hynny. 
 

2. Yn fras, mae'r trefniadau hynny'n darparu:  
a. bod pob Awdurdod Tân yn endid cyfreithiol yn eu hun. Maent yn sefydliadau 

ar wahân i'r awdurdodau lleol yn eu hardaloedd a chanddynt eu 
swyddogaethau, cyllidebau, asedau a staff eu hunain. 

b. Mae Awdurdod Tân yn un endid. Weithiau gwahaniaethir rhwng yr Awdurdod 
Tân ac Achub a'r Gwasanaeth Tân ac Achub Y personél mewn lifrai a'u 
hasedau yw'r Gwasanaeth Tân ac Achub ("Gwasanaeth Tân"). 
  Fodd bynnag, nid yw'r gwahaniaeth hwnnw'n bodoli'n ffurfiol.  Dim ond 
gweithwyr yr Awdurdod Tân yw'r Prif Swyddog Tân a staff eraill, a dim ond y 
swyddogaethau hynny y mae'r Awdurdod Tân yn dewis eu dirprwyo iddynt 
sydd ganddynt. Nid oes y math o wahaniad rhwng Awdurdod Tân a 
Gwasanaeth Tân ag a welir ym maes plismona rhwng Comisiynydd yr Heddlu 
a Throseddu (sy'n pennu'r cyfeiriad a'r gyllideb strategol) a'r Prif Gwnstabl a 
swyddogion eraill â gwarant (sy'n ddeiliaid swyddi yn eu rhinwedd eu hunain, 
gyda'u pwerau a'u dyletswyddau gweithredol eu hunain).   

c. Mae aelodau pob Awdurdod Tân yn cael eu henwebu gan ei awdurdodau lleol 
cyfansoddol. Fe'u dewisir o blith aelodau pob awdurdod, mewn cyfrannedd 
fras â phoblogaeth pob awdurdod lleol (er enghraifft, mae Cyngor Abertawe 
yn enwebu saith aelod o Awdurdod Tân Canolbarth a Gorllewin Cymru, a 
Chyngor Ceredigion yn enwebu dau). 

d. Mae gan bob Awdurdod Tân hefyd y pŵer i gyfethol aelodau nad ydynt yn 
gynghorwyr (ond nid oes yr un ohonynt wedi gwneud hynny yn ystod y 
blynyddoedd diwethaf, ac eithrio i'w pwyllgorau safonau). 

e. Mae Awdurdodau Tân yn cael eu cyllid drwy godi ardollau ar eu hawdurdodau 
lleol, ar gyfraddau a benderfynir gan bob Awdurdod Tân ar ei ben ei hun. Nid 
oes hawl gan awdurdodau lleol na Llywodraeth Cymru gapio neu gydsynio i 
ardollau o'r fath.  
 

3. Cafodd swyddogaethau'r Gwasanaeth eu hailwampio'n sylweddol gan Ddeddf 
Gwasanaethau Tân ac Achub 2004 , ond cadwyd y gorchmynion cyfunol a oedd yn 
bod ar y pryd.  Hefyd, datganolodd y Ddeddf honno'r cyfrifoldeb am faterion tân i'r 
Cynulliad (fel yr oedd bryd hynny) am y tro cyntaf.  
 



4. Mae nifer o broblemau posibl â'r trefniadau hyn: 
a. Nid yw Awdurdodau Tân yn atebol yn glir i unrhyw gorff allanol.  Er bod eu 

haelodau yn gynghorwyr, maent yn gorfod gweithredu ar ran ardal gyfan yr 
Awdurdod Tân, nid fel cynrychiolwyr sy'n atebol i'w hawdurdodau lleol cartref.  
Yn yr un modd, mae atebolrwydd i Lywodraeth Cymru wedi'i gyfyngu i roi sylw 
dyledus i'r Fframwaith Cenedlaethol ar gyfer Gwasanaethau Tân ac Achub, a 
gyhoeddwyd o dan Ddeddf 2004. 

b. Nid yw Awdurdodau Tân yn atebol i'r etholwyr mewn unrhyw fodd ystyrlon 
chwaith.  Dim ond tua 6% o gynghorwyr sy'n aelodau o'r Awdurdod Tân, ac 
mae pob un ohonynt wedi'u henwebu ar ôl cael eu hethol i'r cyngor (ac sydd 
fel arfer yn gynghorwyr "meinciau cefn" yn hytrach nag aelodau gweithredol 
neu gadeiryddion pwyllgorau craffu).  Felly yn gyffredinol nid yw ymgeiswyr 
mewn etholiadau awdurdodau lleol yn ymgyrchu ar faterion sy'n ymwneud â'r 
Awdurdod Tân. 

c. Nid oes unrhyw wahaniad go iawn rhwng swyddogaethau gweithredol a 
chraffu o fewn Awdurdod Tân, ac nid yw hynny'n bosibl.  Mewn awdurdodau 
lleol, mae'r weithrediaeth yn cael ei ffurfio gan y grŵp rheoli neu'r glymblaid ar 
sail ei fandad etholiadol, gyda phwyllgorau craffu yn dwyn y weithrediaeth i 
gyfrif.  Fel y nodwyd, nid oes mandad o'r fath gan aelodau'r Awdurdodau Tân, 
ac felly nid oes pwyllgorau gweithredol na chraffu tebyg i'r rhai sydd gan bob 
awdurdod lleol. 

d. Mae'r angen i enwebu aelodau yn gymesur â phoblogaeth awdurdodau lleol 
yn creu aelodaeth gymharol fawr ac anhylaw.  Mae gan Awdurdodau Tân 
rhwng 24 a 28 o aelodau, sy'n fwy na'r nifer arferol ar Fyrddau Iechyd Lleol a 
dim llawer yn is na'n hawdurdodau lleol llai o faint, er bod eu cylchoedd gwaith 
a'u cyllidebau yn llawer llai na'r rheini. Mae hyn yn unigryw i Gymru: Mae 
Awdurdod Tân Gorllewin Canolbarth Lloegr, er enghraifft, yn gwasanaethu 
poblogaeth sydd ychydig yn llai na phoblogaeth Cymru gyfan, ac eto dim ond 
15 cynghorydd o'i saith cyngor cyfansoddol a thri aelod a gyfetholwyd yw 
cyfanswm ei aelodaeth.  Ar y llaw arall, mae gan Awdurdod Tân Gogledd 
Cymru 28 aelod o chwe chyngor ac mae'n gwasanaethu poblogaeth o lai na 
chwarter poblogaeth Gorllewin Canolbarth Lloegr.   

e. Mae'n anochel fod busnes yr Awdurdod Tân yn aml wedi'i ffocysu ac yn 
dechnegol ei natur, gan ei fod yn ymwneud â rheoli gwasanaeth brys mewn 
lifrai.  Nid oes gan aelodau Awdurdod Tân unrhyw arbenigedd mewn materion 
o'r fath o reidrwydd; a dim ond ambell dro y mae materion o bryder lleol 
penodol yn codi, pryd byddai cynghorwyr yn disgwyl i'w cyfraniadau 
ychwanegu gwerth.  Felly, mae anghydbwysedd rhwng arbenigedd uwch 
swyddogion a gallu'r rhai sy'n gyfrifol am eu harwain a'u dwyn i gyfrif.  

f. I bob pwrpas, mae'r trefniadau ariannol yn caniatáu i'r Awdurdod Tân bennu ei 
chyllideb a'i gwneud yn ofynnol i awdurdodau lleol ei hariannu.  Mae hyn wedi 
achosi tensiwn cynyddol rhwng Awdurdodau Tân ac awdurdodau lleol yn 
ystod y blynyddoedd diwethaf.  
 

5. Fel y mae cylch gorchwyl y Pwyllgor yn nodi, mae'r pryderon hyn wedi cael eu 
mynegi sawl gwaith dros y blynyddoedd diwethaf, yn fwyaf nodedig mewn Papur 
Gwyn gan Lywodraeth Cymru yn 2018.  Byddai'n deg dweud bod pob Awdurdod Tân 
yng Nghymru wedi gwrthwynebu'n gryf yr holl gynigion ar gyfer newid yn eu 
llywodraethiant ar y sail eu bod yn credu bod y trefniadau presennol yn gweithio'n 
dda. Fodd bynnag, credwn fod datblygiadau ers hynny, yn bennaf, ond nid yn unig, 



yn Awdurdod Tân De Cymru, yn dangos canlyniadau llywodraethu diffygiol ac 
atebolrwydd gwael. 
Fel y mae cylch gorchwyl y Pwyllgor, yn nodi, mae'r pryderon hyn wedi cael eu 
mynegi sawl gwaith dros y blynyddoedd diwethaf, yn fwyaf nodedig mewn Papur 
Gwyn Llywodraeth Cymru yn 2018.  Byddai'n deg dweud bod pob Awdurdod Tân 
yng Nghymru wedi gwrthwynebu'n gryf yr holl gynigion ar gyfer newid yn eu 
llywodraethiant ar y sail eu bod yn credu bod y trefniadau presennol yn gweithio'n 
dda. Fodd bynnag, credwn fod datblygiadau ers hynny, yn bennaf ond nid yn unig, 
yn Awdurdod Tân De Cymru, yn dangos canlyniadau llywodraethu diffygiol ac 
atebolrwydd gwael. 
 

6. Mae ein tystiolaeth ar bob elfen o gylch gorchwyl y Pwyllgor fel a ganlyn.  
 
Methiannau llywodraethu yn  Awdurdod Tân ac Achub De Cymru 
 

7. Mae cylch gorchwyl y Pwyllgor yn gofyn i ba raddau y cyfrannodd llywodraethu 
gwael at y methiannau a nodwyd yn yr adolygiad o ddiwylliant Awdurdod Tân ac 
Achub De Cymru.  Roedd hwn yn fater yr aeth Ms Morris CB i'r afael yn rhannol ag 
ef yn ei hadroddiad, lle nododd fod gan yr Awdurdod Tân ac Achub bwerau digonol i 
arwain a rheoli'r gwasanaeth. 
 

8. Mae hynny'n wir yn yr ystyr bod Awdurdod Tân De Cymru yn un endid sydd, mewn 
termau ffurfiol, â rheolaeth lawn dros y gwasanaethau y mae'n eu darparu a'r staff y 
mae'n eu cyflogi.  Fodd bynnag, mae llywodraethu yn ymwneud â mwy na bodolaeth 
pwerau statudol.  Er ei bod yn amhosibl bod yn sicr, mae'n ymddangos bod sawl 
ffordd y gallai gwendidau'r trefniadau llywodraethu presennol fod wedi cyfrannu at y 
methiannau a nodwyd.   
 

9. Ar y lefel symlaf, mae gan y rhai sy'n gyfrifol am lywodraethu unrhyw sefydliad - p'un 
ai'n aelodau, cynghorwyr, cyfarwyddwyr neu ymddiriedolwyr - rywfaint o gyfrifoldeb 
pan ddaw methiannau ar raddfa'r rhai a nodwyd gan Ms Morris CB  i'r amlwg.  Ni 
fyddai'n deg disgwyl i aelodau fod yn ymwybodol o bob manylyn o arferion rheoli 
na'u beio am unigolion yn camymddwyn.  Fodd bynnag, mae'n codi cwestiynau 
ynghylch a allai methiannau cymhleth a sylfaenol o'r fath godi neu barhau cyhyd pe 
bai'r Awdurdod Tân wedi bod yn cyflawni ei rôl o arwain y sefydliad a dwyn rheolwyr i 
gyfrif.   
 

10. Mae'r sefyllfa yn Awdurdod Tân De Cymru yn awgrymu mai dyma'r achos am 
rai blynyddoedd.  Mae'n bosibl bod hyn wedi adlewyrchu'r anghydbwysedd rhwng 
swyddogion ac aelodau a nodwyd uchod. Yn Ne Cymru ac mewn mannau eraill, 
mae'n gyffredin i uwch swyddogion reoli'r agenda ar gyfer busnes yr Awdurdod Tân, 
ac i'r Awdurdod Tân gymeradwyo cynigion a gyflwynir iddo. Yn achos De Cymru, 
roedd hyn yn cynnwys gwrthod argymhellion y Prif Gynghorydd Tân ac Achub (y 
"Prif Ymgynghorydd"), a chymeradwyo codiad cyflog sylweddol i uwch swyddogion 
yn ystod 2023.  Mae'n anghyffredin i gynnig gael ei wrthwynebu ac mae gwrthod 
cynigion yn brinnach fyth. Efallai nad oedd hwn yn amgylchedd a oedd yn ffafriol o 
safbwynt dal rheolaeth i gyfrif yn effeithiol, na nodi a mynd i'r afael â gwendidau o 
fewn y sefydliad.  
 



11. Efallai bod y gwendidau hyn wedi'u gwaethygu gan y diffyg her fewnol o fewn 
yr Awdurdod Tân. Mae'n bosibl bod diffyg unrhyw ddimensiwn lleol na gweleidyddol-
bleidiol ystyrlon i'r rhan fwyaf o fusnes yr Awdurdod Tân, ac absenoldeb unrhyw 
wahaniad gwirioneddol rhwng y rolau gweithredol a chraffu, wedi arwain at golli 
tensiwn creadigol ac ysgogi trafodaethau.  Mae'n bosibl nad oedd digon o deimlad 
fod unrhyw un yn dwyn neb arall i gyfrif - boed hynny rhwng grwpiau o aelodau neu 
rhwng aelodau a swyddogion.  
 
Capasiti ar gyfer newid 
 

12. Mae cylch gorchwyl y Pwyllgor yn holi ynghylch capasiti a gallu Awdurdodau 
Tân i newid diwylliant ac arferion rheoli.  Mae hwn yn gwestiwn y byddai'n well ei 
ofyn i'r Awdurdodau Tân; ond mae ein sylwadau arno fel a ganlyn.  
 

13. Yn gyntaf, roedd yn amlwg nad oedd gan Awdurdod Tân De Cymru unrhyw 
beth yn agos at y capasiti a'r gallu gofynnol. Mae adroddiad Ms Morris CB yn nodi'n 
glir bod tîm rheoli Awdurdod Tân De Cymru, hyd at ac yn cynnwys y lefel uchaf, 
wedi'i gysylltu'n helaeth â'r methiant.  Er nad oedd yr adroddiad wedi ystyried rôl yr 
Awdurdod Tân yn llawn, mae'n amlwg nad oedd yr Awdurdod Tân wedi cymryd 
camau i fynd i'r afael â methiant o'r fath, nac hyd yn oed ei nodi, am o leiaf 8 
mlynedd.  Roedd hynny ymhlith y prif resymau dros benodi Comisiynwyr.     
 

14. Yn fwy cyffredinol, byddai rhywun yn disgwyl bod y methiannau gwaethaf a 
nodwyd gan Ms Morris CB yn amlwg yn annerbyniol, i'r fath raddau y byddai unrhyw 
dîm rheoli cymwys yn eu hatal rhag digwydd, neu'n mynd i'r afael â nhw'n gyflym 
petaent yn codi.  Er enghraifft mae'n amlwg fod trefniadau dyrchafu sydd wedi'u 
llygru gan ffafriaeth, neu weithdrefnau disgyblu nad ydynt yn ddigon cadarn, bob 
amser yn anghywir.       
 

15. Fodd bynnag, nid yw'r gwendidau uchod o ran llywodraethu ac atebolrwydd 
wedi'u cyfyngu i Dde Cymru.  Yn benodol, nid yw'r pwysau mewnol ac allanol i newid 
yn fwy mewn mannau eraill. Er enghraifft, er bod y ddau Awdurdod Tân arall wedi 
cymryd ymagwedd fwy cadarnhaol tuag at argymhellion Prif Gynghorydd ac 
Arolygydd Tân ac Achub Cymru, mae cynnydd yn parhau i fod yn araf.  Felly, ni 
allwn gael sicrwydd llwyr ynglŷn â'r mater hwn.  
 

16. Yn y cyfamser, mae'n debyg bod mwy y gall yr Awdurdodau Tân eraill ei 
wneud. Er bod argymhellion Ms Morris CB wedi'u cyfeirio at Awdurdod Tân ac Achub 
De Cymru a'i strwythurau a'i weithdrefnau rheoli penodol gellir, a dylid, eu defnyddio 
mewn mannau eraill mewn egwyddor. Rwyf wedi annog Awdurdod Tân y Canolbarth 
a'r Gorllewin ac Awdurdod Tân y Gogledd i wneud hynny.  Maent bellach wedi 
cytuno i sefydlu eu hadolygiadau annibynnol eu hunain i asesu a rhoi sicrwydd 
ynghylch eu diwylliannau a’u harferion rheoli presennol, gan adeiladu ar yr hyn y 
maent eisoes wedi'i wneud mewn ymateb i adroddiad Ms Morris CB a phryderon 
ehangach o fewn y Sector.    
 

17. Mae'n ddigon posibl hefyd y bydd cyfle i alluogi aelodau Awdurdodau Tân i 
gyflawni'u rolau yn well, er enghraifft trwy ddarparu hyfforddiant mewn materion i 
wneud â thân.  Nodwn mai dim ond os ydynt wedi ymgymryd â hyfforddiant 
arbenigol mewn gweithdrefnau a chyfraith cynllunio y caiff cynghorwyr fod yn 



aelodau o bwyllgorau cynllunio awdurdodau lleol.  Gallai Awdurdodau Tân gymryd 
agwedd debyg o ran eu haelodau, efallai gyda chefnogaeth CLlLC a Llywodraeth 
Cymru.   
 
Ymdrechion blaenorol i ddiwygio 
18. Mae cylch gorchwyl y Pwyllgor yn holi am y methiant i roi cynigion blaenorol ar 
gyfer diwygio ar waith, yn enwedig y rhai gan y Comisiwn ar Lywodraethu a Darparu 
Gwasanaethau Cyhoeddus ("Comisiwn Williams"), a gyflwynodd ei adroddiad yn 
gynnar yn 2014. 
 

 

19. Ni chafodd cynigion Comisiwn Williams, yn eu crynswth, erioed eu 
mabwysiadu'n ffurfiol fel polisi Llywodraeth Cymru.  Roedd hynny'n cynnwys 
ei gynigion ar Awdurdodau Tân, a fyddai wedi gweld llywodraethiant y 
gwasanaeth yn cael ei ailgyfansoddi ar wedd gymharol debyg i'r heddlu.  
Byddai Prif Swyddogion Tân wedi dod yn ddeiliaid swyddi statudol, fel Prif 
Gwnstabliaid, gyda phwerau yn eu rhinwedd eu hunain i reoli staff a darparu 
gwasanaethau; byddai'r Awdurdodau Tân wedi cymryd rôl graffu dros y 
Gwasanaeth, yn debyg i'r hyn yr arferai awdurdodau heddlu ei wneud cyn 
cyflwyno Comisiynwyr Heddlu a Throseddu.   Roedd pob un o'r tri Awdurdod 
Tân yn gwrthwynebu'r cynigion hynny'n chwyrn, ynghyd â'r rhai mewn darn 
manylach o waith gan Lywodraeth Cymru a fyddai wedi eu hategu. 
 

20. Nod cynigion Comisiwn Williams oedd creu mecanwaith clir ar gyfer dwyn y 
Gwasanaeth i gyfrif. Roeddent yn adlewyrchu amheuon y Comisiwn ynghylch gallu'r 
Awdurdodau Tân, ar eu gwedd bresennol, i ddarparu naill ai arweinyddiaeth neu 
graffu1. Fodd bynnag, ni fyddai'r cynigion wedi mynd i'r afael â'r anghydbwysedd 
rhwng aelodau a swyddogion a nodwyd uchod, ac ni fyddent chwaith wedi creu 
unrhyw atebolrwydd i haen arall o lywodraeth, i'r Senedd neu'r etholwyr. Yn ogystal, 
mae'n ymddangos bod llawer o'r problemau a nododd Ms Morris CB yn deillio o'r 
rheolwyr yn gweithredu mewn ffordd gaeëdig ac unbenaethol. Gallai cynigion y 
Comisiwn fod wedi gwneud hynny'n waeth drwy greu sefyllfa lle'r Prif Swyddog Tân 
yn unig oedd ag awdurdod i weithredu.   
 
Papur Gwyn 2018 
 

21. Ym mis Tachwedd 2018, cyhoeddodd Ysgrifennydd y Cabinet dros 
Lywodraeth Leol a Gwasanaethau Cyhoeddus ar y pryd, Bapur Gwyn yn cynnig 
diwygio llywodraethu a chyllid yr Awdurdodau Tân ac Achub.  Mae cylch gorchwyl y 
Pwyllgor yn holi ynghylch camau gweithredu o ganlyniad i hynny. 
 

22. Yn fras, cynigiodd y Papur Gwyn y canlynol: 
a. Byddai tri Awdurdod Tân ac Achub o hyd, gyda dimensiwn lleol sylweddol i'w 

trefniadau llywodraethu a'u cyllid. 
b. Byddai aelodaeth yr Awdurdodau Tân yn cael ei leihau i un enwebai o bob 

awdurdod lleol, wedi'u dewis o blith aelodau eu Cabinetau, yn ogystal ag aelodau 
anweithredol a benodwyd drwy broses penodiadau cyhoeddus lawn er mwyn 
darparu her ac arbenigedd annibynnol. 

 
1 Y comisiwn ar lywodraethu a darparu gwasanaethau cyhoeddus 2014 Adroddiad Terfynol, paragraff 2.61 



c. Byddai'n ofynnol i Awdurdodau Tân gytuno ar eu cyllidebau gyda'u hawdurdodau 
lleol cyfansoddol. Byddai gan Lywodraeth Cymru bŵer wrth gefn i bennu'r gyllideb 
pe na bai modd dod i gytundeb.  

d. Yn y tymor hwy ac yn ddarostyngedig i ddeddfwriaeth sylfaenol, byddai'r 
Awdurdodau Tân yn cael eu hariannu drwy braesept treth gyngor (fel y 
Comisiynwyr Heddlu a Throseddu).  
 

23. Y nod oedd cywiro diffygion llywodraethu a nodwyd yn gynharach, yn enwedig 
drwy ychwanegu arbenigedd a her drwy'r aelodau anweithredol, cryfhau'r 
cysylltiadau â threfniadau llywodraethu awdurdodau lleol a chyflwyno model cyllido 
mwy cytbwys.  Fodd bynnag, gwrthwynebwyd y cynigion yn gryf iawn gan bob un o'r 
tri Awdurdod Tân, yn bennaf ar yr egwyddor bod y trefniadau presennol yn gweithio'n 
dda ac nad oedd angen eu diwygio.  Roedd gwrthwynebiad arbennig i'r cynigion ar 
gyllid. Roedd yr Awdurdodau Tân yn ystyried bod y rhain yn dod â'r rhyddid 
angenrheidiol, yn eu barn nhw, iddynt osod eu cyllidebau ar lefelau priodol, beth 
bynnag fo'r pwysau ariannol ehangach ar wasanaethau awdurdodau lleol.  Fodd 
bynnag, yn gyffredinol roedd yr Awdurdodau Tân yn cefnogi'r cynigion hirdymor ar 
gyfer cyllido trwy braesept treth gyngor.   
 

24. Roedd rhanddeiliaid eraill, gan gynnwys Undeb y Brigadau Tân (FBU), CLlLC 
a rhai awdurdodau lleol, ond nid pob un, hefyd yn gwrthwynebu cynigion y Papur 
Gwyn; serch bod ymatebwyr ar ran llywodraeth leol yn tueddu i gefnogi'r angen i 
ddiwygio cyllid, o leiaf mewn egwyddor.   
 

25. Yn sgil hynny, penderfynwyd peidio â gweithredu cynigion y Papur Gwyn am 
ddau reswm yn fras. Yn gyntaf, roedd cryfder gwrthwynebiad yr Awdurdodau Tân ac 
Achub a'r FBU yn golygu y byddai'n rhaid gorfodi'r newid a'i wthio drwodd.  Byddai 
hynny wedi cynyddu'r amser a'r adnoddau y byddai eu hangen, ynghyd â'r perygl o 
fethu ag ymwreiddio newid cynaliadwy ac o amharu ar wasanaethau tra bod newid 
yn mynd rhagddo. Yn ail, roedd wedi dod yn amlwg bod cryn botensial i'r 
Gwasanaeth ymgymryd â rôl ehangach, yn enwedig felly drwy gefnogi'r GIG, ac y 
byddai gwneud hynny yn gwella canlyniadau iechyd ac yn darparu arbedion 
sylweddol.  Penderfynwyd y byddai materion llywodraethu a chyllid yn cael eu 
hailystyried yng ngoleuni datblygiad rôl cymaint ehangach, ar y sail fod "ffurf yn dilyn 
swyddogaeth."  Er enghraifft, pe bai'r Gwasanaeth yn gwneud gwaith sylweddol i 
gefnogi'r GIG, ni fyddai'n iawn iddo barhau i gael y mwyafrif helaeth o'i gyllid oddi 
wrth llywodraeth leol, nac i aelodaeth yr Awdurdodau Tân ddod o blith eu 
hawdurdodau lleol cyfansoddol yn unig.   
 

26. Cytunwyd ar y fanyleb ar gyfer rôl ehangach o'r fath rhwng y Dirprwy 
Weinidog ar y pryd a'r Gweinidog Iechyd ar y pryd, a gwnaethant ddatganiad ar y 
cyd ym mis Mawrth 2020.  Yna cafodd hon ei datblygu mewn cydweithrediad ag 
uwch reolwyr yr Awdurdodau Tân a'r GIG rhwng 2020 a 2021, yn ôl fel yr oedd 
pwysau'r pandemig yn caniatáu.  Roedd yn cynnwys tair elfen: ymateb i argyfyngau 
meddygol lle'r oedd ymateb cyflym yn hanfodol i fywyd ac o fewn galluoedd 
diffoddwyr tân (fel trawiad ar y galon); ymateb i bobl sydd wedi cwympo a heb anaf 
ond na allant godi heb gymorth (nad ydynt yn flaenoriaeth uchel i Ymddiriedolaeth 
Gwasanaeth Ambiwlans Cymru ond a all arwain at y claf yn mynd i'r ysbyty os nad 
yw'n cael cymorth prydlon); a lleihau'r risg o gwympo a damweiniau eraill yn y 



cartref, drwy ehangu rhaglen diogelwch tân domestig y Gwasanaeth.  
 

27. Yna, cynhaliodd y Prif Gynghorydd Tân ac Achub (y 'Prif Gynghorydd') 
adolygiad thematig manwl o allu'r Gwasanaeth i ymgymryd â rôl o'r fath ar ddiwedd 
2021.  Cadarnhaodd hyn - ar sail dadansoddiad o ddata'r Awdurdodau Tân ac 
Ymddiriedolaeth Gwasanaeth Ambiwlans Cymru - fod y fath allu ar gael, ond mai 
dim ond trwy newid arferion gwaith y Gwasanaeth y gellid ei roi ar waith yn ddiogel. 
Yn benodol, argymhellodd y Prif Gynghorydd newidiadau i'r patrymau sifft presennol 
sy'n caniatáu i ddiffoddwyr tân amser llawn gysgu mewn gorsafoedd tân am saith 
awr o sifft nos 15 awr os nad oes galwadau brys.  Mae hynny'n ei hanfod yn gapasiti 
nad yw'n cael ei ddefnyddio. Pe bai sifftiau'n cael eu had-drefnu fel bod hyfforddiant 
yn yr orsaf a chynnal a chadw offer yn digwydd yn ystod y nos, byddai digon o 
gapasiti i ymateb i ddigwyddiadau meddygol yn ystod y dydd (pan fo'r rhan fwyaf 
ohonynt yn digwydd). Fodd bynnag, cafodd yr argymhellion yn yr adroddiad hwnnw 
eu gwrthod yn unfrydol gan Awdurdod Tân De Cymru mewn cyfarfod ym mis Mawrth 
y llynedd. Mae gweithredu'r argymhellion bellach yng nghylch gorchwyl y 
Comisiynwyr. Mae'r ddau Awdurdod Tân arall wedi bod yn llai gwrthwynebol ond 
mae cynnydd yn parhau i fod yn araf.  
 
Arolygu ac archwilio  
 

28. Mae cylch gorchwyl y Pwyllgor yn gofyn a oes angen newidiadau i gryfhau'r 
trefniadau presennol ar gyfer arolygu ac archwilio Awdurdodau Tân. 
 

29. Mae arolygu Awdurdodau Tân yng Nghymru yn ddyletswydd i'r Prif 
Gynghorydd, a benodwyd gan y Frenhines yn 2019 ac sydd â phwerau llawn fel 
arolygydd statudol o dan a28 Deddf Gwasanaethau Tân ac Achub 2004.  Mae'r Prif 
Gynghorydd presennol wedi defnyddio'r pwerau hynny i gynnal tri adolygiad thematig 
ers cael ei benodi yn 2019: ar wersi tân Tŵr Grenfell, ar allu'r Gwasanaeth i 
ymgymryd â rôl ehangach, ac ar ddigonolrwydd hyfforddiant diffoddwyr tân.  Mae 
pob un o'r adolygiadau hyn wedi cynnwys y tri Awdurdod Tân yng Nghymru, yn 
ogystal â thynnu ar dystiolaeth gan wasanaethau tân eraill ac ar ganlyniadau 
ymchwil academaidd ac ymchwil dan arweiniad diwydiant.  Mae'r rhain wedi esgor ar 
argymhellion pwysig wedi'u seilio ar dystiolaeth lawn. Eu nod yw gwella ansawdd ac 
effeithlonrwydd y Gwasanaeth, a sicrhau diogelwch diffoddwyr tân a'r cyhoedd.  Mae 
rhai o'r rhain wedi'u nodi uchod.  
 

30. Mae rôl sy’n cyfateb i’r Prif Gynghorydd yn Lloegr yn cael ei chyflawni gan 
Arolygiaeth Cwnstabliaeth a Gwasanaethau Tân ac Achub Ei Fawrhydi (“yr 
Arolygiaeth”).  Mae cylch gwaith yr Arolygiaeth yn cynnwys pob heddlu yng Nghymru 
a Lloegr, a phob Awdurdod Tân yn Lloegr; felly mae ganddi lawer mwy o adnoddau 
na'r Prif Gynghorydd.  Fodd bynnag, mae wedi canolbwyntio'n bennaf ar lunio 
dyfarniadau graddedig o bob Awdurdod Tân ar sail cylch o arolygiadau safonol.  
Mae'r rhain yn darparu graddau ar raddfa 5 pwynt (o "annigonol" i "rhagorol") ar 
draws 11 maes, ynghyd â naratif ategol.  Yn gyffredinol, nid yw'r Arolygiaeth yn 
cynnal adolygiadau thematig yn y sector tân, er iddo wneud hynny (ar gais 
Llywodraeth y DU) yn gynnar yn 2023 mewn ymateb i adroddiadau yn y cyfryngau 
am ddiwylliannau camweithredol o fewn y Gwasanaeth. 
 



31. Nid yw'n glir a fyddai'r gwaith  archwilio Awdurdodau Tân yng Nghymru yn 
gwella pe bai'r Prif Gynghorydd yn mabwysiadu dull gweithredu'r Arolygiaeth. Mae 
cyhoeddi dyfarniadau wedi'u graddio fel y gwna'r Arolygiaeth, yn ei gwneud yn bosibl 
i gymharu sefydliadau'n rhwydd, a gall dyfarniad beirniadol fod yn ysgogiad pwerus i 
wella. Ar y llaw arall, gellid dadlau bod llai o angen cymharu rhwng tri Awdurdod Tân 
yn unig yng Nghymru na rhwng dros 40 yn Lloegr; a gall dyfarniadau graddedig 
cadarnhaol beri hunanfodlonrwydd, yn enwedig os ydynt yn cuddio gwendidau 
sylfaenol.  Er enghraifft, derbyniodd Awdurdod Tân Dorset a Wiltshire radd "dda" am 
reoli pobl yn ei arolygiad diwethaf, ond ers hynny mae honiadau difrifol wedi dod i'r 
amlwg yno am gamymddwyn gan ddiffoddwyr tân a diwylliant gwael yn y gweithle.     
 

32. Mae archwilio Awdurdodau Tân Cymru yn ddyletswydd i'r Archwilydd 
Cyffredinol ac Archwilio Cymru, ac mae'n cynnwys archwilio cyfrifon a chynnal 
astudiaethau gwerth am arian. Ni fyddai'n briodol i Lywodraeth Cymru wneud 
sylwadau ar waith yr Archwilydd Cyffredinol, ac eithrio nodi bod Archwilio Cymru yn 
cynnal adolygiad o lywodraethiant Awdurdodau Tân ar hyn o bryd, ac efallai y 
byddai'r Pwyllgor yn dymuno ystyried hynny. 
 

33. Fodd bynnag, bydd unrhyw system arolygu ac archwilio o reidrwydd wedi'i 
chyfyngu ynghylch i ba raddau y gall nodi gwendidau diwylliannol.  Yn anochel, mae 
diwylliant yn y gweithle yn beth cynnil a newidiol, ac yn cael ei brofi'n bennaf gan 
weithwyr yn ystod eu gwaith beunyddiol. Dim ond tystiolaeth rannol ac eilaidd y bydd 
arolygydd neu archwilydd yn gallu ei gael, ar y gorau.   Wrth gwrs, gall adolygiad 
pwrpasol, fel yr un dan arweiniad Ms Morris CB, wneud hynny - ond cymerodd 
hwnnw bron i flwyddyn, gan gostio tua £0.5 miliwn i Awdurdod Tân De Cymru ac ni 
wnaeth ystyried ansawdd nac effeithlonrwydd gwasanaethau'r Awdurdod.   Mae 
hynny ymhell y tu hwnt i gwmpas unrhyw drefn ymarferol ar gyfer arolygu ac 
archwilio.   
 
Adolygiadau'r Prif Gynghorydd Tân ac Achub 
 

34. Mae cylch gorchwyl y Pwyllgor yn holi am y prosesau ar gyfer lledaenu 
canfyddiadau'r Prif Gynghorydd a sicrhau eu bod yn cael eu gweithredu; a'r 
trefniadau ar gyfer rhannu dysgu rhwng y Prif Gynghorydd a'i gymheiriaid mewn 
mannau eraill yn y DU. 
 

35. Mae'n gryfder i lywodraethiant gwlad fach ei bod mor hawdd ymgysylltu â'r 
holl randdeiliaid mewn gwaith fel hyn - yn enwedig mewn maes fel tân lle nad oes 
ond tri sefydliad yn darparu'r gwasanaeth.  Mae holl adolygiadau'r Prif Gynghorydd 
felly wedi cynnwys deialog helaeth iawn gyda'r tri Awdurdod Tân, yn ogystal â 
chyfweliadau gyda diffoddwyr tân rheng flaen a dadansoddiad manwl o ddata 
gweithredol yr Awdurdodau lle bo hynny'n berthnasol.  Mae ei ganfyddiadau hefyd 
wedi bod yn destun trafodaeth eang a pharhaus, sydd yn benodol wedi galluogi'r 
Awdurdodau Tân i gael dealltwriaeth lawnach o argymhellion y Prif Gynghorydd a'r 
ffyrdd posibl i'w rhoi ar waith.  
 

36. Nid oes gan y Prif Gynghorydd na Llywodraeth Cymru unrhyw bŵer 
cyffredinol i orfodi Awdurdodau Tân i weithredu argymhellion. Felly, rydym yn ceisio 
cefnogi a pherswadio'r Awdurdodau Tân i weithredu.  Fodd bynnag, pan fo methu â 
gwneud hynny yn codi pryderon difrifol ehangach am effeithiolrwydd gwasanaeth 



neu ddiogelwch ddiffoddwyr tân a'r cyhoedd, mae ein pwerau ymyrraeth ar gael.  
Felly, mae cylch gorchwyl Comisiynwyr De Cymru yn cynnwys gweithredu 
argymhellion diweddar y Prif Gynghorydd yn llawn.  
 

37. Fel y nodwyd uchod, mae Arolygiaeth Lloegr (ac, i raddau llai, Prif Arolygydd 
Ei Fawrhydi yn yr Alban) yn gweithredu ar sail wahanol i'r Prif Gynghorydd, gyda 
llawer llai o ffocws ar adolygiadau thematig.  Felly, nid oes argymhellion cyffelyb i 
lawer o rai'r Prif Gynghorydd yng ngwaith yr arolygiaethau eraill; ac nid yw llawer o 
ganfyddiadau'r arolygiaethau hynny'n uniongyrchol berthnasol yma, gan eu bod yn 
cynnwys dyfarniadau graddedig ar Awdurdodau Tân unigol yn hytrach nac ystyriaeth 
o arfer da ar sail dadansoddi ac ymchwil.  Serch hynny, mae'r Prif Gynghorydd yn 
cwrdd â'i gymheiriaid yn Lloegr a'r Alban yn rheolaidd i rannu canfyddiadau a thrafod 
materion o ddiddordeb cyffredin.   
 
 

 



Hannah Blythyn AS/MS 
Y Dirprwy Weinidog Partneriaeth Gymdeithasol 
Deputy Minister for Social Partnership 
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2 May 2023  
 

Dear Dawn, 
 
You will already be familiar with the report which HM Inspectorate of Constabulary and Fire 
and Rescue Services published on 30 March, about cultures and values in FRSs in 
England.  I am sure you agree that the problems of bullying, harassment and discrimination 
that it identifies have no place in the Fire and Rescue Service or any other workplace.  We 
need consistent action to sustain inclusivity and to deal firmly with cases of misconduct that 
arise.  This reflects wider concerns about workplace cultures, about which we had a very 
useful discussion at the recent Social Partnership Forum.  
 
While the HMICFRS report was concerned only with England, we have to assume that 
similar problems may exist here, and that a similar response by the Service and by 
government is justified.  The information about recent gross misconduct cases you have 
already provided to the Chief Fire and Rescue Advisor gives us some assurance, and I am 
grateful for that.  But there is no room for complacency.   Overall, I would expect to see 
measures in Wales which are at least as robust as those recommended by HMICFRS in 
England.  For ease of reference, I have attached a list of its recommendations. 
 
In particular, I would urge you to adopt all of the recommendations in the report which were 
addressed to Chief Fire Officers, to the extent that these are not already reflected in your 
current working practices.  Where those recommendations call for Chief Fire Officers to 
report matters to HMICFRS, you should of course instead do so to the Chief Fire and 
Rescue Advisor.  I would also expect reports of gross misconduct cases under 
recommendation 17 to include all such cases involving alleged discrimination, bullying or 
harassment on the basis of a protected characteristic.     
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Some recommendations are addressed to the sector as a whole, in particular to the Fire 
Standards Board, and aim to ensure a consistent approach to matters such as DBS checks.  
As that Board has no remit here, I propose instead to develop an addendum to the current 
National Framework setting out our expectations.  My officials will also discuss with 
colleagues in the Home Office and the other devolved administrations the possibility of 
developing shared approaches across the UK.  This will clearly be essential for matters 
such as the proposed “barred list” of firefighters who have been dismissed for gross 
misconduct.   
 
These issues are plainly of great concern, and are likely to attract scrutiny by the Senedd 
and in the media.  By 5 May, I would therefore be grateful for: 

• Confirmation from you that you accept each of the HMICFRS recommendations 

addressed to Chief Fire Officers (or, if you do not, why not); and  

• Details of the action you propose to take to implement each recommendation, along 

with a timeline for doing so – which in each case should be no later than the 

deadline recommended by HMICFRS.   

The Chief Fire and Rescue Advisor and my other officials will monitor progress on these 
issues, and will update me regularly.  They are, of course, also available to support and 
advise you as necessary. 
 
I look forward to your continuing support in tackling these issues and in sustaining a Service 
which is open and inclusive to all. 
 
I am copying this letter to Cllr Dylan Rees, and writing in similar terms to Huw Jakeway and 
Roger Thomas.    
 
Yours sincerely, 
 

 
 
Hannah Blythyn AS/MS 
Y Dirprwy Weinidog Partneriaeth Gymdeithasol 
Deputy Minister for Social Partnership 
   



 
HMICFRS recommendations  
 
Recommendation Responsibility 

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

CFOs 

2. By 1 October 2023, National Employers, the Local Government 
Association and the National Fire Chiefs Council should review any 
current independent arrangements whereby staff can raise 
concerns outside their FRS. They should then ensure that all FRS 
staff have access to an independent reporting line that can be used 
as a confidential way to raise concerns outside their own FRS. 

LGA/NFCC 

3. By 1 June 2023, chief fire officers should review the support 
available for those who have raised concerns and take any action 
needed to make sure these provisions are suitable 

CFOs 

4. 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. Consideration should be given to creating a professional 
standards function 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 

CFOs 

5. By 1 June 2023, chief fire officers should make sure they provide 
accessible information for all staff and members of the public on 
how they can raise concerns and access confidential support 
(including through external agencies). Chief fire officers should also 
make sure accessible information is provided on how concerns and 
allegations will be investigated in a way that ensures confidentiality 
and is independent of the alleged perpetrator. 

CFOs 

6. By 1 January 2024, the Home Office, working with the Ministry of 
Justice, should make sure that the Government incorporates fire 
and rescue authority employees within the Rehabilitation of 
Offenders Act 1974 (Exceptions) Order 1975 so that they are 
eligible for the appropriate DBS checks. 

HO/MOJ 

7. By 1 May 2024, the Home Office, working with the fire and rescue 
sector, should make sure that the Police Act 1997 (Criminal 
Records) Regulations 2002, or a similar appropriate legislatively 
enabled solution, makes detailed provisions for fire and rescue 
services. 

HO 

8. By 1 December 2023, the Fire Standards Board, in liaison with the 
National Fire Chiefs Council, should review the existing relevant 
standard(s) and underpinning guidance. It should:  
• clearly state the requirements for background checks undertaken 

by services;  

• clarify the minimum requirements (including levels of DBS 

checks) for all roles, particularly roles where staff have access to 

vulnerable members of the public;  

• define the standards required to embed a culture across fire and 

rescue services that empowers all members of staff and local 

communities to report concerns; and  

• be subject to review following any legislative change 

FSB/NFCC 

9. 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 

CFOs 



Recommendation Responsibility 

communities they serve; and  

• make sure that appropriate DBS check requests have been 

submitted for all existing, new staff, and volunteers, according to 

their roles as identified by the Fire Standards Board 

10. By 1 September 2023, chief constables should make sure they are 
appropriately using their Common Law Police Disclosure powers in 
circumstances involving employees of fire and rescue services. 

Police 

11. By 1 December 2023, the Fire Standards Board, in liaison with the 
National Fire Chiefs Council, should review the existing relevant 
standard(s) and supporting guidance to clearly state how services 
should handle staff disclosures, complaints and grievances 

FSB/NFCC 

12. 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 

CFOs 

13. By 1 December 2023, the Fire Standards Board, in liaison with the 
National Fire Chiefs Council, should review the existing relevant 
standard(s) and supporting guidance to clearly state how services 
should handle misconduct and safeguarding-related allegations 
and outcomes. These should include requirements to:  
• conduct and complete investigations, whether or not the staff 
member under investigation leaves;  
• consider whether the incident requires immediate dismissal;  
• provide training for staff who are carrying out investigations; and  
• ensure the diversity/neutrality of the investigation panel/person. 

FSB/NFCC 

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

CFOs 

15. By 1 October 2023, the Home Office should work with the National 
Fire Chiefs Council and fire and rescue service employers to make 
sure there is a process to handle misconduct allegations against 
chief fire officers. The Home Office should immediately notify 
HMICFRS of any allegations and outcomes that it is aware of. 

HO/NFCC 

16. By 1 October 2023, the National Fire Chiefs Council should 
develop and manage a national barred list that holds details of staff 
who have been dismissed for gross misconduct (including staff who 
have already left services). It should ensure that this list is referred 
to in all appointment processes to prevent those who are barred 
from rejoining another service. After the College of Fire and 
Rescue has been established (see recommendation 25), it should 
take responsibility for managing the list 

NFCC 

17. With immediate effect, chief fire officers should notify HMICFRS of 
any allegations that have the potential to constitute staff gross 
misconduct that:  
• involve allegations of a criminal nature that have the potential 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. 

CFOs 

18. By 1 August 2023, chief fire officers should provide assurances to 
HMICFRS that all parties are supported in relation to ongoing 
investigations. 

CFOs 

19. By 1 July 2023, the Home Office should examine whether any 
appeal processes for fire and rescue misconduct cases are 
appropriate. 

HO 

20. By 1 June 2023, chief fire officers should have plans in place to 
ensure they meet the Fire Standards Board’s leading the service 
standard and its leading and developing people standard. 

CFOs 



Recommendation Responsibility 

21. 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. 

CFOs 

22. 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 

CFOs 

23. 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. 

CFOs 

24. 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 
action for any issues they identify. 

CFOs 

25. By 1 January 2025, the Government should establish a College of 
Fire and Rescue, as proposed by the White Paper Reforming our 
Fire and Rescue Service. There should be no further delay to its 
implementation. 

HO 

26. By 1 October 2023, as a precursor to the development of the 
College of Fire and Rescue, chief fire officers and the National Fire 
Chiefs Council should work with the Home Office to consider how 
they can improve the training and support they offer to staff in 
management and leadership development. This should include 
authority members in respect of their assurance leadership roles 
and should ensure that opportunities are offered fairly across all 
staff groups. 

CFOs/NFCC/HO 

27. 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 National Fire Chiefs Council equality 
impact assessment toolkit 

CFOs 

28. 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 meeting the 
requirements of the National Fire Chiefs Council equality, diversity 
and inclusion data toolkit. 

CFOs 

29. By 1 December 2023, the Home Office should publish greater 
detail on the protected characteristic data it collects about FRS 
staff, including joiners and leavers, by rank and role. 

HO 

30. By 30 December 2024, the Home Office should align the data it 
collects on protected characteristics with the Office for National 
Statistics harmonised standard and publish this data. 

HO 

31. By 1 December 2024, the Home Office should collect and publish 
experimental statistics on public complaints and conduct matters in 
relation to FRS staff, similar to that which it currently publishes on 
police forces in England and Wales. 

HO 

32. 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 opportunities. 

CFOs 

33. By 1 August 2023, chief fire officers should develop plans to 
promote progression paths for existing staff in non-operational 
roles and put plans in place to reduce any inequalities of 
opportunity 

CFOs 

34. With immediate effect, chief fire officers should review their 
implementation of the Core Code of Ethics and make sure it is 
being applied across their services. 

CFOs 



Recommendation Responsibility 

35. By the end of this Parliament, the Government should consider the 
findings and recommendations in this report when refreshing the 
Fire and Rescue National Framework for England 

HO 

  



 
 
 
 
 
 
 



 

 

HMICFRS REVIEW REPORT – NWFRS GAP ANALYSIS (HR DEPARTMENT) 

On Thursday 30 March 2023 His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) published ‘Values 

and culture in fire and rescue services’. The report focuses on the values and culture of all 44 fire and rescue services (FRSs) in 

England and draws on the evidence collected through their inspections of FRSs since 2018. Contained within the report are 9 

themes supported by 35 recommendations and all Fire and Rescue Services alongside, the government and national fire bodies 

were encouraged to implement them as a matter of urgency. 

Of the 35 recommendations, 19 are owned by the Chief Fire Officer. Work has already started on a number of these 

recommendations and progress can be found below.  Through a gap analysis, we can identify areas where the Service can 

improve on our culture, enhance employee engagement, and better align our values and expectations with those of the 

communities we serve. By taking a proactive approach to understand where we stand in relation to our peers, we can 

strategically prioritise initiatives that will help us attract and retain top talent and foster a positive and productive work 

environment, positioning us for long term success, growth and sustainability.  

Also, following the NFCC’s Culture and Inclusion Conference on 27 and 28 March 2023 (and the above report), the NFCC has 

developed a draft Culture Action Plan for the next 18 months to address culture and inclusion within the fire and rescue sector. This 

will address recommendations made in the 2022 white paper ‘Reforming our fire and rescue services’ and realise the ambitions of 

Fit for the Future and the NFCC Member Strategy, in addition to the suite of existing NFCC products developed for fire and rescue 

services.  

NWFRS is working in collaboration with the NFCC, with regard to the Culture Action Plan, to meet their renewed call to action to 

improve culture and end misogyny, racism, bullying and harassment across UK fire and rescue services. Working together we can 

and must change our culture for the better. The Service is also launching the next Fire Family staff survey in October 2023 and is 

currently undertaking a benchmarking exercise, by the EDI Officer, using the recommendations arising from the LFB Culture Review. 

 

 

 

 

 



 

 

REPORT 

RECOMMENDATIONS 
EXISTING SITUATION OUR FUTURE VISION REQUIRED MEASURES TIMESCALES 

Theme: Raising concern 

Recommendation 1 – By 

1 Oct 2023 Chief Fire 

Officers should make 

sure their services 

provide a confidential 

way for staff to raise 

concerns and that staff 

are aware of 

Whistleblowing 

processes.  

 

Recommendation 2 - By 

1 Oct 2023, National 

Employers, the Local 

Government Association 

and the NFCC should 

review any current 

independent 

arrangements whereby 

staff can raise concerns 

outside their FRS. They 

should then ensure that 

all FRS staff have access 

to an independent 

reporting line that can 

be used to raise 

confidential concerns 

outside their FRS. 

 

(Recommendation 1 and 

2 grouped together due 

to similar nature) 

 

- SafeCall to be 

introduced to the 

Service.  This is a 

confidential, 

independent service 

which allows employees 

to report any 

concerns/wrongdoings. 

This can be anonymous if 

the employee so wishes 

and the complainant will 

be continually updated 

with any outcomes. 

SafeCall supports both 

employers and 

employees in addressing 

issues in the workplace.  

 

- Each Service area and 

department have its own 

dedicated HR Specialist, 

who is available to 

provide support and 

guidance with any 

concerns in the 

workplace. HR Specialists 

visiting 3 stations each 

per month to improve 

visibility and undertaking 

training (i.e. a total of 15 

station visits per month). 

One of these visits is a 

‘Siop Siarad’ (Culture 

Café) allowing for 

- Increased awareness 

regarding where to 

take a concern 

about issues in the 

workplace.  

 

- Employees feel able 

to report any 

concerns either 

anonymously 

through SafeCall or 

via their Line 

Manager/HR 

Specialist.  

 

- Employees feel 

confident that their 

concerns are dealt 

with in an 

appropriate and 

timely manner. 

 

- Employees need to 

feel psychological 

safe at work. 

- Update the Whistleblowing, 

Discipline, Grievance policies etc to 

include information about SafeCall. 

 

- Regular advertising of SafeCall 

across the Service with active 

promotion of what it provides 

through Workplace and the Weekly 

Brief. 

 

- Update induction pack for new staff 

with section on SafeCall. 

 

-    Collaborate with training team to 

   review HR induction process to   

   promote SafeCall/Whistleblowing 

   at induction.  Also update HR 

   Overview training that is delivered 

   at Station Visits (5 visits a month 

   mostly during evening drill nights    

   when staff are on duty). 

 

June 2023  

 

 

 

June 2023 

 

 

 

 

 

June 2023 

 

 

June 2023 

 

 

 



 

 

increased opportunity to 

raise concerns/issues 

informally. These 

initiatives encourage 

engagement with HR 

and improve accessibility 

for staff to discuss any 

issues. 

 

- HR policies in place, 

which outlines the 

responsibilities of each 

employee to report any 

wrongdoings, as well as 

the relevant protections 

and procedures (i.e. 

Whistleblowing and 

Bribery, Grievance, 

Discipline and Anti Sexual 

Harassment). 

Recommendation 3 – By 

1 June 2023 Chief Fire 

Officers should review 

the support available for 

those who have raised 

concerns and take any 

action needed to make 

sure these provisions are 

suitable.  

 

Recommendation 18 – By 

1 August 2023 Chief Fire 

Officers should provide 

assurances to HMICFRS 

that all parties are 

- HR Specialists provide a 

number of Line Manager 

training sessions to improve 

knowledge on how to 

effectively manage 

conflict management 

including grievances and 

handling difficult 

conversations.  

 

- Service has an Employee 

Assistance Programme 

and the ability to refer staff 

for support to 

Occupational Health for 

those who require more 

- Line Managers have 

sufficient skills, 

knowledge and 

confidence to support 

staff through difficult 

issues/conflict 

management. 

 

- Increased awareness 

of the support 

provisions available to 

employees in NWFRS 

who raise a concern.  

 

 

 

- The NWFRS Fire Family Staff Survey 

conducted during 2021 highlighted that 

staff were unaware of what support 

schemes the Service offer. Requirement 

to proactively promote our support 

schemes through Workplace and the 

Weekly Brief. Produce infographics that 

can be put up in Stations. 

 

- Improve contact by Liaison Officers 

and Investigation Officers to be 

undertaken every two weeks rather 

than the current monthly contact to 

update individual more regularly. Form 

completed and sent to HR for records.   

 

 

In progress 

 

 

 

 

 

 

 

Completed 

 



 

 

supported in relation to 

ongoing investigations.  

 

(Recommendations 

grouped together due to 

similar nature) 

formal professional 

support.  

 

- Further support is available 

through a number of 

external agencies, there is 

a vast amount of resources 

on the intranet that 

employees could be 

signposted to.  

 

- Members of the HR Team 

have undertaken various 

mental health training 

(e.g. Blue Light 

Champions, Mental Health 

First Aid, ACAS Mediation) 

to provide in house 

support to employees 

when required. 

 

- For those who are under 

investigation, the Service 

provides support through 

dedicated Liaison Officers, 

and the Investigation 

Officer provides regular 

updates. All staff involved 

are sent an email listing 

internal and external 

support/signposting. 

 

 

 

 

Recommendation 4 – By 

1 June 2023 Chief Fire 

Officers should assure 

themselves that updates 

- As per 

Recommendations 1 and 

2, SafeCall to be 

implemented. SafeCall is 

- Transparent, positive, 

accountable and 

inclusive culture where 

employees feel 

- Continue to provide appropriate 

training to Line Managers.  

 

In progress 

 

 

 



 

 

on how concerns are 

being handled are 

shared with those that 

have raised them. The 

updates should be given 

in an accessible way 

that encourages trust 

and confidence in the 

Service response. 

Consideration should be 

given to creating a 

professional standards 

function 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. 

 

a confidential, 

independent service 

which allow employees 

to report any concerns. 

SafeCall allows the 

complainant to be 

continually updated 

through an online portal 

with regards to the issue 

and any outcomes 

following investigation.  

 

- Whistleblowing Policy 

and Grievance Policy 

outlines the expected 

timescales and the 

contact that the 

complainant will receive.   

 

- As part of the Line 

Manager training sessions 

provided by HR 

Specialists, advice is 

given regarding the 

importance of updating 

complainants of the 

progress of any issues.  

 

- The Service has 

arrangements in place 

for cases that are risk 

assessed as having the 

potential to be complex 

or sensitive in nature, to 

be investigated by an 

independent external 

comfortable to raise 

concerns as they know 

they will be properly 

addressed, and they 

will be kept informed 

throughout the 

duration of the 

process.  

 

- Line Managers have 

the skills and 

knowledge of 

procedures and 

awareness of the 

importance to keep 

complainants 

informed.  

 

 

 

 

- Liaison Officers/Investigating Officers 

to ask for feedback from employees if 

contact and information provided is 

sufficient.  

 

- Specialist training session for FDS 

members of staff and above on 

managing serious conduct and 

grievance issues.  

 

Completed 

 

 

 

 

September 

2023 

 

 

 

 

 

 

 



 

 

provider. This policy 

enables a fair and 

transparent investigation 

to be undertaken.  

 

Recommendation 5 – By 

1 June 2023 Chief Fire 

Officers should make 

sure they provide 

accessible information 

for all staff and members 

of the public on how 

they can raise concerns 

and access confidential 

support (including 

through external 

agencies). Chief Fire 

Officers’ should also 

make sure accessible 

information is provided 

on how concerns and 

allegations will be 

investigated in a way 

that ensures 

confidentiality and is 

independent of the 

alleged perpetrator.  

- Grievance, Discipline 

and Whistleblowing 

policies are available to 

all staff on the intranet.  

 

- With the introduction of 

SafeCall, information will 

be posted on Intranet, 

the Weekly Brief and 

infographics put up in 

stations to reach as many 

employees as possible. 

Reminders sent every 6 

months of SafeCall 

service. 

 

- The external website has 

a dedicated page which 

outlines to the public how 

they can lodge any 

concerns, and how they 

will be dealt with 

confidentially.  

 

- Service offers internal 

and external support 

services i.e. (Employee 

Assistance Programme) 

and signposting to 

professional 

organisations.                                                                                                                                                                                

- All staff and 

members of the 

public are aware of 

how to raise 

concerns and 

expectations are 

managed in relation 

to contact and 

outcomes. 

 

- Line manager 

training enables 

them to act 

confidently 

regarding HR policies 

and procedures. 

- Update relevant HR policies to 

include information on how to access 

SafeCall.  

 

- Update the Induction Booklet to 

contain information on SafeCall and 

other services available. 

 

- Proactively promote SafeCall service 

across NWFRS through the Weekly 

Brief, Workplace and Infographics, 

continually review the infographics to 

ensure they are kept relevant and 

easily accessible. 

 

June 2023 

 

 

 

June 2023 

 

 

 

June 2023 



 

 

Theme: Background 

checks 

Recommendation 6 – By 

1 Jan 2024, the Home 

Office, working with the 

Ministry of Justice, should 

make sure that the 

Government 

incorporates Fire and 

Rescue authority 

employees within the 

Rehabilitation of 

Offenders Act 1974 

(Exceptions) Order 1975 

so that they are eligible 

for the appropriate DBS 

Checks.  

 

Recommendation 9 – By 

1 Jan 2024, Chief Fire 

Officers’ should: 1) 

immediately review their 

current background 

arrangements, and 

make sure that suitable 

and sufficient 

background checks are 

in place to safeguard 

their staff and the 

communities they serve; 

and 2) Make sure that 

appropriate DBS check 

requests have been 

submitted for all existing, 

new staff and volunteers, 

according to their roles 

- All employees undertake 

a DBS check when they 

join NWFRS, and 

depending on the nature 

of the role, they may be 

required to undertake an 

Enhanced DBS check, or 

in some cases (e.g. 

Control Room and ICT 

staff) NPPV Vetting 

through North Wales 

Police. 

 

- Implemented a more 

robust DBS check 

procedure, with renewals 

taking place every 3 

years of employment 

from the 1st of May 2023. 

Amnesty introduced for 

non-disclosure, during 

month of April for all staff. 

 

- Project underway at 

present to update the 

Service’s DBS records of 

all those with over three 

years of Service. This is 

due to be completed by 

the 1st January 2024 and 

Management 

Information System will be 

updated with the 

relevant information.  

 

- Employee are fully 

aware of their 

obligations to 

declare any 

involvement with the 

Police during the 

course of their 

employment.  

 

- Robust processes in 

place managing 

information held in 

terms of background 

checks. 

 

- Identify members of 

staff in a timely 

manner who may 

have been subject to 

a criminal conviction 

whilst employed, 

which they did not 

declare as per 

Service policy.  

 

 

 

- Ensure DBS Renewal Strategy 

(introduction of 3 yearly DBS Checks) 

is actioned and relevant data place 

in the Management Information 

System.  

 

- Review Security Clearance 

procedure and ensure it is managed 

and renewed correctly.  

 

- Review Volunteers policy and 

procedure, and ensure any 

volunteers are managed correctly.  

 

- Refresher training for HR Staff on how 

to process DBS checks and deal with 

any highlighted issues.  

 

 

In progress 

 

 

 

 

 

1st January 

2024 

 

 

1st January 

2024 

 

 

Completed 

 

 

 

 



 

 

as identified by the Fire 

Standards Board. 

 

(Recommendations 

grouped together due to 

similar nature). 

- All contracts and offer 

letters have been 

updated to outline the 

expectations for all 

employees in terms of 

disclosures.  

 

- Induction Booklet has 

been updated to include 

a section on disclosures 

and employee 

obligations. T&D to 

update the Grey Book 

version in line with this.   

 

- Recruitment policy has 

been updated to include 

information on the three 

yearly renewal period for 

DBS and NPPV. Also 

outlines the obligations 

for employees to declare 

any involvement with the 

Police during the course 

of their employment. 

Theme: Misconduct 

handling 

Recommendation 12 – By 

1st March 2024, Chief Fire 

Officers should provide 

assurances to the 

HMICFRS / CFRA that 

they have implemented 

the standard on staff 

disclosure, complaint 

and grievance handling. 

- The Service will await 

what expectations are 

required for the 

recommendations once 

the standards have been 

developed.  

- Example of current 

standards are the 

Code of Ethics, 

Communication and 

Engagement and 

Leading the Service 

 

 

 

 

 

- The Service will undertake required 

actions for standards to be 

implemented accordingly. 

 

1st March 2024 



 

 

(linked to recommendation 11 - 

By 1 December 2023, the Fire 

Standards Board, in liaison with 

the National Fire Chiefs Council, 

should review the existing 

relevant standard(s) and 

supporting guidance to clearly 

state how services should 

handle staff disclosures, 

complaints and grievances). 
 

Recommendation 14 – By 

1st March 2024, Chief Fire 

Officers should provide 

assurances to the 

HMICFRS / CFRA that 

they have implemented 

the standard on 

misconduct allegations 

and outcomes handling.  
(linked to recommendation 13 -

By 1 December 2023, the Fire 

Standards Board, in liaison with 

the National Fire Chiefs Council, 

should review the existing 

relevant standard(s) and 

supporting guidance to clearly 

state how services should 

handle misconduct and 

safeguarding-related 

allegations and outcomes.  
 

(Recommendations 

grouped together due to 

similar nature)  

- These should include 

requirements to: 

 

• conduct and 

complete 

investigations, 

whether or not the 

staff member under 

investigation leaves; 

• consider whether 

the incident requires 

immediate dismissal; 

• provide training for 

staff who are 

carrying out 

investigations; and  

• ensure the 

diversity/neutrality of 

the investigation 

panel/person. 

 

 

Recommendation 17 – 

With immediate effect, 

Chief Fire Officers should 

notify HMICFRS of any 

allegations that have the 

- This information was 

provided to the Deputy 

Minister and the Chief Fire 

and Rescue Adviser and 

- The information 

outlined concerns 

and/or allegations 

where the alleged 

behaviours of 

- The information was to provide 

sufficient information for the briefing to 

Ministers in advance of the release of 

the HMICFRS Culture and Values 

spotlight report. 

Completed  



 

 

potential to constitute 

staff gross misconduct 

that: 

• involve allegations of a 

criminal nature that have 

the potential 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. 

Inspector for Wales on 10 

March 2023. 

 

 

employees may call 

into question the 

culture and values of 

North Wales Fire and 

Rescue Service.  

 

 

Theme: Leadership 

Recommendation 20 - By 

1 June 2023, Chief Fire 

Officers should have 

plans in place to ensure 

they meet the Fire 

Standards Board’s 

leading the service 

standard and its leading 

and developing people 

standard. 

- Service Leadership Team 

(SLT) have reviewed 

standards. 

  

- Transparent, positive, 

accountable and 

inclusive culture 

where employees 

feel comfortable to 

raise concerns.  

 

- Principal Officer 

Team to continue 

having a direct 

positive influence on 

the Service Culture.  

- SLT continue to work to towards the 

13 requirements listed for Leading 

the Service and the 22 requirements 

for Leading and Developing people 

standards via Organisation Learning 

Committee. 

 

In progress 

Recommendation 21- 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. 

- Recent update from 

NFCC = we will speak to 

suppliers who express an 

interest in this part of the 

programme. It is a great 

opportunity to gather 

further information from 

them (not only on 

delivering 360 for middle 

leaders, but for all 

- Have a full 360-

degree feedback 

programme in place 

for all leaders in the 

Service. 

- The Service will await further 

information/guidance from NFCC 

and implement accordingly. 

In progress 



 

 

leaders) and provide this 

to services in a briefing 

report. Obviously, this will 

depend on suppliers 

coming forward in the 

early market 

engagement phase 

Recommendation 22 - 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. 

- Update from NFCC = we 

will speak to suppliers 

who express an interest in 

this part of the 

programme. It is a great 

opportunity to gather 

further information from 

them (not only on 

delivering 360 for middle 

leaders, but for all 

leaders) and provide this 

to services in a briefing 

report. Obviously, this will 

depend on suppliers 

coming forward in the 

early market 

engagement phase.   

- Have a full 360-

degree feedback 

programme in place 

for all leaders in the 

Service.  

- The Service will await further 

information/guidance from NFCC 

and implement accordingly. 

- Early Market engagement is 

underway until 12 May 2023 

- Speak to interested suppliers 

during this period and gather 

feedback on their deliverable 

models and costs 

- Provide a briefing paper to Fire  

services by the end of May 2023. 

 

1st September 

2023 

Recommendation 23 - 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. 

- A cultural review (Fire 

Family Staff Survey) was 

undertaken in October 

2021 which addressed 

the topics outlined within 

this recommendation. 

The feedback collated 

from staff was then 

utilised to adapt Service 

strategy and structure 

going forward. 

Employees were 

- Transparent, positive, 

accountable and 

inclusive culture 

within the Service, 

that employees are 

proud to be a part 

of.  

- Further Fire Family Staff Survey to be 

undertaken towards the end of 

2023. Analysis of the data required 

to identify improvements, or 

retrogressions from the previous 

review. The survey will also include 

revised questions from People Insight 

which will take into consideration 

the current landscape which has 

adjusted since the previous survey, 

as well as adjustments in relation to 

culture and inclusion questions. 

In progress 



 

 

 

Recommendation 24 - 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 

action for any issues they 

identify. 

 

(Recommendations 

grouped together due to 

similar nature) 

continually updated with 

the progress with specific 

feedback given as to the 

actions. 

 

- An EDI benchmarking 

exercise was conducted 

using the NFCC EDI 

Maturity Model which 

addressed the topics 

outlined within this 

recommendation. The 

feedback collated from 

staff networks was used 

to create the Service’s 

new EDI strategy and 

identify key priorities 

going forward. 

Employees were 

continually updated with 

the progress with specific 

feedback given as to the 

actions taken in 

response. 

 

- The Service EDI Steering 

Committee (Chaired by 

the DCFO) includes a 

wide range of staff 

representation, including 

the Chairs of the Staff 

Networks currently in 

place.  

 

- Key priorities and actions from the 

EDI Benchmarking Exercise will be 

included in the service’s EDI Strategy 

and associated Action Plan which 

will measure on going progression 

and performance through the 

Service EDI Steering Committee.   

 

Theme: Diversity data 

Recommendation 27 - By 

1 June 2023, Chief Fire 

- The Service modernised 

their Equality Impact 

Assessment template in 

- To create a user-

friendly template 

that enable staff and 

- The new template has been 

developed against the criteria of 

the NFCC Equality Impact 

New template 

created in 

October 2022. 



 

 

Officers should make 

sure their equality impact 

assessments are fit for 

purpose and, as a 

minimum, meet the 

requirements of the 

National Fire Chiefs 

Council equality impact 

assessment toolkit. 

October 2022. New 

sections include Welsh 

language, socio-

economic status, 

geography and potential 

impacts on on-call staff.  

 

- The delivery of Equality 

Impact Assessment 

training sessions started in 

November 2022 and this 

enables staff to maximise 

outcomes from the 

process.    

managers to capture 

risk of discrimination 

and document 

narrative which 

provide sources of 

evidence and action 

where mitigation has 

occurred.  

 

- To enable all staff 

involved in the EqIA 

process to be 

equipped with the 

knowledge and skills 

to complete 

meaningful equality 

analysis that helps 

identify risk and take 

any necessary 

measures that 

mitigate risk(s).  

Assessment Toolkit plus the 

introduction of additional themes 

specific to Welsh regulations and 

language. This approach has 

helped measure impact effectively 

and document intervention used to 

mitigate risk which can be 

evaluated and quality assured 

annually.  

 

- The impact of this leaning and 

development opportunity can be 

measured through staff feedback. 

The quality assurance process can 

also identify the standard of Equality  

Impact Assessments being 

completed in the Service. Monitor 

the number of staff completing this 

training and manage refresher 

training within a 3-year cycle.  

 

 

 

 

 

 

 

Training 

delivery 

started in 

November 

2022. 

Ongoing 

delivery. 

Recommendation 28 - 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 

meeting the 

requirements of the 

National Fire Chiefs 

Council equality, diversity 

and inclusion data 

toolkit. 

- In line with our legal duty 

(i.e. Equality Act 2010) to 

collate and monitor data 

relating to protected 

characteristics, our 

Service captures this 

information and it is 

reviewed on a quarterly 

basis via the EDI Steering 

Committee.   

 

- HR provide statistics to 

Welsh Government on a 

monthly basis detailing 

- Effectively collate 

and use data to 

provide intelligence 

and insight that 

identify priority areas 

of work.  

 

- To promote openness 

and transparency. 

Also, use to compare 

and contrast against 

other public 

agencies in Wales. 

 

- Collate equality monitoring data 

against protected characteristics 

and other relevant indicators (i.e. 

Welsh language).   

 

- Submit relevant data via reports. 

These reports can be quantified.  

 

 

- Positive action activities are 

developed against under-

represented groups of people in the 

Service. 

Monitored on 

a quarterly 

and annual 

basis.  

 

 

 

 

 

 

Data 

submitted 

monthly. 

 



 

 

the demographics of our 

staff.  

 

- Demographic data of 

the Service is also 

reviewed in the 

Organisational 

Resourcing Committee.  

- To use data to 

identify gaps and 

opportunities which 

add value to 

recruitment and 

retention 

interventions.    

-  

Positive action 

activities are 

monitored 

quarterly.  

Theme: Improving 

Diversity 

Recommendation 32 - 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 

opportunities. 

- The Service is an early 

adopter of the NFCC 

Direct Entry Scheme and 

is currently out to advert 

for Station Manager 

position.  

- NWFRS have previously 

undertaken direct entry 

recruitment to roles at 

Strategic, middle and 

supervisory manager 

levels. Whilst following fair 

recruitment processes for 

these roles, this resulted in 

the appointment of 3 

female Principal Officers 

(DCFO, ACFO and ACO), 

3 females at middle 

manager level (Station 

Manager) and 1 female 

to Supervisory manager 

(Watch Manager) level. 

The Service continues to 

review the suitability of 

direct entry to all 

operational 

management roles prior 

to recruitment and have 

- To continue using the 

NFCC Direct Entry 

Scheme and 

continue to review 

the suitability of 

operational 

management roles 

for direct entry 

opportunities prior to 

recruitment. 

 

- To have a successful 

positive action 

scheme in place that 

promotes the Fire 

Service as an 

employer across all 

sections of the 

community 

 

- Recruitment team collaborating 

with the Equality, Diversity and 

Inclusion Officer to create positive 

action scheme for prospective 

employees to continue to increase 

diversity within the Service.  

 

- Service committees continue to 

present strategies and action plans 

to SLT for increased diversity for 

review and approval. 

 

- The number of positive action events 

is monitored via the EDI Steering 

Committee and Organisational 

Resource Committee.  

 

- The impact of positive action is 

captured via feedback and case 

studies. 

 

June 2023  

 

 

 

 

 

 

In progress 

 

 

 

 

In progress 

 

 

 

 

In progress 



 

 

recently completed a 

recruitment process for 

an Area Manager role, 

which is part of the Senior 

Leadership team and 

offered this as a direct 

entry route. Following a 

fair and open selection 

process with a mixture of 

candidates from both 

operational and non-

operational 

backgrounds, a non-

operational female 

candidate was offered 

the role but later 

declined the position. The 

role was subsequently 

offered to the next 

candidate. 

 

- Service’s Organisational 

Resourcing Committee’s 

agenda includes 

succession planning and 

diversity. 

 

- Service’s EDI committee 

also reviews diversity 

within the organisation. 

 

- The Service has a 

proactive positive action 

programme which aligns 

with EDI campaigns and 



 

 

existing career events 

across North Wales. 

 

 

Recommendation 33 - By 

1 August 2023, Chief Fire 

Officers should develop 

plans to promote 

progression paths for 

existing staff in non-

operational roles and put 

plans in place to reduce 

any inequalities of 

opportunity. 

- All vacant non-

operational roles are 

advertised internally and 

externally. In exceptional 

circumstance for these 

roles there may be a 

requirement to appoint 

to roles without 

advertising the 

opportunity. Examples 

include: Niche or 

technical roles.  

 

- To encourage 

development of existing 

staff within the Service, 

some roles are advertised 

internally only such as the 

ICT Support Manager role 

and the Risk, Safety and 

Claims (Development 

Pathway) role. 

 

- A robust job evaluation 

process ensure pay 

grades reflects skills and 

qualifications. Checks are 

made to ensure pay is 

competitive against 

- Clear progression 

pathways for support 

staff.  

 

- Employees are 

confident in the 

recruitment process 

and its transparency, 

and feel they have 

been given the skills 

and knowledge to 

be successful at 

interview.  

 

- NFCC Supervisory 

Leadership 

Development 

Programme (SLDP) is 

being developed for 

introduction into 

NWFRS.  With this 

programme being 

open equally to both 

operational and non-

operational roles. 

- Consider providing non-operational 

employees with interview skills 

training to improve prospects for 

promotion and other recruitment 

opportunities. 

 

- Monitor the number of staff 

engaging in different EDI campaigns 

which can aid personal 

development and enhance 

performance in the interview 

process. 

 

 

 

1st August 

2023  

 

 

 

 

 

Monitored on 

a quarterly 

basis.   



 

 

other public sectors roles 

in the area.  

 

Theme: The core Code of 

Ethics 

Recommendation 34 – 

With immediate effect 

Chief Fire Officers should 

review their 

implementation of the 

Core Code of Ethics and 

make sure it is being 

applied across the 

Service.  

 

NWFRS is awaiting 

guidance from Welsh 

Government in relation 

to whether Welsh FRSs 

are to adopt the English 

Core Code of Ethics. 

- NWFRS has an 

established set of core 

values for all staff.   

 

- All interviews for both 

new and existing 

employees across all 

Service levels include 

PQA questions that are 

directly related to our 

core values. 

 

- Core values are 

referenced in Service 

policies and throughout 

Service strategies 

maintaining a continual 

link.  

 

- Induction booklet has 

section on the core 

values and this is 

provided to all new 

members of staff.  

- The Core Values to 

be continually 

embedded in the 

Service and at the 

forefront of what we 

do.  

 

- Implementation of 

draft Code of 

Conduct guidance, 

once approved.  

- Continued promotion of the Core 

Values for employees and its 

successful integration. 

 

- Embedding and adherence of 

NWFRS Code of Conduct. 

 

 

 

 

In progress 

 

 

 

In progress 



 

 

Other Recommendations of HMICFRS report 

Recommendation 7: By 1st of May 2024, the Home Office, working with the fire and 

rescue sector, should make sure that the Police Act 1997 (Criminal Records) 

Regulations 2002, or a similar appropriate legislatively enabled solution, makes 

detailed provisions for the fire and rescue services. 

 

Comments: -  

Home Office / NFCC would be responsible for this recommendation.  

 

Recommendation 8: By 1 December 2023, the Fire Standards Board in liaison with the 

National Fire Chiefs Council, should review the existing legislation standard(s) and 

underpinning guidance. It should: 

 
- Clearly state the requirement for background checks undertaken by the 

Services; 
- Clarify the minimum requirements (including levels of DBS checks) for all roles, 

particularly roles where staff have access to vulnerable members of the 

public;  
- Define the standards required to embed a culture across fire and rescue 

services that empowers all members of staff and local communities to report 

concerns; and  
- Be subject to review following any legislative changes.   

 
Comments: -  

Review by Fire Standards Board and the NFCC.  

 

Recommendation 10: By 1 September 2023, Chief Constables should make sure they 

are appropriately using their Common Law Police Disclosure powers in 

circumstances involving employees of fire and rescue services.  

 
Comments: -  

This recommendation does not currently apply to NWP/NWFRS. Action is required to 

be completed by Chief Constables. Under the Common Law Police Disclosure 

powers, it ensures that where there is a public protection risk, the Police will pass 

information to the employer or regulatory body in order to allow them to act swiftly to 

mitigate any danger.  

 

Recommendation 11: By 1 December 2023, the Fire Standards Board, in liaison with 

the National Fire Chiefs Council, should review the existing relevant standard(s) and 

supporting guidance to clearly state how services should handle staff disclosures, 

complaints and grievances.   

 

Comments: -  

Requires action by the Fire Standards Board and the NFCC. The Fire Standards Board 

Leading and Developing people standards currently states that people know they 



 

 

can safely raise concerns and challenge behaviour, especially where the behaviour 

is not aligned to the Core Code of Ethics, its own service values or codes of conduct.  

 
Recommendation 13: By 1 December 2023, the Fire Standards Board, in liaison with 

the National Fire Chiefs Council, should review the existing relevant standard(s) and 

supporting guidance to clearly state how services should handle misconduct and 

safeguarding-related allegations and outcomes. These should include requirements 

to; 

- Conduct and complete investigations, whether or not the staff member under 

investigation leaves;  

- Consider whether the incident requires immediate dismissal;  

- Provide training for staff who are carrying out the investigations; and 

- Ensure the diversity / neutrality of the investigation panel / person.  

 

Comments: -  

Requires action by the Fire Standards Board and the NFCC. The Fire Standards Board 

Leading and Developing people standards currently states that ‘it actively promotes 

the safeguarding of those in its community and its employees, volunteers and 

stakeholders’.  

 

Recommendation 15: By 1 October 2023, the Home Office should work with the 

National Fire Chiefs Council and fire and rescue service employers to make sure there 

is a process to handle misconduct allegations against Chief Fire Officers. The Home 

Office should immediately notify HMICFRS of any allegations and outcomes that it is 

aware of.   

 

HR Comments: - 

This recommendation applies to the Home Office and NFCC. At present should 

disciplinary action be necessary in respect of a Principal Officer, the NWFRS 

Disciplinary Handbook will be applied.   

 

Recommendation 16: By 1 October 2023, the National Fire Chiefs Council should 

develop and manage a national barred list that holds details of staff who have been 

dismissed for gross misconduct (including staff who have already left services.). It 

should ensure that this list is referred to in all appointment processes to prevent those 

who are barred from re-joining another service. After the College of Fire and Rescue 

has been established (see Recommendation 25), it should take responsibility for 

managing the list.   

 

HR Comments: - 

This recommendation applies to the NFCC. Once this recommendation is in place, 

NWFRS will implement it into our recruitment processes.  

 

Recommendation 19: By 1 July 2023, the Home Office should examine whether any 

appeal processes for fire and rescue service misconduct cases are appropriate.  

 
Comments: - 



 

 

This recommendation applies to the Home Office at present. We will monitor the 

outcome and implement any recommendations (if applicable to Welsh FRSs).  

 

Recommendation 21: 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.  

 

Comments: - 

Applies to English FRSs. This recommendation would need to be reviewed by the 

Senior Leadership Team. We recently received the below update from Jane Cork at 

the NFCC:-  

 

‘We wanted to let you know we will speak to suppliers who express an interest in this 

part of the programme. It is a great opportunity to gather further information from 

them (not only on delivering 360 for middle leaders, but for all leaders) and provide 

this to services in a briefing report. Obviously, this will depend on suppliers coming 

forward in the early market engagement phase. 

  

If this may be of interest to you, here are the timescales/process (though we know 

you may already be speaking to suppliers due to the HMICFRS timescales): 

  

• Early Market engagement is underway until 12 May 2023 

• Speak to interested suppliers during this period and gather feedback on their 

deliverable models and costs 

• Provide a briefing paper to services by the end of May 2023.’ 

 

Recommendation 22: 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.   

 

Comments: - 

Applies to English FRSs. This recommendation would need to be reviewed by the 

Senior Leadership Team. We recently received the below update from Jane Cork at 

the NFCC:-  

 

‘We wanted to let you know we will speak to suppliers who express an interest in this 

part of the programme. It is a great opportunity to gather further information from 

them (not only on delivering 360 for middle leaders, but for all leaders) and provide 

this to services in a briefing report. Obviously, this will depend on suppliers coming 

forward in the early market engagement phase. 

  

If this may be of interest to you, here are the timescales/process (though we know 

you may already be speaking to suppliers due to the HMICFRS timescales): 

  

• Early Market engagement is underway until 12 May 2023 

• Speak to interested suppliers during this period and gather feedback on their 

deliverable models and costs 



 

 

• Provide a briefing paper to services by the end of May 2023.’ 

 

Recommendation 25: By 1 January 2025, the Government should establish a College 

of Fire and Rescue, as proposed by the White Paper Reforming our Fire and Rescue 

Service. There should be no further delay to its implementation.  

 

Comments: - 

This recommendation would need to be reviewed by the Welsh Government.  

 

Recommendation 26: By 1 October 2023, as a precursor to the development of the 

College of Fire and Rescue, Chief Fire Officers and the National Fire Chief Council 

should work with the Home Office to consider how they can improve the training 

and support they offer to staff in management and leadership development. This 

should include authority members in respect of their assurance leadership roles and 

should ensure that opportunities are offered fairly across all staff groups.  

 

Comments: - 

This recommendation would need to be reviewed by Training & Development 

Department and / or the Senior Leadership Team. 

 

Recommendation 29: By 1 December 2023, the Home Office should publish greater 

detail on the protected characteristics data it collects about FRS staff, including 

joiners and leavers, by rank and role.  

 

Comments: - 

This recommendation would need to be reviewed by the Home Office. However, 

NWFRS do currently review, collate and provide this information to both the 

Organisational Resourcing Committee and Welsh Government.   

 

Recommendation 30: By 30 December 2024, the Home Office should align the data 

it collects on protected characteristics with the Office for National Statistics 

harmonised standard and publish this data.  

 

Comments: - 

This recommendation would need to be reviewed by the Equality, Diversity and 

Inclusion Officer.   

 

Recommendation 31: By 1 December 2024, the Home Office should collect and 

publish experimental statistics on public complaints and conduct matters in relation 

to FRS staff, similar to that which it currently publishes on Police Forces in England 

and Wales.   

 

HR Comments: - 

This recommendation would need to be reviewed by the Home Office.  

 



 

 

Recommendation 35: By the end of this Parliament, the Government should consider 

the findings and recommendations in this report when refreshing the Fire and Rescue 

National Framework for England.  

 

HR Comments: - 

This recommendation would need to be reviewed by Welsh Government.  

 

 

 



 

 

 Gofynner am / 
Please ask for: 

CFO Roger Thomas 

Rhif Est / Extn. No. 0370 6060 699 

E-bost / E-mail:  

Fy Nghyf / My Ref: RT/TDH/MA HB 1059 23 
 

Dyddiad / Date: 31 May 2023    

 

 

Dear Deputy Minister, 

 

RE: HMICFRS Spotlight Report – Values and Culture in Fire and Rescue Services  

 

Thank you for your letter of 2nd May 2023 relating to the above matter. 

 

As requested, I attach a response which sets out Mid and West Wales Fire and Rescue Service’s 

position against each of the 35 recommendations arising from the HMICFRS Spotlight report for 

which, as Chief Fire Officer, I accept and will progress in their entirety. 

 

Your comments relating to Recommendation 17 are noted and the Service has already commenced 

the reporting of gross misconduct cases, which include alleged discrimination, bullying or 

harassment on the basis of a protected characteristic, to the Chief Fire and Rescue Advisor Wales 

(CFRAW) following your request in March 2023 and I will continue with this update as required.  

 

On matters of developing shared approaches across the UK to establish ‘barred lists’, this 

arrangement is welcomed and you have my utmost support in progressing this where required. 

 

In closing, I would wish to provide my personal assurance that we will continue to work closely with 

your officials to eradicate any behaviours which are unbecoming of a modern, progressive and 

inclusive Fire and Rescue Service or any other workplace. 

 

 

Yours Sincerely 

 

 
 

 

Roger Thomas 

Chief Fire Officer 
 

Enc. 
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No. Recommendation Owner Due Date Status May 2023 Update 

Raising concerns 

1 By 1 October 2023, Chief Fire Officers should make sure their services provide 

a confidential way for staff to raise concerns and that staff are aware of 

whistleblowing processes. 

MWWFRS 01-Oct-23 In Progress 

–  

On Track  

Mid & West Wales Fire & Rescue Service (MWWFRS) has in place a Whistleblowing / Protected 

Disclosures procedure set out within Article 34 of its Constitution. The procedure clearly defines the 

actions a MWWFRS employee can take in the event that they have identified any activities which they 

believe to be illegal, improper, unethical or otherwise inconsistent. 

 

MWWFRS recognises that it needs to provide every opportunity for staff to speak up and for them to 

be confident that their voice will be heard. As a result, MWWFRS is in the process of identifying an 

Independent Reporting Line (IRL) system from several providers in order to provide an independent, 

confidential and anonymous staff reporting system that will complement existing staff reporting 

arrangements for such matters. It is anticipated that a system will be in place for all staff by the 1st 

August 2023. 

2 By 1 October 2023, National Employers, the Local Government Association and 

the National Fire Chiefs Council should review any current independent 

arrangements whereby staff can raise concerns outside their FRS.  They should 

then ensure that all FRS staff have access to an independent reporting line that 

can be used as a confidential way to raise concerns outside their own FRS. 

National  

Employers,  

LGA, NFCC 

01-Oct-23 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales.  

3 By 1 June 2023, Chief Fire Officers should review the support available for 

those who have raised concerns and take any action needed to make sure 

these provisions are suitable. 

MWWFRS 01-Jun-23 In Progress  

-  

On Track 

MWWFRS has a range of support systems in place for any staff that raise concerns including: 
 

▪  Appointing Welfare Officers to staff where required 

▪  Occupational Health referrals 

▪  Employee Assistance Programme 

▪  Safeguarding Training 

▪  Allocating a point of contact that's not part of the investigation 

▪  Widening of communication from the Ff Charity, MIND Blue Light, etc via the staff communication 

channels consisting of internal intranet, staff e-mails, staff notices, webinars and staff engagement 

events. 

▪  Trade Union Representatives and Mngt/Trade Union meetings 

▪  Regular reports on Complaints received by the Service and actions taken. 

 
MWWFRS will continue to review what provisions are made available to all staff to ensure they are 

publicised and effective when utilised.  

4 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.  Consideration should be given to creating 

a professional standards function 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. 

MWWFRS 01-Jun-23 In Progress 

–  

On Track  

MWWFRS have in place a dedicated group chaired by the Deputy Chief Fire Officer which reviews all 

matters relating to Complaints, Grievances and Discipline cases on a regular basis. This group ensures 

that all matters are addressed in accordance with Service procedures in a consistent manner providing 

the necessary strategic oversight and autonomy to expedite any matters quickly to safeguard staff 

safety as required. 
 

MWWFRS has recently appointed a new Professional Standards & Resolution Officer whose primary 

role will be to further develop the Service’s continuous improvement journey on matters of 

professional standards to include staff conduct within the Service and the reporting of such updates to 

Senior Management. 
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No. Recommendation Owner Due Date Status May 2023 Update 

5 By 1 June 2023, Chief Fire Officers should make sure they provide accessible 

information for all staff and members of the public on how they can raise 

concerns and access confidential support (including through external 

agencies).  Chief Fire Officers should also make sure accessible information is 

provided on how concerns and allegations will be investigated in a way that 

ensures confidentiality and is independent of the alleged perpetrator. 

MWWFRS 01-Jun-23 In Progress   

-  

On Track 

As captured in Point 1, MWWFRS has a whistleblowing procedure in place and  

MWWFRS will review its procedures to ensure they are written in an accessible way which is easy for 

the staff and public to understand. 
 

The public can raise concerns via a number of channels all of which are documented on the MWWFRS 

website.  
 

MWWFRS has a complaints procedure in place which has been referred to within this report. 
Both compliments and complaints are part of MWWFRS’s performance measures that are reported 

annually to the Standards Committee and Fire Authority (FA). 
 

These actions will support recommendation 31. 

 

 

Background checks 

6 By 1 January 2024, the Home Office, working with the Ministry of Justice, 

should make sure that the Government incorporates fire and rescue authority 

employees within the Rehabilitation of Offenders Act 1974 (Exceptions) Order 

1975 so that they are eligible for the appropriate DBS checks. 

Home 

Office 
01-Jan-24 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 

7 By 1 May 2024, the Home Office, working with the fire and rescue sector, 

should make sure that the Police Act 1997 (Criminal Records) Regulations 

2002, or a similar appropriate legislatively enabled solution, makes detailed 

provisions for fire and rescue services. 

Home 

Office 
01-May-24 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 

8 By 1 December 2023, the Fire Standards Board, in liaison with the National Fire 

Chiefs Council, should review the existing relevant standard(s) and 

underpinning guidance. It should: 

• clearly state the requirements for background checks undertaken by 

services; 

• clarify the minimum requirements (including levels of DBS checks) for 

all  roles, particularly roles where staff have access to vulnerable 

members of the public; 

• define the standards required to embed a culture across fire and 

rescue services that empowers all members of staff and local 

communities to report concerns; and 

• be subject to review following any legislative change 

 

Fire 

Standards 

Board 

01-Dec-23 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 
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No. Recommendation Owner Due Date Status May 2023 Update 

9 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 communities they serve; and 

• make sure that appropriate DBS check requests have been submitted 

for all existing, new staff, and volunteers, according to their roles as 

identified by the Fire Standards Board. 

MWWFRS 01-Jan-24 In Progress 

–  

On Track  

MWWFRS has in place a dedicated Safeguarding procedure and pre-employment screening process 

that sets out its arrangements for DBS check requirements.   

 

MWWFRS completes basic DBS checks for all new entrants who do not undertake regulated activities 

and enhanced DBS checks for all new entrants and employees deemed to be undertaking regulated 

activities.  The Service is reviewing the level of checks undertaken in line with guidance from the NFCC 

and also reviewing the frequency of such checks to ensure background information relating to 

employees is regularly reviewed.   

 

MWWFRS also undertakes other background and vetting checks including: 

a. Right to work in the UK 

b. References 

 

Some roles require external agencies to carry out further security clearance checks, for example, NILO 

and National Security Vetting as examples. 

10 By 1 September 2023, Chief Constables should make sure they are 

appropriately using their Common Law Police Disclosure powers in 

circumstances involving employees of fire and rescue services. 

Police 01-Sep-23 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 

 

Misconduct handling 

11 By 1 December 2023, the Fire Standards Board, in liaison with the National Fire 

Chiefs Council, should review the existing relevant standard(s) and supporting 

guidance to clearly state how services should handle staff disclosures, 

complaints and grievances 

Fire 

Standards 

Board 

01-Dec-23 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 

12 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. 

MWWFRS 01-Mar-24 Not started MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales 

13 By 1 December 2023, the Fire Standards Board, in liaison with the National Fire 

Chiefs Council, should review the existing relevant standard(s) and supporting 

guidance to clearly state how services should handle misconduct and 

safeguarding-related allegations and outcomes. These should include 

requirements to: 

• conduct and complete investigations, whether or not the 

staff  member under investigation leaves; 

• consider whether the incident requires immediate 

dismissal; 

• provide training for staff who are carrying out 

investigations; and  

• ensure the diversity/neutrality of the investigation 

panel/person. 

Fire 

Standards 

Board 

01-Dec-23 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 

14 By 1 March 2024, Chief Fire Officers should provide assurances to HMICFRS 

that they have implemented the standard on misconduct allegations and 

outcomes handling. 

MWWFRS 01-Mar-24 In Progress 

–  

On Track  

Awaiting standard to be released, MWWFRS will fully engage and support the delivery of this 

recommendation as it applies in Wales. 
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No. Recommendation Owner Due Date Status May 2023 Update 

15 By 1 October 2023, the Home Office should work with the National Fire Chiefs 

Council and fire and rescue service employers to make sure there is a process 

to handle misconduct allegations against Chief Fire Officers. The Home Office 

should immediately notify HMICFRS of any allegations and outcomes that it is 

aware of 

Home Office 01-Oct-23 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales.  

16 By 1 October 2023, the National Fire Chiefs Council should develop and 

manage a national barred list that holds details of staff who have been 

dismissed for gross misconduct (including staff who have already left services). 

It should ensure that this list is referred to in all appointment processes to 

prevent those who are barred from re-joining another service. After the 

College of Fire and Rescue has been established (see recommendation 25), it 

should take responsibility for managing the list. 

NFCC 01-Oct-23 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 

17 With immediate effect, Chief Fire Officers should notify HMICFRS of any 

allegations that have the potential to constitute staff gross misconduct that: 
• involve allegations of a criminal nature that have the potential 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. 

MWWFRS Immediate In Progress 

–  

On Track 

In accordance with the letter to the Chief Fire Officer from the Deputy Minister dated 02 May 2023, 

MWWFRS will report such matters to the Chief Fire and Rescue Advisor (CFRA) for Wales. 

18 By 1 August 2023, Chief Fire Officers should provide assurances to HMICFRS 

that all parties are supported in relation to ongoing investigations. 
MWWFRS 01-Aug-23 In Progress 

–  

On Track  

MWWFRS have a range of support in place for those that raise concerns including: 

 
▪   Welfare Officer 

▪   Occupational Health 

▪   Employee Assistance Programme 

▪   Allocating a point of contact that's not part of the investigation 

▪   Trade Union support for Members 

 
MWWFRS will continue to review what its staff have available to them and ensure they are effective.  

Our processes will be shared with the CFRA Wales. 

19 By 1 July 2023, the Home Office should examine whether any appeal processes 

for fire and rescue misconduct cases are appropriate. 
Home 

Office 
01-Jul-23 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 

      

Leadership 

20 By 1 June 2023, Chief Fire Officers should have plans in place to ensure they 

meet the Fire Standards Board’s leading the service standard and its leading 

and developing people standard. 

MWWFRS 01-Jun-23 In Progress 

–  

On Track 

A GAP analysis is currently being undertaken utilising the Fire Standards Board’s compliance tool. 

MWWFRS will then work with the newly appointed professional standards and compliance officer to 

capture and measure progress within an action plan against any areas of non-compliance 

21 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. 

MWWFRS 01-Jun-23 In Progress 

–  

On Track 

A contract is currently in place with an external professional facilitator “Compass 360”.  360-degree 

appraisal is mandatory within the Middle Manager development process (first 6 months in post) and 

can be requested by all Managers within their pathway or through nominations by their Line 

Managers. This provision will be extended to all Executive Leadership Team members (Area Managers 

and above) going forward. 
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No. Recommendation Owner Due Date Status May 2023 Update 

22 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 

MWWFRS 01-Sep-23 In Progress 

–  

On Track 

MWWFRS will consider making this mandatory within the pathway from development to competent 

process for Middle Managerial roles.  For Supervisory Managers, MWWFRS will consider including an 

element of 360 appraisal within the new line manger endorsement process to be introduced in Quarter 

3 of 2023/24. 

23 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. 

MWWFRS 01-Jun-23 In Progress 

–  

On Track 

MWWFRS undertook a Staff Culture Survey in March/April 2023 and a report on its findings has 

recently been received by the Service which is currently being reviewed.  An Action plan is being 

prepared and the findings will be presented to all Staff and reported to Fire Authority in due course. 

24 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 action for any issues they identify. 

MWWFRS 01-Oct-23  In Progress 

–  

On Track   

 

 

MWWFRS has in place processes for monitoring complaints, etc and will review this further following a 

debrief of the Staff Culture Survey findings which is currently underway. MWWFRS are in the process of 

introducing an Independent Reporting Line system within the Service and this will further enhance the 

ability of all staff to report matters of concern which will be supported by a dedicated monitoring 

process. 

 

 

Management and leadership training and development 

25 By 1 January 2025, the Government should establish a College of Fire and 

Rescue, as proposed by the White Paper Reforming our Fire and Rescue 

Service.  There should be no further delay to its implementation. 

Government 01-Jan-25 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 

26 By 1 October 2023, as a precursor to the development of the College of Fire 

and  
Rescue, Chief Fire Officers and the National Fire Chiefs Council should work 

with the Home Office to consider how they can improve the training and 

support they offer to staff in management and leadership development.  This 

should include authority members in respect of their assurance leadership 

roles and should ensure that opportunities are offered fairly across all staff 

groups. 

NFCC 01-Oct-23 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 

 

Diversity Data 

27 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 National Fire Chiefs Council equality impact assessment toolkit. 

MWWFRS 01-Jun-23  

In Progress 

–  

On Track 

The Welsh Fire & Rescue Services has recently established an All Wales Equality, Diversity & Inclusion 

Group (E,D&I). The purpose of the group is to provide a platform for the Welsh FRS to review and 

collaborate on matters of organisation culture and inclusion. Initial focus has consisted of comparing 

each respective Welsh FRS equality impact assessment process to both benchmark and identify best 

practice. Outcomes from this focus will lead to greater standardisation of EIA’s and consistency in staff 

awareness and training across the three Welsh FRS’s. 

28 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 meeting the requirements of the 

National Fire Chiefs Council equality, diversity and inclusion data toolkit. 

MWWFRS 01-Jun-23 In Progress 

–  

On Track 

MWWFRS have always been able to capture equality and diversity data in its systems. Equality and 

diversity data is captured on all MWWFRS staff from point of entry employment and continues 

throughout their Service career.  

 

MWWFRS report on its Workforce EDI data annually to the Fire Authority through its annual Equality 

Report which is published on the MWWFRS website.  



 

7 
 

No. Recommendation Owner Due Date Status May 2023 Update 

29 By 1 December 2023, the Home Office should publish greater detail on the 

protected characteristic data it collects about FRS staff, including joiners and 

leavers, by rank and role. 

Home Office 01-Dec-23 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 

30 By 30 December 2024, the Home Office should align the data it collects on 

protected characteristics with the Office for National Statistics harmonised 

standard and publish this data. 

Home Office 30-Dec-24 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 

31 By 1 December 2024, the Home Office should collect and publish 

experimental statistics on public complaints and conduct matters in relation 

to FRS staff, similar to that which it currently publishes on police forces in 

England and Wales. 

Home Office 01-Dec-24 Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales. 

 

Improving Diversity     

32 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 opportunities. 

MWWFRS 01-Jun-23  

Not Started 

Discussions remain ongoing within MWWFRS on both its existing and future arrangements for staff 

succession planning. 

 

33 By 1 August 2023, Chief Fire Officers should develop plans to promote 

progression paths for existing staff in non-operational roles and put plans in 

place to reduce any inequalities of opportunity 

MWWFRS 01-Aug-23  
In Progress  

–  

On Track 

Progression pathways are embedded across all roles within the organisation.  A new appraisals process 

aligned to the NFCC Leadership framework will be launched on the 1st of June, completion will be 

mandatory for all roles.  Work has commenced on a new line manager endorsement process to 

support progression and development which will be captured within a new Procedural Guidance 

Document during quarter 3. 

 

The Core Code of Ethics     

34 With immediate effect, Chief Fire Officers should review their 

implementation of the Core Code of Ethics (CCofE) and make sure it is being 

applied across their services. 

MWWFRS Immediate  In Progress  
–  

On Track   

While the NFCC CCofE  2021 applies to FRS’s in England, it complements and supports MWWFRS 

existing vision, mission and values although further review of the standard will be undertaken 

alongside the development of the Staff Culture Review action plan. 

 

The Fire and Rescue National Framework for England     

35 By the end of this Parliament, the Government should consider the findings 

and recommendations in this report when refreshing the Fire and Rescue 

National Framework for England 

Government End of this 

parliament 
Not owned 

by 

MWWFRS 

MWWFRS will fully engage and support the delivery of this recommendation as it applies in Wales.  

 



Gwasanaeth Tan ac Achub 
De Cymru 

 

South Wales 
Fire and Rescue Service 

Hannah Blythyn AS/MS 
Deputy Minister for Social Partnership 
Welsh Government 
Cardiff Bay 
Cardiff 
CF99 1SN 

Email: Kate.Bacon@gov.wales 

Our Ref: 
Your Ref: 

Date: 

Contact: 
Tel: 

HJ/PMB 
MA HB 1059 23 

31 May 2023 

Huw Jakeway 
01443 232307 

Dear Deputy Minister 

Thank you for your correspondence dated 2nd  May regarding the Service's progress 
against His Majesty's Inspectorate of Constabulary and Fire & Rescue Services 
(HMICFRS) published spotlight report `values and culture in fire and rescue services'. 

Following the publication of this report I immediately commissioned a gap analysis to 
identify actions needed against each of the recommendations. This work continues 
alongside the work the Service has done following the commission of the independent 
culture review. 

I recognise HMICFRS reports are published for English Fire and Rescue Services, 
however, as Chief Fire Officer for South Wales Fire and Rescue Service I fully accept 
all the recommendations made within the HMICFRS spotlight report. As such I have 
ensured actions are in place to progress all of those allocated to the CFO and the 
Service. 

Attached is the Service's action plan which details our response, actions, current 
position and indication of progress against each of the recommendations made within 
the HMICFRS spotlight report. In summary, of the nineteen recommendations made to 
the CFO — thirteen are green (completed and continuing to be monitored), four are 
amber (action in progress) and two are white (action for others/continuing to review). 

As you stated within your correspondence the Service has already provided your Chief 
Fire and Rescue Advisor with information about gross misconduct cases, including 
information regarding grievances and complaints. We will provide your Fire Advisor 
with a further update on all cases following the next meeting of our interim oversight 
group which meets on the 6th June 2023. This update will include information of cases 
involving alleged discrimination, bullying or harassment on the basis of a protected 
characteristic. 

I will continue to engage with your Fire Advisor to ensure future returns are provided 
on a frequency and in a format to assist them in providing the information they require. 

Pencadlys Gwasanaeth Tan ac Achub De Cymru, South Wales Fire and Rescue Service Headquarters, 
Parc Busnes Forest View, Llantrisant, Pont-y-clun, CF72 8LX. Forest View Business Park, Llantrisant, Pontyclun, CF72 8LX. 

Ffon 01443 232000 • Ffacs 01443 232180 
www.decymru-tan.gov.uk 

Rydym yn croesawu gohebiaeth yn y gymraeg a'r saesneg - byddwn yn 
ymateb yn gyfartal i'r ddau ac yn ateb yn eich dewis iaith heb oedi. 

CODI YMWYBYDDIAETH - IIEIHAU PERYGL  

Telephone 01443 232000 • Fax 01443 232180 
www.southwales-fire.gov.uk 

We welcome correspondence in Welsh and English - we will respond 
equally to both and will reply in your language of choice without delay. 

RAISING AWARENESS - REDUCING RISK 



The action plan attached shows there are four of the nineteen recommendations 
assigned to the CFO which are currently indicated as amber, action in progress. 

Recommendation 9 
In relation to background checks recommendation 9 linked to DBS checks, the Service 
has been and continues to actively support the NFCC to amend the legislation of the 
Rehabilitation of Offenders Act 1974 to ensure fire and rescue personnel are eligible 
for more rigorous background checks. Since 2017 the Service have undertaken Basic 
DBS checks for all new entrants to the Service; operational, corporate and volunteers. 
Personnel working at Joint Fire Control are also police vetted. Community safety 
practitioners are also vetted to Enhanced DBS standard. 

Recommendations 21 and 22 
In relation to leadership recommendations 21 and 22 linked to 360° feedback for 
leaders, the Service has recently launched its second annual cycle of a re-designed 
Personal Reviews. The intention is for the Service to consider and trial how we can 
incorporate 360° feedback or similar reflective practices for leaders in our future 
Personal Reviews. 

Recommendation 32 
In relation to the improving diversity recommendation 32 linked to succession planning 
and direct entry, the Service is committed to improving diversity within the workplace. 
The Service has published our Strategic Equality Plan, developed an Inclusion Action 
Plan and continue to utilise positive action recruitment days. The Service continues to 
work with the Equality and Human Rights Commission and Race Equality First to 
explore opportunities to enhance for direct community engagement. The Service is 
committed to the One Welsh Service Approach to anti-racism which seeks to deliver 
the Welsh Government priority of `An Anti-racist Wales'. The Service continues to 
monitor NFCC ongoing trials and pilots of direct-entry opportunity schemes to inform 
how this may assist with improving diversity across all levels of the Service. 

As outlined within your correspondence and following our discussions at the Social 
Partnership Forum there are a number of recommendations for others, such as Home 
Office, NFCC and Police. I am committed to all the recommendations highlighted within 
the HMICFRS spotlight report and welcome ongoing discussions with yourself and your 
officials on how we can work together in supporting the recommendations assigned to 
others, such as DBS checks (including rights of employees and impact of GDPR), Fire 
Standards and College of Fire. 

As an example of my continued commitment to workforce engagement with colleagues 
across the Service we regularly hold middle leader engagement events in support of 
organisational learning. To have a better understanding of the HMICFRS spotlight 
report I invited the author of the report Chief Inspector Roy Wilsher to join us at our 
recent engagement event on 24th May. Mr Wilsher provided a honest and unique insight 
and perspective into his report and its recommendations. The question-and-answer 
session following his presentation provided our leaders with an opportunity to have an 
open discussion with Mr Wilsher on his report and his extensive experiences of working 
in the fire and rescue services. I know this will assist all those present in embracing 
their leadership role. 



akeway QF 
Chief Fire Office 

I wish to reassure you I will continue to strive for excellence across the Service, I am 
committed to ensuring the Service embraces equality, diversity and inclusion and 
ensure the workplace is safe and free from any form of harassment. 

Yours sincerely 
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Raising Concerns 
Recommendation Service 

Response 
Organisation Actions Current Position RAG 

1. By 1 October 2023, Chief Fire Officers should make 
sure their Services provide a confidential way for staff 
to raise concerns and that staff are aware of 
whistleblowing processes 

Confirm procedures for 
raising concerns and 
whistleblowing. 

SWFRS  Ongoing GREEN 

   Whistle blowing Policy in place Issued GREEN 

   Crime Stoppers process in place 
 

Launched 05 April 2023 - active GREEN 

   Communicate above via usual internal 
channels. 

Whistleblowing 
 Procedure OP-05.003 
 A Message from Chief Fire Officer 
Huw Jakeway QFSM – 19 Dec 2022 
 RN 19 Dec 2022 
 RN 06 Feb 2022 
 
FRS Speak UP 
  FRS Speak Up 
  RN 24 April 2023 
  April 2023 Shout 

GREEN 

2. By 1 October 2023, National Employers, the Local 
Government Association and the National Fire Chiefs 
Council should review any current independent 
arrangements whereby staff can raise concerns 
outside their FRS. They should then ensure that all 
FRS staff have access to an independent reporting line 
that can be used as a confidential way to raise 
concerns outside their own FRS. 

Keep up to date of ongoing 
discussions between LGA 
and NFCC 

National  
Employers,  
WLGA, 
NFCC 

Respond once guidance issued SWFRS will fully engage and support 
the delivery of this recommendation 

WHITE 

3. By 1 June 2023, Chief Fire Officers should review 
the support available for those who have raised 
concerns and take any action needed to make sure 
these provisions are suitable. 

Review support currently 
being provided to those who 
have raised concerns. 
Confirm any additional 
actions required 

SWFRS  Ongoing 
 
Outstanding action due for 
completion by 01 June 2023. 

GREEN 

   Interim oversight group established 
December 2022 to review disciplines, 
grievances and complaints to ensure 
standards and levels of consistency, 
appropriate record keeping, reporting 
performance, audit and scrutiny. 

Maintain Interim oversight group that 
was established December 2022 
 
Group consists of 2 Directors, 3 
Heads of Service and HR Manager. 

GREEN 

   Through the interim oversight group 
established in Dec 2022 we will ensure 
regular contact and feedback provided 
to all those involved, fair timely 

Regular programmed oversight 
meetings ongoing. 
 

GREEN 

https://fshqsp13ws.swfs.southwales-fire.gov.uk/public/home/en-gb/sims/Document%20Library/brigade_orders/procedures_05_003_public_interest_disclosure_procedure_whistleblowing.pdf#search=OP%2D05%2E003
https://fshqsp13ws.swfs.southwales-fire.gov.uk/public/home/en-gb/news/Pages/CFO-.aspx
https://fshqsp13ws.swfs.southwales-fire.gov.uk/public/home/en-gb/news/Pages/CFO-.aspx
https://fshqsp13ws.swfs.southwales-fire.gov.uk/public/home/en-gb/Library/Routine%20Notices/19%20December%202022.pdf#search=OP%2D05%2E003
https://fshqsp13ws.swfs.southwales-fire.gov.uk/public/home/en-gb/Library/Routine%20Notices/6%20February%202023.pdf#search=OP%2D05%2E003
https://fshqsp13ws.swfs.southwales-fire.gov.uk/public/home/en-gb/news/Pages/Crimestoppers-FRS-Speak-Up.aspx
https://fshqsp13ws.swfs.southwales-fire.gov.uk/public/home/en-gb/Library/Routine%20Notices/24%20April%202023.pdf#search=crimestoppers
https://fshqsp13ws.swfs.southwales-fire.gov.uk/public/home/en-gb/news/Document%20Library/APRIL%202023%20Newsletter.pdf#search=crimestoppers
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Recommendation Service 
Response 

Organisation Actions Current Position RAG 

processes and clear feedback on 
outcomes is provided. 
With a view to formalise the professional 
standards Group into BAU by 31st 
October 2024. 

Establish and monitor feedback 
mechanisms to those raising 
concerns. 

   Complaints process reviewed – review 
provision and update / republish 

Process reviewed likely completion 
01 June 2023. 

GREEN 

4. 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. Consideration should be given to creating a 
professional standards function 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. 

Review how feedback is 
provided to those raising 
concerns.  
 
 

SWFRS  Ongoing 
 
Maintain the interim oversight group 
prior to establishing the professional 
standards function. 

GREEN 

   Interim oversight group established 
December 2022 to review disciplines, 
grievances and complaints to ensure 
standards and levels of consistency, 
appropriate record keeping, reporting 
performance, audit and scrutiny. 
 

Maintain Interim group established in 
December 2022 to look at ongoing 
cases and will inform how the Service 
progresses review  of disciplines, 
grievances and complaints. 

GREEN 

   Review interim Oversight group to 
inform creation of Professional 
standards Group in Service – to be 
formalised by 31st October 2023. 

Interim group set up working towards 
draft terms of reference to look at 
ongoing cases and will inform how 
the Service progresses review 
disciplines, grievances and 
complaints. 

GREEN 

5. By 1 June 2023, Chief Fire Officers should make 
sure they provide accessible information for all staff 
and members of the public on how they can raise 
concerns and access confidential support (including 
through external agencies). Chief Fire Officers should 
also make sure accessible information is provided on 
how concerns and allegations will be investigated in a 
way that ensures confidentiality and is independent of 
the alleged perpetrator. 

Review and confirm 
arrangements for raising 
concerns are in place. 

SWFRS  Ongoing GREEN 

   Internet – Website  
Reviewed existing Provision 

Public can access information in 
various formats: 
Website “Contact Us “ page 

GREEN 

   Intranet 
Reviewed existing Provision 

See evidence in recommendation 1. GREEN 

https://www.southwales-fire.gov.uk/contact-us/
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Recommendation Service 
Response 

Organisation Actions Current Position RAG 

FRS Speak Up launched April 2023. 

   Telephone Public can contact the Service by 
Telephone 

GREEN 

   Face to face Public can contact the Service by 
approaching staff face to face who 
will provide them with appropriate 
contact details for the Service. 

GREEN 
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Background checks 
Recommendation Service 

Response 
Organisation Actions Current Position RAG 

6. By 1 January 2024, the Home Office, working with the 
Ministry of Justice, should make sure that the Government 
incorporates fire and rescue authority employees within the 
Rehabilitation of Offenders Act 1974 (Exceptions) Order 1975 
so that they are eligible for the appropriate DBS checks. 

Keep up to date of ongoing 
discussions and 
recommended revisions by 
Home Office and others. 

WG 
HO 
MOJ 

Respond once guidance issued SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 

7. By 1 May 2024, the Home Office, working with the fire and 
rescue sector, should make sure that the Police Act 1997 
(Criminal Records) Regulations 2002, or a similar appropriate 
legislatively enabled solution, makes detailed provisions for 
fire and rescue Services 

Keep up to date of ongoing 
discussions and 
recommended revisions by 
Home Office and others. 

WG 
HO 

Respond once guidance issued SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 

8. By 1 December 2023, the Fire Standards Board, in liaison 
with the National Fire Chiefs Council, should review the 
existing relevant standard(s) and underpinning guidance. It 
should:  
• clearly state the requirements for background checks 
undertaken by Services;  
• clarify the minimum requirements (including levels of DBS 
checks) for all roles, particularly roles where staff have access 
to vulnerable members of the public;  
• define the standards required to embed a culture across fire 
and rescue Services that empowers all members of staff and 
local communities to report concerns; and  
• be subject to review following any legislative change. 

Keep up to date of ongoing  
discussions and 
recommended revisions by 
Fire Standards Board and 
NFCC and others. 

FSB 
NFCC 

Respond once guidance issued SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 

9. 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 
communities they serve; and  
• make sure that appropriate DBS check requests have been 
submitted for all existing, new staff, and volunteers, according 
to their roles as identified by the Fire Standards Board. 

Review how Service conducts 
background checks to ensure 
suitable and sufficient inc, 
DBS checks 

SWFRS  Ongoing AMBER 

   Basic DBS checks were commenced 
in Service from date 2017 for all new 
starters. 
 
 
Basic DBS Checks in place for 
Operational Roles 
 
DBS and Police vetting checks in 
place for Control Firefighter Roles 
 

WT & On call FF receive DBS 
checks on entry. 
Key & Sensitive roles receive 
enhanced 

GREEN 
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Recommendation Service 
Response 

Organisation Actions Current Position RAG 

Enhanced DBS checks for specific 
roles in Service particularly those that 
deal with the most vulnerable in our 
communities. 

   DBS Checks in place – Corporate 
Roles 
 
Enhanced DBS checks for specific 
roles in Service particularly those that 
deal with the most vulnerable in our 
communities. 

All corporate staff  receive 
DBS checks on entry. 
Key & Sensitive roles eg 
volunteers receive enhanced.  
Agency workers are checked 
via external provider. 

GREEN 

   Service will review the level of 
background checks for all roles, to 
ensure that they are appropriate 
moving forward from January 2024, 
or when the legislation is changed. 

 AMBER 

10. By 1 September 2023, chief constables should make sure 
they are appropriately using their Common Law Police 
Disclosure powers in circumstances involving employees of 
fire and rescue Services. 

Keep up to date of ongoing 
discussions and 
recommended actions of Chief 
Constables. 

Police  SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 
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Misconduct handling 
 

Recommendation Service 
Response 

Organisation Actions Current Position RAG 

11. By 1 December 2023, the Fire Standards Board, in liaison 
with the National Fire Chiefs Council, should review the existing 
relevant standard(s) and supporting guidance to clearly state 
how Services should handle staff disclosures, complaints and 
grievances 

Keep up to date of ongoing 
discussions and recommended 
revisions by Home Office. 

FSB 
NFCC 

 SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 

12. 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 

Review Service procedures 
linked to staff disclosure, 
complaints and grievances  
against revised standards. 

SWFRS  SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 

   Whistleblowing  Watching Brief awaiting guidance WHITE 

   Complaints Watching Brief awaiting guidance WHITE 

   Grievances Watching Brief awaiting guidance WHITE 

13. By 1 December 2023, the Fire Standards Board, in liaison 
with the National Fire Chiefs Council, should review the existing 
relevant standard(s) and supporting guidance to clearly state 
how Services should handle misconduct and safeguarding-
related allegations and outcomes. These should include 
requirements to:  
• conduct and complete investigations, whether or not the staff 
member under investigation leaves;  
• consider whether the incident requires immediate dismissal;  
• provide training for staff who are carrying out investigations; 
and  
• ensure the diversity/neutrality of the investigation 
panel/person. 

Keep up to date of ongoing 
discussions and recommended 
revisions Fire Standards 

FSB 
NFCC 

 SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 

   Safeguarding - ME Watching Brief awaiting guidance WHITE 

   Investigations Watching Brief awaiting guidance WHITE 

   Immediate dismissal Watching Brief awaiting guidance WHITE 

   Panels Watching Brief awaiting guidance WHITE 

14. By 1 March 2024, Chief Fire Officers should provide 
assurances to HMICFRS that they have implemented the 
standard on misconduct allegations and outcomes handling. 

Review Service position SWFRS Watching Brief SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 

15. By 1 October 2023, the Home Office should work with the 
National Fire Chiefs Council and fire and rescue Service 
employers to make sure there is a process to handle 
misconduct allegations against Chief Fire Officers. The Home 

Keep up to date of ongoing 
discussions and 
recommendations. 

WG 
HO 
NFCC 

Watching Brief SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 
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Recommendation Service 
Response 

Organisation Actions Current Position RAG 

Office should immediately notify HMICFRS of any allegations 
and outcomes that it is aware of. 

16. By 1 October 2023, the National Fire Chiefs Council should 
develop and manage a national barred list that holds details of 
staff who have been dismissed for gross misconduct (including 
staff who have already left Services). It should ensure that this 
list is referred to in all appointment processes to prevent those 
who are barred from rejoining another Service. After the 
College of Fire and Rescue has been established (see 
recommendation 25), it should take responsibility for managing 
the list. 

Keep up to date of ongoing 
discussions and 
recommendations made by 
NFCC 

NFCC Watching Brief SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 

17. With immediate effect, Chief Fire Officers should notify 
HMICFRS of any allegations that have the potential to 
constitute staff gross misconduct that:  
• involve allegations of a criminal nature that have the potential 
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. 
 
WG Amendment: 
• include all such cases involving alleged discrimination, bullying or 
harassment on the basis of a protected characteristic 

Confirm a completed return has 
been sent to WG 

SWFRS Respond to WG Request for 
information. 
 
Awaiting further information 
on timing  and format from 
Welsh Government for 
additional or ongoing returns  

Ongoing 
 
One off return to WG Fire Advisor 
completed 
on 9th March 2023 
 
Link to letter 

GREEN 

18. By 1 August 2023, Chief Fire Officers should provide 
assurances to HMICFRS that all parties are supported in 
relation to ongoing investigations. 

Review and provide report to 
SMT Business meeting 

SWFRS  Ongoing GREEN 

    Communication with all parties – 
contact officers – suspended 
employees / aggressors. 
Victims Witnesses – resolution 
officers  

Green 

   The interim oversight group 
have reviewed the 
mechanism of support. 

A welfare and contact officer is   
appointed to maintain the welfare 
and well being if those involved in a 
discipline, grievance or complaint. 

GREEN 

19. By 1 July 2023, the Home Office should examine whether 
any appeal processes for fire and rescue misconduct cases are 
appropriate. 

Keep up to date of ongoing 
discussions and recommended 
revisions by Home Office. 

WG 
HO 

 SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 

 

https://southwalesfire.sharepoint.com/:b:/s/Teams-ValuesCulture/EdsN32vs1fJCisfFJRWXA0QBoHntcA3kYW-0fJhHllpMOw?e=jR7jfc
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Leadership 
 

Recommendation Service 
Response 

Organisation Actions Current Position RAG 

20. By 1 June 2023, Chief Fire Officers should have 
plans in place to ensure they meet the Fire 
Standards Board’s leading the Service standard and 
its leading and developing people standard. 

Review FSB Leading the Service 
Standard and Leading and 
developing standard and identify 
any gaps. 

SWFRS  Ongoing GREEN 

   Fire Standards relate to English 
FRSs, however, the Service 
commenced a review of the 
standards and completed gap 
analysis. 

Fire Standards are undergoing gap 
analysis with associated action plans to 
meet the standards. 

GREEN 

   SWFRS Personal Review 
Process embedded 

Personal Review architecture based on 
the NFCC Leadership framework. 

GREEN 

   Service has launched supervisory 
pathways. 

Supervisory pathways based on NFCC 
Leadership framework and Fire 
Standards. 

GREEN 

21. 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. 

Consider and implement plans 
for a meaningful 360- degree 
feedback process. Initially for 
leaders/managers at ACFO/ACO 
and above. 

SWFRS Implement Senior Leader 
Process. 
 
A current 360-degree feedback 
form was created within last year 
between L&D and SP&C and is 
ready to be trialled. 

SWFRS has launched and commenced 
the 2023 personal review cycle for the 
Service. 
For ACO and equivalent and above the 
Service intends trialling 360 feedback or 
similar evaluation tools in 2023 for roll out 
across the Service for the 2024 personal 
review cycle. 

AMBER 

22. 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. 

Consider and implement plans 
for a meaningful 360- degree 
feedback process to all 
leaders/managers. 

SWFRS Implement Middle and 
Supervisory Leader Process 
 
A current 360 degree feedback 
form was created within last year 
between L&D and SP&C and is 
ready to roll out when required. 

SWFRS has launched and commenced 
the 2023 personal review cycle for the 
organisation. 
For all other leaders Service intends 
rolling out 360 feedback or similar 
evaluation tools in the 2024 personal 
review cycle. 

AMBER 

23. 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. 

Have measures in place to gain 
and record feedback on values, 
fairness and diversity. 

SWFRS  Ongoing GREEN 

   Continue with the established 
assessment of Service culture 
through IIP, the ongoing culture 
review, White Ribbon 
reaccreditation and EDI 
temperature checks. 

Feedback from staff on the values culture 
and diversity regarding leadership is 
being undertaken as part of the 
Independent Culture review. 
 

GREEN 

   Maintain direct staff engagement 
and communication. 

Direct staff engagement e.g: 
Middle leader engagement days, 

GREEN 
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Recommendation Service 
Response 

Organisation Actions Current Position RAG 

Principle Officer visits, 
Shout forum (Staff Engagement 
mechanism), and all monthly Senior 
Middle Leader sessions will continue as 
normal business. 
Regular engagement – informal and 
formal with all Staff representative bodies. 

24. 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 action 
for any issues they identify.  

Have plans in place to monitor 
and analyse feedback on culture 
and remedy the situation. 

SWFRS Continue with the established 
assessment of Service culture 
through IIP, the ongoing culture 
review, White Ribbon 
reaccreditation and EDI 
temperature checks. 

The ongoing Independent Culture Review 
is expected to provide feedback from staff 
and information on watch and team 
cultures. The Service has plans in place 
to address any issues identified by the 
review team. 
Business as usual includes: 
Principle Officer Visits 
Formal and informal meetings with Rep 
Bodies 
Inclusive Workforce Group 
Consultation and Engagement Group 
Shout Forum 
Middle leader Engagement Days 
Management Structures 
Whistleblowing, Grievance and 
Complaints procedures 
Personal Reviews – including wellbeing 
Staff Support Network 
FRS Speak Up 
Care First 
Occupational Health 
The Service have plans to complete the 
IIP actions already identified. 

GREEN 
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Management and leadership Training and Development 
 

Recommendation Service 
Response 

Organisation Actions Current Position RAG 

25. By 1 January 2025, the Government should establish a College of Fire and 
Rescue, as proposed by the White Paper Reforming our Fire and Rescue Service. 
There should be no further delay to its implementation. 

Keep up to date of ongoing discussions 
and development of proposals for a 
College of Fire and Rescue. 

WG 
HO 

 SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 

26. By 1 October 2023, as a precursor to the development of the College of Fire and 
Rescue, Chief Fire Officers and the National Fire Chiefs Council should work with the 
Home Office to consider how they can improve the training and support they offer to 
staff in management and leadership development. This should include authority 
members in respect of their assurance leadership roles and should ensure that 
opportunities are offered fairly across all staff groups. 

Support discussions by working 
alongside Services, NFCC, HO and 
others in developing concept of 
College of Fire Service. 

SWFRS 
NFCC 
WG 
HO 

 SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 
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Diversity data 
 

Recommendation Service 
Response 

Organisation Actions Current Position RAG 

27.  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 National Fire Chiefs 
Council equality impact assessment toolkit. 

Ensure EIA process is 
inline with NFCC EIA 
toolkit and report to SMT 
Business Meeting 

SWFRS  Ongoing GREEN 

   Report to SMT agreed SMT received comprehensive assessment 
and recommendations from the new EDI 
Lead for the Service.  The existing EQIA 
was revised with a new ERA developed for 
pilot. 

GREEN 

   EQIA have been reviewed 
and amended with a view to 
launch after approval in SMT 
in May 2023 

Road map has been proposed that is being 
trialled through consultation before being 
implemented Service wide 

GREEN 

28. 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 meeting the requirements of the National Fire Chiefs 
Council equality, diversity and inclusion data toolkit. 

Review how Service 
gathers and uses 
equality data and report 
findings to SMT Business 
Meeting 

SWFRS Review how Service gathers 
and uses equality data. 

A review of ED&I data has commenced. 
A collection against revised data sets is 
being implemented to ensure consistent 
reporting across the Service. It will also be 
aligned to NFCC EDI data toolkit. 

GREEN 

29. By 1 December 2023, the Home Office should publish 
greater detail on the protected characteristic data it collects 
about FRS staff, including joiners and leavers, by rank and role 

Keep up to date of 
ongoing discussions on 
data collection of 
protected groups. 

WG 
HO 

Progress currently underway 
with L&D/EDI and SP&C to 
reformat EDI data due to 
recent requirements for 
reporting 

SWFRS will fully engage and support the 
delivery of this recommendation 

WHITE 

30. By 30 December 2024, the Home Office should align the 
data it collects on protected characteristics with the Office for 
National Statistics harmonised standard and publish this data. 

Keep up to date of 
ongoing discussions on 
data collection of 
protected groups. 

WG 
HO 

Progress currently underway 
with L&D/EDI and SP&C to 
reformat EDI data due to 
recent requirements for 
reporting 

SWFRS will fully engage and support the 
delivery of this recommendation 

WHITE 

31. By 1 December 2024, the Home Office should collect and 
publish experimental statistics on public complaints and 
conduct matters in relation to FRS staff, similar to that which it 
currently publishes on police forces in England and Wales. 

Keep up to date of 
ongoing  discussions on 
data collection of 
protected groups. 

WG 
HO 

 SWFRS will fully engage and support the 
delivery of this recommendation 

WHITE 
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Improving Diversity 
Recommendation Service 

Response 
Organisation Actions Current Position RAG 

32. 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 opportunities. 

Consider current and 
future diversity strategies, 
inc. direct-entry 
requirements. 

SWFRS  Ongoing AMBER 

   A new Inclusive action plan created by EDI lead 
within Service will address any barriers to 
progression internal to organisation. 

Review and amend as necessary 
recruitment and succession 
planning strategies from the actions 
identified in the Strategic Equality 
plan. 
 
Working with the Equality and 
Human rights commission to 
develop further actions. 
 
Implementing action arising from 
the Wales antiracism plan. 
 
The Service has direct engagement 
with Race Equality First to explore 
opportunities for direct community 
engagement. 

GREEN 

   Explore Direct Entry opportunities. The Service has considered direct 
entry opportunities through the 
NFCC and is maintaining a 
watching brief on the existing trials 
and pilots ongoing across the UK. 

AMBER 

33. By 1 August 2023, Chief Fire Officers should 
develop plans to promote progression paths for 
existing staff in non-operational roles and put 
plans in place to reduce any inequalities of 
opportunity 

Confirm launch of 
Service's Pathways and 
record how future 
inequality issues will be 
overcome.  

SWFRS A new Inclusive action plan created by EDI lead 
within Service addressing any barriers to 
progression internal to organisation.  Organisational 
development pathways already provide a robust 
pathway and were launched in April 2023 after a 
few years in development. 

Pathways have been developed for 
all roles across the Service. 
 
The Personal Review process 
aligned to NFCC Leadership 
Framework  is in the second annual 
cycle. 
 
Supervisory launched April 2023  
 
Middle Leaders pathways due to be 
launched September 2023  
 
Strategic pathways to be 
developed for 2024 

GREEN 
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The Core Code of Ethics 
 

Recommendation Service 
Response 

Organisation Actions Current Position RAG 

34. With immediate effect, Chief Fire Officers should review their 
implementation of the Core Code of Ethics and make sure it is being 
applied across their Services. 

Carry out initial review 
and report to SMT 
Business  

SWFRS Review against 
Core Code of 
Ethics. 

This is fully embedded in the Service values and 
behaviour statements. 
 
Evidence below Standards and Expectations 
Policy 
 
OP-02.051 
 
The Independent Culture Review will assess how 
the Core Code of Ethics and the Values of the 
Service are embedded. 

GREEN 

 

 

 

https://fshqsp13ws.swfs.southwales-fire.gov.uk/public/home/en-gb/sims/Document%20Library/brigade_orders/procedures_02_051_standards_and_expectations.pdf
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The Fire & Rescue National Framework for England 
 

 

Recommendation Service 
Response  

Organisation Actions Current Position RAG 

35. By the end of this Parliament, the Government should consider 
the findings and recommendations in this report when refreshing 
the Fire and Rescue National Framework for England. 

Keep up to date with ongoing discussions and 
recommended revisions to FRS Framework for 
England. Consider implications for Wales FRSs. 

WG 
HO 

Review 
findings. 

SWFRS will fully engage and 
support the delivery of this 
recommendation 

WHITE 
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Note of meeting 
 
In attendance: 
 
Hannah Blythyn MS, Deputy Minister for Social Partnership (Chair) 
Dan Stephens, Chief Fire and Rescue Adviser - WG 
Councillor Steve Bradwick, Chair South Wales Fire and Rescue Authority (FRA) 
Councillor Dylan Rees, Chair North Wales FRA (via Teams) 
Councillor Elwyn Williams, Chair Mid and West Wales FRA 
Councillor Jane Gebbie, WLGA spokesperson for Workforce 
Cerith Griffiths, Fire Brigades Union 
Tristan Ashby, Fire and Rescue Services Association (via Teams) 
Richard Fairhead, Fire Leaders’ Association (via Teams) 
Ade Robinson, Chief Executive, Fire Officers’ Association (via Teams) 
 
Karen Higgins – Head of Employment, WLGA 
CFO Huw Jakeway, South Wales FRA 
CFO Dawn Docx, North Wales FRA (via Teams) 
CFO Roger Thomas, Mid and West Wales FRA 
Liz Lalley, Director, Risk, Resilience and Community Safety - WG  
Neil Surman, Head of Social Partnership - WG 
Steve Pomeroy, Head of Fire Services Branch – WG 
Philippa Marsden, Special Adviser - WG 
Kerry Citric, Fire Services Branch - WG 
Lisa Walters, Fire Services Branch – WG (secretariat) 
 
Agenda Item 1: Welcome/Opening remarks 
 
1. The Deputy Minister for Social Partnership welcomed everyone to the second 

meeting of the Social Partnership Forum for Fire and Rescue Services, 
introducing Philippa Marsden, Welsh Government Special Adviser. The Deputy 
Minister commented there was a good selection of items for discussion and 
reminded everyone that contributions were welcome from all.     

 
Agenda Item 2: Minutes from last meeting on 26 January and Matters Arising 
 
2. Prior to the meeting, members of the Forum were provided with an update on the 

three actions arising from the last meeting on 26 January. Further to those 
updates, the Deputy Minister explained that she had written to the Wales TUC to 
seek a representative for the Forum from the green book unions; Unison, Unite 
and GMB and that she hoped to have a nomination in time for the next meeting in 
July. She further added that members would be notified once a representative 
was known. 

 
3. Members endorsed the revised Terms of Reference for the Forum which the 

Deputy Minister confirmed had been circulated prior to the meeting. 
  
Action 2.1: Members to be notified of the green book union representative when 
known.    
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Agenda Item 3: Update on: Social Partnership and Public Procurement (Wales) 
Bill, and Strikes (Minimum Services Levels) Bill  
 

• Social Partnership and Public Procurement (Wales) Bill 
 
4. The Deputy Minister confirmed the Social Partnership and Public Procurement 

(Wales) Bill had passed its final scrutiny stage in the Senedd on the 14 March and 
was on course for Royal Assent. This would be slightly delayed however, in light 
of King Charles III’s coronation. The Deputy Minister indicated there was an 
opportunity to discuss the detail of the Bill and what it will mean for the Fire and 
Rescue Authorities (FRAs) at a future Social Partnership Forum meeting, 
emphasising the importance of government, employers and unions working 
together to meet the social partnership duties imposed by the Bill.    

 

• Strikes (Minimum Services Levels) Bill 
 
5. The Deputy Minister advised members of the Forum that the Legislative Consent 

Motion on the Strikes (Minimum Service Levels) Bill was tabled in the Senedd 
yesterday (25 April) to which the Senedd opposed consent for the legislation in 
Wales. She further noted that all correspondence on the Bill, including the letter 
from the Counsel General and Minister for the Constitution to the UK Government 
opposing the Bill, had been shared with members of the Forum prior to the 
meeting. The Deputy Minister stressed that concerns were about how the Bill 
would work in practice and its impact on devolved services, and the Counsel 
General’s letter had made reference to the FRAs in Wales, as an example.        

 
6. The Deputy Minister confirmed that the Bill was at report stage in the House of 

Lords and that the Welsh Ministers were keeping a watching brief on its 
implications for Wales. As the Bill makes progress, the Deputy Minister suggested 
a meeting between the Counsel General and the Chairs and Chief Fire Officers to 
discuss the Bill implications for FRAs. All three FRAs welcomed a meeting. 
Councillor Gebbie recorded her support for the Deputy Minister’s stance on the 
Bill’s introduction in Wales.    

 
Action 3.1: As the Strikes (Minimum Service Levels) Bill makes progress, officials to 
arrange a meeting between the Counsel General and Minister for the Constitution 
and the Chairs and Chief Fire Officers of all three FRAs.      
 
Agenda Item 4: Health and Safety of Firefighters  
 
7. The Deputy Minister reminded members of the brief discussion at the last meeting 

in January, about the effects of fire contaminants on firefighters, highlighting the 
insightful report provided by Duncan Stewart-Ball of the FBU. The Deputy Minister 
emphasised the importance of continued discussions on this important issue and 
invited CG to open those discussions.      
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8. CG thanked the Deputy Minister for keeping the item on the agenda. Referring to 
paragraph 30 of the minutes from the last meeting (on 26 January), CG reaffirmed 
the FBU’s aspiration for protecting firefighters by introducing: 

 

• annual health monitoring for all firefighters, to also continue after retirement. 

• adequate monitoring and recording of firefighter exposures. 

• adequate recording of occupation of firefighter (or former occupation) in 
health and similar records, including on death certificates. 

• effective decontamination policies and training across the FRS. 

• facilities and contracts for appropriate and effective PPE and workwear 
cleaning across all services and duty systems. 

• legislation that will ensure that affected firefighters are given the 
compensation and protection they deserve.  

  
9. Whilst appreciating that all of these points could not be introduced overnight and 

that all three FRAs were already taking action to reduce the risk to firefighters, CG 
suggested a working group be established (including union representatives), to 
take these forward. In response, CFRA Dan Stephens acknowledged the work the 
fire and rescue services were already doing in this area, suggesting there could 
be value in identifying and then disseminating best practice across the three 
Welsh Fire and Rescue Services. He further indicated the value in identifying 
options to eliminate or reduce the risk from contamination to firefighters through 
the adoption of alternative firefighting tactics, making reference to the Dutch 4 
Quadrant firefighting model. He explained that this model of firefighting included 
the tactical option of offensive exterior attack which reduces the overall risk to 
firefighters as well as from fire contaminants.  DS reiterated the point that the 
primary objective must be to proactively prevent firefighters being exposed as far 
as reasonably possible to contaminants which are known to cause cancers.       

 
10. All three FRAs indicated a significant amount of work to reduce the risk of fire 

contaminants was already happening locally though acknowledged that it was 
also about firefighter behaviour. CFO Jakeway advised that in South Wales FRA, 
local adaptations had been made supported by the National Fire Chiefs Council, 
including revised decontamination procedures. His service had a fleet 
replacement programme and had Occupational Health provision with specialist 
toxicology experience. CFO Thomas indicated similar activity in Mid and West 
Wales FRA, with a refresh of its appliances and strengthening of links to 
Occupational Health. CFO Docx reported that a Decontamination Working Group 
had been established in North Wales FRA reporting to its Health and Safety 
Committee and work was ongoing with its suppliers, Emergency One, on a clean 
cab concept. She also made reference to the breathing apparatus washing 
facilities funded by the Welsh Government and her service’s intention to replace 
existing firefighting kit and to introduce new smoke hoods. This approach was 
based on local input from firefighters.   

 
11. CG thanked the CFOs for their updates which he said would provide assurance to 

his members.  He recognised though that new decontamination policies would 
only be successful if accompanied by behavioural change in firefighters too.  
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12. The Deputy Minister recognised the good work and practice already in place in 
each of the FRAs, though acknowledged the merit of getting together to discuss 
the issues in more detail and to discuss good practice to be applied consistently 
across Wales. She proposed the CFRA arranges a meeting, chaired by him, to 
include all three FRAs and representative bodies. The CFRA confirmed he would 
report back to the Forum at a later date following such discussions, with an update 
on identified good practice. 
 

Action 4.1: CFRA Dan Stephens to arrange (and chair) a meeting with the three 
FRAs and representative bodies with a view of identifying good practice in relation to 
reducing the risk of fire contaminants to firefighters.    
 
Agenda Item 5: FRS Culture and Values  
 

13. The Deputy Minister referred to the media reports on abuse and harassment 
cases in several fire and rescue services across the UK and in particular, to the 
findings of the independent review of culture in London Fire Brigade which had led 
to His Majesty’s Inspectorate of Constabulary and Fire and Rescue Services 
(HMICFRS) report on the values and culture of fire services in England. She 
acknowledged that concerns were not restricted to the emergency services, and 
extended to all walks of life, cultures and society as a whole. Members agreed 
that this was an issue that was not exclusive to the fire and rescue service 
referring to similarly shocking reports from the GMB and RCN, and with recent 
revelations about the WRU and the CBI. 

     
14. Whilst the issues were very challenging, the Deputy Minister recognised that there 

was now an opportunity for the FRAs to get on the front foot in how they handle 
cases reported to them, highlighting the Wales TUC Sexual Harassment in the 
Workplace toolkit as a way of supporting them in doing so. 

 
15. It was noted that the toolkit had received positive endorsement from a number of 

organisations, including the Joint Council for Wales which had pledged its support. 
The Deputy Minister suggested Rhianydd Williams from Wales TUC be invited to 
a future Forum meeting to deliver the TUC’s presentation on Sexual Harassment 
in the Workplace. 

  
16. Concerns were raised that in some cases the media reported inaccurate 

information on how organisations handled reports of abuse and harassment, often 
reporting they had not been responded to at all, exacerbating the situation.   
Councillor Gebbie indicated that it was important to find a way to make the public 
understand that employers were taking action to deal with cases whilst at the 
same time not breaching the employment rights of the individuals involved.  CFO 
Jakeway agreed, recognising it was about having reassurance that appropriate 
action had been taken. Philippa Marsden suggested that what the FRAs do 
publicly and collectively on what behaviours the services support and will stand 
for, could drive a change in culture. CFO Docx recognised that whilst we might not 
be able to change society, organisations could demand appropriate and respectful 
behaviour in the workplace.  

 

https://www.justiceinspectorates.gov.uk/hmicfrs/publications/values-and-culture-in-fire-and-rescue-services/
https://www.tuc.org.uk/sites/default/files/2023-03/Sexual%20Harassment%20Toolkit%20-%20English%20%281%29.pdf
https://www.tuc.org.uk/sites/default/files/2023-03/Sexual%20Harassment%20Toolkit%20-%20English%20%281%29.pdf
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17. The Deputy Minister suggested that when developing policy on the issues, that 
discussions involve staff from all levels of an organisation to ensure they can be 
delivered in practice and at a lower level. CG referenced the FBU’s policy of ‘all 
different, all equal’ giving every member the right to be accepted and treated the 
same as everyone else. He further confirmed the FBU would facilitate training 
sessions for officials in the FBU on the matter. 

  
18. Referring to HMICFRS’ report on the values and culture of fire services in England 

published on 30 March, CFO Jakeway confirmed that all three FRAs were 
conducting a gap analysis. He acknowledged however, that the report also 
contained recommendations for government and suggested a summary of the 
recommendations be set out and who was responsible for each. CFO Jakeway 
also suggested a collective approach in responding to the recommendations. SP 
agreed, indicating officials were already in discussions with the Home Office in 
respect of the recommendations that could only work on a UK-wide basis, for 
instance the recommendation for a national barred list that holds details of staff 
who have been dismissed for gross misconduct (including staff who have already 
left services).  He acknowledged that where, for instance, recommendations  
related to the Fire Standards Board, this applied to England only and not to 
Wales. In order to address this, an addendum to the National Framework to 
incorporate the recommendations for the Fire Standards Board in England would 
be considered. SP suggested a further meeting was needed to reflect on Wales’ 
response to the recommendations and to report back on that at the next Forum 
meeting in July.    

 
19. KH recognised that there was an opportunity for Wales to drive best practice and 

to do it first in Wales. The Deputy Minister agreed, confirming the Forum could be 
a means of tracking progress. CFO Jakeway referred to the ‘Speak Up Guardians’ 
in the NHS in England. He explained these were individuals in the NHS Trust that 
employees can go to, to raise issues and voice concerns. He suggested 
ascertaining if this was good practice and to consider introducing for Wales. PM 
agreed to find out and report back to the Forum. Councillor Gebbie referred to the 
many different communication systems in the health boards in Wales which made 
for ineffective communication methods. She indicated a piece of work being 
undertaken in the Cwm Taf area in which Speak Up Guardians was being 
considered. The Deputy Minister asked that the Forum be kept informed of 
developments.            

  
Action 5.1: Officials to invite Rhianydd Williams from the Wales TUC to a future 
meeting to deliver a presentation on Sexual Harassment in the Workplace. 
 
Action 5.2: PM to find out more about the Speak Up Guardians in England and 
report back to the Forum. Councillor Gebbie to keep the Forum updated on 
developments regarding Speak Up Guardians.  
 
Action 5.3: Officials to facilitate a meeting with FRAs to reflect on Wales’ response 
to the recommendations from HMICFRS’ report on the values and culture of fire 
services in England and to report back to the next Forum meeting in July.         
 
 

https://www.justiceinspectorates.gov.uk/hmicfrs/publications/values-and-culture-in-fire-and-rescue-services/
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Agenda Item 6: AOB  
 

20. The Deputy Minister asked members of the Forum to consider any items for 
discussion at the next meeting in July. Councillor Gebbie suggested an item on 
the National Joint Council (NJC) workstream on Broadening the Role of 
Firefighters. It was confirmed this would be added to the agenda.   

 
21. Councillor Williams notified members of the Forum that he would be stepping 

down as Chair of Mid and West Wales FRA in June; this would be the end of his 2 
year appointment. The Deputy Minister thanked Councillor Williams for his 
contribution and service and wished him well. This was echoed by other Forum 
members.  

 
Action 6.1: Secretariat to include an item on the NJC workstream on Broadening the 
Role of Firefighters at the next meeting on 5 July.  
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Note of meeting 
 
In attendance: 
 
Hannah Blythyn MS, Deputy Minister for Social Partnership (Chair) 
Dan Stephens, Chief Fire and Rescue Adviser - WG 
Councillor Steve Bradwick, Chair South Wales Fire and Rescue Authority (FRA) 
Councillor Dylan Rees, Chair North Wales FRA (via Teams) 
Councillor Gwynfor Thomas, Chair Mid and West Wales FRA 
Councillor Jane Gebbie, WLGA spokesperson for Workforce 
Cerith Griffiths, Fire Brigades Union 
Mark Palmer, Fire and Rescue Services Association  
Stewart Forshaw, Fire Leaders’ Association (via Teams) 
Ade Robinson, Chief Executive, Fire Officers’ Association (via Teams) 
 
CFO Huw Jakeway, South Wales FRA 
CFO Dawn Docx, North Wales FRA  
CFO Roger Thomas, Mid and West Wales FRA 
Liz Lalley, Director, Risk, Resilience and Community Safety - WG  
Neil Surman, Head of Social Partnership - WG 
Steve Pomeroy, Head of Fire Services Branch – WG 
David Hooson, Special Adviser – WG (via Teams) 
Kerry Citric, Fire Services Branch - WG 
Cerys Myers, Fire Services Branch – WG (secretariat) 
Andrea Street, Building Safety – WG 
Audrey Johns, Building Safety – WG 
Jo Larner, Building Safety – WG (via Teams) 
Rhianydd Williams, Wales TUC   
 
Apologies  
Naomi Alleyne, WLGA 
Karin Phillips, Deputy Director of Community Safety - WG  
 
 
Agenda Item 1: Welcome/Opening remarks 
 
1. The Deputy Minister for Social Partnership welcomed everyone to the third 

meeting of the Social Partnership Forum for Fire and Rescue Services and 
apologised for the delay due to issues with the technology.  
 

2. The Deputy Minister extended a welcome to Cllr Gwynfor Thomas, (new Chair of 
Mid and West Wales FRA), Stewart Forshaw (new representative for the Fire 
Leaders’ Association) and Mark Palmer, attending on behalf of Tristan Ashby 
(FRSA).  The Deputy Minister also welcomed Rhianydd Williams, Wales TUC and 
Andrea Street, Audrey Johns and Jo Larner from Welsh Government’s Building 
Safety Team.  The Deputy Minister recorded her thanks to Richard Fairhead for 
his contribution to the Forum and wished him well in his retirement.   
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Agenda Item 2: Minutes from last meeting on 26 April and Matters Arising 
 
3. Prior to the meeting, members of the Forum were provided with an update on the 

six actions arising from the last meeting on 26 April.  Further to those updates, the 
Deputy Minister explained that the meeting with the Counsel General and Minister 
for the Constitution and the Chairs and Chief Fire Officers of the FRAs had taken 
place to discuss the Strikes (Minimum Service Levels) Bill.  The Deputy Minister 
suggested the Bill, and its implications for Wales, be discussed again at a future 
meeting of the Forum, if and, when the Bill received Royal Assent.  
 

4. Steve Pomeroy referred to the action to reflect on Wales’ response to His 
Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS) 
report.  All three of the FRAs had provided detailed responses to the Deputy 
Minister’s letter of 6 May which provided assurance that they were taking 
appropriate action to implement the recommendations for FRAs.  The remaining 
recommendations required development at a national level and would be 
progressed by Welsh Government in discussion with the Home Office and the 
other devolved governments.  A written update would be provided at the next 
meeting to set out the position in detail across all of the recommendations.    
         

5. The Deputy Minister added that the representatives for the Forum from the green 
book unions, Unison, Unite and GMB, had been confirmed the previous day.  The 
details of the meeting had been shared with them, but they had been unable to 
attend.  The Deputy Minister indicated that she would meet the new members to 
update them on the purpose of the Forum and developments to date, in advance 
of their attendance at the next meeting. 

 

Action 2.1: Officials to provide a paper on Wales’ response to the recommendations 
of the HMICFRS report, at the next meeting on 25 October.  
 
Action 2.2: Officials to arrange a meeting between the Deputy Minister and Unison, 
Unite and GMB representatives, in advance of the next meeting.  

 

Agenda Item 3: Building Safety  
 

6. Building Safety officials provided an update on remediation works, including 
progress on buildings where developers have signed up to a contract to undertake 
life critical fire safety works, the initial cohort of orphan buildings and the PAS 
9980 Task and Finish Group, which included representation from the Fire and 
Rescue Service. 
 

7. Officials from the Building Safety team updated on proposals for changes to the 
building safety regime for multi-occupied residential buildings at the occupation 
phase and the implications for the FRAs.   
 

8. Work had continued to take place to build on proposals originally set out in the 
Safer Buildings in Wales White Paper.  The proposals aimed to establish a robust 
and coherent regulatory system, which would hold those responsible to account 

https://gov.wales/safer-buildings-wales
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and ensure accurate, up to date information was held on all in-scope, multi-
occupied residential buildings.  This was to include the identification of an 
accountable person to be responsible for managing building safety risks and 
would include enforcement sanctions and collaboration issues.  It was anticipated 
that local authorities would maintain a register of the buildings and accountable 
persons.  Although Local Authorities would be responsible for regulating the 
regime, responsibility for fire safety would remain with FRS.  This meant that there 
would be a need for greater collaboration and information sharing between the 
FRS and LAs.   

 

9. The Welsh Government was working alongside the WLGA to set up a Joint 
Inspection Team (JIT) for Wales.  The JIT would bring added capacity to 
inspection and was intended to be a live learning experience over a period of two 
years.  This work was progressing although there were some issues still being 
worked through. 

 

10. The Welsh Government had also commissioned IFF Research to look at the 
current building safety workforce, specifically, Housing and Environmental Health 
teams and the support services they used, such as legal and administration.  This 
work was looking at a range of issues including capacity, learning and 
development and barriers to enforcement.  The final report was expected to be 
received in August and would be published in the autumn.    

 

11. A series of workshops was underway to discuss the proposed occupation 
phase regime reforms with local authorities and the FRAs.  The FRAs were 
thanked for their continued support in developing the proposals.  
   

12. The following points were raised:-  
 

• Cllr Gebbie raised concerns about the responsibility being placed upon local 
authorities which would add to the existing pressures they faced in terms of 
workforce capacity.  Local authorities were experiencing difficulty in 
recruitment and retention in building control and legal services.  Cllr Gebbie 
also raised concerns with limiting the JIT appointments to a two-year contract, 
suggesting this may deter applicants.  
 

• Cllr Bradwick queried the level of funding required to implement the proposals,  
and voiced concerns over the lack of awareness of the position on buildings in 
Senedd Members’ own areas.   
 

• CFO Docx queried North Wales region representation at the workshops.  
Audrey Johns advised that Lee Williams and Tim Owens represented the FRA 
from North Wales but would need to confirm the LA representative.    
 

• CFO Jakeway recognised that some work was needed to ensure the Fire 
Safety Act 2021 and Building Safety Act 2022 interacted with each other.  CFO 
Jakeway added that the local authorities and the fire and rescue authorities 
would need to work through the sensitivities surrounding the regulatory role, at 
the planned workshops.  He reiterated his concern that six years after the 
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Grenfell Tower fire, there were still buildings in Wales that required 
remediation.  
 

• CFO Thomas referred to the delay in appointing the JIT and queried the start 
time of the two-year appointments.  It was confirmed that currently plans are 
for the two-year period to commence once the team had been enrolled.     

 
13. The Deputy Minister recognised the workforce challenges presented by the 

proposals and stated that the purpose of the Forum was to provide a space to 
voice such concerns.  The Deputy Minister indicated that she would follow up 
concerns regarding Senedd members having an up to date understanding of the 
current building safety landscape in Wales with officials outside the meeting.    
The Deputy Minister agreed that the information needed to be as accessible as 
possible to make clear that action was being taken.  The Deputy Minister 
suggested the Building Safety team be invited back to a future meeting of the 
forum to provide an update on progress.   
 

14. Andrea Street thanked the Forum for its feedback and confirmed that similar 
concerns about workforce had been raised at the workshops held to date and that 
they were mindful of this in their work.  She further added that the Minister for 
Climate Change had issued a statement about building safety (Plenary 
04/07/2023 - Welsh Parliament (assembly.wales)) recently.  In terms of the JIT, 

Andrea Street recognised the challenges in recruiting on a short-term contract in 
terms of attractiveness to potential applicants but that there was some 
contingency in place to bring in expertise on an ad-hoc basis if needed. The JIT 
had established a steering group to assist with the recruitment phase and to begin 
to think about evaluation.  Andrea Street noted that in terms of building safety 
across reform and remediation, consideration had been given to various 
mechanisms for communicating the changes to the public.  This ranged from 
regular newsletters to social media campaigns.  Building Safety officials would 
share the latest newsletter with the Deputy Minister, and details of how to access 
this and future updates with Forum members.            

 

Action 3.1: Building Safety officials to confirm LA representatives from North 
Wales that had attended the workshops.   
 
Action 3.2: Building Safety officials to provide a copy of the most recent 
newsletter to the Deputy Minister for sharing with other members of the Senedd 
and include details of how to sign up to future updates to be shared with Forum 
Members.   
 
Action 3.3:  Officials to invite the Building Safety team to provide a further update 
at a future meeting of the forum.   

 
Agenda Item 4: Sexual Harassment in the workplace  

 

15. Rhianydd Williams explained that the Wales TUC had undertaken a survey 
amongst its workers and the results had shown various forms of sexual 
harassment had taken place.  Sexual Harassment was now a standard agenda 

https://record.assembly.wales/Plenary/13404#A80835
https://record.assembly.wales/Plenary/13404#A80835


Social Partnership Forum for Fire and Rescue Services 
05 July 2023 (Ty Hywel, Cardiff Bay) – 11:00-12:30  
 

Page 5 of 7 
 

item at all Wales TUC meetings.  The FRAs were encouraged to follow this 
practice and to develop a statement to be read or displayed at every public 
meeting held, to outline its expectation of behavioural standards.     
 

16. Rhianydd Williams explained that technology had become a key part in the 
movement of change of sexual harassment and domestic terrorism.  She referred 
to the various social media channels currently available, such as Tik Tok, Pick up 
Artists and Dating Life Coaches, and named a number of content creators who 
focussed on masculine empowerment and rejection of feminism.  The content 
appeared to have a strong influence on younger persons, particularly those that 
are lonely and vulnerable and may lack social interaction with their peers.       

 

17. The Wales TUC Sexual Harassment in the Workplace toolkit was aimed at 
union officials and workplace representatives to help reduce this type of 
behaviour, recognising that no workforce was immune.  The Wales TUC had 
engaged with the Welsh Governments Violence Against Women Domestic Abuse 
team to produce an All-Wales Sexual Harassment Policy.  The Work Protection 
Bill, aimed at placing a duty on employers to protect employees from sexual 
harassment in the workplace,  was likely to fail in Parliament.  Rhianydd Williams 
indicated that the challenge now was for the Welsh Government  to consider how 
it could support the policy in Wales.  The Deputy Minister agreed that abuse and 
harassment in the workplace could not  be tolerated and recognised that 
managers also needed support to ensure that incidents were dealt with fairly and 
effectively.      

 

18. The Forum made the following observations:-  
 

• Cllr Gebbie spoke of instances where victims and perpetrators had disclosed 
information of their experiences, yet employers were prevented from 
disclosing the action it had taken to respond.  There was no recourse for 
employers to reflect that an issue had been dealt with effectively.  
 

• Cllr Gebbie also referred to an incident where a perpetrator had been a trade 
union representative and the Trade Union had not disclosed the reported 
incident to the employer.  Cllr Gebbie suggested that Trade Unions should be 
required to report any such incidents so that the employer could carry out the 
appropriate disciplinary procedures. 

 

• CFO Jakeway suggested building on the existing training materials and 
programmes aimed at young persons (through the FRAs Fire Cadets 
programme for instance), to help guide them to influential podcasts and 
appropriate male role models.  But it was important that input on appropriate 
behaviours around misogyny were part of the overall school curriculum too.    
 

• CFO Jakeway informed the Forum of a legislative change to the Rehabilitation 
of Offenders Act 1974 (Exceptions) Order which allowed the fire and rescue 
services to access higher levels of Disclosure Barring Service (DBS) checks 
more efficiently.  CFO Jakeway invited the unions to support the FRAs in 
implementing the change.  The amendment was supported by the Forum with 

https://www.tuc.org.uk/sites/default/files/2023-03/Sexual%20Harassment%20Toolkit%20-%20English%20%281%29.pdf


Social Partnership Forum for Fire and Rescue Services 
05 July 2023 (Ty Hywel, Cardiff Bay) – 11:00-12:30  
 

Page 6 of 7 
 

no issues raised by any of the Trades Union representatives in attendance.  
CFO Jakeway would provide a copy of the press statement that had been 
issued by the National Fire Chiefs Council.           
 

• Cllr Gebbie suggested a group photo of the Forum members with Rhianydd 
Williams, as representative of the Wales TUC, would demonstrate their 
support and endorsement of the Workplace Harassment Toolkit / agenda.  
The Forum agreed.       

 
19. Rhianydd Williams advised that Wales TUC was considering the principles of 

the General Data Protection Regulations to reduce barriers that some employers 
have faced.  She added that a campaign would be launched in October, which 
would focus on the interaction and communication amongst the male gender.         

 

Action 4.1: CFO Jakeway to share a copy of the National Fire Chiefs Council press 
statement on changes to Rehabilitation of Offenders Act 1974 (Exceptions) Order. 

Action 4.2: Officials to share contact details for Rhianydd Williams with the Forum. 

 
Agenda Item 5: Health and Safety of Firefighters  

 
20. CFRA Dan Stephens referred to the University of Central Lancashire (UClan) 

study into cancer incidence and mortality rates amongst firefighters, as raised by 
the FBU and discussed at the last meeting.  The CFRA had produced a summary 
of the work that was being undertaken by the three FRAs, against each of the 
recommendations.  The CFRA thanked the FRAs for the extensive level of detail 
they had provided.     
 

21. The CFRA reported that he had met with the three FRAs and representative 
bodies on 14 June, to discuss the work that the FRAs had undertaken to date and 
to highlight areas of good practice.  The note of that meeting had been provided to 
the Forum as part of the papers. 
  

22. The CFRA noted that the FRAs had no control over matters relating to 
legislation around compensation, and the recording of occupation in health 
records, which were a matter for the Welsh Government.  These issues had been 
raised with Health policy officials.   

 
23. Cerith Griffiths thanked the Forum for the work undertaken to address the 

concerns raised. He added a further concern that the presentation by Dr Huw 
Rees, included as an appendix to the main report, may be seen as diminishing of 
the work undertaken by the UClan.  The CFRA and CFO Jakeway assured Cerith 
Griffiths that this was not the case, and that Dr Rees was offering a well-informed 
view based on his expertise in this area.  CFO Thomas referred to an error in the 
summary of work compiled by the CFRA and clarified that firefighters in Mid and 
West Wales undertook bi-annual fitness testing whereas the instructors undertook 
annual testing.   CFO Thomas added that a new facility for compartment fire 
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training had been built into their training centre at Earlswood.  The Deputy Minister 
thanked the Forum for working in partnership to achieve the desired outcome.     
 

 
Agenda Item 6: National Joint Council’s project on Broadening the Role of 
Firefighters  
 

24. The Deputy Minister invited Cllr Gebbie to lead the discussion.  Cllr Gebbie 
informed the Forum that she was representing Wales at a working group 
established by the National Joint Council.  Cllr Gebbie asked the Welsh 
Government to clarify its position ahead of the first meeting, which was to take 
place in September.  The Deputy Minister agreed that we needed clarity on what 
the outcome of any NJC discussions on broadening the role would mean for FRAs 
in Wales, but also how the work to develop the BRF specification in Wales should 
feed into the NJC discussions as this ultimately set out the agreed support needed 
for the NHS in Wales.  The Deputy Minister indicated that this would be picked up 
with Cllr Gebbie outside the meeting.  It was also agreed that Cllr Gebbie would 
provide feedback on NJC progress at the next meeting.   
 

25. Huw Jakeway pointed out that the Home Office White Paper on FRA reform fed 
into these developments.  The Deputy Minister informed the Forum that she had 
met with Rt Hon Chris Philp MP recently where he had expressed interest in 
progressing the broadening the role agenda in England.  As part of that 
discussion, the Deputy Minister had briefed the Home Office Minister on the work 
undertaken in Wales to establish the needs of the NHS and the firefighter safety 
issues that have emerged as part of that work.   The UK Government’s White 
Paper was expected to be published in the forthcoming months.  A link would be 
provided to the Forum.     

  
Action 6.1:  Officials to update Cllr Gebbie on the Welsh Government’s position on 
Broadening the Role of Firefighters, in advance of the NJC Working Group meeting 
in September.    
 
Action 6.2:  Officials to circulate a link to the UK Government’s response to its White 
Paper once published.    
 
 
Agenda Item 7: AOB  
 

26. The Deputy Minister asked members of the Forum to consider any items for 
discussion at the next meeting in October.  Councillor Gebbie suggested an item 
on White Ribbon Day.  It was confirmed this would be added to the agenda along 
with an update on BRF NJC developments, the Home Office white paper and, as 
previously discussed, an update on action taken regarding HMICFRS Culture  
recommendations.   

 
Action 7.1: Secretariat to include agenda items on White Ribbon Day, Broadening 
the Role of Firefighters NJC developments, the Home Office White Paper response 
and the HMICFRS Culture recommendations, at the next meeting on 25 October.  
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Note of meeting 
 
In attendance: 
 
Hannah Blythyn MS, Deputy Minister for Social Partnership (Chair) 
Councillor Dylan Rees, Chair North Wales Fire and Rescue Authority (FRA) 
Councillor Steve Bradwick, Chair South Wales FRA 
Councillor Elwyn Williams, Chair Mid and West Wales FRA 
Councillor Jane Gebbie, WLGA spokesperson for Workforce 
Duncan Stewart-Ball, Fire Brigades Union 
Tristan Ashby, Fire and Rescue Services Association (via Teams) 
Richard Fairhead, Fire Leaders’ Association (via Teams) 
Ade Robinson, Chief Executive, Fire Officers’ Association (via Teams) 
Naomi Alleyne - WLGA 
CFO Huw Jakeway, South Wales FRA 
CFO Dawn Docx, North Wales FRA 
CFO Roger Thomas, Mid and West Wales FRA 
 
Liz Lalley, Director, Risk, Resilience and Community Safety - WG  
Neil Surman, Head of Social Partnership - WG 
Gary Haggaty, Head Community Safety - WG 
Dan Stephens, Chief Fire and Rescue Adviser - WG 
Steve Pomeroy, Head of Fire Services Branch - WG 
Kerry Citric, Fire Services Branch - WG 
Lisa Walters, Fire Services Branch - WG 
 
Introductions 
 
1. The Deputy Minister welcomed everyone to the first meeting of the Social 

Partnership Forum for Fire and Rescue Services and introductions around the 
table were made. She indicated the Forum was an opportunity for collective 
discussions on broader issues and practical challenges facing the fire and rescue 
services in Wales and hoped it would be constructive and productive for everyone.    

 
Agenda Item 1: Terms of Reference 
 
2. The Deputy Minister noted the Terms of Reference (circulated to members prior to 

the meeting) reflected the Welsh system of social partnership. Cllr Bradwick 
disagreed, indicating that having the Chief Fire Officers (CFOs) as observers on 
the Forum as opposed to standing members, did not reflect that ethos. The Chairs 
did not have the same level of expertise as the CFOs, and therefore in his view, 
the CFOs should also be able to ask questions. Cllr Rees agreed, referring to his 
letter to the Deputy Minister in December raising similar concerns. The Deputy 
Minister explained the composition had been set in this way to create a balanced 
membership of employer representatives, representative bodies and Welsh 
Government officials and reaffirmed that as observers, the CFOs could contribute 
to discussions if called upon by the Chairs. 

  
3. Cllr Gebbie was concerned that union membership of the Forum did not represent 

green book staff and asked that this be reconsidered. She also questioned how 
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collective discussions could support the broadening of the role proposal, when this 
directly impacted firefighter pay, terms and conditions and health and well-being, if 
these elements were excluded from discussions. As a minimum discussions 
should include terms and conditions. The Deputy Minister explained the rationale 
was to set aside pay as that would remain a matter for the National Joint Council 
though agreed to reconsider the membership of representative bodies.  

 
Action 1.1: Deputy Minister to consider inviting representatives from green book 
unions and to update members with the outcome.   
 
Agenda Item 2: Social Partnership and Public Procurement Bill and how it 
relates to FRAs 
 
4. NS provided an update on the Social Partnership and Public Procurement (Wales) 

Bill. The Bill had completed its Stage 2 consideration in Committee on 23 January, 
with Stage 3 to take place in March. He explained the Bill had four main aims: 

 

• to establish a statutory Social Partnership Council (SPC) for Wales composed 
of a diverse range of members, chaired by the First Minister. It is proposed 
the SPC would include other Ministers as well as 9 seats for employer 
representatives from the public, private and third sectors and 9 seats for 
worker representatives to be nominated by Wales TUC.  The Partnership 
Council would provide information and advice to Welsh Ministers on all of the 
duties set out in the Bill;  

• to amend the “A Prosperous Wales” goal set out in the Wellbeing of Future 
Generations Act (WFGA) in order to strengthen links to fair work; all public 
bodies will need to revisit their well-being objectives; 

• to introduce statutory social partnership duties on public bodies. This would 
require public bodies, including FRAs, to seek compromise or consensus with 
their recognised trade unions or, where there is no recognised trade union, 
with other representatives of their staff in setting and delivering on their well-
being objectives under the WFGA;  

• to undertake socially responsible procurement and imposing new contract 
management duties on public bodies aimed at improving ethical standards in 
procurement supply chains and a requirement that public bodies publish their 
plans for procuring in a socially responsible way.  

 
5. NS indicated the Bill was scheduled to receive Royal Assent at the end of April 

and become law end of May. The SPC would need to be established within 6 
months of the Bill coming into force. Following Royal Assent, the Deputy Minister 
indicated she planned to engage with those the legislation will affect to see how it 
could be delivered. NS noted there was a programme in place to manage 
implementation of the legislation and a Social Partnership Forum, chaired by the 
Deputy Minister, had been established to make recommendations on the practical 
arrangements and composition of the SPC. Members of the SPC would be 
appointed by the First Minister.  

 
6. Cllr Bradwick asked if the UK Government had been consulted with on the Bill and 

whether there was a risk of challenge to the Bill’s proposals. The Deputy Minister 
explained there was a four week window in which the UK Government could 
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challenge the proposals though only on the basis of competency. She was 
confident the proposals were within the competence of the Senedd, and NS said 
the proposals were tailored to the constraints of the devolution settlement and 
framed around the WFGA in order to mitigate such challenge. 

  
7. CFO Jakeway asked the Deputy Minister’s thoughts on the UK Government’s Bill 

for minimum cover level during strikes. The Deputy Minister indicated Welsh 
Ministers were opposed to the Bill which in their view acted as a distraction to the 
wider issues. Advice from the Counsel General was currently being sought and 
the Deputy Minister assured members she would keep them abreast of the 
situation. 

  
Action 2.1: Officials to update FRAs on any developments relating to the Welsh 
Government response to the Minimum Service Standards Bill.  
 
Agenda Item 3: RDS retention and recruitment 
 
8. The Deputy Minister acknowledged issues around recruitment and retention to the 

RDS were longstanding and would not be solved overnight. It would take a 
collective effort to unpick some of the issues and discussions today would be a 
starting point.  The Deputy Minister recognised the contribution RDS made to the 
workforce and recorded her gratitude for their professionalism, dedication and 
commitment to the role. Any issues were related to the system and not the 
firefighters themselves. 

 
9. Cllr Rees indicated real challenges in North Wales FRA in recruiting and retaining 

firefighters to RDS. The CFO had commissioned a review of the system, resulting 
in 87 recommendations relating to pay, reward and training. The review had 
included interviewing serving RDS firefighters and established that the goodwill of 
the RDS normally relied on, was rapidly declining. Cllr Rees noted the review 
would align to the FRA’s Emergency Fire Cover review. CFO Docx indicated the 
service could no longer rely on goodwill to recruit and retain firefighters to the 
RDS, but rather it needed an appropriate pay and reward scheme. Similar issues 
were echoed in Mid and West Wales FRA.  The pay as you go system meant that 
because call out rates were lower RDS firefighters were now being paid less than 
they were 10 years ago. 

 
10. CFO Thomas viewed his service as on-call with wholetime back-up, which in 

many areas, it was wholly dependent on. For him, the current RDS model was no 
longer fit for purpose, with a decline over the last 7 years further impacted by 
Covid. Whilst his service had attempted to address some of the issues, it had 
always come back to remuneration. CFO Thomas recognised the financial 
pressures on his constituent authorities, indicating that remuneration for RDS 
would be addressed incrementally. 

  

11. Although the same issues were not experienced in South Wales FRA due to its 
geography and salary scheme for RDS firefighters, Cllr Bradwick noted similar 
issues in recruiting RDS firefighters in Abergavenny and Monmouthshire. CFO 
Jakeway indicated his service’s investment in a salary scheme for RDS 15 years 
ago had not been cheap. However, it provided a contract of 105 hours per week 
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within which community fire safety activity and administration was included. He 
noted that in rural areas and due to the constraints of valleys’ geography, 
recruitment and retention to the RDS from these areas, still proved challenging.  

  
12. DS-B indicated his reasons for joining the RDS had been based on its exciting 

challenges, acknowledging RDS firefighters’ contribution to the reduction in overall 
fires in Wales. That reduction however, now called for broadening of the role to be 
included to increase calls and workload, and to also help communities.  

 
13. TA recognised the issue of RDS recruitment and retention was not restricted to 

FRAs in Wales, however, highlighted Hertfordshire, Worcestershire and 
Shropshire FRAs as good practice. He acknowledged the many reviews 
undertaken to determine the reasons for low recruitment and retention rates to the 
RDS, but noted most had not been enacted effectively or in full as too often 
concentration and focus moved to other issues. He echoed that broadening the 
role would be an incentive for joining the RDS. CFO Thomas however, suggested 
that broadening the role made a small but not significant difference. A number of 
stations in Mid and West Wales FRS were already responding to uninjured fallers 
with little difference to recruitment and retention rates. 

  
14. SP suggested that there were a set of improvements that could be made based 

on good practice elsewhere, but that there were a broader more fundamental set 
of issues around the role that needed further long term consideration.  The issue 
was not just about broadening the role but could expand to how RDS fits into the 
way public services are delivered in rural areas. He further added that whilst it 
would cost five times as much to change all RDS stations to wholetime, he 
suggested reviewing the number of wholetime stations to determine if they were 
actually needed. CFO Jakeway indicated FRAs were risk based organisations, 
therefore having all wholetime stations would go against that ethos. RDS stations 
were a valued resource and a good use of public money. CFO Docx added this 
was the process of her authority’s Emergency Fire cover review, though 
constituent authorities would likely view this as a reduction in costs to them. 

 
15. TA did not see that increasing remuneration would solve the issues of recruitment 

and retention to RDS. Firefighters did not normally join for pay, though it is often 
the reason they leave, suggesting in-service recognition or bonus payments could 
aid retention. DS-B also shared that following drills, firefighters were often 
expected to complete their personal development record in their own time, due to 
a lack of tablet devices. 

 
16. The Deputy Minister concluded the issues presented would require a wholesale 

approach to solving them, recognising that some small changes could be made in 
the interim and suggested they be explored. She noted a question had been 
raised in plenary earlier that week on the issues of recruitment and retention to 
RDS where she made a commitment to collectively discuss the issues at the 
Social Partnership Forum for Fire and Rescue Services.  

 
17. Cllr Bradwick placed on record his thoughts for the Scottish firefighter in a critical 

condition resultant of the fire at Jenners in Edinburgh earlier that week, which 
members echoed.  
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Agenda Item 4: Firefighter safety 
 

18. The Deputy Minister acknowledged the CFRA’s reviews on Capacity to undertake 
Broadening of the Role and Operational Training had made for some challenging 
conversations. She made clear it was not her intention to impose changes to 
firefighters’ terms and conditions, though she did expect firefighter safety to be 
considered. DS had met with the three CFOs the week before to discuss how 
firefighter capacity could be accessed to support a broadened role, indicating he 
would meet again with them individually in the coming weeks. DS noted he had 
also discussed the training review recommendations with the CFOs and separate 
advice would be submitted to the Deputy Minister. 

 
19. Members’ overall consensus was that any changes to current shift patterns would 

be seen as a fundamental attack on firefighters’ terms and conditions and would 
undoubtedly result in industrial action. Cllr Gebbie asked if there was an intention 
to look at the working hours of all public services, indicating a change in working 
hours for firefighters would set a precedent.  

 

20. DS-B indicated current shift patterns did not breach the Working Time Regulations 
1998, referring to section 10 of the regulations which implies a rest period of 11 
hours between shifts. DS-B noted that CFOs were undertaking a training time 
analysis across Wales which should show that there was still capacity under 
current arrangements to also undertake a broadened role.   

 
21. DS made clear it was not about shift changes, but rather shift equalisation, 

indicating that many FRAs had achieved shift equalisation through a collective 
agreement. He made reference to Merseyside as one such FRA. DS-B asked 
whether an evaluation of those firefighters on a 12-hour shift pattern had been 
carried out, indicating that intelligence suggested firefighters moving to this shift 
pattern experienced increased fatigue with no increase in productivity. It also 
affected firefighters’ work life balance, particularly affecting female firefighters.           

   
22. CFO Jakeway indicated his authority’s response to the review recommendations 

was progressing through its usual governance structure and in line with those 
arrangements, would be considered by the Fire Authority next month before a 
formal response to the Deputy Minister was made. Cllr Rees noted his authority 
was looking to address the recommendations through an action plan linked into its 
Emergency Fire Cover review. 

 
23. CFO Thomas had real concerns about the impact response to non-injured fallers 

would have on the services’ statutory duties. Non-injured faller incidents were 
categorised as green calls for WAST and had the potential to tie-up firefighters for 
long periods of time, impacting on their availability. DS-B indicated the FBU’s 
support for broadening of the role and for progressing this agenda. 

 
Agenda Item 5: Budget setting 
 

24. Cllr Rees noted the budget setting discussions with his constituent authorities for 
the forthcoming financial year had been challenging, indicating extreme pushback 
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to the FRA’s initial budget proposal of a 13.5 percent increase. Several further 
negotiations concluded a 9.9 percent increase, meaning a reduction in frontline 
services from 20 to 18 day time crews and a reduction in home safety visits from 
20,000 to 17,500 per annum.  

 
25. Cllr Bradwick indicated a similar experience with his constituent authorities, with 

negotiations concluding a 13.8 per cent increase compared with the current year. 
He suggested a council tax precept for raising FRA budgets, be considered. 

 
26. Cllr Williams noted a 13 percent increase to his authority’s budget in 2023-24, 

indicating the withdrawal of the Airwave grant had been difficult to accept. The 
Deputy Minister acknowledged this, adding the pressures were acutely felt by the 
Welsh Government also, making for some difficult conversations overall.  

 
Agenda Item 6: University of Central Lancashire’s study of mortality rates in 
firefighters 
 

27. DS-B referred to two recent studies undertaken by the University of Central 
Lancashire (UClan) into cancer incidence and mortality rates amongst firefighters. 
The studies concluded that UK firefighters were significantly more likely to die 
from cancer, heart attack, stroke or other diseases, and that contaminants found 
in fires were linked to increased rates of these diseases and to mental health 
issues among firefighters. The reports included that: 

• the cancer rate in firefighters aged 35-39 is up to 323% higher than in the 
general population that age. 

• firefighters have higher cancer death rates at younger age brackets (55–59) 
when compared to the general population (at the age 70–74). 

• firefighters’ mortality rate from all cancers is 1.6 times higher than the general 
population. 

28. DS-B also noted the studies found that certain types of cancer were significantly 
higher; prostate 4 times higher, leukaemia 3 times higher and oesophagus 2 times 
higher. Where cancer with an unknown origin had spread, the rate was 6.37 times 
higher than the general population. UK firefighters who had served at least 15 
years were almost twice as likely to develop cancer compared with those who had 
served less time, and firefighters had over five times higher mortality rates from 
heart attack and almost three times from a stroke, compared with the general 
public. 

 
29. DS-B noted the topic was debated on in the Scottish Parliament on the 19 

January by MP Maggie Chapman, indicating the debate had been very positive 
with overwhelming support for the report’s recommendations. DS-B expressed his 
gratitude to the three CFOs for the work they had implemented as part of the 
FBU’s decontamination campaign, including a Decontamination working group, 
two breathing apparatus washing machines and designated zones on stations to 
prevent cross-contamination. 

 
30. DS-B indicated the FBU was seeking the Welsh Government’s support for the 

three FRAs in implementing: 
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• annual health monitoring for all firefighters, to also continue after retirement. 

• adequate monitoring and recording of firefighter exposures. 

• adequate recording of occupation of firefighter (or former occupation) in 
health and similar records, including on death certificates. 

• the introduction of effective decontamination policies and training across the 
FRS. 

• the introduction of facilities and contracts for appropriate and effective PPE 
and workwear cleaning across all services and duty systems. 

• the introduction of legislation that will ensure that affected firefighters are 
given the compensation and protection they deserve.  

 
31. SP noted amendments to the Firefighters Compensation Scheme regulations 

were in the pipeline, indicating a potential opportunity to address some of these 
requirements. SP agreed to liaise with DS-B separately. 

  
32. The Deputy Minister recognised the value of updating members on these 

important findings and suggested the conversations continue in advance of the 
next Social Partnership meeting. 

  
Action 6.1: Officials to establish how the Welsh Government could support FRAs to 
implement the recommendations of the studies into the mortality rates of firefighters,  
including opportunities to address them in forthcoming changes to the Firefighters 
Compensation Scheme regulations.  
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Note of meeting 
 
In attendance: 
 
Hannah Blythyn MS  Deputy Minister for Social Partnership (Chair) 
Dan Stephens  Chief Fire and Rescue Adviser, WG 
Cllr Paul Cunningham Deputy Chair, North Wales FRA (via Teams) 
Cllr Gwynfor Thomas Chair, Mid and West Wales FRA 
Cllr Jane Gebbie  WLGA spokesperson for Workforce 
Cerith Griffiths  Fire Brigades Union 
Tristan Ashby  Fire and Rescue Services Association (via Teams) 
Zoe Codd   Unite the Union (via Teams) 
Darron Dupre  UNISON 
Gareth Morgans  GMB (via Teams) 
 
CFO Huw Jakeway  South Wales FRA 
CFO Dawn Docx  North Wales FRA  
CFO Roger Thomas Mid and West Wales FRA 
Naomi Alleyne  WLGA 
Liz Lalley   Director, Risk, Resilience and Community Safety, WG  
Stephen Layne  Deputy Director Fair Work, WG 
Steve Pomeroy  Head of Fire Services Branch, WG 
Kerry Citric   Fire Services Branch, WG 
Lisa Walters   Fire Services Branch, WG (secretariat) 
 
Apologies 
 
Cllr Steve Bradwick  Chair, South Wales FRA 
Cllr Dylan Rees  Chair, North Wales FRA 
Ade Robinson  Fire Officers’ Association  
Stewart Forshaw  Fire Leaders’ Association 
Karin Phillips   Deputy Director of Community Safety, WG 
 
Agenda Item 1: Welcome/Opening remarks 
 
1. The Deputy Minister welcomed everyone to the fourth meeting of the Social 

Partnership Forum for Fire and Rescue Services, extending a welcome to new 
standing members, Zoe Codd (Unite), Darron Dupre (UNISON) and Gareth 
Morgans (GMB). The Deputy Minister explained to members that she had met 
with Zoe, Darron and Gareth for an introductory meeting on 4 October and to give 
them a flavour of the work of the Forum to date. The Deputy Minister also 
informed members that the minutes from the first three meetings of the Forum had 
been provided to Zoe, Darron and Gareth, and that she welcomed their 
contributions to future discussions. 

  
2. The Deputy Minister also welcomed Cllr Paul Cunningham (Deputy Chair, North 

Wales FRA), deputising for Cllr Dylan Rees; and Stephen Layne, Deputy Director 
of Fair Work (WG), attending to cover the Strikes (Minimum Service Levels) Act 
2023, at agenda item 3. Apologies were noted from Cllr Dylan Rees, Cllr Steve 



Social Partnership Forum for Fire and Rescue Services 
25 October 2023 (Hybrid/Pierhead Building, Cardiff Bay) – 11:00-12:30  
 

Page 2 of 7 
 

Bradwick, Stewart Forshaw, Ade Robinson and Karin Phillips. The Deputy 
Minister also extended her best wishes to Cllr Bradwick.  
 

Agenda Item 2: Minutes from last meeting on 5 July and Matters Arising 
 
3. Prior to the meeting, members of the Forum were provided with the note of the 

last meeting on 5 July and an update on the 10 actions arising from it. The Deputy 
Minister reflected that all of the actions had been discharged as indicated, apart 
from action 6.2 which was for officials to circulate a link to the UK Government’s 
(UKG) response to its White Paper on reforming Fire and Rescue Services in 
England, when published. The Deputy Minister explained that the UKG’s response 
to its consultation had not yet been published, and therefore a link to the response 
and a follow-up discussion at a future Forum meeting would take place following 
its publication. The Deputy Minister suggested however, that publication of the 
response might be delayed pending the next general election. Members endorsed 
the note of the last meeting as presented.   
 

4. The Deputy Minister informed members that the Terms of Reference for the 
Forum had been updated to reflect standing members from UNISON, Unite and 
GMB. Darron Dupre clarified that all three unions (UNISON, Unite and GMB) had 
been fully willing to attend the last meeting of the Forum in July, except for the late 
invitation (the day before), and wished to put that on record. The Deputy Minister 
explained that there had been a misunderstanding in communications.        

 
Agenda Item 3: Strikes (Minimum Service Levels) Act 2023   

 

5. The Deputy Minister invited Stephen Layne to present the item. Stephen 
explained to members that the Strikes (Minimum Service Levels) Act 2023 which 
received Royal Assent on 20 July, had three main principles:  
 

• Provides the Secretary of State with regulation making powers to specify 
minimum services levels across a range of public services during periods of 
strike action; 

• Enables employers to serve a “work notice” when strike action is called.  The 
work notice will identify the individuals required to work and the work they 
must do to maintain minimum service levels during strike action; 

• Requires Trade Unions to take “reasonable steps” to encourage members 
who are identified in the work notice to attend work and not participate in 
strike action. 

   
6. Stephen explained that the reasonable steps will include Trade Unions having to 

issue a “compliance notice” encouraging members to comply with the work notice. 
The compliance notice is expected to remind members of the work notice issued, 
instruct those who have been served a work notice to ignore strike action, and to 
actively encourage members to cross the picket line. Whilst adhering to those 
requirements would provide Trade Unions with immunity from being sued for 
economic loss, Stephen expressed that the reasonable steps require trade unions 
to operate in ways that effectively undermine strike action and members’ rights to 
strike. Workers who breach a work notice would lose protection from unfair 
dismissal. 
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7. Stephen Layne referred to the Counsel General and Minister for the Constitution’s 

latest letter to the UKG in which he reaffirmed the Welsh Government’s opposition 
to the Strikes (Minimum Service Levels) Act because in the Welsh Government’s 
view, the Act is unnecessary, probably unworkable and interferes with devolved 
public services. Stephen further commented that there had been no campaign 
from employers or members of the public to legislate for a minimum service level. 
He further indicated that the Act would not help industrial relations.      
 

8. Stephen Layne explained that the Act was a skeleton framework on how the 
minimum service levels would operate and that the detail, which was still being 
defined, would become clearer when the draft regulations were published. Stephen 
informed members that the timetable for publishing the draft regulations was 
uncertain and difficult to predict. He further advised however, that ahead of making 
the regulations, the UKG had undertaken a public consultation on the reasonable 
steps trade unions should take to ensure their members comply with a work notice 
served by an employer, as well as developing guidance for employers, trade unions 
and workers on the serving of work notices. 

 
9. Stephen Layne stressed that it was clear the UKG was committed to the Act, and 

recognised the importance of discussions like this to help determine how public 
services in Wales would respond to a minimum service level regulation. Passenger 
rail services would probably be the UKG’s first priority to progress. 

  
10. The Deputy Minister thanked Stephen for the update and invited members to 

respond. Cllr Gebbie sought clarification on whether the Act was within the legislative 
competence of the Senedd. She also asked if the Welsh Government was planning 
to issue guidance and whether the UKG was able to challenge the Welsh FRAs for 
non-compliance of the Act. CFO Jakeway also asked whether any Wales-specific 
guidance would be issued to support the regulations, and if so, the timings for 
publication. In response, Stephen Layne explained that the question of competence 
had been considered in depth and had no further mileage. He further explained that 
whilst the Senedd had opposed the Legislative Consent Motion (LCM) on the Bill’s 
content for Wales, the UKG had ignored it (as they also did for Scotland) on the basis 
that the Act’s provisions were within the realm of industrial action and must therefore 
apply equally across Wales, Scotland and England. Stephen also confirmed that 
there would be no Wales-specific guidance as doing so, would give credence to the 
Act. He further stressed that social partnership was the best and most appropriate 
vehicle for agreeing any service levels during strike action. 

 
11. Gareth Morgans thanked Stephen for the update, acknowledging full support to the 

Welsh Government’s stance on minimum service levels. He reflected on Trade 
Unions’ proud history of preserving public safety and prioritising ‘life and limb’ and 
expressed insult to the Act’s expectation for Trade Unions to encourage its members 
to cross picket lines. He further reflected that Trade Unions’ priority would always be 
to avoid industrial action. Cerith Griffiths also thanked Stephen for the update 
reflecting on Firefighter pay negotiations last year which had a strong mandate to 
negotiate, and which had negated the need for strike action. He also reflected on 
historical periods of industrial action where firefighters had agreed to respond to 
certain incidents during those periods. 

https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fbusiness.senedd.wales%2Fdocuments%2Fs140070%2FLJC6-25-23%2520-%2520Paper%252010%2520-%2520Letter%2520from%2520the%2520Counsel%2520General%2520and%2520Minister%2520for%2520the%2520Constitution%252019%2520Sept.pdf&data=05%7C01%7CLisa.Walters3%40gov.wales%7Cc2229780c857412fd75508dbcf1988ba%7Ca2cc36c592804ae78887d06dab89216b%7C0%7C0%7C638331480793135596%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=mo9MDI8ioFs8FspLjl3g1sGOtPwqMj7mGblFtgatTFQ%3D&reserved=0
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12. CFO Jakeway reflected on his service’s proud record of social partnership and the 

potential conflict that might arise from a requirement to issue work notices. He 
explained that currently, South Wales FRA’s operational resilience arrangements 
during periods of industrial action were discharged through a cohort of auxiliary 
firefighters. He questioned therefore, that should he continue to utilise the auxiliary 
firefighters during periods of industrial action as opposed to issuing a work notice, 
would his FRA be liable if a serious incident were to occur during that time. 

 
13. In response, Stephen Layne explained that employers would have complete 

discretion on the issuing of work notices. Whilst minimum service levels will be law, 
he indicated that it would be down to the employer to decide how they could meet 
those minimum service levels, whether that be through issuing a work notice or 
otherwise, or through a social partnership arrangement which could encourage a 
voluntary minimum service level. Stephen acknowledged that any decision, however, 
would depend on how the minimum service levels are set, and recognised the 
difficulty of doing so until the draft regulations were published. Darron Dupre 
suggested introducing a formal mechanism to strengthen our social partnership 
arrangements where employers had not issued a work notice.  

 
14. CFO Docx also welcomed the discussion. She acknowledged however, that whilst it 

was unlikely that South Wales FRA would need to issue a work notice in view of its 
auxiliary support, it could be different for North Wales FRA depending on the 
minimum service level set. 

 
15. Stephen Layne acknowledged all were valid points, which he said put into 

perspective how unhelpful and unworkable the Act was. The Deputy Minister thanked 
members for the useful discussion and confirmed the Forum would discuss the item 
again at a future meeting.      

 
Action 3.1: Secretariat to include an item on the Strikes (Minimum Service 
Levels) Act 2023 at a future meeting of the Forum.   
 

Agenda Item 4: White Ribbon Day   
 

16. The Deputy Minister reflected that Cllr Gebbie had suggested this item at the last 
meeting in July and invited her to lead the discussion. Cllr Gebbie was frustrated 
that the press only published negative stories about the FRAs when there was a 
vast amount of positive work being undertaken across the three FRAs towards the 
VAWDA SV agenda. She felt therefore, that the Forum presented an opportunity 
to hear about some of that work and invited the three CFOs to provide an update 
in their respective services:  

 
South Wales FRA – CFO Jakeway explained that South Wales FRA had been a 
proud champion of White Ribbon for many years and to the Welsh Government’s 
Live Fear Free campaign. In support of this year’s White Ribbon campaign, he 
indicated that his service would host a live panel discussion across stations to 
include a policy and survivor aspect. He also reported that all fire stations across 
South Wales were designated Safe Havens for anyone in imminent danger and 
that they were being utilised. CFO Jakeway also informed members that his 
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service had introduced a digital solution for all stations where call boxes had been 
fitted outside stations so that anyone at risk could call the service, with those calls 
directed to joint fire control in Bridgend. It was noted the space outside fire 
stations were illuminated at night to provide a safe environment. CFO Jakeway 
advised that those facilities would be promoted during their 16 days of activism for 
this year’s White Ribbon campaign. CFO Jakeway also reported that South Wales 
FRA’s three year White Ribbon re-accreditation had been endorsed by senior 
management and would be presented to the White Ribbon charity imminently.           
 
North Wales FRA – CFO Docx informed members that her service was 
undertaking a social media campaign in support of this year’s White Ribbon 
campaign and that all North Wales FRA fire stations and appliances had been 
branded in support of White Ribbon. She also reported that a working group had 
been established to sit under the service’s Equalities Adviser and that her service 
was currently in the process of re-accreditation for White Ribbon status.    
 
Mid and West Wales FRA – CFO Thomas confirmed that training on the VAWDA 
SV was part of his service’s training programme and reported an 88 per cent 
completion rate for staff undertaking induction training. He further confirmed that 
‘Ask and Act’ and Safeguarding training was also delivered to staff and that fire 
stations were designated Safe Havens, and had been used. CFO Thomas also 
indicated that the VAWDA SV agenda formed part of his service’s Culture Action 
Plan.   
 

17. Cllr Gebbie highlighted that incidents of domestic abuse had increased during the 
pandemic, reporting 917 cases in 2021 and 1236 in 2022, in Bridgend alone. The 
Deputy Minister thanked Cllr Gebbie for suggesting the item and agreed it should 
be discussed again at a future Forum meeting. The Deputy Minister also 
welcomed input from other members of the Forum of activity being undertaken 
elsewhere. Darron Dupre agreed a future discussion would be helpful and asked 
how the White Ribbon campaign and other work to support the VAWDA SV 
agenda could be turned into measurable outcomes, and whether that was about 
measuring the number of cases.  

  
18. Cllr Gebbie confirmed that data was maintained by local authorities and could be 

presented to members. CFO Jakeway recognised however, that an increase in 
numbers might be as a result of increased confidence in victims to report 
incidents. He further confirmed that the three FRAs were leading in the delivery of 
the Welsh Government’s National Training Framework and were members of the 
VAWDA National Programme Board.          
 

Action 4.1: Secretariat to include an item on the VAWDA SV agenda at a future 
meeting on the Forum.   
 
Agenda Item 5: His Majesty’s Inspectorate of Constabulary and Fire and 
Rescue Services’ (HMICFRS) report on FRS culture and values   

 
19. The Deputy Minister indicated that a written update on progress against the 35 

recommendations contained in HMICFRS’ report into the culture and values of the 
Fire and Rescue Services in England had been circulated to members prior to the 
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meeting. The Deputy Minister thanked the CFOs for providing their updates and 
invited CFRA Dan Stephens to lead discussions.      
 

20. CFRA Stephens reflected that the majority of the 35 recommendations in 
HMICFRS’ report were targeted at the CFOs and were captured in Appendix 1 to 
the paper circulated. CFRA Stephens acknowledged a discrepancy in the 
covering paper to the item (paragraph 3, first bullet) where it should read ‘NW has 
introduced ‘Safe Call’, MAWW is identifying an Independent Reporting Line (IRL)’, 
and confirmed that would be corrected. He further explained that the 
recommendations targeted at the Home Office would be for the Welsh 
Government to consider.   

  
21. CFRA Stephens indicated that a proportionate reporting mechanism had been 

established for the FRAs and the updates provided were reflective of that. The 
Deputy Minister stressed the importance of recognising that it would take time to 
embed the recommendations into normal working practices, and welcomed 
feedback at a later date on how implementation of the recommendations was 
having a positive impact. 

 
22. CFO Docx indicated that North Wales FRA’s position had changed since providing 

her initial update. She explained that the number of complaints into the service 
had increased, which was likely due to increase in staff confidence to complain. 
CFO Docx further explained that the complaints were of varying levels, with not all 
requiring further action. 

 
23. CFO Thomas confirmed that his service had received its final cultural audit report. 

Whilst the report had contained some uncomfortable content, he reported there 
was some equally positive content also. He recognised this was a starting point 
and confirmed that an action plan to address the issues had been developed. 

 
24. CFO Jakeway indicated that the findings and recommendations from the 

independent cultural review of his service would be completed by the end of the 
calendar year, and published after that.  

 
25. Cllr Gebbie was concerned that the press would only report on the negative cases 

and emphasised the importance of reporting in a wider context to the public. The 
Deputy Minister recognised it was about having the right systems and process in 
place to manage it. Whilst Gareth Morgans welcomed easier reporting 
mechanisms for staff to report complaints, he expressed concern that it could also 
provide an opportunity for those with personal vendettas to use it inappropriately, 
and therefore stressed the importance of working with Trade Unions.      
 

Agenda Item 6: National Joint Council’s project on Broadening the Role of 
Firefighters  
 

26. The Deputy Minister invited Cllr Gebbie to update members on the latest 
discussions from the National Joint Council’s working group on broadening the 
role of firefighters. Cllr Gebbie informed members however, that the working group 
had not met since the last meeting of the Forum and as such, there was no 
update to report. The Deputy Minister reflected that she had met with Cllr Andrew 
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Morgan (Leader of the WLGA) and Cllr Gebbie on 20 September where she 
outlined Wales’ position on the broadening the role agenda, and also in a follow-
up letter to Cllr Gebbie on 11 October.    
 

Agenda Item 7: AOB  
 

27. The Deputy Minister asked members of the Forum if there were any other issues 
they wished to discuss. None were raised. 
 

28. It was agreed that any documents provided to members were provided as 
attachments as opposed to links to improve accessibility.      

 
Summary of Actions 
 

Action Update 

Action 3.1: Secretariat to include an 
item on the Strikes (Minimum Service 
Levels) Act 2023 at a future meeting of 
the Forum.   
 

 

Action 4.1: Secretariat to include an 
item on the VAWDA SV agenda at a 
future meeting on the Forum.   
 

 

 



SOCIAL PARTNERSHIP FORUM FOR FIRE AND RESCUE SERVICES 

Agenda 

11 March 2024 12:30-14:00 – Hybrid  

Chair – Deputy Minister for Social Partnership 

Item Agenda Item Owner Style 

1. Welcome/Opening Remarks Deputy Minister for 
Social Partnership 

Verbal 

 For Approval/Decision    

2. Minutes from last meeting on 25 
October and Matters Arising  

Deputy Minister for 
Social Partnership 

Paper 

 For Discussion   

3. FRS Culture and Values  
 
Purpose: to discuss the wider 
implications of Fenella Morris 
KC’s report of culture in South 
Wales FRA. 

Deputy Minister for 
Social Partnership 

Verbal 

4. AOB 

 

Deputy Minister for 
Social Partnership 

Verbal 

 

Next Meeting – 8 May 2024 
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