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Appendix 3 - Organisational Development and Resourcing 

 
Apprenticeships 
 
Following the update presented to members at the Fire Authority in February 2023, 
the success of the Authority’s apprenticeship programme continues to grow. 

The apprenticeship programmes offered by the Authority demonstrate the level of 
investment in new and existing employees across the service which enables succession 
planning, resilience, and future proofing.  

The Authority is now demonstrating further efficiencies through the use of 
apprenticeships. Due to being effective in fully utilising the levy, the Authority is now 
benefiting from co-funding arrangements with the department of education, where 
they fund 95% of the apprenticeship cost and the authority funds the other 5%. 

This has developed further as the Organisational Development department have 
identified further funding opportunities. The Authority has secured a transfer of levy 
arrangement with Santander – one of Milton Keynes largest employers - to fund the 
enrolment of two employees on to the Cranfield Level 7 apprenticeship and Santander 
will transfer the full levy cost to fund this. Discussions are taking place with Santander 
to see if the potential is there to expand this arrangement with other apprenticeship 
enrolments, particularly focusing on Firefighter apprentices and a potential 
sponsorship scheme. It is hoped this will lead to future partnerships with other levy 
gifters. 

 

Leadership and Management Development 

National Fire Chiefs Council (NFCC) Supervisory Leadership Development 
Programme: 

Following the launch of the NFCC’s Supervisory Leadership Development Plan 
employees are being offered the opportunity to enrol on the programme as a trial. 
This is open to ALL employees (operational and support) who are aspiring or existing 
supervisory leaders.  

The supervisory leadership development programme (SLDP), is a self-directed 
development programme, designed exclusively and collaboratively between the 
NFCC and CMI (Chartered Management Institute). It offers supervisory leaders across 

https://bucksfire.gov.uk/documents/2023/02/fire-authority-meeting-15-february-2023-item-12-bmkfa-apprenticeship-programme-update.pdf/
https://gbr01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.managers.org.uk%2F&data=05%7C01%7CLBell%40bucksfire.gov.uk%7C7bf5fe2f8c7e4a4f2c5e08db7c87d510%7Cedcc07179b324eaeb464ad6257536311%7C0%7C0%7C638240696210138516%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=t7mUpbbmVlAtCNqxw5UiPn090JQwgaRIcgIP%2BWT7tQw%3D&reserved=0
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the fire and rescue service, a wealth of support for their day-to-day leadership and 
management activities along with access to learning materials to support any 
identified development areas. 

The programme has been designed exclusively to develop knowledge, skills, and 
behaviours for every existing, new, and aspiring supervisory leader across all areas of 
the UK fire and rescue service, regardless of role, contract type or location. 

The whole programme has been developed around the NFCC Leadership Framework, 
which clearly defines the leadership behaviours required at each level of leadership 
within the UK fire and rescue service. 

Feedback will be sought from those undertaking the programme, to identify where 
this may sit in the future, as part of the BFRS Staff Development Pathway project. 

NFCC are currently in the process of developing the Middle Leadership (MLP) 
Programme which is due to launch in 2024. Expressions of interest have been 
received for this and it will be communicated and rolled out to employees.  

 

BFRS Staff Development Pathway Project: 

The BFRS Staff Development Pathway Project is being designed to align to the 
National Chief Councils (NFCC’s) Core Learning pathway and NFCC Leadership 
Framework,. 

The pathway will provide clarity to employees looking to develop themselves either 
within their existing role, or with aspiration for the next level role - within BFRS or 
another organisation.  

It will also incorporate the two recently launched professional fire standards relating 
to Leadership and People: Leading the service and leading and developing people. 
These standards have been developed to support services in strengthening 
professionalism and leadership at all levels of their organisation, encouraging more 
positive working environments for the benefit of their people and the community 
they serve.  

The pathway will improve the effectiveness and efficiency of existing managers as 
well as provide development opportunities and pathways for future managers and 
leaders of the organisation.  

https://gbr01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.nationalfirechiefs.org.uk%2Fwrite%2FMediaUploads%2FNFCC%2520Guidance%2520publications%2FWorkforce%2FNFCC_Leadership_Framework_Final.pdf&data=05%7C01%7CLBell%40bucksfire.gov.uk%7C7bf5fe2f8c7e4a4f2c5e08db7c87d510%7Cedcc07179b324eaeb464ad6257536311%7C0%7C0%7C638240696210294315%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=xm2Kun1BH2gW%2FjifJ%2BtShmqF3LnY1KibMS7TGLZqDcE%3D&reserved=0
https://www.nationalfirechiefs.org.uk/write/MediaUploads/CPO/People%20programme/726905_NFCC_core_Learning_Pathways_for_Leadership_June_2020.pdf
https://gbr01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.nationalfirechiefs.org.uk%2Fwrite%2FMediaUploads%2FNFCC%2520Guidance%2520publications%2FWorkforce%2FNFCC_Leadership_Framework_Final.pdf&data=05%7C01%7CLBell%40bucksfire.gov.uk%7C7bf5fe2f8c7e4a4f2c5e08db7c87d510%7Cedcc07179b324eaeb464ad6257536311%7C0%7C0%7C638240696210294315%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=xm2Kun1BH2gW%2FjifJ%2BtShmqF3LnY1KibMS7TGLZqDcE%3D&reserved=0
https://gbr01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.nationalfirechiefs.org.uk%2Fwrite%2FMediaUploads%2FNFCC%2520Guidance%2520publications%2FWorkforce%2FNFCC_Leadership_Framework_Final.pdf&data=05%7C01%7CLBell%40bucksfire.gov.uk%7C7bf5fe2f8c7e4a4f2c5e08db7c87d510%7Cedcc07179b324eaeb464ad6257536311%7C0%7C0%7C638240696210294315%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=xm2Kun1BH2gW%2FjifJ%2BtShmqF3LnY1KibMS7TGLZqDcE%3D&reserved=0
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The objectives/benefits of the Staff Development Pathway are: 
• Improved capacity, capability and resilience of managers and therefore, the 

organisation, 
• Improved effectiveness of existing managers, directly impacting on improved 

organisational performance, 
• Improve engagement levels of employees, providing a clear, transparent and 

consistent development pathway, 
• Contributes to improved retention of employees, 
• Employees feel supported in their development and have confidence in the 

training, learning and development provided for career progression, 
• Increase attraction and engagement from employees with career development.  

 
The project mandate was approved at the Business Transformation Board in March 
2023 and an additional temporary role – Watch Commander Organisational 
Development – approved as part of the In-Year Bid process to provide the resource 
to lead and develop the pathway and provide coaching and mentoring to employees. 

 

Assessment, Development and Selection Processes 

The Authority’s workforce development programme, continues to ensure 
replenished development pools at each level, resulting in employees with the 
required skills to fulfil the roles when needed.  

An in-year review was undertaken on the Authority’s Operational Promotional 
Procedure to recognise feedback from employees in relation to processes contained 
within it. In response to this, temporary amendments to the Institution of Fire 
Engineers (IFE) requirements were implemented to enable a wider pool of applicants 
through the promotional process, this had a positive impact, and resulted in an 
increase in the number of applications. 

Promotional processes have been held at all levels in the last 12 months, including 
for the first time at Strategic Manager level. This development centre formed part of 
the Authority’s succession plans by identifying future strategic managers and then 
providing a personal development plan preparing them for the roles when they 
become available. 
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The promotional processes were opened up to include external applicants and it was 
positive to see an increase in the number of external applications received, one of 
which resulted in the appointment of the new Area Commander. 

The Authority is fully committed to Equality and Diversity, standing for inclusion, 
diversity and respect, recognising equality and fairness is fundamental to everything, 
making it crucial to tailor any development processes to cater for a vastly 
neurodiverse workforce. Thus, embracing the Authority’s objective to embed 
Equality and Diversity into everything it does internally and externally, encouraging 
development throughout a variety of levels.  

Upon review of the core components of the development and selection process, 
changes have been made to interview stage. Prior to the interview, candidates will 
be given preparation time with the interview questions, this is not a trick it enables 
candidates to consider their responses and set them up for success. Candidates are 
encouraged to use this time wisely to think of relevant examples they can use to 
demonstrate their ability and knowledge. They are able to make notes, which they 
can bring into the interview. 

It is important to consider if candidates would like to request arrangements that will 
assist them in making applications for and attending processes, therefore always 
ensuring that if there are any adaptations or adjustments that can be made to assist 
them during the process, then it is a priority to do so. Any requests for reasonable 
adjustments received are treated with the utmost confidence.  

 

Operational Establishment 

The Authority is trialling new ways of working relating to its operational 
establishment for this financial year – 2023/2024. It is reviewing the balance of 
roles to determine where changes can be made which will improve immediate 
operational capability and provide additional career pathway opportunities.  

An example of this is the introduction of the firefighter Safe to Command skillset, 
which is achieved by utilising the safety critical elements of the Crew Commander 
role map to enable selected firefighters to act up as Crew Commanders on an ad-
hoc/temporary basis. 
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360 Feedback: 

The Authority has launched its new 360 Feedback process. This is currently being 
trialled within the senior management team and will later be rolled out to 
middle/dept managers. 

360 feedback is an important development tool for leaders. It can highlight areas of 
strength which may not be recognised as well as areas for development. 

The 360 Feedback has been created with bespoke competencies mapped to the 
NFCC Leadership Framework which sets out and defines the leadership behaviours 
needed at every level in the Fire and Rescue Service. The Framework focusses on 
four key areas: Personal Impact, Outstanding Leadership, Organisational 
Effectiveness and Service Delivery.  

Following feedback and evaluation of the trial, the 360 Feedback tool will be built 
into employee development processes.  

 


