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Important 

 Gloucestershire County Council’s Internal Audit function conforms to the 

International Standards for the Professional Practice of Internal Auditing. 

 

 The information contained within this audit report is confidential and personal data herein 

is subject to data protection legislation. 

 

This report has been prepared solely for the use of Gloucestershire County Council’s auditors 

and those officers and Members named on the distribution list.  Its contents, either in part or in 

its entirety, must not be reproduced or distributed to anyone other than its intended recipients 

without the written permission of the Council’s Chief Internal Auditor. 

Gloucestershire County Council accepts no liability to any third party for any loss or expense 

arising from their reliance on any part of this report.

To:  
 
 
 
 

Jon McGinty  Commissioning Director 
Wayne Bowcock Chief Fire Officer 
Mandy Quayle  Acting Director HR and Digital 

Copied to: 
 
 
 

Paul Blacker  Acting Director – Financial Services 
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Executive Summary 

Introduction 
 
On 15th June 2018 a letter of complaint was sent by email to the Leader of the Council.  There 
were three strands to the complaint, one concerned the sale of a Gloucestershire Fire and 
Rescue Service (GFRS) owned vehicle and the former Chief Fire Officer’s (referred to in this 
audit report as CFO) involvement in the process.  The other two concerns were regarding 
staffing issues.  It was agreed that Internal Audit would investigate the sale of the vehicle and 
Human Resources (HR) would review the remaining two concerns, which are included within 
the management review of culture. 
 
Shortly after commencing the investigation, numerous whistleblowing allegations and Freedom 
of Information requests in respect of other concerns relating to GFRS governance 
arrangements, procedures, systems and processes were received.  As a result, following 
Internal Audit review, research, analysis and interviews with key stakeholders including relevant 
GFRS Officers, Internal Audit co-ordinated the findings and made a number of GFRS-specific 
and council-wide/cross-cutting recommendations to undertake detailed reviews/audits within 
each area to determine the level of risk.  These reviews/audits are outlined in the Action Plan 
presented to the Audit and Governance Committee on 12th October 2018.  Progress updates 
against each review/audit included within the Action Plan will be provided to the Audit and 
Governance Committee. 
 
Audit Scope 
 
Recruitment is about acquiring new staff and appointing existing staff to new roles.  This could 
be due to growth and diversification or simply replacing people who have left the organisation.  
In both cases, recruitment should take place in the context of a workforce/succession plan that 
forecasts staffing requirements based upon strategic objectives and development plans, 
acquiring the right number of people with the necessary skills, experience and competencies. 
 
Selection is that part of the recruitment process that matches candidates to the specific 
requirements of individual positions. 
 
The succession plan helps to establish whether new staff will be temporary or permanent and 
the extent to which existing staff need to be trained and redeployed.  Planning therefore impacts 
the approach to recruitment such as the appointment of full or part-time positions, permanent, 
temporary or fixed-term contracts. 
 
Effective recruitment and selection ensures that the organisation has the necessary knowledge, 
skills and experience to fulfil its responsibilities and achieve its objectives. 
 
This audit focused on arrangements that are currently in place within GFRS to ensure that the 
recruitment and selection process in respect of new starters is in compliance with 
Gloucestershire County Council (GCC)/GFRS recruitment and selection policies and 
procedures. 
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Key Findings 
 
Policies and Regulations 
 
National Joint Council (NJC) 
 
The NJC is the body responsible for the supervision, from a national point of view, of all 
questions affecting the conditions of service of employees of fire and rescue services.  The 
NJC’s principal role is to reach agreement on a national framework of pay and conditions for 
local application throughout the fire and rescue service in the UK.  The NJC consults and 
negotiates between fire and rescue authorities and recognised trade unions. 
 
The NJC for Brigade Managers of Local Authority Fire and Rescue Services Constitution and 
Scheme of Conditions of Service 2006 (referred to as the Gold Book) represents Brigade 
Managers.  The title Brigade Manager relates to the most senior managers in the service i.e. 
Chief Fire Officer, Deputy Chief Fire Officer and Assistant Chief Fire Officer. 
 
The NJC for Local Authority Fire and Rescue Services Scheme of Conditions of Service 2009 
(the Grey Book) represents the national terms and conditions of employment of uniformed 
operational employees of fire and rescue services of all local authorities in the UK. 
 
The Grey Book states that “Appointments and promotions to all roles (other than control-specific 
roles) shall be in accordance with the provisions of the Fire Services (Appointments and 
Promotion) Regulations 2004.”  These regulations state the general and specific requirements 
for appointment of individuals. 
 
The NJC for Local Government Services represents local authorities in England, Wales and 
Northern Ireland and their employees (other than those for whom there are alternative 
arrangements e.g. Gold and Grey Book staff).  The NJC’s principal role is to reach agreement 
on a national scheme of pay and conditions for local application throughout England, Wales and 
Northern Ireland.  This scheme is known as the Green Book. 
 
The scope of this audit review was limited to the processes for Grey Book staff (excluding 
retained staff) and Green Book staff. 
 
Fire and Rescue National Framework for England 
 
The Framework states that “each fire and rescue authority should have in place a people 
strategy that has been designed in collaboration with the workforce”. 
 
In 2017 two papers were presented to the GFRS Strategic Leadership Team (SLT) (which 
comprises the CFO, Deputy Chief Fire Officer, Assistant Chief Fire Officer, all four Area 
Managers, two of the Group Managers, Strategic Support Officer, GCC’s Assistant Head of HR, 
Lead Commissioner Communities and Infrastructure and any other GFRS and GCC officers as 
appropriate) outlining a recruitment and selection strategy for GFRS, together with an action 
plan. 
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Subsequently a Recruitment and Selection Strategy and People and Organisational 
Development Strategy were produced, both of which were seen by Internal Audit.  GCC’s 
Assistant Head of HR confirmed that he was involved in the new policy development and the 
papers also state that service areas within GFRS were included in the consultation, including 
the Inclusive Network Group (which is made up of a number of GFRS staff) and relevant unions. 
 
Workforce Planning 
 
Internal Audit was verbally informed that operational workforce planning meetings are held on a 
monthly basis between the four GFRS Area Managers: Head of Community Safety, Head of 
Business, Planning, Strategy and Performance, Head of Personal and Organisational 
Development and Head of Technical Services.  At these meetings the leavers profile is 
reviewed with regard to expected/planned staff retirement dates, as well as any other known 
leavers, to establish what officer/staff resource will be needed to ensure that the required 
staffing levels are maintained, as there is an established number of operational staff that are 
needed to ensure that the service can function.  However, no formal minutes are taken to 
evidence this process. 
 
Recruitment 
 
A list was obtained from SAP (GCC’s accounting and personnel system) which showed that 
there have been 197 new starters at GFRS, both uniformed and support staff, since April 2015 
to the date of the audit.  Internal Audit established that the majority of the firefighter recruitment 
between 2015 and 2017 related to retained firefighters, which was outside of the scope of this 
review.  Therefore the main focus of the audit testing related to 2017 onwards. 
 
Internal Audit was verbally informed by senior GFRS staff that prior to 2017 all recruitment at 
GFRS was led by the former CFO.  
 
As stated above under Policies and Regulations, the Grey Book states that “Appointments and 
promotions to all roles (other than control-specific roles) shall be in accordance with the 
provisions of the Fire Services (Appointments and Promotion) Regulations 2004”, however, 
these regulations do not specify a particular process that should be followed in respect of 
recruitment, only that: 
 
“Those general requirements are that: 

 (a)he is of good character; 

 (b)he has attained the age of 18 years; 

 (c)either— 
o (i)he has attained such qualifications in educational or vocational subjects as the 

fire authority maintaining the brigade may require, being such qualifications as 
necessitate a reasonable standard of proficiency in communication and numeracy 
and such other subjects, if any, as the authority may require; or 

o (ii)the fire authority is satisfied that he is of such educational standard that it is 
unnecessary for him to attain any such qualification; and 

 (d)a medical practitioner selected by the fire authority is satisfied that his general state of 
health and fitness is satisfactory to carry out the duties of the role. 
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Those specific requirements are that he has demonstrated to the satisfaction of the authority by 
whom the brigade is maintained that he meets the National Occupational Standards specified 
for the role in question or, in the case of a person on his first appointment to a role in a brigade, 
is likely to meet those standards following initial training and development within IPDS.” 
 
By undertaking testing, Internal Audit established that GCC’s recruitment process was followed 
in 2017 for new recruits and for supervisory appointments in 2018, where relevant, depending 
on the role being recruited to and whether it was temporary or permanent.  The process is 
applicable for both Grey Book and Green Book staff and includes: 
 

 Adverts on GCC’s website/National Fire Chiefs Council website/stations/Staff hub (where 
there are temporary appointments and only certain people can apply due to the role, then 
only those eligible are notified.  However, interviews still take place); 

 Business Service Centre (BSC) Recruitment Team is involved in the recruitment process; 
and 

 Interview panels including GFRS staff and representatives from GCC HR/Recruitment 
teams. 

 
The GFRS Head of Personal and Organisational Development informed Internal Audit whilst HR 
have, in the past, been involved in higher level recruitment and external appointments, they will 
now form part of all levels of recruitment and appointment procedures, throughout the service, 
although this has not yet been agreed with HR. 
 
Please refer to Recommendation 1 
 
Following a recruitment process, a reserve list is created for a pool of individuals who have been 
through an evaluation and interview process for a particular role but were not successful in 
gaining a position at that time.  These individuals will then be used to fill future vacancies, both 
permanent and temporary as and when they arise, however, they will only stay on the reserve 
list for a certain period of time.  If these individuals have not been appointed to a role within that 
period, they will then have to go through the application process again if they wish to apply for a 
similar post. 
 
This process was applied to the new recruits in 2017, although it was only formalised in 
September 2018.  GCC’s Assistant Head of HR confirmed that this process is acceptable and is 
practice in other fire and rescue services. 
 
Firefighter Recruitment 
 
New firefighters 
 
New firefighters are mainly recruited as a group.  The last recruitment of wholetime firefighters 
took place in December 2017, with the firefighters starting in February 2018.  Verbal and written 
discussions with both GCC Recruitment staff and GFRS staff confirmed the following: 
 

 The jobs were advertised on the GCC website and on Glosjobs.co.uk (a copy of the 
advert was seen).  There were 425 applications, of which 108 were invited to an 
assessment day.  Following this, 40 were selected for final stage interview and 14 were 
offered, and accepted, a position; 
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 There were three interview panels with each panel consisting of a Principal Officer and 
either an Area Manager or Green Book Group Manager.  Whilst not formal policy, it 
would be deemed good practice for three people to be on all future interview panels, to 
alleviate any potential conflict between the two individuals, in the appointment decision; 
and 

 Each candidate was asked a number of assessment questions that accompanied the 
application forms, which were marked and scored by GCC and GFRS staff.  The top 100 
(plus any ties) progressed to the assessment centres. 

 
In addition to the 14 job offers, a further ‘holding’ list of 10 was maintained, of individuals who 
had passed the interview stage but were not successful in obtaining a post from this round of 
recruitment.  The individuals are given a score based on the evaluation and interview and then 
ranked by their score.  They can stay on the holding list for up to 12 months and if a vacancy 
arises during this period, they will not be required to go through the interview process again, 
although they will still have to have a medical and complete a new fitness test. 
 
GCC’s management guidance note on selection/interview, which can be found on Staffnet, 
states that the paperwork for unsuccessful candidates should only be retained for six months.  It 
was therefore not possible to evidence the above or review the evaluation and assessment 
documents for this round of recruitment. 
 
As evidence could not always be found to support recruitment decisions made in respect of the 
sample of recent recruitment selected for audit testing, it is recommended that the recruitment, 
selection and evaluation paperwork for those officers placed on any reserve lists is retained for 
the period that they remain on the list. 
 
Please refer to Recommendation 2 
 
Crew Managers/Watch Managers 
 
In October 2018 an advert was placed for supervisory roles (Crew Managers and Watch 
Managers).  The process required the applicants to complete an application form, which was 
reviewed to produce a shortlist of applicants who were then invited to an evaluation day and 
then interview. 
 
A copy of the advert was seen on Staffnet and Staffhub also had a factsheet and Frequently 
Asked Questions on the process. 
 
There were a number of vacancies, both permanent and temporary, and successful candidates 
were either appointed to fill a position or were put into a holding pool and these candidates will 
be used to fill any other vacancies which arise over the next 18 months, without having to go 
through the evaluation and interview process again. 
 
Group Managers 
 
Two officers were appointed as Group Managers in August 2018.  Written evidence was 
provided which confirmed that the recruitment was undertaken using the GCC recruitment 
process described above within the recruitment section on page 3 and included a representative 
from GCC HR on the interview panel. 
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Temporary Area Managers 
 
Following staff changes during 2018 two temporary Area Managers were appointed in October 
2018.  Internal Audit was informed that, as only substantive Group Managers were eligible to 
apply for these posts, an email asking for expressions of interest was sent to the relevant 
individuals.  The interviews were undertaken by the two Principal Officers in post in October 
2018 together with a representative from GCC’s HR team. 
 
Starting Salary 
 
For firefighters, there are defined national rates of pay depending on whether the individual is a 
trainee, in development or competent.  A new wholetime firefighter could start on a development 
grade rather than trainee if they have been employed as a retained firefighter, as they may have 
already completed some of the required training. 
 
GCC’s Starting Salary Policy, which applies to Green Book staff, previously only related to 
internal promotions and did not cover external applicants.  The Policy was reviewed and 
updated in December 2016 and states that external candidates should normally start on the 
bottom salary point of the grade applicable to the role.  However, if their current salary is higher 
than the bottom salary point of the grade then the recruiting manager has discretion to offer the 
lowest salary point within the grade that is at least equal to their current salary.  If the salary 
offered is more than two increments above their current salary, approval in writing from the 
appropriate Director (in this case the CFO) is required. 
 
Testing undertaken 
 
From the list of new starters obtained from SAP, 16 Green Book staff had a starting salary 
which was higher than the bottom scale point of the advertised grade for the role.  Discussions 
were held with the appropriate line managers and, where possible, evidence to support the 
starting salary was reviewed. 
 
Eleven of the new starter roles were in the Fleet team, of which: 
 

 Five were recruited prior to the review and update of the Starting Salary Policy and 
therefore the current criteria would not have applied; 

 Two were recruited in accordance with the Policy; and 

 Evidence was not seen to support the starting salaries of the other four new starters, i.e. 
reference from previous employer. 

 
The starting salaries were discussed with the Fleet Manager (who has since left GFRS), who 
confirmed that the rationale behind the salaries offered was that in order to attract suitably 
qualified applicants to the posts, a salary equivalent to market rates needed to be offered.  The 
Fleet Manager confirmed that benchmarking had been undertaken with other fire and rescue 
services and an email from him to the BSC at Shire Hall was seen, which stated that his line 
manager had agreed the salary structure.  Evidence of this agreement could not be found. 
 
 
 
 



Gloucestershire County Council - April 19 

 

010605/19/013: GFRS HR and Payroll – Recruitment v2.0 
OFFICIAL 

7 

 

Of the remaining five individuals: 
 

 One was recruited prior to the review and update of the Starting Salary Policy and 
therefore the current criteria would not have applied; 

 One was recruited in accordance with the policy; 

 An email from the Chief Fire Officer (as Operations Director) was seen for one applicant, 
agreeing to the starting salary scale point; and 

 The remaining two individuals were given starting salaries which their current line 
manager advised had matched their previous salaries, however this had been the 
decision of the previous Area Manager who has since left GFRS and no evidence could 
be found to support this. 

 
Secondary Employment  
 
GCC’s Employee Code of Conduct states that employees cannot take up an additional 
appointment without the written consent of their Director.  The Grey Book states that employees 
“shall not hold any other office or employment …………..without the express permission of the 
fire and rescue authority”.  Under GCC’s Scheme of Delegation within the Constitution, the CFO 
is responsible for making executive decisions concerning the management of GFRS operations. 
 
It was verbally established that staff, in the past, were asked to complete a form on an annual 
basis to say whether or not they had any secondary employment, to enable oversight of any 
potential conflicts of interests, but Internal Audit was advised by the Head of Personal and 
Organisational Development that this has not happened for the last two/three years.  However, 
the Head of Personal and Organisation Development also said that this process will be 
reinstated and the forms will be sent out to staff annually.  It is recommended that the forms are 
sent to all staff, uniformed and support and the completed forms should be appropriately 
authorised. 
 
Whilst this audit did not cover retained firefighters, if there is not a process in place already they 
should be asked to complete a form if they change their primary employment, in order to ensure 
that there is no conflict of interest between roles. 
 
Please refer to Recommendation 3 
 
Conclusion 
 
Whilst there had been no external recruitment for firefighters for a number of years prior to 
2017, Internal Audit was informed by GFRS staff that there had been a lack of a defined 
recruitment process and that all GFRS recruitment was led by the former CFO.  However, a 
review of a sample of recruitment practices undertaken since December 2017 highlighted that 
GCC’s recruitment process has been followed and staff from the Recruitment team at GCC 
were involved in the recruitment for wholetime firefighters in December 2017 and supervisory 
managers in 2018.  GCC HR staff had only previously been involved on an ad hoc basis, 
however, Internal Audit was informed that they will participate in all future recruitment. 
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A new process was formalised in September 2018 to create pools of individuals who had 
applied for a particular post, both new recruits and existing staff applying for promotion, and had 
passed the application and selection processes but were not successful in gaining a post, due 
to the number of positions available.  The individuals will stay in the pools for a set time (up to 
twelve/eighteen months depending upon the role) and will be used to fill particular roles that 
arise within that time period.  GCC’s Assistant Head of HR confirmed that this process is 
acceptable and is practice in other fire and rescue services. 
 
GCC’s management guidance note on selection/interview, which can be found on Staffnet, 
states that the paperwork for unsuccessful candidates should only be retained for six months.  
As evidence could not always be found to support recruitment decisions made in respect of the 
sample of recent recruitment selected for audit testing, it is recommended that the recruitment, 
selection and evaluation paperwork should be held and placed on the appointed individuals’ 
personnel files and for those officers placed on any reserve lists is retained for the period that 
they remain on the list. 
 
A sample of the appointment panels reviewed identified that there were only two members of 
staff on the interview panel for the last round of new firefighter recruitment.  Whilst not formal 
policy, it would be deemed good practice for three people to be on all future interview panels, to 
alleviate any potential conflict between the two individuals in the appointment decision and to 
ensure no one person can dictate to another. 
 
There are defined national rates of pay for firefighters, depending on their particular role and 
whether they are in development or are competent.  For Green Book support staff, GCC’s 
Starting Salary Policy should be applied. 
 
Testing undertaken highlighted that 16 Green Book staff who had joined GFRS between April 
2015 and August 2018 had not started at the bottom of the relevant grade, in line with GCC’s 
Starting Salary Policy.  Rationale was provided as to why the higher salaries had been offered, 
but evidence was not available to support the decision for six (38%) of the individuals. 
 
GCC’s Employee Code of Conduct and the NJC Grey Book state that written Director approval 
is required before any staff, uniformed or support officer, can take up another job in addition to 
their position at GFRS.  It was verbally established that there was a process in place to record 
whether staff had a second job, to enable oversight of any potential conflicts of interests, but 
this lapsed over the last two/three years.  However, Internal Audit was informed that the process 
will be reinstated and a form will now be sent to all staff on an annual basis. 
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Audit Opinions on Risk Management and Control 

The Public Sector Internal Audit Standards require Internal Audit to provide an independent 
opinion on the adequacy and effectiveness of the risk identification processes which 
management has put in place within the area under review, and a sound framework of controls 
is in place to sufficiently mitigate those risks. This opinion feeds into the Chief Internal Auditor’s 
annual opinion on the overall adequacy and effectiveness of the Council’s governance, risk 
management and control environment, which supports the Annual Governance Statement.  
Each report will provide a statement on the levels of assurance that can be given within these 
two areas, evaluated by applying the following criteria:   
 
 

Assurance 
Levels 

Risk Identification Maturity Control Environment 

Substantial Risk Managed 
Service area fully aware of the risks relating to the area 
under review and the impact that these may have on service 
delivery, other services, finance, reputation, legal, the 
environment, client/customer/partners, and staff. All key risks 
are accurately reported and monitored in line with the 
Corporate Risk Management Strategy. 

 System Adequacy – Robust 
framework of controls ensures 
that there is a high likelihood 
of objectives being achieved 

 Control Application – Controls 
are applied continuously or 
with minor lapses 

Satisfactory Risk Aware 
Service area have an awareness of the risks relating to the 
area under review and the impact that these may have on 
service delivery, other services, finance, reputation, legal, 
the environment, client/customer/partners, and staff, 
however some key risks are not being accurately reported 
and monitored in line with the Corporate Risk Management 
Strategy. 

 System Adequacy – Sufficient 
framework of key controls for 
objectives to be achieved but, 
control framework could be 
stronger 

 Control Application – Controls 
are applied but with some 
lapses 

Limited Risk Naïve  
Due to an absence of accurate and regular reporting and 
monitoring of the key risks in line with the Corporate Risk 
Management Strategy, the Service area has not 
demonstrated an adequate awareness of the risks relating to 
the area under review and the impact that these may have 
on service delivery, other services, finance, reputation, legal, 
the environment, client/customer/partners and staff.   

 System Adequacy – Risk of 
objectives not being achieved 
due to the absence of key 
internal controls 

 Control Application – 
Significant breakdown in the 
application of control 

 
 
Taking account of the issues identified in this audit, in our opinion, satisfactory assurance can 
be provided that the risk identification arrangements operating within the area reviewed are 
operating as intended.  Limited assurance (based on evidence being unavailable to 
substantiate decisions) is provided that these risks which are considered to be material to the 
achievement of the services objectives for this area under review are adequately managed and 
controlled. 
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Appendix A – Action Plan and Management Response 

This section contains the findings for each audit objective 
along with any recommendations made by Internal Audit to 
strengthen the control environment.  The recommendations 
are categorised as follows: 
 
Objective: 
To ensure that the recruitment and selection process within GFRS in respect of new starters is in compliance with GCC/GFRS 
recruitment and selection policies and procedures. 
 
Finding 
 
In the past, GCC HR has only been involved in higher level recruitment and external appointments, however it is understood that they may 
now form part of all levels of recruitment and appointment procedures throughout the service, subject to review. 
 

No. Recommendation Risks Agreed Action 

1 (H) The level of HR support required from both 
GFRS and GCC in relation to the recruitment 
process should be formally agreed and 
documented. 

GFRS and GCC HR staff are unclear as 
to what their role is with regard to 
recruitment. 
 
Inconsistency within the recruitment 
process. 
 
Potential duplication of roles. 
 
The potential for reduced assurance on 
key HR systems and processes provided 
to the Council’s Head of HR and OD. 
 
 
 

Review the support requirements relating to 
recruitment processes as part of the 
GCC/GFRS integration and business partner 
model. 
 

Person Responsible Due Date 

GCC Assistant Head 
of HR 
GFRS Head of POD 

30th September 2019 

 
 

Priority Description 

High Critical/Major risk exposure which materially impact on the assets, 
reputation, service delivery and objectives of the organisation. 

Medium Moderate risk exposure that impacts on the assets, reputation, 
service delivery and objectives of the organisation. 
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Finding 
 
Evidence could not always be found to support recruitment decisions made in respect of the sample of recent recruitment selected for audit 
testing.  Whilst GCC’s policy states that evaluation paperwork is not retained for unsuccessful candidates, a recommendation has been made 
below to address this. 
 

No. Recommendation Risks Agreed Action 

2 (H) All recruitment selection, evaluation and 
appointment decision-making should be 
evidenced and the decisions should be held 
on the successful candidates’ personnel file. 
 
The evaluation paperwork for individuals who 
are not initially successful, but placed on the 
reserve list, should be retained for the period 
of time that they remain on the list. 
 
Retention of other documentation should be 
as per the Council’s retention schedule. 
 

Decisions are not evidenced. 
 
Evidence may not be available to support 
why certain individuals move from the 
reserve list to a position. 
 
Potential challenge by unsuccessful 
candidates cannot be defended. 
 

Interviewing staff to receive interview training 
which includes professional administrative 
practice. 
 

Person Responsible Due Date 

GFRS Head of POD 
supported by HR 

30th September 2019 
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Finding 
 
GCC’s Employee Code of Conduct states that employees cannot take up an additional appointment without the written consent of their 
Director.  The NJC Grey Book states that employees cannot hold another job without the permission of the fire and rescue authority.  Under 
GCC’s Scheme of Delegation within the Constitution, the CFO is responsible for making executive decisions concerning the management of 
GFRS operations and can therefore approve any additional job requests. 
 
It was verbally established that staff, in the past, were asked to complete a form on an annual basis to say whether or not they had a second 
job, but Internal Audit was advised that this has not happened for the last two/three years.  It is proposed that the forms will now be sent out to 
staff annually.  This should include all staff, uniformed and support staff and when completed should be signed off by the individual’s line 
manager, Area Manager and CFO. 
 

No. Recommendation Risks Agreed Action 

3 (H) Any staff, uniformed or support, wishing to 
take up a new job in addition to their main role 
at GFRS should obtain CFO approval in 
advance.  Staff should be reminded of this 
process on an annual basis. 
 
If any staff already have an existing job it 
should be established whether an authorised 
form is held for them.  Authorised forms 
should be monitored and retained centrally. 
 
Whilst this audit did not cover retained 
firefighters, if there is not a process in place 
they should be asked to complete a form if 
they change their primary employment, in 
order to ensure that there is no conflict of 
interest between roles. 
 

Non-compliance with GCC’s Employee 
Code of Conduct. 
 
Secondary employment could conflict with 
an individual’s role at GFRS. 
 
Potential reputational damage if 
secondary employment is inappropriate. 

GFRS Head of POD to establish a process 
for gathering, recording, filing and renewing 
permission for outside work in consultation 
with HR. 
 

Person Responsible Due Date 

GFRS Head of POD 
with Assistant Head 
of HR 
 

30th September 2019 

 
 


