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CFA Support

Additional investment by CFA of £600k:

–£300k into Retained Support Officer role

–£300k into RDS Salary review

–Ambition - improve pump availability, fire 

fighter safety and incentivise staff 



RDS in LFRS

•Establishment of 414.  32/58 pumps RDS

•Utilising 30,343 hrs/week, against 37,920 (80%)

•Male 388 / Female 26 (13 BAME).

•94 WT & 9 Green book on dual contracts.

•Recruitment: Leavers:

•2016–43 57

•2017–57 53



Origins

•Fundamental review of peripatetic CMs.

•Identified areas which could improve future 

sustainability:

–Recruitment

–Retention

–Development / competence

–Greater staff engagement



Retained Support Officer (RSO)

• Role went live May 2017

• ñThe RSO role is potentially a demanding one 

that requires self-starting individuals who are 

prepared to work hard across a broad skill set 

with relatively high levels of lone working and 

role independenceò.

• ñReciprocally job satisfaction and reward will be 

highò.



Retained Support Officer (RSO)

• 7 RSO’s appointed (CM)

• Temp SM post (leading and coordinating)

• Aligned to Day Duty System (42 hrs/wk) but 

flexible to meet RDS units needs

• Disposition based upon spread of RDS Units

• Number of priorities including building 

relationships between WT and RDS teams.



RSO responsibilities
óRecruitment, development and retentionô

•Primary Employer 

Engagement

•Increase positive attraction

•Arrange recruitment events

•Support:

–PAD / coach individuals

–Transition of recruits from 

course to station

–Retained working groups



RSO responsibilities
óRecruitment, development and retentionô

•Facilitate FF & CM 

development

•Strengthen links 

between duty systems

•Support retention 

•Act as liaison with wider 

service

•Lead, manage, coach 

and support at 

operational incidents



First 6 months in role



Measuring our progress



Recruitment

•Develop an Employer Engagement package

•Market the RDS role to primary employers and their 

staff

•Deliver station ‘open’ days and ‘Have-A-Go’ days

•Develop a recruitment vehicle for pan county use  



Recruitment Vehicle

Initially 6-month trial; 

extended to 12 months

Since 09/2017 utilised 

50+ times at ‘Have-A-

Go’ days, open days, 

careers fairs and 

positive action

Utilised by all shift 

systems



‘That’s Lancashire’ television

•RSO’s & RDS FF 

filmed undertaking a 

training session for 

‘That’s Lancashire TV’.  

•Focused upon 

recruitment and what it 

means to work RDS.

•Live slot on Radio 

Lancashire promoting 

recruitment & various 

station open days.



Positive Action
The power of social media

ñWeshamôs top 
team today-

All retained FFôs, 

All highly skilled, 

All motivatedé. 

All mums!

Live in Wesham?  
Call in and askò.

Image retweeted by:

• New York Fire Department, London Fire Commissioner & India and 
Canada Fire Departments.



Recent Recruitment Figures

•RDS recruits course 11/17 –84 candidates

•28 applicants started the recruits course; 24 
successfully passed (28.5% conversion)

•9 applicants were successful and carry forward to 
04/18 course with continued investment and 
engagement from RSO’s in the interim



Background to RDS Pay Review

•Were on salary scheme introduced in 2006 –based 

on activity bandings

•3 yearly re-bandings occurred in 2008 and 2011 with 

£250k invested into scheme

•LFRS RDS were highest paid in country relative to 

activity levels

•Decision taken not to re-band in 2014 –reduced 

activity levels



Options consulted upon

•RDS Salary Review Group established

•Considered various models –

–Re-banding on current scheme

–Freezing current scheme

–Re-banding into 3 bands –high, medium and low

–Re-banding but with smaller gaps between bands

–Removing banding and paying flat rate based on 

hours of cover

–A hybrid model, similar to grey book but with an 

enhanced retaining fee



Proposal for change

•Rewarding commitment

•Basic retainer of £6250 for 120 hours at Comp FF

•Pro rata to hours of cover

•Paying for additional activity in line with grey book 

rates (hourly rate & disturbance fees)

•Pay differential re rank/role in line with grey book

•Rostering maintained and payment per incident 

limited to 6 ‘turnouts’ and 1 ‘attendance’

•Payments to increase in line with grey book awards



Impacts

•Cost £300k more than existing salary scheme

•Approx. 80% better off financially, 20% worse off to 

receive 3 years pay protection (to 05/20)

•Majority of those worse off were at stations with 

reduced activity since last banding or little activity 

relative to hours, compared to others on same 

station



Advantages

•Better balance between commitment and activity

•Re-introduced financial incentive to turnout

•Incentivised booking back on for potential turnouts

•Potential for increased income from new activity

•Better availability = more incidents = more income

•Immediate recognition of change in activity rather 

than cyclical re-banding and associated uncertainty

•Greater transparency for new recruits

•Extra flexibility re drills to encourage dual contracts

•Maximised static element of monthly salary 



•FBU vote supported introduction.

•Subsequently, presented to regional & national FBU 

who endorsed.

•Effected from 1 June 2017 with a post 

implementation review having recently been 

completed. 



Salary Package

RDS pay now comprises:

•Retaining fee 

•Turnout fee / Attendance Fee 

•Disturbance Fee 

•Hourly rate payment for incidents (including 

Standby)

•Payments for attendance to drill nights 

•Public Holiday enhancements for the above 

•Holiday Pay 

•LearnPro (theory training) payment 



Salary overview

New 

Scheme

Grey Book Difference

FF £6,250 £2,964 +£3,286

CM £6,930 £3,286 +£3,644

WMA £7,275 £3,450 +£3,825

WMB £7,750 £3,675 +£4,075

Relevant retaining fee compared to existing

grey book rates (based on a competent

employee giving 120 hrs/week cover).


