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Review and Evaluate MAWWFRS approach to Talent Planning 

 

1.1 MAWWFRS approach to Workforce and Talent Planning 

 

Workforce Planning is defined as “the process of ensuring an organisation has 

current and future access to the human capital it needs to perform effectively” (HR 

Zone,2021). 

 

MAWWFRS have established a Strategic Workforce Group (SWG) which oversees 

workforce planning. The SWG have overall responsibility to ensure the workforce is 

managed in a systematic, efficient and coordinated manner, thereby ensuring that 

MAWWFRS has the right people in the right roles with the right skills to meet the 

required level of service delivery in the most cost-effective manner for present and 

future users (EV01). Examples of tasks undertaken include the proposal of new staff, 

renewal of existing staff contracts and aligning and integrating workforce planning 

and management with strategic and corporate planning cycles to enable and support 

the achievement of Strategic Plans. 

 

A Wholetime Duty System recruitment process is undertaken annually (EV02) to 

ensure we have a continual flow of new recruits. This is attributed to the fact that 

previously it was more than likely individuals would retire when they reached their 

pensionable age or achieved the maximum service within the Firefighter Pension 

Scheme (FPS). However, with the recent changes made to the FPS, it has become 

apparent that individuals are remaining in employment for longer and therefore their 

date of retirement is unpredictable.  

 

‘Talent Management’ has various definitions, however, for MAWWFRS, I feel the 

below definition is the most appropriate as it regards all employees as being part of a 

talent pool: 

 

“The recruitment, development, promotion and retention of people, planned and 

executed in line with your organisation’s current and future business goals”. (Wellins, 

et al., 2006).  

 

A corporate plan is produced every five years which sets out our vision for the future. 

Encompassed within the plan are strategic aims along with objectives of how this will 

be achieved. Resourcing and talent planning activities are key as it ultimately 

ensures all our staff “will have the knowledge and skills they need to safely deliver 

and develop our services” (MAWWFS 2021-2026) (EV03). For example:  

 

Coaching and Mentoring: open to all personnel and provides a route for an employee 

to connect, learn and grow within the organisation, whilst developing their own 

career path for the future. A Mentoring procedure is in place which details the 

purpose of the scheme (EV04).  
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Talent Management Procedure (EV05): identifies individuals that demonstrate 

personal, qualities, attributes and / or leadership and management qualities and 

develop, retain and nurture these skills. This procedure is used to support career 

development, workforce planning and recruitment (MWWFRS, PGD, Pod 3.4 – 

Talent Management, 2016).  

 

Transfer & Promotion Procedure (EV06): this recognises the importance of personal 

and organisational development. As such, operational staff can apply for a transfer of 

location or temp/promotion within the Service and a panel will decide the most 

suitable means of filling operational vacancies based on the applications received.  

All decisions relating to workforce promotion and progression are based on 

objective, transparent and fair criteria in accordance with the principles contained 

within the Recruitment and Selection procedure. This enables employees to gain 

exposure in different departments and provide them with a more rounded view of the 

organisation as a whole and widen their opportunities in the future. 

 

Annual Internal Development Review (IDR): a meeting between the line manager 

and employee will take place and the employee self-evaluates their own 

performance against the organisation’s objectives which informs targets to work 

towards and identify training requirements.  

 

1.2 Analysis of Internal and External information relating to Future People & 

Skills needs and the availability of Talent 

 

It is crucial MAWWFRS are aware of the internal and external information available 

to identify the “knowledge, skills, abilities and other factors required for current and 

future workforce roles” (CIPD, 2018).  

 

1.2.1 Internal Information 

 

Employee Movements: The Service records data on a movement register which 

details resignations/retirements, internal promotions, enrolments, transfer of post or 

reversion (EV07). This enables the Service to identify any themes / patterns which 

informs what needs improving to maintain service delivery and what personnel 

maybe required in the future. 

 

Demographic Data: individual employee demographic data is recorded (for example, 

gender, age, ethnicity, disability, and nationality) which is used to covey the extent to 

which MAWWFRS is meeting both the moral and legal obligations to recognise 

diversity and promote equality and inclusion within the workforce. The data is 

analysed to inform objectives of where the Service needs to be and ensure we can 

attract, appoint, promote, and retain as diverse a workforce as possible in the future 

(EV08).  

 

Metrics: skills, performance, and training data are recorded, and the data is used to 

identify gaps so that development programmes can be put in place to fill future roles 
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1.2.2 External Information 

 

Demographics: according to a CMI (2019) discussion paper, the future workforce is 

likely to be increasingly female, more diverse, and older. Research has also found 

that throughout Fire and Rescue Services in the UK, females account for just 10% of 

Chief Fire Officers (NFCC, 2019).  

 

Based on MAWWFRS demographic data (EV08) this poses a risk to the Service as 

statistics show there is a shortage of female personnel along with an under-

representation of diversity; it is evident the workforce needs to become for diverse. 

 

Age:  A third of all workers are now aged 50 or over (Centre of Ageing Better, 2019) 

and within UK FRA, 42% of Wholetime firefighters are between the ages of 46-55 

(Gov.uk, 2019).  

 

However, a recent court ruling confirmed that discrimination had occurred within the 

FPS and as a result, individuals will retain the right to remain in their legacy scheme 

whereby the retirement age is between 50 and 55. This could result in a large 

proportion of the older generation retiring and potentially leave a skills gap in critical 

areas. MAWWFRS will need to reassess their ‘talent’ and ensure they can fill critical 

roles now and in the future. 

 

1.3 The Extent to which current Organisational Planning Activities are 

addressing Potential Needs 

 

▪ Providing workshops to promote Equality, Diversity and Inclusion within the 

workplace which is aimed at middle managers (EV09) to achieve long term 

objectives set within MAWWFRS Annual Equality Plan.  

 

▪ Female awareness days to encourage more female applicants into the role of 

firefighter via targeted awareness days. As stated above, females are 

underrepresented and MAWWFRS needs to act now to meet the 

requirements of a diverse workforce.  

 

▪ Develop ‘talent’ via an ADC so the organisation will continually have the right 

people and skill set to contribute to the effectiveness of the organisation now 

and in the future (EV10). Personnel are also ‘Temporary’ promoted to gain 

experience in different sectors to enhance skills/knowledge throughout the 

service (EV11). 
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EV06 MAWWFRS PGD 6.10 Transfer & Promotion Procedure 

 

 
 

 
 

 



11 | P a g e  
 

EV07 Employee Movements 
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EV08 Staff Data 
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Recommendations to Improve MAWWFRS approach to Talent Planning 

 

2.1 The following recommendations are based on the analysis undertaken to 

MAWWFRS approach to ‘Talent Planning’ to ensure that the people and skills 

needed in the future will be available: 

 

1. Reassessment of the Talent Management Procedure 

 

The CIPD (2020) states that having a clear Talent Management Strategy will enable 

organisations to build a high-performance workplace, encourage a ‘learning’ culture, 

add value to their employer brand, and improve diversity management.  

 

MAWWFRS introduced the procedure, which is aligned closely with our business 

objectives, with the purpose of creating a culture which ensures that the right people, 

with the right capabilities, are in the right place, at the right time to support a dynamic 

service. However, there has been minimal uptake on the use of this since it was 

introduced. 

 

Reasons for minimal uptake could be attributed to the fact that our ‘People & 

Organisational Development’ department are responsible for this procedure and HR 

were not involved during the implementation or development stages. Yet, CIPD 

research shows that HR play a critical role in providing guidance, facilitating talent 

pools, and maintaining momentum (CIPD 2020). In addition to this, CIPD (2020) also 

suggest taken a more ‘blended’ approach to talent management to ensure it is 

inclusive and engages all employees. This has the potential to diversify the 

workforce, improve employer brand and thereby making MAWWFRS an employer of 

choice.  

 

In view of the above, my first recommendation is to implement the above changes 

into the Talent Management Procedure and monitor the number of referrals to 

determine whether it has been effective having input from HR and taking a more 

‘blended’ approach.  

 

2. Introduction of regular 1:2:1 Appraisals 

 

Each year the service requires its employees to undertaken an annual Individual 

Development Review (IDR) to allow staff to demonstrate how they fit into the 

Organisation and understand their expected contribution, provide constructive 

feedback and recognition of achievement and identify and agree objectives for the 

following year in line with their individual Role maps / Job Descriptions / 

Organisational Pathways (EV12).  

 

This process does not currently measure staff’s personal qualities and there is no 

quantifiable measurement that can identify talent / suitability for further development 

within the organisation. This is key for effective succession planning.  
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The National Fire Chiefs Council launched the Inspiring Leadership Framework in 
2019 with the aim of supporting current and future Fire Service Leaders (EV13). The 
framework sets out and defines the leadership behaviours needed at every level in 
the Fire and Rescue Service (NFCC, 2019). This shows a clear commitment from 
fire and rescue services to support all staff, ensuring a fair and consistent approach 
to performance and promotion. A Leadership Project has been set up to develop 
best practice approaches in the following areas which underpin the Leadership 
Framework and will have an impact of the performance and development of all FRA 
staff: 
 

• Talent / Succession Management 

• Core Learning Pathways 

• Executive Leadership Programme 

• Coaching and Mentoring 

• Secondments 

• Direct Entry Pathways 

• Code of Ethics 

• Supervisory Leadership Development 

• 360 Performance Management 
 
Therefore, my second recommendation is to replace the IDR process with regular 
1:2:1 appraisal between managers and staff. The appraisal will focus on sector 
competence (have staff met the requirements of their role), qualities and behaviours 
(which can be measured against the NFCC Leadership Framework), CPD 
(information can be better captured within the appraisal process) and progression 
aspirations of staff.   
 

This approach would give a clear indication of the performance of all staff within 

MAWWFRS and can provide a suitable baseline in which our staff can develop, with 

progress being captured via quarterly reviews. This process will provide good 

evidence for the purpose of Talent Management and Succession Planning within the 

service as management could identify staff that show potential for development 

within the Service and this will tie in with current processes that assist with further 

developing staff (Talent Management / Coaching and Mentoring), and furthermore 

this has the potential to be utilised when making internal transfer / promotion 

decisions.  

 

3. Retention Strategy 

 

MAWWFRS maintains a register of ‘employee movements’ to identify various trends. 

Having analysed the ‘resignation’ data over the last three years it was evident that 

the highest turnover of employees was within the On-Call sector followed by 

Support: 
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Year Wholetime On Call Support Control 

2018/2019 29 94 27 0 

2019/2020 40 102 22 2 

2020/2021 7 32 6 0 

Total: 76 228 55 2 

 

The cost of employee turnover to the organisation is high, in terms or administration 

of the resignation, recruitment and selection costs, induction training for the new 

employee and providing a uniform within the operational sector.  

 

Therefore, my third recommendation is to implement a ‘retention strategy’ to reduce 

costs and employee turnover, increase retention and retain the talent within the 

organisation. Although there isn’t a ‘one size fits all’ approach the implementation of 

a mix of strategies should contribute to building organisational resilience.  

 

The CIPD (2021) consider the following practices have shown to play a positive role 

in improving retention: 

 

▪ Pay and Benefits: reasonable rate of pay, salary sacrifice schemes, pension, 

annual leave etc. 

▪ Flexible Working: try and accommodate an individual’s preferences on 

working hours and times.  

▪ Employee Well-Being: ensure managers are supported to help their teams 

thrive and manage issues such as workplace stress/presenteeism.  

▪ Treat people fairly: perception of unfairness is a major cause of resignation, 

for example, perceived unfairness in the distribution of rewards.  

▪ Development & Progression: provide opportunities for employees to develop 

skills throughout their career.  

▪ Consult: provide employees with the opportunity to be heard through 

surveys/conversations/grievance systems. 
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Contributing to People Resourcing Activities within MAWWFRS 

 

3.1 Required resourcing Activity within MAWWFRS 

 

At present, there is a lot of activity going on within the Firefighter Pension Scheme(s) 

which will have a significant impact on the workload within the Human Resources 

Department who have overall responsibility for the day to day employer 

administration of each scheme. 

 

Firstly, a High Court Judgement issued against MAWWFRS which concerned the 

treatment of specific allowances and how the Service treated them in terms of 

whether they were pensionable or not. The application of this judgement will have a 

significant impact on the workload within HR as arrangements will have to be made 

to correct pension records of each individual who has been affected by the 

judgement over a set period of time (FBU, 2019).   

 

Secondly, a recent judgement by the Supreme Court confirmed that the transitional 

protections introduced within the FPS 2015 were unlawfully discriminatory on the 

grounds of the age. It is expected that the process to remove the discrimination will 

not be implemented until 2023. However, each FRA is required to commence 

gathering data in readiness for the application of the judgement (FPS Regs, 2021). 

Again, this poses a significant impact on the HR department, particularly in relation 

to a potential options exercise and adjustment to Scheme Member’s records.  

 

Thirdly, following the European Court of Justice’s decision in a case known as 

‘O’Brien v Ministry of Justice’, the UK Government recognised the right for retained 

firefighters employed before 01 July 2000 to have access to a pension scheme from 

the start of their employment. This will necessitate an options exercise, for which 

legal discussions have commenced to consider the scope and the details of the 

settlement. Again, this will impact workload, along with deadlines which will need to 

be met to complete such exercise (FBU,2021). 

 

In view of the above and anticipating the volume of workload, it was necessary to 

undertake a recruitment exercise to resource a Pension Assistant. I attended ELT to 

present a paper with my proposals along with the reasoning for this which was 

subsequently approved (EV14).  

 

3.2 Roles and Responsibilities  

 

I was tasked with planning and preparing for the advert (EV15) and ensuring it went 

live by no later than 15 November 2019 (EV16). The Helpdesk were delegated with 

the task of monitoring the applications and updating a spreadsheet to record data 

(EV17). Once finalised, I was tasked with short-listing the applications based on the 

person specification matrix in conjunction with my Manager (EV18). 
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3.3 Organisational Procedures and Legislative Requirements 

 

In line with our Recruitment, Selection & Pre-employment Check procedure (EV19) 

an evaluation of the need for the role against the department strategic plans was 

completed to advertise the role, the advert was advertised both internally and 

externally to provide current employees with opportunities for career development 

and the post was advertised on various websites to maximise the number of suitably 

qualified candidates.  

 

The recruitment method was fair as a competency framework was used for the 

selection process; based on shortlisting and an assessment against each criteria of 

the person specification. Therefore, the method was free from discrimination and 

purely based on an individual’s ability to undertake the role.  

 

MAWWFRS approach used is also in keeping with Taylor’s (2019) ‘Good Practice 

and Recruitment and Selection Model’ which effectively states that a job analysis is 

the essential foundation of any ‘good practice’ approach to recruitment and selection. 

 

3.4 Planning and Preparation 

 

As per (EV18), candidates were short-listed using the criteria set out within the 

Person Specification (EV20) making the process transparent, reasonable, and fair.  I 

notified the successful candidates via email and invited to attend for interview 

(EV21). In line with the procedure, candidates would be interviewed for the role in 

conjunction with myself and Line Manager. I designed the questions using the basis 

of the person specification (EV22). 

 

3.5 Process  

 

In line with our organisational procedures the successful candidates received the 

minimum of 7 days’ notice of the respective interview date. The interview was 

conducted by my Line Manager and I, as I would be the direct line manager for the 

potential candidate. During the interview, written, clear, and accurate records of the 

candidate’s performance was recorded (EV23) as the choice of appointee is based 

on the outcome of the entire assessment. As a result of the interviews, a candidate 

was selected and informed one week after the interview took place (EV24). 

 

3.6 Evaluation 

 

CIPD (2020) define Workforce planning as the continual alignment of needs and 

priorities of the organisation with those of its workforce to ensure it can meet its 

legislative, regulatory, service and production requirements as well as its 

organisational objectives. 

 

With the above definition in mind, the objective for MAWWFRS was to recruit a 

Pension Assistant into the service due to the multiple changes occurring within the 
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FPS. This was successfully achieved through the recruitment and selection process 

as evidenced throughout this assignment. The appointment of this post will assist the 

Service in meeting the forthcoming legislative requirements along with the 

requirements of the service, for example, the potential of an ‘Options Exercise’ to be 

undertaken.  

 

I felt that my contribution to this process was satisfactory as I was able to clearly 

provide evidence for the requirement of this post and report to the Executive 

Leadership Team for approval. I was also delegated the responsibility of planning 

and preparing for this post by designing the Job description, Person Specification 

and Advert. To achieve this, I looked at ‘best practice’ guidance on the CIPD 

website, along with organisational guidance to ensure the process was fair and met 

certain requirements, such as the Equality Act 2010, Data Protection etc. 
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EV14 Report to ELT for approval of Pension Assistant Post 
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EV15 Planning for the Role 
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EV16 – Advertise Role 
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EV17 Monitoring Applications 
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EV18 Shortlisting Matrix 
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EV19 – Recruitment, Selection & Pre-Employment Check Procedure  
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EV20 Pension Assistant Person Specification 
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EV21 Pensions Assistant – Invite to Interview 
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EV22 Planning and Preparation Witness Testimony 

 

During the planning and preparation stage for the role of Pensions Assistant, Sarah was 

predominately in charge with overseeing the recruitment process from start to finish. This is 

because the newly appointed Pension Assistant would directly report to her and has the 

overall responsibility for the individual. 

As such, Sarah was tasked with: 

▪ Short-listing the application forms received which were then cross checked by a HR 
Manager in line with our Recruitment & Selection procedure. 

▪ Advising the successful candidates via email and arranging for them to come in for 
interview. 

▪ Designing the interview questions based on the person specification to determine 
the suitability of the candidate for the role. 

▪ Arranging a meeting room along with the necessary IT equipment for the 
presentation to take place. 

 

As her Line Manager, I was selected to form part of the interview panel as Sarah reports 

directly to me. I would also be able to assist with any difficult questions should they have 

arisen.  

Signed:  

 

Role: HR Manager 

Date: 17 May 2021 
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EV23 Notes from Interview 
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EV24 Appointment of Successful Candidate 

 

 


