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Executive Summary 

This report offers an update on the controls offered in the People Risk Register as mitigations to the 
risk around leadership development. It complements the initial report (attached as appendix 1) 
submitted to People board on 27 May 2021.This update discusses options for moving forward to 
ensure the delivery of the three-year programme across our middle leaders’ cohort.   

People Board (26 August 2021) approved option 3 to utilise the  Babcock training contract, the 
threeyear contract as set out in paragraphs 36 to 41. This option will enable a quicker timeframe to 

This decision was signed 
remotely on 1 February 2022
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delivery for the programme and offers the most efficient ongoing management of the administrative 
process.  

Commissioners Board (8 September 2021) endorsed the decision made at People Board.  

Recommended decisions  
  
For the London Fire Commissioner:  

 That the London Fire Commissioner   

1. Approves expenditure of up to £740,000 for the provision of a three-year Middle Leadership 
Programme.    

2. Notes that Babcock Training Limited will be responsible for the procurement of the 
subcontractor under the terms of the Training contract on behalf of the London Fire 
Commissioner.    

3. Delegates Authority to the Assistant Director, Technical and Commercial to vary the Babcock 
Training contract include the provision of a Middle Leadership Programme via a sub-
contractor.   

  

Introduction and Background  

1. The People Directorate Risk Register contains the following risk regarding leadership “under 
investment in the Brigade's leadership capability means that it is not sufficiently developed to 
deliver on the LFC's strategic priorities, and the Brigade fails to transform”. The paper deals 
specifically with the control of introducing a Middle Managers Programme (MLP) and gives 
the board options for making progress considering recent events discussed within the paper.  
  

2. The Middle Leadership programme (MLP) contracts were awarded to a supplier called Lane4 
after a competitive tendering process. In May 2021 the organisation was contacted by the 
supplier to inform us that the supplier wanted to terminate services, on July 16th, due to a 
conflict of interest arising. The justification was that a conflict of interest had arisen because of 
an acquisition of the supplier organisation by an organisation that already provides services to 
our organisation in the form of external auditing.  
  

3. Following consultation with our procurement department and legal department, we have 
agreed to terminate the contract. The contraction variation agreeing to the termination was 
signed on 9 July 2021 and the contract ended on 16 July 2021. This paper covers the next 
steps in defining a MLP for our Middle Managers cohort.   

Funding   

4. As a result of the decision to terminate the contract, the full amount paid to Lane4 to date 
(£92,000) has been refunded. In addition, LFB are now in receipt of funds from a government 
scheme to incentivise hiring of apprentices during the pandemic (all trainee firefighters are 
apprentices). We anticipate this to be in the region of £220,000. As well as these two income 
streams, the Cultural Change Team within People Services have budgeted spending 
£130,000 each year for the next four financial years. Therefore, the following funding has 
been earmarked for the delivery of the MLP:  
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 Firefighter Apprentice incentive payment  £220,000  (reserve)  

 MLP Budget 2021/2022      £130,000*  (reserve)  

 MLP Budget 2022/2023      £130,000*    

 MLP Budget 2023/2024      £130,000*  

 MLP Budget 2024/2025      £130,000*  

 Total            £740,000  

*A decision to wrap into this project the targeted leadership development for 
underrepresented groups was made by the Head of Culture, resulting in an additional £30,000 
being added to the £100,000 budget within each of the financial years. This will be factored 
into the programme design in whichever option the board pursues.  

5. The apprenticeship incentive payments have been confirmed by our Apprenticeship Service 
account hosted on the government website as per government funding guidance  

(https://www.gov.uk/guidance/incentive-payments-for-hiring-a-new-apprentice).The current 
government scheme finished on 30 September 2021, with no current indication of the scheme 
continuing. None of the budgets for this project rely on future apprenticeship payments due to the 
uncertainty of the scheme continuing.  
  

6. In order to utilise the funds available, the Board is requested to recommend to the Director of 
Corporate Services that a reserve of £350,000 (£220,000 and £130,000) be created 
specifically for the Middle Leadership Programme to contain the funds from the apprentice 
levy and 2021/2022 funding.  

Collaboration  

7. Discussions are ongoing with the OD & Engagement Manager at the Greater London Authority 
around opportunities to design a tender specification that allows for sharing of the content of the 
programme across the GLA within the bounds of the training contract with Babcock.  

  

Expenditure and Eligibility   

8. Previous reports to the People Board have estimated the unit cost per delegate on an open market 
to be £1,000. We define ‘middle leaders’ as follows:   
  

i.  FRS E, F and G               356 
ii.  Station Commander and Group Commander        222  

iii.  Control Operations Manager and Senior Control Commander   10 
iv.  Talent Management              32  
v. TOTAL DELEGATES             620  

  
9. Based on the market cost of £1,000 per delegate, the total cost to is projected to be £588,000. 

In order to add a 5% uplift to the total cost to enable talent management, the project cost rises 
to £620,000.   
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10. The final  would then be targeted over the three years on underrepresented staff 
groups as well as initiatives in the medium term whilst the programme is developed.   

  
11. It is envisaged that each course will consist of 12 delegates mixed from across the 3 staff 

groups. This equates to a total of 52 courses and encompasses almost 5% (32 delegates) uplift 
as mentioned above.  

  
12. The impact of the McCloud/Sargeant pension remedy has the potential to impact on the 

number of middle leaders within the operational staff group across the 3-year programme. 
There are 31 GC and 56 SC who are eligible to retire. Planning assumptions suggest 80% 
retiring from the group which would be 25 GC and 45 SC. These numbers include those who 
will retire in year 2021/2022 as well as at 31/3/22 and includes those who have already retired 
this year.   

  
13. Planning assumptions expect a further 33 in year 2022/2023 retirements and 37 on 31/3/22.  
  
14. This may impact on the number of operational officers trained across the programme and is 

dependent on succession planning, officer reviews and replenishment of the various middle 
leader posts.  

  
15. Empty places will be filled with middle leaders across the other two staff groups as well as 

individuals identified through talent management across all 3 staff groups as preparational for 
future middle manager roles. Opportunities will also be offered to individuals selected as part 
of any Targeted Development Programmes suggested within the proposed recruitment 
strategy.  

  

Content   

16. The original supplier Lane4 were able to complete the discovery phase of the contract before 
termination. The Discovery was formed of 5 discussions with individuals and 3 group 
discussions.   

  
17. The Discovery report researched 3 key themes across the LFB discussions:  

  
(a) What are the key Leadership challenges facing LFB over the next few years?  
(b) What does this mean for the Leadership by Middle Managers?  
(c) What are the considerations for the programme to ensure it is effective and focused?  

  
Notes from these meetings have been collated, amalgamated, and summarised to identify key 
themes. A synopsis is shown below. The full Lane4 report is attached as (appendix 2).  

Key Leadership Challenges  

• We have a clear mandate for change but need our managers to support colleagues through 
this change  

• We need the right people in the right roles and a clear, fair, and transparent promotion 
process  

• Great leadership should be an enabler of Diversity and Inclusion, we need to immerse 
ourselves in our communities  
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• Everyone should feel they have leadership responsibilities in the organisation  
• We need to break down the uniform/non-uniform barrier  
• We are all responsible for making our strategy understood and supported by all  
• We should encourage innovation and decision-making  

  
18. Impact on Leadership by Middle Managers.   
  

• Important role in driving culture change  
• Need to be professional and not rely on friendships  
• Need to create inclusive environments where colleagues can have honest conversations  
• Need to feel trusted and empowered and lose the fear of failure  
• Should show ownership for performance and not blame senior leaders or internal process  
• Should feel comfortable influencing upwards to drive change and create environments of 

success  
• Would benefit from having a wider understanding of political and regulatory influences on 

why certain changes are required  
• Should feel responsible for finding solutions not just identifying issues  
• Have adaptable style, less Command/Control  

  

19. Considerations for Design  
  

• Conversations suggest that surveys/ALGs may not be received positively, therefore, if used 
this should be later in the programme  

• Ensure the design is simple –but effective, not weighed down by complicated models and 
frameworks but made as applicable as possible.  

• Need follow up –ensure development options beyond the formal programme  
• Topics highlighted:  
• Make clear the impact they have as leaders  
• Understanding the roles of colleagues  
• Dial up accountability and proactivity  
• Understand leadership vs. management  
• Adaptive / situational leadership  
• Link coaching to performance  
• Managing change (pressure and resilience)  
• Change management  
• Giving effective feedback  
• Compassionate leadership  
• Creating a psychologically safe environment  
• Growth mindset  
• Diversity and inclusion  

  
20. Having this report is of great benefit as it will allow for the agreed supplier to go straight to 

design, if options one, two or three are endorsed.   
  

21. In addition to the content identified by the Lane4 discover report, we would also ensure that 
the NFCC Core Code of Ethics featured heavily in the design of the programme, The code 
encompasses the following five ethical principles that will be amalgamated into the MLP 
design:   
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(a) Putting our communities first   
(b) Integrity   
(c) Dignity and respect   
(d) Leadership   
(e) Equality, diversity, and inclusion (EDI)   

  
22. Similarly, there are historic documents which will benefit the design of the leadership 

programme, in addition to the broad structure of the programme put forward in the tender. In 
2018 Judy Taylor Associates were commissioned to clarify the organisations leadership 
development requirements (appendix 3).   

  
23. The establishment of the Leadership Development Committee under the People Board will 

provide the assurance that the content and design of the programme meets the needs of the 
organisation as regular project updates will be sent here for review.   

Options for decision   

24. Following consultation with colleagues across the organisation and in light of the requirement to 
mitigate the risk identified in the risk register, the following four options are presented for 
discussion and decision. The costs associated with each option are based on the Lane4 
suggested course design shown below.   

  

  

Option 1: Externally tender for a new three-year contract (Delivery April 2022)  

25. Tendering for a new supplier will require a full tendering process and involve the governance 
of the Greater London Authority as part of the process as the contract value is over the 
£150,000 limit.  

  
26. This timeframe will allow for consideration of the Organisational Learning Model (OLM) 

currently being developed by T&D as well as NFCC requirements under Fire standards and 
the Core Code of Ethics.  

  
27. The estimated timeframes are as follows:  

  



7  
  

o People Board in August 2021 o Commissioner’s 
Board September 2021  
o Deputy Mayor’s Fire and Resilience Board – 
October 2021 o Corporate Investment Board -
December 2021 o Procurement Process Start – 
December 2021 o Appoint Partner Supplier – 
January 2021 o Delivery - February 2022   

  
28. Awarding any contract to an external supplier will require an agreement with Babcock , 

through the managed service agreement within the main Babcock contract to facilitate the 
administration of the programme , This managed service is employed as LFB do not have the  
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42. Several options exist to support the short-term delivery of skills for middle leaders in the interim, 
while programme design continues under any of the options above. Some are already available 
and embedding within the organisation.  

Short Term (Available now)  

• Cultural card sessions.   
o A more structured approach suggested to departments to encourage use at 

managerial leadership meeting such as SC forum, Team Days.  
  

• Managers Update publication.  
o Monthly links to suggested reading topics aligned to leadership and associated topics.  

  
• All Staff Videos.  

o Promotion of 2 videos covering the LFB behaviours. The first is a three-way discussion 
of the behaviours in detail. The second is a series of short clips of our staff discussing 
their interpretation of the behaviours.  

Medium Term (Start December 2021)  

The following priorities have been identified as the 3 key areas for interventions aligned to 
themes identified within the Lane4 discovery report.   

o Need to create inclusive environments where colleagues can have honest 
conversations   

o Have adaptable style, less Command/Control   
o Should feel comfortable influencing upwards to drive change and create 

environments of success.  
  

43. A growth bid has recently been submitted (August 2021) for a FRS E post to be created to join 
the Leadership Development Team. This post will enable a gap analysis design / commission 
and delivery of bespoke sessions based on the themes above along with Project Management 
of the MLP. The Cultural Change team has been successful in accessing an underspend to 
fund a FRSE post till 31st March 2022.  
  

44. Fire Stations Leadership Development Programme. The following 4 workshops will be 
delivered to all middle and supervisory managers across all staff groups over a 20-month 
period.   

a. LFB Behaviours & Associated Leadership Styles.  
b. Self and Social Awareness Development (focused around Compassion).  
c. Teamwork Development/Communication (focused around Togetherness).  
d. Performance Development (focused around Accountability).  

  
The aim of the workshops are to embed LFB Behaviours and support the development of 
leaders across fire stations. Although currently only for fire station staff it is envisaged, in the 
long term that the workshops will be offered across all staff groups.  
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45. Planning has begun for the return of the annual managers conference in 2022 with an 
aspiration to align it with the LFB People Awards. The conference will focus on leadership 
development for staff at all levels of the organisation.  
  

46. The Cultural Change team are offering limited team development opportunities where 
required which draws upon the skills of the wider team in Cultural Change. The principle of 
the interventions is to develop High Performing Teams and are badged as such.  

  
  

47. If agreed, the introduction of People Business Partners, whilst not a direct leadership 
development intervention, will provide capacity building, coaching, and upskilling for middle 
leaders indirectly.   
  

48. We are also in the process of accessing the GLA coaching framework, which will be targeted 
at middle leaders, again, offering external support for this priority group. We await notification 
from procurement that we have access to this scheme.  

Recommended Decision  

  
Commissioners Board have recommended the following option:   

Option 3: Award Babcock the three-year contract. (Delivery February 2022)  

This option will enable a quicker timeframe to delivery for a three-year programme and offers the 
most efficient ongoing management of the administrative process.  

Impacts  
  
Equality Impact  
  
A full Equality Impact Assessment is attached as appendix 4.  
  
48. The London Fire Commissioner and decision takers are required to have due regard to the 

Public Sector Equality Duty (s149 of the Equality Act 2010) when taking decisions. This in 
broad terms involves understanding the potential impact of policy and decisions on different 
people, taking this into account and then evidencing how decisions were reached.  

  
49. It is important to note that consideration of the Public Sector Equality Duty is not a one-off 

task.  
  
50. The duty must be fulfilled before taking a decision, at the time of taking a decision, and after 

the decision has been taken.  
  
51. The protected characteristics are: Age, Disability, Gender reassignment, Pregnancy and 

maternity, Marriage, and civil partnership (but only in respect of the requirements to have 
due regard to the need to eliminate discrimination), Race (ethnic or national origins, colour or 
nationality), Religion or belief (including lack of belief), Sex, and Sexual orientation.  
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52. The Public Sector Equality Duty requires us, in the exercise of all our functions (i.e.  

everything we do), to have due regard to the need to:  
  

a. Eliminate discrimination, harassment and victimisation and other prohibited 
conduct.  

b. Advance equality of opportunity between people who share a relevant protected 
characteristic and persons who do not share it.  

c. Foster good relations between people who share a relevant protected characteristic 
and persons who do not share it.  

  
53. Having due regard to the need to advance equality of opportunity between persons who 

share a relevant protected characteristic and persons who do not share it involves having due 
regard to the need to.  

  
a. removes or minimise disadvantages suffered by persons who share a relevant 

protected characteristic where those disadvantages are connected to that 
characteristic.  

b. take steps to meet the needs of persons who share a relevant protected 
characteristic that are different from the needs of persons who do not share it.  

c. encourages persons who share a relevant protected characteristic to participate in 
public life or in any other activity in which participation by such persons is 
disproportionately low.  

  
54. The steps involved in meeting the needs of disabled persons that are different from the needs 

of persons who are not disabled include steps to take account of disabled persons' disabilities.  
  

55. Having due regard to the need to foster good relations between persons who share a relevant 
protected characteristic and persons who do not share it involves having due regard to the 
need to:  

  
a. tackle prejudice, and  
b. promote understanding  

  
56. The recommendations set out in this paper aim to ensure we meet our legal duty set out in 

the Equality Act 2010 and Public Sector Equality Duty through several means. Firstly, through 
expanding opportunities for staff development and considering protected characteristics 
when prioritising access within year. Second, several projects referenced in this report 
include or are targeted at staff from underrepresented groups, for example the coaching 
service referenced in 45 (v). The opportunity to attend a leadership training programme or 
benefit from coaching or mentoring directly addresses s.149 (1) b of the Equality Act “that a 
public authority must demonstrate due regard to the need to “advance equality of 
opportunity between people who share a relevant protected characteristic and persons who 
do not share it”. It does so by ensuring that staff from underrepresented groups are given 
training, learning and development opportunities which may increase the likelihood with 
which they are promoted or take on leadership positions within the organisation, where staff 
who are women, who are Black, Asian and from Ethnic Minorities are underrepresented:  
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advancing equality of opportunities between people who share a relevant protected 
characteristic with those who do not share it.   

  
57. The provision of supervisory and middle leadership courses also has inclusion within the 

content of the programmes, which also speaks to s.149 (5) a and b the need to tackle 
prejudice and promote understanding.  
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