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Community Protection Directorate

Our Vision
To make Hertfordshire the
safest county in which to live,
work or visit, and to protect
consumers, the environment
and support economic
prosperity.

Our Mission
Working to Protect.
Acting to Save.

This Community Protection Directorate People Strategy supports and enables the
delivery of our key functions Prevention, Protection and Response by developing a highly
skilled workforce who can deliver a swift and effective response, support and encourage
a safe and just trading environment for consumers and business, help make
communities safer and to play a full role in preparation for, and contribution to, multiagency, major incident response.
The National Fire Chiefs Council (NFCC) has published its Fire and Rescue People
Strategy 2 17-22, which considers the need for workforce reform.
The Fire and Rescue National Framework for England and the HMICFRS both suggest
the need for the Fire and Rescue Service to have a clear and transparent People
Strategy, to help reform and transition Fire & Rescue Services into a 21st Century
Employer.
The Hackett review is also likely to place additional pressure on already stretched
protection officers with a possible shift towards greater inspection than the current
enforcement regime requires, whilst the UK’s exit from the European Union will create a
more challenging trading environment for Trading Standards teams as legislation
changes post Brexit.
Community Protection has a Corporate Strategy that links to the HCC Corporate Plan.
Each area of the Directorate then has its own strategy which supports the overall
Directorate strategy.
For Hertfordshire Fire and Rescue the key document is the Integrated Risk Management
Plan (IRMP) 2 19-23 and the People Strategy has a number of projects that link directly
to the IRMP.

Aims

Objectives
To respond quickly and effectively to emergencies

Our aim is to plan for local,
Plan and
regional and national
Respond to
emergencies and to respond
Emergencies quickly and effectively when
they happen.

To reduce unwanted calls
Ensure that the best possible resources are allocated
on a risk basis
Ensure arrangements are in place for major incidents

Prevent
and Protect

Our aim is to minimize risk to
those who live, work and travel
in Hertfordshire. We aim to
prevent emergencies from
happening in the first place,
and protect citizens and
businesses from harm through
our enforcement activities.

To reduce fires, road traffic collisions, other
emergencies, deaths and injuries
To work in partnership to make Hertfordshire safer and
support health and wellbeing
To achieve a safe and just trading environment,
supporting the Hertfordshire economy and helping
to reduce crime
To target our prevention, education
To deliver excellent performance and value for money

Be an
Excellent
Organisation

Our aim is to provide the best
possible service to Hertfordshire
by maintaining professional
standards, continuously
improving our services and
keeping costs down.

To put communities at the heart of what we do,
understand their needs and deliver an accessible service
To maintain a competent, professional workforce
who learn from experiences, adapt to change and are
representative of the communities we serve
To reduce our impact on the environment

This People Strategy and our Specialist Services Team enable all of the strategic
aims and objectives of the Directorate, with a particular reference to the aim of
‘being an ex ellent organisation’ by:

1) Developing outstanding leaders

Develop current and future leaders across all aspects of the directorate developing talent and make best use of internal and external programmes.
Implement effective coaching and mentoring schemes, including collaboration
with other services.
Provide clear transparent examples of the traits and behaviours of an effective
leader.

2) Developing our Workforce

Focus on Operational Competency framework in maintenance and revalidation of core operational skills

Development digital learning resources to enable development to be selfdirected and accessible to all staff.
Emphasise the need for life-long learning and open opportunities to support
self-development
Consider different recruitment methods
Consider different retention, progression, and career development models

3) Engaging with our Workforce

Develop different channels for communication with and informing the
workforce
Seek active engagement and encourage feedback through several channels
Undertake staff surveys to assess workforce morale and identify issues that
are important to our staff including measurement of wellbeing
Develop positive relationships with staff representative bodies and staff focus
groups
Analyse data from exit interviews to inform any retention activity

4) Instilling a positive culture and embedding inclusivity

Work with staff to establish cultural principles, to Develop an inclusive
workplace
Provide effective health and wellbeing support
Work to eliminate bullying and harassment from the workplace, through
education challenge and intervention
Create a workplace based on respect for individuals, acceptance of
difference where no one feels excluded.

This Strategy links to
the HCC Corporate Plan 20 9-2025
the HCC People Strategy 20 9-202
the HFRS Integrated Risk Management Plan (IRMP)
20 9-23
and sits under, the CPD Corporate Strategy
and sits alongside each of the other Heads of Service
Strategies (e.g. Response or Protection strategies)
Specialist Services Workplans e.g. HR, ED & I, H&S
and OH Workplans

Further information on the why we do the things we do in the Directorate can be found in
the ‘What we do and Why we do it’ document.

Values and Behaviours
There are certain Values an Behaviours that we feel are important, these are
detailed on the HCC Intranet.
Essentially, in all that we do we should strive to deliver services to a high
standard, ensuring that we act with integrity towards the public and our
colleagues. We will aim get things right first time but accept that mistakes can
happen, especially when seeking to innovate, and so should ensure that we
learn from them and take the opportunity to improve. Throughout all that we
do we will ensure that we make the best use of available resources.

To enable this Strategy, we will

We will
Consider different recruitment models
Recruit a diverse workforce that reflects our communities and whose values
align to those of the service
Consider different progression and career development models
Develop positive action measures
Continue to develop and promote Apprenticeship opportunities for a range of
roles
Improve our ability to track the success of recruitment campaigns
Reach out to candidates by optimising social and digital media channels

We will
Create a workplace based on respect for individuals
Identifying future skill shortages and developing our own candidate pipelines
Continue to improve work life balance and Ways of Working opportunities
Understand the diverse communities we serve including a workforce that
reflects these communities
Elimination of discrimination and inequality in all our practices, behaviours
and conduct
Continue to monitor the staff relations and employment law climate
Take a leading role in advancing staff wellbeing and support mental health
post covid

Ensure staff feel able to contribute to changes that affect them
Ensure collaboration runs through all we do
Seek to enable all staff to have access to online technology

Employee Development – we will
Implement effective coaching and mentoring schemes
Create a Succession Plan to ensure business continuity when staff leave key roles
Continue to maintain Operational Competency framework and re-validation of
core operational skills
Develop digital learning resources to enable development to be self-directed and
accessible to all staff
Emphasise the need for life-long learning and open up opportunities to support
self-development

We will
Ensure that continued support is provided through periods of change and in
major budgetary processes, such as implementation of National Pay
Create a clear and transparent career progression model
Communicate the Herts reward offering - and contribute to HCC Future
workforce programme
Continue to benchmark salaries for key roles to ensure our reward package
is competitive and attractive

We will
Continue to monitor information gathered from the Exit Process for trends
and provide intervention where necessary
Put in place action plans to address areas of high turnover
Understand and act on what our staff value about working here and what is
important to them
Proactively recognise and help resolve workplace issues so they don’t
become the reason why staff leave
Create a Succession plan to ensure business continuity when staff leave

The shape of the workforce in the next three years
Outcomes for the People Strategy – through this review of practices and processes we
will improve, to attract more people from under-represented groups, both at entry level,
management and senior management level.

