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Finance Department – Review 
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Report classification: 
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23 June 2022 
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The subject matter of this report deals with the following LFB strategic priorities: 
 
Delivering excellence  
 

Report number – LFC-0722y 

For Publication 

 

PART I - NON-CONFIDENTIAL FACTS AND ADVICE TO THE DECISION-MAKER  

 

 

Executive Summary  
 

This report presents the outcome of the of the Finance Department, including the 
challenges faced by the department, the report from Chartered Institute of Public Finance & 
Accountancy (CIPFA), the response to this and other research, and the use to be made of 
the £500k additional funding approved in the Budget 2022/23. 

 

The Finance Department plays a fundamental role in the delivery of London Fire 
Commissioners (LFC’s) statutory duties.  The requirements placed on the Finance 
Department have increased significantly over the last couple of years and demands for high 
quality financial services, analysis and advice are expected to continue into the future.   The 
report considers these demands and plans to address them in a sustainable and effective 
way, reducing the current reliance on expensive interims to deal with pressures.  
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The total cost of the recommended structural option is £479,290 with the residual amount 
of £20,710 set aside for training requirements.  This cost is subject to review as posts go 
through 
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the job evaluation process, to ensure the new structure is affordable within the funding 

available. 

 
 
Recommended decisions 
 
That the Finance & Investment Board 
 

• Considers the report, providing challenge and support that can be considered as part 
of further developments within the Finance department. 

• Notes the use of growth funding approved within the Budget 2022/23. 

 
That the Commissioner’s Board  
 

• Approves the proposed restructure in Finance Department set out within the report. 

• Approves the utilisation of the £500,000 growth within Corporate Services 
Directorate earmarked for Finance and approved as part of the Budget 2022/23.  

 
That the Deputy Mayor’s Fire & Resilience Board 

• Notes the proposed restructure in Finance Department set out within the report. 

• Approves the utilisation of the £500,000 growth within Corporate Services 
Directorate earmarked for Finance and approved as part of the Budget 2022/23.  

 

1. Introduction and background 

1.1 Over several years, there have been a number of demands placed on the department 
that have accumulated which has resulted in the department endeavouring to achieve 
all of its aims, compromising its ability to change/update its processes and adapt to or 
embrace the new landscape the department finds itself operating in. This has resulted 
in a number of key challenges that need to be addressed, and additional resources 
identified to support. The main demands are summarised below: 

Challenges of existing systems  
The department has been struggling with its current finance system, which is no 
longer fit for purpose, and this means further staff time is currently dedicated to 
supporting an out-dated system. Providing resources to support transformation in 
Finance, would allow greater senior management focus on the implementation of the 
new finance system.   Likewise, the dedicated support would work alongside other key 
contacts to ensure there is a joined-up approach not only across the finance 
department, but with other departments to ensure information flows as efficiently as 
possible across several systems. 

Financial uncertainty 
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The current levels of financial uncertainty increase demand for additional financial 
information, analysis and scrutiny.  This additional reporting on in year costs, 
requirements to identify in year savings, funding to be bid for and regular reported 
against, additional financial forecasting, and so on.  

Statement of Accounts 
The statutory deadline for publishing the annual Statement of Accounts has been 
brought forward from 31st July to 31st May for the draft accounts and from 30 
November to 30 September for the audited accounts. Currently due to COVID and 
issues in the auditing of public sector accounts, the deadline has been extended back 
to the original 31st July deadline for draft accounts, however this is only a short-term 
extension. This earlier deadline for the accounts, comes alongside increasing 
accounting requirements to be addressed, and includes new requirements on lease 
accounting being introduce in 2022/23.   

External Audit 
The requirements placed on auditors have also increased over the last few years, and 
sees auditors now spending a significantly increased amount of time with audit clients.  
These requirements continue to development, and included new requirements for 
Value for Money assessment and reporting as part of the 2020/21 audit.  These 
additional demands can be seen in the increasing audit costs sector wide, and also 
that less than 10% of the local government sector audits were completed to the 
deadline for 2020/21. 

Boards and Reporting requirements 
The scope to which the Finance function support the numerous boards has grown in 
recent years. This is further highlighted by the newly created Finance and Investment 
Board, where it is expected that significant additional reporting and analysis will be 
required compared to that prepared for the Corporate Services Board. The corporate 
transformation has led to additional demands on Finance with more reports and 
analysis to aid decision making, funding to manage, alongside the move to now having 
five directorates.  There is also an increasing demand from City Hall for explanation of 
financing as part of the governance process. 

Transformation 
The Transformation Delivery Plan, to address the reports from Phase 1 of the Grenfell 
Tower Inquiry (GTI) and from Her Majesty’s Inspectorate of Constabulary and Fire and 
Rescue Services (HMICFRS), has required additional funding, monitoring and reporting. 
It has also raised expectations of what should be expected of support services, with 
growth already progressing in Transformation and People Services, and similar 
expectations now, rightly, developing on the Finance function – including the 
provision of more senior level finance business partnering services to business areas in 
order to provide insightful analysis, a greater focus on value for money and a more 
effective capital plan.  
 
Specific Grants and Monitoring 
As a consequence of transforming, the Brigade has received a number of grants which 
need to be certified, monitored and detailed record keeping kept providing assurance 
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to regulatory bodies that it has spent the grant in accordance with the conditions it 
was provided for. 

Budget setting process  
The current budget setting process has identified £9.7m of growth and £7.3m of 
savings across the Medium-Term Financial Strategy (MTFS). The increased scrutiny of 
the Brigade has raised expectations on the monitoring and reporting that will be in 
place to ensure these are delivered.  Additional budget challenge and review will be 
required over the coming years to better align resources to the priorities set out in the 
Community Risk Management Plan and the Target Operating Model, and to deliver 
efficiencies and savings required to ensure a fully funded Medium Term Financial Plan.  
The ambition to achieve net zero by 2030 places significant additional considerations 
for resource and capital budgets. 

Recruitment and retention of staff 

The department over the last few years has struggled in maintaining a full 

establishment. This is due to a few reasons, but in the main due to the following: 

 

- Pay 

Recent experience in the recruitment of staff has shown challenges in the pay 

available for LFB roles. This experience is backed up by information shared in the 

CIPFA review, from work with the GLA, advice from recruitment agencies and in 

feedback in exit interviews. There has been experience of candidates only being 

interested in a salary at the top of the pay scale, and also losing successful 

candidates to better offers. 

 

- Flexible working arrangements 

Flexible working arrangements are now increasing important to candidates in the 

post pandemic period, and this was highlighted in the discussions with CIPFA as 

well in feedback from recruitment agencies and exit interviews. There is an 

increasing expectation of limited office attendance, as well as increased flexibility 

on start and end times for the working day 

 

- Annual Leave 

The ability to take all the annual leave due to work requirements. 

 
- Training 

A lack of training and development and the LFB not seen as an employer with 

long-term progression. Again, this has been highlighted through exit-feedback 

from employees.  

 

- Frustrations of high staff turnover 

Existing staff members having to train, and knowledge transfer of information and 

individual staff have not stayed for a prolonged period. This has resulted in 
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frustration as this has been repeated. 

 

- High levels of temporary/interim staffing 

Due to the market conditions currently, the interim contractors can demand a 

high daily rate as demand for their skills is high but general supply of those skills 

are in short supply, specifically across the public sector. Again, over a prolonged 

period this can result in frustrations with substantive staff members as the same 

role has resulted in discrepancies in pay and likewise those individuals are helping 

to train on the job and pass skills and knowledge on. 

 

1.2 The result of all of this has resulted in low team morale and higher than usual staff 
sickness due to high levels of stress and anxiety.  

1.3 The department therefore commissioned the Chartered Institute of Public Finance and 
Accountancy (CIPFA) to review the current structure, remuneration and working 
practices of the department and to make recommendations to transform the Finance 
department. 

1.4 The report produced by CIPFA can be found in Appendix 3. 

1.5 The main component of the report identifies the following main themes; poor 
retention of staff owing to several factors but the main ones being the overall 
renumeration package including training and salary, frustrations at the archaic finance 
system and the overall structure which isn’t conducive to meeting the needs of LFB 
into the future. 

Risks in failing to transform 

1.6 The department needs to transform to be able to successfully meet the challenges 
that the LFB is currently placing on the department. There are significant risks in 
achieving the MTFS proposals, not least in reducing the identified budget gap in 
2023/24 of the MTFS. In addition to this the organisation must ensure the 2022/23 
budget is met and that Finance are the gatekeeper of financial control, providing 
strategic leadership that is worthwhile, meaningful and will effectively help 
accountable budget holders to understand and manage their budgets in a pro-active 
way to achieve value for money. 

1.7 In addition, there are future challenges in implementing the Target Operating Model 
(TOM) and the new Community Risk Management Plan (CRMP) which Finance needs 
to play a key part in helping to deliver. 

2 Finance Department Transformation 

2.1 Since CIPFA’s initial review, further work has been undertaken to ensure the structure 
meets all of the department’s requirements. The structure can be seen in Appendix 1. 
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2.2 One element of the workstreams included a review of role responsibilities across 
current job descriptions and a mapping exercise to new job descriptions. 

2.3 As part of this approach and further re-engineering of the structure, this has resulted 
in a structure that places greater emphasis on more added value activities rather than 
transactional skills which requires greater individual responsibilities. The outcome of 
this has resulted in the removal of two FRS D posts. All new posts have been 
separately identified within Appendix 1. Staff are therefore potentially at risk, 
however with additional posts overall in the structure this gives opportunities for 
those staff members. To give the greatest chance of success in obtaining these 
opportunities elsewhere in the new structure, we will ensure we begin with an 
internally restricted recruitment exercise to those staff impacted.  

2.4 The overall level of change can be seen in the following table (this excludes 2 interim 
posts at FRS E level; 

 Current Structure 
(FTE) 

New Structure 
(FTE) 

Change (FTE) 

TMG A 1.0 1.0 0.0 

TMG C 1.0 2.0 +1.0 

FRS G 1.0 3.0 +2.0 

FRS F 5.0 6.0 +1.0 

FRS E 7.0 9.0 +2.0 

FRS D 8.75 7.0 -1.75 

FRS C 5.0 5.0 0.0 

Total 28.75 33.0 +4.25 

 

2.5 Structural changes and role responsibilities are only a small element of the need for 
the Finance department to change, however. It has also been identified that both 
process, system and cultural change needs to happen alongside reviewing non-
financial parts of the renumeration package that is offered to individuals to ensure 
retention and development of the team. 

2.6 The recruitment and retention of staff has been difficult over the last few years, with 
this due to several factors, and has been experienced in other departments and not 
only Finance. To better understand and help to address this, Finance has consulted 
with experts in the recruitment and local government sectors for advice. Feedback has 
often been that market rates have been driven up over the last few years, and 
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sometimes roles within LFB Finance are not competitive in terms of pay, but the 
challenge is wider than this and can also include working hours and place of work with 
a growing requirement for these to be as flexible as possible. These issues can’t be 
addressed in Finance in isolation, and will necessarily form part of a wider corporate 
review of FRS staff. However, in the interim,  Finance will seek to identify  the best 
way to market and sell roles, to attract good quality candidates to roles as they are 
advertised, as well investing in development to then retain these staff. 

2.7 Evidence relating to the difficulties in external recruitment included that set out in the 
“Reed Salaries Guide 2022” which detailed a number of discussion points including; 

- A shortage of staff to fill permanent roles, creating supply issues and driving up cost. 
- Importance of not narrowing down the talent pool (i.e. being flexible in approach). 
- Counter offers by employees asking for greater pay increases. 
- Training and Development alongside remote working being attractive to jobseekers. 

These discussion points have been re-emphasised when discussing the current job 
market with contacts across professional Accountancy and Finance recruitment 
agencies. 

The CIPFA review also included guidance on salary ranges for senior finance posts, as 
well as the impact of other elements in terms and conditions in particular flexible 
working.  This was considered alongside information shared with the GLA on salaries 
for  comparable finance professional roles.  This work then helps reinforce information 
gathered from exit interviews from staff, and monitor of job vacancies through sites 
like Public Finance. 

2.8 The recruitment and retention of staff has been difficult over the last few years which 
due to several factors has impacted not only on the Finance department, but across 
LFB. To address this, Finance have consulted with experts in the recruitment sector to 
see how this can be addressed. Feedback has often been that market rates have 
driven up and sometimes roles within Finance are not directly comparable in terms of 
pay and likewise our approach in terms of both working hours and place of work 
needs to be as flexible as possible. Both are items that need to be addressed 
corporately. Internally, Finance are looking at the best way to market and sell roles 
and then actively retain high performing members of the team. 

2.9 In terms of addressing systems issues, it has been widely reported that the current 
financial ledger that is in use (Masterpiece) is outdated and no longer fit for purpose 
to provide information that is timely, easily understood and efficient in terms of input 
and output of data from the system. The department has therefore already scoped 
the requirements of a new system (LFC-0088) and should be going out to tender for a 
replacement system in the late summer of 2022 with an envisaged go-live date 12-18 
months after contract award. This has been delayed due to the new procurement peer 
review which is a more rigorous process and therefore a number of items are being 
challenged and need to be addressed. There may however be further opportunities 
for collaborative working with Transport for London (TfL) which was investigated 
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previously, though the project was paused by the previous interim Director of 
Corporate Services. 

2.10 Process changes and reviews will also be incorporated into the implementation of a 
new system to ensure more efficient processes but also are compliant with any new 
system. This will be important when choosing the new system to ensure our needs are 
met by the system. 

2.11 Due to the large number of changes, some of which are very substantial, it is more 
important than ever that members of staff continue to receive training and 
development opportunities to enable them to deliver their role to the highest of 
standards and this is why there was also additional growth in the Finance budget as 
part of the 2022/23 budget alongside the use of the residual use of the £500k growth 
bid on the Finance structure to help supplement this. 

2.12 Cultural change is also very important to the department to not only maintain a happy 
workforce, but also to drive up and then maintain high standards. This has been 
incorporated into a review of departmental meetings, how we effectively work 
together and a refresh of the departmental plan and individual targets. This will be 
further enhanced by the new corporate PDR process. 

2.13 The department will need to evidence that the additional growth in the structure has 
provided Value for Money (VFM) and therefore proposes to have several matrices to 
showcase this added value. These will be in the form of ‘hard’ Key Performance 
Indicators (KPIs) that can be measured by tangible information e.g.. % invoices paid on 
time and forecasting performance. However, the department will also be seeking to 
explore more ‘softer’ measurements such as regular stakeholder feedback to ensure 
we are providing to the expectations of customers. In gaining feedback this will help 
us to address any issues, or work with our stakeholders to maintain high standards. 
The department will look to gain information to provide a baseline to which it can 
measure itself against in the future and therefore will be developing and gaining 
information on the various KPIs prior to the new structure being implemented 

2.14 This will help to further develop our future offering to LFB, giving us scope to 
recognise when the department can re-allocate resources to be at its most effective or 
likewise where there is excess capacity which may result in future savings or likewise 
where there are further demands placed on the service which need to be resourced. 

2.15 An example of further demands placed on the Finance department are the growth of 
areas such as Transformation and Communications and therefore the structure 
attempts to enable the department to deal with these demands into the future. 
However, as discussed in paragraph 1.13 this will need to be monitored in the future. 

2.16 The new Director of Corporate Services joined the LFC in June 2022 and is supportive 
of the rationale for change and the direction of travel set out in this report. As a result 
of the timescales the Director of Corporate services will continue to assure some of 
the details set out in this report alongside the governance process.  
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3. Equality comments 

3.1 The LFC and the Deputy Mayor for Fire and Resilience are required to have due regard 
to the Public Sector Equality Duty (section 149 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. 

 
3.2 It is important to note that consideration of the Public Sector Equality Duty is not a 

one-off task. The duty must be fulfilled before taking a decision, at the time of taking a 
decision, and after the decision has been taken. 

 
3.3 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. 

 
3.4 The Public Sector Equality Duty requires decision-takers in the exercise of all their 

functions, to have due regard to the need to: 

• eliminate discrimination, harassment and victimisation and other prohibited 
conduct. 

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

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

3.5  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, in particular, to the need to: 

• remove or minimise disadvantages suffered by persons who share a relevant 
protected characteristic where those disadvantages are connected to that 
characteristic. 

• 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. 

• encourage 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. 

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

the needs of persons who are not disabled include, in particular, steps to take 
account of disabled persons' disabilities. 

 
3.7 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, in particular, to the need to: 
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• tackle prejudice. 

• promote understanding. 
 

3.8 The department has undertaken an Equality & Impact Assessment in regard to any 
changes throughout the review and this can be found in Appendix 2. 

 

4. Other Considerations 
 

Workforce comments 
 

4.1 This report is not considered to have any direct workforce impact for the LFC and 
therefore no consultation has been undertaken. 

Sustainability comments 
 

4.2 This report is not considered to have any direct sustainability implications. 

Procurement comments 
 

4.3 This report is not considered to have any direct procurement implications.  

5. Financial comments 

5.1 This report will have cost implications. The total cost of implementing the new 
structure will be funded through the growth of £500k that was included as part of the 
2022/23 budget proposals. The cost of the new structure has been identified as 
£479,290 with the residual amount of £20,710 being utilised to help fund the 
increased need for additional training and development of the staff within 
department.  Currently the department have transitioned to the new structure using 
interim staff already recruited to vacant posts in the existing structure to ensure a 
continuity of service. However, this is not cost effective in the long term and in terms 
of overall cost is more expensive than implementing the new structure as quickly as 
possible. 

6. Legal comments 
 

6.1 Under section 9 of the Policing and Crime Act 2017, the LFC is established as a 
corporation sole with the Mayor appointing the occupant of that office. 

 
6.2 Section 112 of the Local Government Act 1972 states that the Commissioner “shall 

appoint such officers as they think necessary for the proper discharge by the authority 
of such of their or another authority’s functions as fall to be discharged by them…”. 
Section 112 further states that, “An officer appointed… shall hold office on such 
reasonable terms and conditions, including conditions as to remuneration, as the 
authority appointing him think fit.” 
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6.3 Under the Commissioner’s Scheme of Governance a Director may “agree the 
Directorate plan” and may also, “determine matters that relate to the internal 
management of the directorate”. 

 
6.4 Under the Commissioner’s Scheme of Governance the Commissioner may authorise a 

commitment to expenditure (capital or revenue) and business or commercial 
arrangements with a value of £150k and above. The Commissioner may also 
undertake any action whether that action is delegated to another person or not, this 
includes approval of the proposed restructure as set out in this report. 

 
6.5 By direction dated 1 April 2018, the Mayor set out those matters, for which the LFC 

would require the prior approval of either the Mayor or the Deputy Mayor for Fire and 
Resilience (the Deputy Mayor).  

 
6.6 Paragraph (b) of Part 2 of the said direction requires the LFC to seek the prior approval 

of the Deputy Mayor before “[a] commitment to expenditure (capital or revenue) of 
£150,000 or above as identified in accordance with normal accounting practices…”. 
The Deputy Mayor's approval is accordingly required for the LFC to expend the sums 
set out in this report. 

 
List of Appendices 

  

Part 2 Confidentiality: Only the facts or advice considered to be exempt from disclosure under 
the FOI Act should be in the separate Part 2 form, together with the legal rationale for non-
publication. 
 
Is there a part 2 form – YES/NO 

 
 

 

 

 

 

 

Appendix  Title Open or confidential 

1.  Proposed Finance Departmental Structure Open 

2.  Equality Impact Assessment Open 

3.  CIPFA Review Open 
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Appendix 1 – Proposed Finance Department Structure 
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The structure charts above show the need structure, highlighting the new roles. However, 
this does not show the deletion of posts to move to new structure. Overall changes are 
documented within paragraph 2.4 of the main report. 
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Appendix 2 – Equality Impact Assessment 

 

 

The purpose of an EIA is to give as much information as possible about potential equality 
impacts, to demonstrate we meet our legal duties under the Equality Act 2010. 

Please read the EIA Guidance on Hotwire before completing this form. 
 

Once you open the template please save it on your OneDrive or SharePoint site. Do not 
open the template, fill it in and then click Save as this will override the template on 

Hotwire. 
 

1.  What is the name of the policy, project, decision or activity? 

 

 Finance Structural Review  

 

Overall Equality Impact of this policy, project, decision or activity (see instructions at end of 
EIA to complete): 

 

 

 

 

2. Contact details 

Name of EIA author 

 

James Buttery 

Department and Team Finance 

Date of EIA 01/06/2022 

 

 

High 

 

  

Medium 

 

  

Low 

X 

Equality Impact Assessment (EIA) Form 

http://hotwire-live/About_LFB/Our_priorities/equalities/Pages/EqualityImpactAssessments.aspx
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3. Aim and Purpose 

What is the aim and 
purpose of the policy, 
project, decision or 
activity? 

 

The Finance Structural Review will provide a transformed way 
in which the department works to effectively support the 
needs of LFB to manage its resources effectively. 

Who is affected by this 
work (all staff, specific 
department, wider 
communities?) 

The whole of the Finance Department is directly impacted on 
the Structural Review directly. Departments to which Finance 
support will also be indirectly be impacted upon via a different 
delivery model. 

 

4. Equality considerations: the EIA must be based on evidence and information. 

What consultation has taken place 
to support you to predict the 
equality impacts of this work? 

Team meetings and email communications. 
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5. Assessing Equality Impacts 

Use this section to record the impact this policy, project, decision or activity might have on people who 
have characteristics which are protected by the Equality Act. 

 

Protected 
Characteristic 

Impact: 
positive, 
neutral or 
adverse 

 

Reason for the impact  

 

What information have you used to 
come to this conclusion? 

Example: Age Adverse Moving this service online will adversely affect 
older people, who are least likely to have access 
to a computer or smart phone and may not be 
able to use the new service. 

GLA Datastore: X% of the London 
community are aged 70 or over.  GLA data 
shows that only 10% of those over the age 
of 70 have regular access to a computer or 
smart phone. 

Age 

(younger, older or 
particular age group) 

Neutral The impact of the review will be seen across the 
whole of the department. As at 31/5/22 this was 
the following ages across the department of 
substantive staff members; 

 

20-29: 1 (3%) 

30-39: 4 (14%) 

 

Information received from: HR People 
Management Information Team - 
pshrpmi@london-fire.gov.uk . 

 

 

mailto:pshrpmi@london-fire.gov.uk
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40-49: 8 (28%) 

50-54: 4 (14%) 

55-59: 7 (24%) 

60-64: 3 (10%) 

65+: 2 (7%) 

 

Whilst some age ranges have greater numbers, the 
impact is not just on one specific group of people. 

 

 

Disability 

(physical, sensory, mental 
health, learning disability, 
long term illness, hidden) 

Neutral As at 31/5/22 there was 1 member of the team 
disclosing a disability. 

 

This will be taken into account when undertaking 
the review. 

 

Gender reassignment 

(someone proposing 
to/undergoing/ undergone 

Neutral N/A  
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a transition from one 
gender to another) 

Marriage / Civil 
Partnership 

(married as well as same-
sex couples) 

 

Neutral Information unknown.  

Pregnancy and Maternity Neutral 

 

 

N/A  

Race (including nationality, 
colour, national and/or 
ethnic origins) 

 

Neutral As at 31/5/22 the number of team members 
identifying as BAME totalled 14, which is 48% of 
the department. 

 

Religion or Belief (people of 
any religion, or no religion, 
or people who follow a 
particular belief (not 
political) 

Neutral As at 31/5/22 the following religious beliefs were 
identified across the team: 

 

Christian: 16 (55%) 

Hindu: 4 (14%) 
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No Religion: 4 (14%) 

Not Provided 3 (10%) 

Muslim: 2 (7%) 

 

There will be no impact on the following: things like 
uniform, appearance or facilities ( religious 
headwear, prayer facilities, etc) 

Sex  

(men and women) 

Neutral As at 31/5/22 the following genders were 
disclosed: 

 

Male: 18 (63%) 

Female 11 (37%) 

 

 

Sexual Orientation 
(straight, bi, gay and lesbian 
people) 

Neutral As at 31/5/22 the following sexual orientations 
have been disclosed as follows; 
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6. Impacts outside the Equality Act 2010 

What other groups might be affected by this policy, project, decision or activity? 

As the review is a detailed undertaking of the structure of the department and processes, it is not a change in policy or how the department 
physical operates such as flexible working etc. There should therefore be no impact on any groups. 

 

 

 

 

 

7. Legal duties under the Public Sector Equality Duty (s149 Equality Act 2010) 

How does this work help LFB to: 

Eliminate discrimination? Any potential recruitment exercises will be run in accordance with LFB HR recruitment 
policy. 

 

 

Advance equality of opportunity between 
different groups? 

Any potential recruitment exercises will be run in accordance with LFB HR recruitment 
policy. 
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Discussion of potential impacts will be discussed both in group and 1:1 settings. 

 

 

Foster good relations between different 
groups? 

Discussion of potential impacts will be discussed both in group and 1:1 settings. 

 

 

 

 

8. Mitigating and justifying impacts 

Where an adverse impact has been identified, what steps are being taken to mitigate it?  If you’re unable to mitigate it, is it justified? 

Characteristic with potential adverse impact 
(e.g. age, disability) 

Action being taken to mitigate or justify Lead person responsible for 
action 

N/A   
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Now complete the RAG rating at the top of page 1: 

High: as a result of this EIA there is evidence of significant adverse impact. This activity should be stopped until further work is done to mitigate 
the impact. 

Medium: as a result of this EIA there is potential adverse impact against one or more groups.  The risk of impact may be removed or reduced 
by implementing the actions identified in box 8 above. 

Low: as a result of this EIA there are no adverse impacts predicted.  No further actions are recommended at this stage. 
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Document Control 
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External publication Are you happy for this EIA to be 
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Appendix 3 – CIPFA Review 
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