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HONOURS

Commendations for Meritorious Service

1.
Individual

For meritorious service in an incident on the F3 Freeway, near Brooklyn, on 15 March 2007.

8455 Qualified Firefighter Martin Carroll

2.
Commendations to members of the community

Ambulance Officer Phil Clark for his actions at a truck accident on the F3 Freeway, near Brooklyn, on 15 March 2007. 

Mr Peter Robinson for his actions at a truck accident on the F3 Freeway, near Brooklyn, on 15 March 2007.

Contact Officer:
Superintendent Craig Brierley, Acting Professional Standards and Conduct Officer, (02) 9265 2826

File Reference:
NFB/00444

_________________________

Fire Services Joint Standing Committee Commendation for Excellence 

Award of the Commendation for Excellence for Joint Emergency Operations

4586 Superintendent Wayne Roberts

Contact Officer:
Superintendent Craig Brierley, Acting Professional Standards and Conduct Officer, (02) 9265 2826

File Reference:
CHO/08728

POLICIES

Code of conduct

This policy rescinds In Orders 1994/14, Code of conduct.  Every employee is required by the Commissioner to read and comply with this policy.

The New South Wales Fire Brigades (NSWFB) is committed to the highest standards of conduct, honesty, ethical behaviour and fairness to support our reputation as a highly trusted organisation.  This Code of Conduct establishes those standards for all NSWFB permanent, part time and temporary employees and contractors.

An ethical NSWFB

NSW government employees are required to maintain certain standards of conduct so that the functions of government are carried out in an efficient, fair and impartial manner.  Such standards are designed to ensure the public sector acts, and is seen to act, with integrity.

Everyone in the NSWFB has both an individual and organisational responsibility to act ethically.  Every employee and contractor is responsible for observing the spirit, intent and content of this Code of Conduct in their work for the NSWFB. 

In addition, the NSWFB has a corporate responsibility.  In practice, this means that the NSWFB must have equitable ethical policies, systems, procedures and practices for delivering services and managing employees (permanent and temporary) and contractors.  There must be appropriate management systems to detect and resolve ethical dilemmas as they arise and to respond to potentially unethical decisions and practices when they are identified.

Commissioner and Corporate Executive Group responsibilities

The Commissioner and the Corporate Executive Group (CEG) are responsible for:

· establishing and maintaining ethical policies, systems and procedures for all aspects of NSWFB work, including the conduct and management of employees and contractors

· ensuring that employment policies and practices are fair and equitable

· ensuring that mechanisms for detecting and responding to potentially unethical circumstances (eg grievance and complaint handling systems) are appropriate and effective

· ensuring that areas of work that are of inherently higher risk in terms of ethics and corruption are identified, preventive strategies are put in place and employees working in such areas are supported

· monitoring the ethical health and culture of the NSWFB and responding to any problems identified.

Managers’ responsibilities

Managers are responsible for:

· monitoring their workplaces to prevent, identify and address situations likely to raise ethical dilemmas (eg establishing good procedural guidance for decision-making, particularly around the exercise of discretion)

· ensuring that employees and contractors are not placed in potentially difficult situations (eg by providing appropriate support for employees in the field where they may face compromising situations)

· being available and supportive to employees and contractors who require guidance on ethical dilemmas

· fostering a work environment free of harassment, discrimination, victimisation, corruption, maladministration and waste

· ensuring that employees and contractors are aware of and understand the principles contained in this Code of Conduct and the established systems and procedures for addressing ethical problems

· supporting and protecting employees and contractors who report, in good faith, instances of potentially unethical or corrupt practices

· ensuring that employees and contractors are treated fairly, equitably and in accordance with legislation and policy (eg ensuring employees have fair and equitable access to training and other development possibilities)

· taking action where misconduct, fraud or corrupt conduct are alleged or suspected

· maintaining strict confidentiality in relation to allegations and their investigation.

Employees’ and contractors’ responsibilities

Employees and contractors have a duty to:

· read and ensure they understand this Code of Conduct

· act ethically, lawfully and in accordance with the principles contained in this Code 

· report potentially unethical or corrupt practices via the established mechanisms.

Respect for people

NSWFB employees and contractors must at all times treat members of the public, colleagues and other people they deal with at work with respect, courtesy, honesty and fairness, and have proper regard for their interests, rights, safety, health and welfare.

They must take all necessary steps to prevent and deal with harassment, bullying and discrimination in the work environment and report it if it occurs.

Working in the emergency services requires that employees work closely and cooperatively with, and are supportive of, one another.  This does not mean, however, protecting colleagues if they act improperly.

Integrity

NSWFB employees, like all other NSW public sector employees, are expected to promote confidence in the integrity of public administration and always act in the public interest.  This means protecting the reputation of the NSWFB, including by not engaging in activities, at work, that would bring the NSWFB into disrepute.

Outside employment or business

NSWFB employees must not undertake secondary employment or business that could adversely affect their NSWFB duties, give rise to a conflict of interest or in any way be perceived as having a negative impact on the integrity of the NSWFB.

Personal information obtained through work with the NSWFB and NSWFB information that is not available to the public may not be accessed, used without authority or disclosed in secondary employment or business.  Similarly, NSWFB facilities, equipment and systems must not be used for secondary employment or business purposes or any other unauthorised purposes.

More guidance on outside employment or business is set out in the Conflicts of interest policy and guidelines on page 17 and in the Secondary employment policy for administration and clerical staff on the intranet.

Gifts, benefits and hospitality

NSWFB employees and contractors may only accept gifts, benefits or hospitality without reporting them if the gift, benefit or act of hospitality:

(a)
is token in nature (that is, has a value of less than $50), and

(b)
acceptance is reasonable and would appear reasonable to others (that is, acceptance would not cause, or seem to anyone else that it would cause the recipient to have any obligation to the giver). 

All other offers of gifts, benefits or hospitality should be refused.  In the event that a gift cannot reasonably be refused, these gifts become NSWFB corporate property.  Information about such gifts and their location must be reported to your manager and must be sent to the Manager Corporate Risk for entry in the Gifts register.

Any attempted bribes must be immediately reported to your manager.

Items registered in the Gifts register are subject to audit and are not to be kept at the homes of employees, contractors or managers.  Items suitable for display at a NSWFB office, station or other work location may be kept by the workplace which received them.  If appropriate, other items should be donated to charity.

Employees and contractors must also take reasonable measures to ensure their immediate family members do not receive gifts, benefits or hospitality that could be seen as an attempt to influence the employee or contractor in the conduct of their official duties. If anyone gives, or attempts to give, family members such gifts, the employee or contractor must report this to their manager or the Manager Corporate Risk.

If employees or contractors receive a gift, benefit or prize above a nominal value of $50 as a result of entering a competition or lucky draw while engaging in official duties (including attending conferences), it must be recorded in the Gifts register. The gift, benefit or prize then becomes NSWFB property.

More specific guidance on dealing with offers of gifts, benefits or hospitality is set out in the Gifts benefits and hospitality policy and guidelines on page 13.

Conflicts of interest

Employees have an obligation, when at work, to put the interests of the NSWFB first.  Similarly, contractors engaged by the NSWFB have an obligation when working for, or dealing with work matters relating to, the NSWFB to put the interests of the NSWFB first.

Personal interests that could conflict with the interests of the NSWFB can be financial or non-financial, and they include the personal interests of people or organisations close to the employee or contractor.

A conflict of interest exists where:

· an employee or contractor could be influenced by a personal interest in carrying out their NSWFB work or duty, or

· a reasonable person might think they could be influenced by a personal interest in carrying out their NSWFB work or duty.

Examples of conflict of interest include:

· Being on a staff selection panel where a relative is one of the applicants.

· Inspecting a business owned by your spouse’s employer.

· Deciding on which supplier to use in a situation where one of the suppliers has offered you secondary employment or another benefit.

The onus is on employees and contractors to identify they have an actual or perceived conflict of interest, to disclose it by reporting it in writing to their manager, and to take action to address it. 

Options for managing a conflict of interest include:

· Restrict:  Place restrictions on the employee’s or contractor’s involvement in the matter affected by the conflict of interest.

· Recruit: Recruit an independent third party to undertake or oversee part or all of the process of the matter affected by the conflict of interest.

· Remove: Remove the employee or contractor from the matter affected by the conflict of interest.

· Relinquish: The employee or contractor relinquishes the personal interest that is creating the conflict.

· Resign: The employee or contractor resigns.

The best approach is usually for the person with a conflict of interest to be removed from dealing with the matter giving rise to the conflict.  This must be the default option, to be followed except where there are strong reasons for using another option.

Conflicts of interest and agreed action to manage them must be recorded in the NSWFB Conflicts of interest register held by the Manager Corporate Risk.

Employees or contractors and their managers must continually monitor their chosen management strategy for the duration of the conflict of interest. If significant changes to the situation occur, employees or contractors and their managers will need to formally identify the current situation and any conflicts of interest that apply, before adopting a revised management strategy.

More specific guidance on identifying and dealing with conflicts of interest is set out in the Conflicts of interest policy and guidelines on page 17.

Corruption, fraud, maladministration and waste

The NSWFB does not tolerate corruption, fraud, maladministration, or serious and substantial waste of public money, and strongly supports employees who report such conduct.

In broad terms, corrupt conduct is the conduct of any person that could adversely affect the honest and impartial exercise of official functions by that person or any other public official.  Fraud is one form of corruption.  It is a deliberate and premeditated act which involves deception to gain advantage from a position of trust and authority.  

This means, for example, that an honest mistake in making an expenses claim, or making a claim where the entitlements are subject to dispute, is not fraud, because such claims do not involve a deliberate attempt to deceive.

Examples of fraud and corruption include:

· Bribes offered to influence a public official’s conduct or decision making.

· Employees or contractors knowingly claiming for time they did not work, or expenses they did not incur as part of their NSWFB work.

· Managers allowing overtime to be worked when it is not necessary.

· Employees or contractors purchasing goods or services for personal use through the NSWFB.

· Awarding a contract for NSWFB work where a conflict of interest is known to exist.

Maladministration is conduct that involves action or inaction of a serious nature that is contrary to law, or unreasonable, unjust, oppressive or improperly discriminatory, or based wholly or partly on improper motives.  Examples include:

· Ignoring a legal requirement when conducting an inspection.

· Discriminating against a business in a decision because you dislike the business-owner.

· Deciding that administrative action should be taken against a person without considering the merits of the case.

Serious and substantial waste refers to the uneconomical, inefficient, improper or ineffective use of resources, authorised or unauthorised, which results in a loss or wastage of public funds or resources.   Examples include:

· Spending much more on a contract than was agreed.

· Not having appropriate safeguards, leading to significant thefts of equipment or supplies.

· Purchasing amounts of materials that are of such poor quality that they are not fit for use.

More specific guidance on identifying and dealing with corruption, fraud, maladministration and waste is set out in the Fraud and corruption prevention policy and guidelines on page 23.

Post-NSWFB employment

NSWFB employees must not use their position to solicit opportunities for future employment.  They must not allow themselves or their work to be influenced by plans for, 
or offers of, employment after they leave the NSWFB.

Former employees may not use or take advantage of confidential information obtained in the course of their employment, nor breach NSWFB intellectual property rights.

All employees and contractors should be careful in their dealings with former employees to ensure they do not give them, or appear to give them, favourable treatment or access to privileged information.

Professionalism and diligence

NSWFB employees and contractors must perform their duties diligently, impartially, and conscientiously to the best of their abilities. Employees and contractors must:

· ensure their work habits, behaviour and personal and professional relationships contribute to a harmonious and productive work environment

· deal with all functions consistently, promptly and fairly in accordance with approved procedures and without bias

· seek to obtain value for public money they spend and avoid waste and extravagance

· as far as practicable, keep up-to-date with advances and changes in their area of expertise

· comply with relevant legislative, industrial or administrative determinations, agreements and policies (eg drugs and alcohol, equal employment opportunity, privacy, personnel practices, purchasing and engaging consultants)

· not take improper advantage of, or misuse, information gained in the course of their employment

· ensure, when using discretionary powers regarding the merits of a particular case, that all the relevant facts are taken into consideration and irrelevant factors ignored.

Supervisors and managers

All supervisors and managers are responsible for ensuring the work of their employees and contractors is effective and efficient and that the objectives of the organisation are pursued.  Supervisors and managers must:

· communicate effectively with employees and contractors to ensure they understand their tasks and responsibilities

· provide material and other support to assist employees and contractors in carrying out their functions

· ensure employees and contractors are aware of this Code of Conduct and, as far as practical, make sure employees and contractors adhere to its principles. 

Supervisors and managers are accountable for employees’ and contractors’ unsatisfactory acts or omissions that are so serious, repeated or widespread that the supervisors should have been aware of them and taken steps to correct them.

Dress

NSWFB employees need to meet community expectations for professionalism, which includes appropriate dress  and may also require the wearing of personal protective equipment (PPE) in accordance with the Recommended practice for wearing of uniforms and personal protective equipment (PPE).  In addition, the uniformed arm of the NSWFB has to comply with the NSWFB dress codes.

Political participation

Employees must ensure that participation in political matters does not conflict with their primary duty as a public sector employee to serve the government of the day in a politically neutral manner.

If an employee identifies any potential conflict of interest, real or apparent, they should immediately raise it with their manager and, if necessary, more senior managers.  If a conflict does arise, the employee may have to stop participating in the political activity or withdraw from areas giving rise to the conflict. 

Public comment

NSWFB employees, as members of the community, have the right to make public comment. However, there are some circumstances where public comment is inappropriate.  Examples include:

· Where the comment may appear to be in some way an official comment of the government or the NSWFB, but such comment has not been authorised.

· Where the comment indicates that the employee is unwilling to implement or administer the policies of the government of the day as they relate to their duties.

· Where the matter is controversial.

Any requests for comment that do not relate to employees’ immediate areas of responsibility should be referred to the employee’s manager, and in most cases to the Public Affairs and Communications Strategy Unit who will organise an authorised NSWFB response.  Any request for comment made to a contractor should be referred immediately to the contractor’s manager.

The NSWFB acknowledges that employees who are authorised representatives of their union will from time to time be required to make public comment as part of that role.  In such cases, comment will be considered appropriate, provided it has been authorised by the relevant union.

Accountability

Information and privacy

NSWFB employees and contractors are responsible for ensuring the creation and maintenance of proper documentation to record decision-making activities in accordance with NSWFB policies and procedures.

Information obtained in the course of NSWFB work may not be used for private purposes, including secondary employment or other business activities.

Employees and contractors must take appropriate steps to protect personal and confidential information obtained through their work. The requirements of the Privacy and Personal Information Protection Act 1998 and the Health Records and Information Privacy Act 2002 must be complied with, as outlined in the NSWFB’s Privacy policy.

Official information or documents must only be used for the purposes originally intended.

Intellectual property

Anything NSWFB employees develop, invent or create, either alone or in collaboration with others in the course of their employment or engagement with the NSWFB, remains the intellectual property of the NSWFB.

Intellectual property contracted or purchased by the NSWFB must be strictly preserved. Employees, contractors and temporary personnel have no right to disclose, or use, any of such original material for any purpose other than in the course of their NSWFB duties, unless expressly authorised to do so.

Security

Employees and contractors must take the utmost care to secure NSWFB property against theft, damage or misuse.  Steps should also be taken to ensure that unauthorised access to information (including hard copy and electronic information), or access to information for purposes other than those intended, cannot occur. 

Economy and efficiency

Use of resources

Employees and contractors are expected to be efficient and economical in the use and management of resources and not allow unauthorised use or abuse of NSWFB property and services.  Given that much of the NSWFB’s equipment is specialised and costly, and required for saving lives and property, appropriate use of NSWFB resources is particularly important.

NSWFB employees must not use firefighting, rescue, hazmat or any other such equipment for private purposes.

Use of other NSWFB resources is permitted if:

· the use is both limited and reasonable, and it is restricted to the NSWFB employee (that is, other people do not use the item)

· the use does not hamper NSWFB activities

· permission for the specific use has been obtained from the relevant manager.

Borrowing a NSWFB item must not materially use up, wear, or diminish the value of the item.

Generally, items should not be removed from NSWFB premises for private use. If they are removed for private use, employees must obtain their manager’s written permission for the removal and use of the item. Such items must be returned as quickly as possible and in good repair, and a record kept of the item’s removal and use.

Where the use of the resources requires special qualifications, training or experience, then the item may only be used for private purposes by an employee with the requisite qualifications, training or experience.

Employees or contractors may not:

· use any NSWFB resources (eg equipment, clothing, insignia, computers, other people’s time) for secondary employment or business purposes or any other unauthorised use

· gain a private benefit from training or practice activities (eg arranging chainsaw instruction to remove branches from their own property). 

Breaches of this code

Breaches of this Code may result in disciplinary action, and corrupt or criminal conduct will be reported to the relevant authority.

Reporting breaches

Employees and contractors must report any breaches of this Code that they become aware of, or which they have reasonable grounds for suspecting.  In particular, employees and contractors must report identified or reasonably suspected conflicts of interest, fraudulent or corrupt conduct, maladministration, or serious and substantial waste of public money.

Employees and contractors can make reports to their manager, the Professional Standards and Conduct Officer (who is the NSWFB’s Disclosure Coordinator) or the Commissioner.  If concerned about making a public approach they can put their report in writing, or request a meeting in a discreet location away from the workplace.

Alternatively, employees and contractors can report to the relevant investigating authority:

· Ombudsman for maladministration

· ICAC for matters involving corrupt conduct (including fraud)

· Auditor-General for matters involving serious and substantial waste of public money in agencies other than councils.

In addition, under the Protected Disclosures Act 1994, employees may make a report (a ‘protected disclosure’) to a journalist or Member of Parliament in relation to a matter involving corruption, maladministration, or serious and substantial waste of public money, but only if certain conditions are met.

The Protected Disclosures Act provides protection for people reporting misconduct - that is, making a protected disclosure - in accordance with the provisions of the Act.  Information and guidance on the making of a Protected Disclosure is set out in the NSWFB Fraud and corruption prevention policy on page 23.

Contact Officer:
Dawn Easton, Director Strategy and Planning, (02) 9265 2944

File Reference:
NFB/03331 and CHO/00375

____________________________

Gifts, benefits and hospitality

This policy rescinds In Orders 2001/10, Gifts and personal benefits.  Every employee is required by the Commissioner to read and comply with this policy.

Policy

New South Wales Fire Brigades (NSWFB) employees may not ask for gifts, benefits or hospitality, and certain gifts, benefits or hospitality must be refused.  In particular, employees must refuse:

· gifts of cash

· gifts which might influence them at work

· gifts which are given with the intention of influencing them

· gifts which might be seen as influencing them or meant to influence them

· gifts which are more than just token gifts

· gifts that are inappropriate because of their position, role or activities.

Gifts, benefits or hospitality may be accepted if they are token (that is, have a value of less than $50), providing acceptance would not be seen as affecting your integrity.  That is, providing acceptance is reasonable, and would appear reasonable to others. 

Generally, gifts must not be accepted on behalf of the NSWFB by anyone other than the Commissioner or a member of the Corporate Executive Group (CEG), unless the Commissioner or a member of the CEG has agreed in advance to the acceptance.

Employees must report to their manager all offers of gifts which are more than just token gifts, and all attempts at bribes.

The guidelines accompanying this policy explain how it is to be implemented and must be followed.

IMPLEMENTATION GUIDELINES

No soliciting of gifts, benefits or hospitality

You may not, under any circumstances, ask for gifts, benefits or hospitality for yourself, your friends or your family from any of the people you deal with in the course of your work for the NSWFB.

Gifts, benefits and hospitality to refuse

The following gifts, benefits or hospitality must always be refused:

· Gifts or loans of cash.

· Gifts, benefits or hospitality that are, or may be considered by others to be, bribes or corruption.

· Gifts, benefits or hospitality which you think the person is offering you to try to influence your decisions or the way that you do your work, or which other people might reasonably consider are being offered to influence you.

· Gifts, benefits or hospitality where you think you might feel obligated to the person or organisation, or where other people might reasonably consider that you might feel obligated.

· Gifts, benefits or hospitality that are more than just token.

· Gifts, benefits or hospitality that are inappropriate because of your position, role or activities.

When assessing whether or not a gift, benefit or hospitality is a token gift you need to consider how often the person or organisation offering the gift has given you other gifts, and whether these gifts are being generally offered or only to you or a few selected people.

There are many examples of when it would be inappropriate to accept any gifts, benefits or hospitality. For example:

· When you are on a tender panel it would be inappropriate to accept even token gifts from a tenderer.

· When you are undertaking regulatory activities it would be inappropriate to accept even token gifts, including lunch or dinner, from a person or organisation being regulated by the NSWFB.

· When you are making an administrative decision that has a significant effect on those involved, it would be inappropriate to accept even token gifts from a person or organisation significantly affected by the decision.

The value of discounts offered is to be considered as a gift or benefit.

A gift, cash back offer, or similar benefit that is received because of a NSWFB purchase is the property of the NSWFB.

Gifts, benefits and hospitality that may be accepted

Gifts, benefits or hospitality may be accepted if, and only if:

(a)
they are token, and 

(b)
they do not appear on the list of gifts, benefits or hospitality that should be refused, and

(c)
other factors listed in this policy do not indicate that they should be refused, and

(d)
it is reasonable - and would appear reasonable to others - to accept them.

Token gifts of alcohol may be accepted, subject to compliance with the NSWFB Drug and alcohol protocol.

Other considerations

If staff receive a gift, benefit or prize above a nominal value of $50 as a result of entering a competition or some sort of lucky draw while engaging in official duties (including attending conferences), it must be recorded in the Gifts register and become NSWFB property.

Gifts, benefits or hospitality that are deemed acceptable should be shared among staff when ever this is practicable.  For example if an organisation sends tickets to a sporting event each year and it is considered that they should be accepted, the tickets should be used by different members of staff each year.

It is important that people and organisations do not attempt to bypass the provisions of this policy by giving gifts to your family.  You need to take all reasonable measures to ensure that your immediate family members are not the recipients of gifts and benefits that could be perceived to be an attempt to influence you in the conduct of your official duties.

If anyone gives, or attempts to give, gifts to family members this should be reported to your manager and the relevant CEG member/s.  They will in turn determine whether any further action should be taken in relation to the matter. 

Offers of gifts, benefits and hospitality to be reported

You must report to your manager any offers of gifts, benefits or hospitality which are more than token.

You must report to your manager or to the Manager Corporate Risk:

· any offers that are or could be seen to be bribes or corruption

· any offers where you think that the person is trying to influence your decisions or the way that you do your work.

In these circumstances you must make notes about what was said by the person, when the offer occurred, anyone else who was present, and any other relevant details. 

All managers receiving reports of inappropriate offers of gifts, benefits or hospitality must pass on those reports and copies of the reporting person’s notes and their own notes to the Manager Corporate Risk.

Token gifts, benefits and hospitality

Token gifts, benefits or hospitality have a value less than $50, and are generally promotional rather than personal in nature.

Generally the value of a gift, benefit or act of hospitality is assessed as the highest of:

· the estimated or actual price paid by the giver, or

· the estimated monetary value of the item, or

· the price normally charged for the item.

Gifts accepted on behalf of the NSWFB

Gifts to the NSWFB are usually made as part of a formal presentation, and accepted by the Commissioner or another member of the CEG.  Generally gifts must not be accepted by any other employees on behalf of the NSWFB unless the Commissioner or another member of the CEG has agreed in advance to the acceptance.

In circumstances where it is considered that the gift offered cannot reasonably be refused, it may be accepted on behalf of the NSWFB.  This may occur, for example, where you are hosting an official international fire service guest.  Such gifts should only be accepted where it is also clear that the gift:

· would not be seen as a bribe or corruption

· would not create a sense of obligation, and

· is not likely to have been offered to influence a decision or the conduct of a NSWFB employee.

Where a gift is accepted on behalf of the NSWFB the giver of the gift should be informed that the gift is being accepted on behalf of the NSWFB, not any individuals.

Detailed information about gifts accepted on behalf of NSWFB must be sent to the Manager Corporate Risk for entry in the Gifts register.

Items in the Gifts register will be subject to audit and are not to be kept at the homes of staff or managers.

Items suitable for display at a NSWFB office, station or other work location may be kept by the workplace which received them.  In these cases the display location will be noted in the Gifts register.  These gifts remain NSWFB corporate property.

If suitable, all other items should be donated to an appropriate charity.  A receipt should be obtained from the charity and sent for filing in the Gifts register. 

If the item is not suitable for donating to a charity, the item should be destroyed, with an appropriate signed letter or note advising of this destruction being sent for inclusion in the Gifts register.

Contact Officer:
Dawn Easton, Director Strategy and Planning, (02) 9265 2944

File Reference:
NFB/03331 and CHO/02239

___________________________

Conflicts of interest

Every employee is required by the Commissioner to read and comply with this policy.

Policy

Employees have an obligation, when at work or dealing with work matters, to put the interests of the NSWFB first.  Similarly, contractors engaged by the NSWFB have an obligation when working for, or dealing with work matters relating to, the NSWFB to put the interests of the NSWFB first.

In circumstances where an employee’s or contractor’s private interests conflict with the NSWFB’s interests, this conflict must be identified, and a method for managing the conflict worked out with the relevant manager.  This arrangement must be registered, and the agreed strategy complied with for as long as the conflict remains.

The onus is on employees and contractors to identify that they have an actual or potential conflict of interest, and to take action to address that conflict in accord with this policy and the related implementation guidelines.

IMPLEMENTATION GUIDELINES

What is a conflict of interest?

As an employee, you have an obligation, when at work or dealing with work matters, to put the interests of the NSWFB first.

Personal interests that could conflict with the interests of the NSWFB can be financial or non-financial and include the personal interests of people or organisations close to the employee.  Some conflicts of interest relate only to a specific decision-making process, activity or function while others may be ongoing.

A conflict of interest exists where:

· you could be influenced by a personal interest in carrying out your NSWFB work or duty

· a reasonable person might think you could be influenced by a personal interest in carrying out your NSWFB work or duty.

Conflicts of interest may arise with individuals and organisations, including family members, friends, neighbours, businesses, clubs and associations.  

Examples of conflicting interests include situations where an employee:

· Is on a selection panel and a relative is one of the applicants.

· Is inspecting a business owned by their spouse’s employer.

· Is deciding which supplier to use and one of the suppliers has offered them secondary employment.

Checklist for identifying a conflict of interest

In assessing whether you have an actual, reasonably perceived or potential conflict of interest, it may be helpful to ask yourself the following questions:

· Would I or anyone associated with me benefit from, or be detrimentally affected by, my proposed decision or action?

· Could there be benefits for me in the future that could cast doubt on my objectivity?

· Do I have current or previous personal, professional or financial relationships or association of any significance with an interested party?

· Would my reputation or that of a relative, friend or associate stand to be enhanced or damaged because of the proposed decision or action?

· Do I, or a relative, friend or associate, stand to gain or lose financially in some way?

· Do I hold any personal or professional views or biases that may lead others to reasonably conclude that I am not an appropriate person to deal with the matter?

· Have I contributed in a private capacity in any way to the matter being dealt with?

· Have I made any promises or commitments in relation to the matter?

· Have I received a benefit or hospitality from someone who stands to gain or lose from my proposed decision or action?

· Am I a member of an association, club or professional organisation or do I have particular ties and affiliations with organisations or individuals who stand to gain or lose by my proposed decision or action?

· Could this situation have an influence on any future employment opportunities outside my current official duties?

· Could there be any other benefits or factors that could cast doubt on my objectivity?

· Do I still have doubts about my proposed decision or action?

Checklist for the perceptions of others

When assessing whether others could see a potential conflict of interest in the matter, ask yourself:

· What assessment would a fair-minded member of the public make of the circumstances?

· Could my involvement in this matter cast doubt on my integrity or NSWFB’s integrity?

· If I saw someone else doing this, would I suspect that they might have a conflict of interest?

· If I did participate in this action or decision, would I be happy if my colleagues and the public became aware of my involvement and any association or connection?

· How would I feel if my actions were highlighted in the media?

· Is the matter or issue one of great public interest or controversy where my proposed decision or action could attract greater scrutiny by others?

Checklist for identifying a pecuniary interest

A pecuniary interest is also known as financial interest or a material personal interest.  Money does not have to change hands – the benefit could be an increase in the value of property or other material interest.

When assessing whether you or an associate have a potential pecuniary interest, ask yourself:

· Is there a realistic expectation that I will, directly or indirectly, gain a financial or other material benefit or suffer a financial or other material loss?

· Will the matter affect my earning capacity or financial situation?

· Will it have an impact on the value of any shares or property that I own?

· Do I have a second job or private business that may be affected by the matter?

· Do I have any debts owing to a person who will be affected by the matter?

· Have I accepted hospitality, sponsored travel or other benefits from a person who will be affected by the matter?

· Is there a realistic expectation that someone in a personal or business relationship with me will, directly or indirectly, gain a financial or other material benefit or suffer a financial or other material loss?

· By nature of my relationship with this individual would any benefit or loss they receive be expected, under normal circumstances, to flow through to me?

Declaring conflicts of interest

If you have a conflict of interest you must declare it in writing to your manager as soon as practicable, and your manager must acknowledge receipt of the declaration to you in writing. 

In addition, if your manager agrees that you should continue to be involved with the matter which has given rise to the conflict of interest, you must declare the conflict and request it be minuted in meetings at which the matter is dealt with.  The minutes should include the nature of the conflict and how it was handled. 

For certain processes or activities it may be appropriate for people to declare that they have no conflicting interest in relation to the decision, process or activity.  For example, at meetings of tender evaluation panels and staff selection panels, this declaration is useful to help ensure transparency and probity.

Signed copies of the declaration of a conflict of interest, the manager’s acknowledgement of the declaration and the agreed method for managing the conflict (see below) must be sent for inclusion in the Conflicts of interest register.  This register is held by the Manager Corporate Risk.

Managing conflicts of interest

The options for managing conflicts of interest (often known as the 5Rs) are to:

· restrict involvement in any matter where a conflict arises

· recruit a third party to help manage the conflict

· remove the person with the conflict from dealing with the matter at all

· relinquish the interest which is giving rise to the conflict

· resign from the position or organisation, so that the other interest is no longer relevant.

These following guidelines are based on information from Managing conflicts of interest in the public sector toolkit by the Independent Commission Against Corruption and the Crime and Misconduct Commission.

Restrict

If your involvement in matters is restricted because of your conflict of interest, you must:

· not be involved in any critical criteria setting or decision-making role in the issue 

· refrain from taking part in any debate about the issue

· abstain from voting on affected proposals

· withdraw from discussions on affected proposals and plans

· have restricted access to information relating to the affected matter

· be denied access to sensitive information relating to the affected matter.

Recruit

If a third party is recruited to help manage the conflict of interest, your role as a manager or employee is to:

· arrange for the affected decisions to be made by an independent third party

· engage an independent third party or probity auditor to oversee or review the integrity of the decision-making process

· increase the number of people sitting on decision-making committees to balance the influence of an employee who may have a conflict of interest but has a reason to remain on the committee

· seek the views of those likely to be concerned about a potential, actual or reasonably perceived conflict of interest about whether they object to the employee having any, or further, involvement in the matter.

Engaging an independent third party is particularly appropriate where:

· there is a reasonably perceived, but not actual, conflict of interest or

· the conflict of interest is only identified at, or near, the conclusion of the process or after the making of the decision.

Remove

The best approach for managing a conflict of interest is usually for the person with the conflict to be removed from dealing with the matter giving rise to the conflict.  This must be the default option, to be followed except where there are strong reasons for using another option.

If you have been removed from a matter because of a conflict of interest, you must do one or more of the following: 

· remove yourself from any involvement in the matter

· abstain from any formal or informal discussion about the matter

· remove yourself from the situation where you may still exert, or be perceived to exert, a covert influence on decisions or actions taken in the matter

· re-arrange your duties and responsibilities to a non-conflicting function

· transfer to another project

· transfer to another area of the organisation

· transfer to another organisation

· ensure you do not supervise another employee who has been allocated that matter in which the conflict of interest arose. 

Relinquish

If you are asked to relinquish your involvement in the matter which caused the conflict of interest, you must:

· liquidate your private interest in an arm’s-length transaction

· divest yourself of, or withdraw your support for, your private interest (the exception may be where the interest is an essential part of your qualifications for a position, such as membership of a professional body)

· assign your conflicting interest to a genuinely ‘blind trust’ or ‘blind management’ arrangement for the duration of the conflict.

Resign

If the conflict of interest causes you to resign, you may request transfer to another organisation or take early retirement if that option is feasible.

Monitoring the chosen management strategy

To ensure that the chosen management strategy remains relevant until conflicts of interest are resolved, it is important to regularly review and assess the:

· original situation that gave rise to the conflict of interest

· initial determination and management decision

· strategy put in place to manage the conflict of interest

· actions taken in implementing the management strategy

· changes in the situation that may have an impact on the management strategy

· perceptions held by others that the conflict of interest is having an improper influence on the matter

· changes made to the management strategy and its implementation.

If changes to the situation are significant, you will probably need to re-start the complete management process. This means commencing with a formal identification of the current situation and any conflicts of interest that may apply before adopting a revised management strategy.

Formal records should be kept of all reassessments and decisions made and actions taken. You need to keep a copy, your manager needs to have a copy and a copy needs to be sent for the NSWFB Conflicts of interest register.

Conflicts of interest and corruption

If, in carrying out your work responsibilities, you put your own personal interest ahead of your duty to the NSWFB you are likely to have engaged in corrupt conduct.

Roles and accountabilities

As an employee you are responsible for:

· identifying your own conflicts of interest

· declaring conflicts of interest in accordance with the Code of conduct
· managing your conflicts of interest in accordance with instructions from your managers and based on probity principles

· seeking advice from managers when you are unsure about conflicts of interest and how they should be dealt with

· monitoring, reassessing and managing your conflicts of interest

· documenting conflicts of interest and their management, and ensuring the information is provided to your manager

· reporting employees, whom you become aware of, or suspect on reasonable grounds of breaching the Code of conduct.

As a manager, you are responsible for:

· complying with the Code of conduct with respect to your own conflicts of interest

· ensuring compliance of those you supervise by:

· being aware of the risks of conflicts inherent in the work of the employees you manage

· monitoring the work of employees and the risks they are exposed to

· making employees aware of the Code of conduct and the procedures for complying with it

· recording the receipt of disclosures of conflicts of interest reported by employees and ensuring that the documentation is entered in the Conflicts of interest register
· documenting and monitoring the management of conflicts of interest, in accordance with NSWFB procedures, and ensuring that the documentation is entered in the Conflicts of interest register
· seeking advice when you are unsure about the Code of conduct’s application 

· handling reports of conflicts received in accordance with the Code of conduct
· reporting breaches of the Code of conduct which you become aware of, or suspect on reasonable grounds.

Contact Officer:
Dawn Easton, Director Strategy and Planning, (02) 9265 2944

File Reference:
NFB/03331 and CHO/05679

_______________________________

Fraud and corruption prevention

This policy rescinds In Orders 1990/24, Reporting possible corrupt practices, In Orders 1996/16, Protected Disclosures Act, and In Orders 1996/19, Intimidation/vilification of staff.

Every employee is required by the Commissioner to read and comply with this policy.

Policy
The New South Wales Fire Brigades (NSWFB) is committed to being an organisation that does not tolerate any form of fraud or corruption, and is vigilant in the prevention, deterrence, detection and investigation of all forms of fraud and corruption.

As a NSWFB employee, you are required to act at all times with integrity in accordance with the NSWFB Code of conduct and related policies, and to safeguard the resources of the NSWFB.

You need to be aware of the risks of fraud and corruption in your work. You are required to ensure that:

· all practical steps are taken to avoid those risks, and

· you are vigilant in your work to detect any fraud or corruption.

If you have any reasonable grounds for suspecting that fraud or corruption, or attempts at fraud or corruption are occurring or someone has plans to commit fraud or corruption, this must be reported as soon as possible.

The guidelines accompanying this policy explain how the policy is to be implemented, and must be followed.

IMPLEMENTATION GUIDELINES
What is fraud and corruption?

Fraud is:

· dishonest activity causing loss to the NSWFB

· the use of deception to dishonestly obtain or give an improper benefit at cost to the NSWFB and the NSW Government

· improper access to, use, or disclosure of confidential or personal information

· the improper use of your position as a NSWFB employee for benefit

· dishonest activity causing loss to the public or other third parties where this is associated with or connected to the NSWFB

· attempting any of the above or conspiring to commit any of the above.

Corruption is:

· conduct of any person (whether or not a NSWFB employee) that adversely affects the honest performance of a NSWFB employee’s functions or of the NSWFB’s functions

· the performance of a NSWFB employee’s  functions dishonestly or with partiality

· conduct of a NSWFB employee or former employee that amounts to a breach of public trust

· conduct by a NSWFB employee or former employee that amounts to the misuse of information or material acquired in the course of the performance of their official functions

· a conspiracy or attempt to engage in the above conduct.

The official definition of corruption is contained in sections 7, 8 and 9 of the Independent Commission Against Corruption Act. 

If you are not sure whether something is fraudulent or corrupt you should raise it with your manager or another appropriate person.  It is far better to raise concerns immediately than to ignore possible fraud and corruption.

Fraud and corruption include internal fraud and corruption undertaken by NSWFB employees or contractors, as well as fraud and corruption aimed at the NSWFB by outsiders.

Sources of fraud and corruption

Fraud or corruption could arise from many sources, both external and internal.

Possible external sources include suppliers, service providers, contractors, consultants, customers, members of the public, computer hackers and a range of other third parties. Examples of the ways in which they could be a source of fraud or corruption include:

· offering bribes or excessive gifts

· trying to pressure your spouse to influence you to make a decision favouring them

· improperly accessing NSWFB information or computers

· suppliers overcharging the NSWFB

· contractors charging for time not worked.

Possible internal sources are employees, volunteers, work experience students, and other people within the NSWFB.  Examples of how they could be a source of fraud or corruption include:

· employees claiming for time that they did not work

· knowingly claiming expenses that were not incurred for NSWFB work

· managers or supervisors allowing overtime to be worked when it is not required

· items purchased for personal use through the NSWFB

· giving a contract or job to a family member or close friend

· overlooking breaches when conducting an inspection of premises owned by a friend.

It should be noted that, for example, an honest mistake in making an expenses claim, or making a claim where the entitlements are subject to dispute, is not fraud, because such claims do not involve a deliberate attempt to deceive.

Preventing fraud and corruption

The most effective way of dealing with fraud or corruption is to prevent it occurring and to deter those who might attempt it.

You need to be aware of the risks of fraud and corruption against the NSWFB in your work, and either report these risks when you see them or, if it is within your area of responsibility, put in place appropriate internal controls.  You also need to adhere to internal controls designed to prevent fraud and corruption risks occurring.

Where you are responsible for engaging contractors and consultants, you need to ensure that they are informed that they are required to meet NSWFB standards in connection with fraud and corruption control and ethical conduct. Service providers, contractors, consultants and regular or large suppliers should formally be provided with a copy of the NSWFB’s Statement of business ethics.

Detecting fraud and corruption

You need to be aware of the kinds of fraud or corrupt conduct that could occur and be vigilant in your work to detect them.

Supervisors and managers need to ensure that there are appropriate post-transaction reviews, management reports and other internal controls to detect any fraud or corruption that has occurred, as far as practical.  Examples include reviews of:

· overtime claimed

· claims for allowances

· time worked by contractors

· inspectorial decisions

· purchases

· gifts

· materials used 

· expenses.

Reporting fraud and corruption

Any suspected fraud or corruption, attempts at fraud or corruption, or plans to commit fraud or corruption must be reported. These reports should be made in accordance with the guidelines for reporting breaches set out in the NSWFB Code of conduct.
Reports must be made to:

· your team leader or manager, or

· the Professional Standards and Conduct Officer, or

· the NSWFB Commissioner, or

· the Independent Commission Against Corruption (ICAC).

Any NSWFB employee receiving a report must take complete notes about what has been reported to him or her.  They should then pass the report on to the Professional Standards and Conduct Officer (PSCO) as soon as practical. 

Any attempts at fraud or corruption, even indirect attempts, should be reported.

All suspected fraud or corruption will be investigated by the NSWFB, as well as being reported to the ICAC who may choose to undertake their own independent investigation.

Protected disclosures

The Protected Disclosures Act 1994 provides protection for people reporting some form of misconduct - that is, making a protected disclosure - in accordance with the provisions of the Act.

In addition, under the Protected Disclosures Act, employees may make a report (a ‘protected disclosure’) to a journalist or Member of Parliament in relation to a matter involving corruption, maladministration, or serious and substantial waste of public money, but only if all the following conditions are met: 

· The employee making the disclosure:

·  has reasonable grounds for believing the disclosure is true, and

· has already made the disclosure through the internal reporting system, or to the Commissioner or an investigating authority in accordance with the Protected Disclosures Act.

· The investigating authority, agency, employee or public official to whom the matter was originally referred has:

· decided not to investigate the matter, or

· decided to investigate the matter but not completed the investigation within six months of the original disclosure, or

· investigated the matter but not recommended any action in respect of the matter, or

· failed to notify the person making the disclosure, within six months of the disclosure, whether the matter is to be investigated.

Certain reports are not protected under the legislation:

· Reports made by a public official in the exercise of a duty imposed by or under an Act.

· Reports which:

· are made frivolously or vexatiously

· primarily question the merits of government policy, or 

· are made solely or substantially with the motive of avoiding dismissal or other disciplinary action.

In addition, it is an offence to wilfully make a false or misleading statement when making a disclosure.

The Protected Disclosures Act requires that investigating authorities, agencies and public officials who receive protected disclosures do not disclose information that might identify or tend to identify any person who makes a disclosure.  The exceptions to the confidentiality requirement are where:

· the person making the protected disclosure consents in writing to the disclosure of that information

· it is essential, having regard to the principles of natural justice, that identifying information be disclosed to the person who is the subject of the protected disclosure

· the investigating authority, employee or public official believes that disclosure of the identifying information is necessary to investigate the matter effectively or disclosure is otherwise in the public interest.

Any person who makes a protected disclosure must be notified, within six months of the disclosure being made, of the action taken or proposed to be taken in respect of the disclosure.

Under the Protected Disclosures Act, penalties (including fines and imprisonment) may be imposed against people who take detrimental action against a person making a protected disclosure.  The definition of detrimental action includes:

· actions causing injury, damage or loss

· intimidation or harassment

· discrimination, disadvantage or adverse treatment in relation to employment

· dismissal from, or prejudice in, employment

· disciplinary proceedings. 

Any employee who believes that detrimental action is being taken against them in reprisal for making a protected disclosure should immediately bring the allegations to the attention of the Commissioner or the Professional Standards and Conduct Officer who is the NSWFB Disclosure Coordinator.

If the employee who made a protected disclosure feels that such reprisals are not being effectively dealt with, they can contact the Ombudsman or ICAC.

Response to any detected fraud or corruption

Disciplinary processes will be followed in all cases where NSWFB employees have perpetrated or been involved with the perpetration of fraud or corruption, or have tolerated and not reported fraud or corruption.

Legal action will be taken where necessary to recover NSWFB funds or resources improperly taken, and prosecution of those involved in criminal actions will be pursued.

Roles and accountabilities for fraud and corruption prevention

Employees

· Maintain the highest standard of ethics in accordance with the Code of conduct and relevant Orders, policies and procedures.

· Be vigilant in your work to prevent and detect fraud or corruption against the NSWFB.

· Cooperate in the implementation of the NSWFB Fraud and corruption prevention plan (currently under development).

· Report any suspected fraud or corruption of which you become aware or suspect on reasonable grounds.

· Assist in any investigations of fraud and corruption as required.

· Protect people who have reported fraud or corruption in accordance with the NSWFB’s reporting policy from detrimental action.

· Refrain from any activity that is, or could be perceived to be, victimisation or harassment of a person who makes a report of fraud or corruption.

· Protect and maintain the confidentiality of a person you know or suspect to have made a report of fraud or corruption.

Supervisors and Managers

· Identify and understand the risks of fraud and corruption against the NSWFB in your area, including risks in relation to any commercial relationships with third parties (particularly ongoing relationships).

· Implement and maintain appropriate internal controls to reduce fraud and corruption risks in your area of responsibility to an acceptable level. 

· Promote the importance of ethical conduct and compliance with the Code of conduct and related policies and procedures.  

· Implement your responsibilities under the NSWFB Fraud and corruption prevention plan (currently under development), including providing staff in your area with relevant information.

· Receive and immediately pass on reports of suspected fraud or corruption in accordance with the reporting policy.

· Take appropriate measures to help ensure that employees who make reports in accordance with the reporting policy are protected from detrimental action.

Directors and Deputy Commissioners

· Implement your responsibilities under the NSWFB Fraud and corruption prevention plan (currently under development).

· Maintain a high level of commitment to controlling the risks of fraud and corruption.

· Maintain a high level of risk consciousness for the risks of fraud and corruption.

· Actively promote a culture of corruption resistance and fraud prevention and detection.

· Actively promote a culture of high ethical standards.

The Corporate Executive Group

· Actively promote a sound control environment, risk consciousness, a culture of corruption resistance and fraud prevention and high ethical standards, including through adoption, implementation and monitoring of compliance with the NSWFB Fraud and corruption prevention plan. 

Contact Officer:
Dawn Easton, Director Strategy and Planning, (02) 9265 2944

File Reference:
NFB/03331, CHO/05679 and CHO/01786

______________________

Insurance on private vehicles used on approved NSWFB business

This instruction rescinds In Orders 2002/19, Insurance on private vehicles on approved NSWFB business.

Firefighters and other employees may use private vehicles on official NSWFB business only after receiving the approval of a person who holds the appropriate delegation under the Delegations manual delegation 7.2.1.  This approval is extended in advance to retained firefighters who may be required to use their private vehicles to attend or return from fire and emergency calls with the knowledge of the officer in charge of their station.

Employees must ensure that adequate insurance cover is maintained at all times on vehicles that they may use on official business, including responding to or returning from emergency calls. In accordance with Clause 7-11.6 Insurance requirements of the NSW Government Personnel Handbook, the vehicle must have a valid third party insurance policy (green slip) and a comprehensive motor vehicle insurance policy.  This insurance must be sufficient to reimburse the owner for any damage to the vehicle and to cover the liability for damages which may be caused to another person, vehicle or property.

Not all insurance companies provide cover on the insured vehicle when it is used for business purposes.  However, upon request they may insert an indemnity clause to the policy that allows use of the vehicle on Government business.  Employees should seek to have this indemnity clause inserted in their policy.

Because private motor vehicle insurance should cover all damages, the NSWFB will not refund the cost of any damages which may be sustained when using a private vehicle on official business.  However, where there are excess or other expenses which are not reimbursed by the private motor vehicle insurer, a claim for these excess or other expenses may be made.  The claim, with recommendations of supervisors setting out the details of the accident and official business being undertaken, is to be forwarded to the Finance Manager  Greenacre who will organise processing.

Contact Officer:
David Hitchen, Finance Manager Greenacre, (02) 9742 7438

File Reference:
CHO/06081

PROCEDURE

Ethanol fuel

This instruction rescinds In Orders 2006/13, Fuel and oil contract, and In Orders 2007/6, Ethanol fuel for minor fleet vehicles.
To ensure fuel is purchased at the Government contract rate the following fuel suppliers are to be used when available

Mobil
E10, Unleaded, Diesel

Caltex
E10, Unleaded, Diesel

United
E10

Shell
E10

Government contracted fuel suppliers of E10 have now been increased to include Shell. Shell fuel cards marked as Unleaded can be used for the purchase of E10 fuel.

Users who require a Shell fuel card to obtain E10 are requested to contact the Fleet Unit on (02) 9742 7117.

The use of green fuels is a NSW government initiative and all NSWFB petrol fuelled vehicles (non-appliance) are required to use E10 fuels. The only exception to this is when E10 fuels are not available.  Monthly reporting is being conducted on the use of E10 fuels within the NSWFB and across Government. 

Contact Officer:
Pat Crowe, Fleet Administration Manager, (02) 9742 7411

File reference:
CHO/02520 and FLT/00128

TRAINING

Senior Firefighters Promotional Program results

The following Firefighters have completed all the prerequisite modules and achieved competency in Level 2 Incident Control Systems (ICS). They will be promoted to the rank of Senior Firefighter as follows:

Name
Date of Promotion

7009 A Connell
30 June 2006

7768 T Hickey
22 December 2008

8454 J Latta 
7 March 2009

8506 D Katon  
27 June 2009

8535 P Midavaine
27 June 2009

8581 N Evans
8 August 2009

The Commissioner extends his congratulations to the successful candidates.

Contact Officers:
Paul Leary-Smith, Wayne Miller, Senior Firefighters Promotional Program Coordinators, (02) 9318 4865, (02) 9318 4852

File Reference:
NFB/03756

GENERAL

Raymond Terrace Fire Station - change of address

The address for 432 Raymond Terrace Fire Station has changed.  The new address is:

Street address:
Raymond Terrace Fire Station


NSW Fire Brigades


3/5 Leisure Way


Raymond Terrace NSW 2324

Postal address:
As above

Telephone:
(02) 4987 2627

Facsimile:
(02) 4987 7076

Contact Officer:
Superintendent Gregory Adams, Zone Commander Metropolitan 
North 3, (02) 4933 6197

File Reference:
STN/00432B
Riverstone Fire Station - change of telephone number

The telephone number for 83 Riverstone Fire Station has changed.  The new telephone number is:

Telephone:
(02) 9627 9003

Contact Officer:
Superintendent Alex Scott, Zone Commander Metropolitan West 1,
(02) 9622 8071

File Reference:
STN/00071F

PERMANENT FIREFIGHTERS NOTICES

Vacancies

Manager Operational Personnel

Applications are invited from Officers holding the rank of Superintendent or Inspector for the position of Manager Operational Personnel.

An information package should be obtained before submitting an application.  Applications must address all the selection criteria.

Inquiries:
Acting Chief Superintendent Peter Stathis, Acting Assistant Director Operational Personnel, (02) 9265 2869, peter.stathis@fire.nsw,gov.au
Information packages:
Joanna Hollands, (02) 9265 2875

Applications to:
Senior Recruitment Officer, NSW Fire Brigades, PO Box A249, Sydney South NSW 1232

Closing date:
21 August 2009
File reference:
CHO/08053

Breathing Apparatus/Hazmat Instructor

Applications are invited from operational personnel for the position of Breathing Apparatus/Hazmat Instructor, Operational Support Level 2, at Alexandria.

An information package should be obtained before submitting an application.  Applications must address all the selection criteria.

Inquiries:
Station Officer Michael van den Bout, Manager BA/Hazmat Training, (02) 9318 4346

Information packages:
Jennifer Evans, (02) 9318 4399

Applications to:
Manager Operational Personnel, NSW Fire Brigades, 
PO Box A249, Sydney South NSW 1232

Closing date:
21 August 2009

File reference:
CHO/02075

______________________

Appointments

The following appointments are subject to the provisions of the Government and Related Employees Appeal Tribunal Act 1980.  In some cases the maximum salary of the position may exceed the limit under which an appeal may be made to GREAT.  The 21 day period for appeal commences on the date of this In Order.

	Position


	No.
	Name
	Date of Decision

	Assistant Director Preparedness and Response
	5565
	J Bedford
	3 July 2009

	Assistant Director Operational Personnel
	6039
	M Connellan
	3 July 2009

	Operator, Sydney Communication Centre
	8379
	K Vallentine
	3 July 2009

	Operator, Wollongong Communication Centre
	7921
	C Dorahy
	3 July 2009

	Operator, Newcastle Communication Centre
	8462
	C Marselos
	3 July 2009

	Operator, Newcastle Communication Centre
	8141
	D Fuller
	3 July 2009


Promotions

Superintendent to Chief Superintendent

5565
J Bedford
3 July 2009

6039
M Connellan
3 July 2009

Station Officer to Inspector

7025
B Smith
3 July 2009

Station Officer Level 1 to Station Officer Level 2
28 June 2009

7688
J Fewtrell

7596
G Muller

7439
G Kenny

7388
G Tull

7622
G Whitehead

7566
K O’Reilly

5406
J Barnes

7218
T Freedom

6676
D Wellfare

7362
B Butler

7590
H Fisher

6327
E Melinz

6870
C Hill

7494
M Annan

6913
N Short

6263
Q Johnson

7522
S Franks

6838
J Phillipp

7434
P Eberle

6619
I Jameson

Leading Firefighter to Station Officer Level 1
26 June 2009

7947
C Vincent

8003
T Brown

7958
M Adams

7980
T Blanch

7868
P Curzi

7899
P Wells

7856
C Wilkinson

8037
S Laugesen

7917
A Boxx

8021
B Healey

7477
S Jones

7926
R Genders

7962
T Climo

8035
B Farmer

7789
B Conrick

7898
K Tyldsley

7880
S Henderson

7971
T Kempnich

8008
D Hanson

7750
T Jones

Firefighter Level 1 to Firefighter Level 2
6 July 2009

9215
G Jones

9216
A Gough

9217
D Williams

9218
B Buckingham

9219
A Young

9221
R Sullivan

9222
R Bailey

9223
A Bird

9224
M Kennedy

9225
J Kelly

9226
R Lawton

9227
P Broomfield

9229
S Kokkin

9231
G Scott

9233
R Toms

Retirements

4169
Station Officer
R Hooper
2 July 2009

4197
Qualified Firefighter
R Wiffen
4 July 2009

4489
Station Officer
R Rolfe
2 July 2009

4730
Station Officer
B Melville
2 July 2009

5275
Station Officer
T O’Shea
2 July 2009

5680
Senior Firefighter
A Thomson
2 July 2009

5766
Station Officer
T Neal
2 July 2009

6275
Senior Firefighter
M Tucker
3 July 2009

6801
Station Officer
P Baker
2 July 2009

RETAINED FIREFIGHTERS NOTICES

New members appointed to Brigades

900227
R Eglington
Kingscliff
16 June 2009

900226
C Aubrey
Lawson
22 June 2009

900224
T Solomon
Lawson
22 June 2009

900231
L Garthe
West Tamworth
29 June 2009

900239
J Brouff
Dubbo
1 July 2009

900234
K Crampton
Maclean
1 July 2009

900237
M Harrington
Brewarrina
1 July 2009

900236
J McKenzie
West Wyalong
1 July 2009

900238
C Marshall
Cobar
1 July 2009

900230
K Miles
Nambucca Heads
1 July 2009

900246
S Monahan
Mullumbimby
1 July 2009

900247
P Preston
Mullumbimby
1 July 2009

900229
G Smith
Bellingen
1 July 2009

900241
A Kiriczenko
Armidale
3 July 2009

900218
A Wolstencroft
Moss Vale
3 July 2009

900243
D Richards
Riverstone
7 July 2009

900233
D Baker
Harden
10 July 2009

900245
S Tully
Mittagong
10 July 2009

Appointed to Ranks

466020
RetF A Shore
Tumbarumba
Captain
1 July 2009

520418
RetF J Avery
Boolaroo
Deputy Captain
1 July 2009

These appointments are subject to the provisions of the Government and Related Employees Appeal Tribunal Act 1980.  The 21 day period for appeal commences from the date of this In Order.

Appointed as Engine Keeper

316029
RetF R Smith
Goonellabah
1 July 2009

This appointments is subject to the provisions of the Government and Related Employees Appeal Tribunal Act 1980.  The 21 day period for appeal commences from the date of this In Order.

Transfer

520148
RetF A Volcich
Corrimal         to
Goulburn
1 July 2009

Resignations

404037
RetF S Perrett
Lambton
17 June 2009

520424
RetF S Keen
Brunswick Heads
18 June 2009

522041
RetF C Mills
Mullumbimby
19 June 2009

520165
RetF J Barnett
Budgewoi
30 June 2009

520824
RetF R Clayton
Coonamble
30 June 2009

521796
RetF B Dawbin
Bathurst
1 July 2009

520426
RetF M Vassallo
Narellan
4 July 2009

Retirements

520726
RetF G Smith
Wagga Wagga
25 June 2009

336015
RetF M Crutch
Jerilderie
25 June 2009

399017
Capt B Sills
Narrabri
30 June 2009

336006
RetF C Ryan
Jerilderie
30 June 2009

316005
DCapt R Eggins
Goonellabah
1 July 2009

Transferred to Honorary List

336015
RetF M Crutch
Jerilderie
26 June 2009

399017
Capt B Sills
Narrabri
1 July 2009

336006
RetF C Ryan
Jerilderie
1 July 2009

316005
DCapt R Eggins
Goonellabah
2 July 2009


Greg Mullins AFSM


Commissioner
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