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Mid and West Wales Fire and Rescue Service (MAWWFRS) is a public sector 

organisation with a ‘vison to be a world leader in Emergency Response and 

Community Safety (MAWWFRS 2020 website). 

The service has a five-year Corporate Plan, which due to current uncertainties is 

reviewed annually. The Corporate Plan sets out Strategic Aims and Improvement 

and Well-being Objectives, in accordance with the Well-Being of Future Generations 

(Wales) Act 2015 and has a robust programme of activites for the next year, 

recognising short, medium and longer term needs of the communities it serves.  

As well as the Corporate Plan each year the service publishes its Annual 

Performance Assessment which reports against the improvement objectives from the 

previous year. 

The Service is contiually trying and testing new and innovative ways of delivering 
services. However, also ‘recognises that more needs to be done and remain 
committed to engaging with our communities, exploring new ways of delivering 
services and working with our partners to safeguard our communities. Our priority is 
to ensure our Improvement Objectives are delivered effectively and within budget, 
whilst continuing to deliver a high-quality service to the communities of mid and west 
Wales’ (MAWWFRS Annual Perfomance Assesment 2018-19). 
 

Over the past decade improvements in planning and risk reduction has led to a 

reduction in the number of incidents attended. This significantly improved 

performance has been achieved despite budget cuts of 20% since 2006 (approx. 

£9m). 

 

Source: MAWWFRS website 

MAWWFRS recognises that people are the most valuable asset of any organisation. 

The Service strives to have a work-force which reflects the communities it serves 

and be the best employer it can be, to enable us to provide the highest level of 



service to those communities we serve, whilst also recognising the commitment and 

effort required of its employees to achieve this goal’ (MAWWFRS 2020). 

 

MAWWFRS Website 

MAWWFRS Corporate Plan aims to: 

 

Leading to: 

 

Recruit / Train / 
Keep Staff

Ensure staff are 
skilled & happy 
in what they do

Support mental 
Health (as roles 

can be very hard)

the best staff
the best 
training

staff who 
reflect our 
community

staff who are 
ready for the 

future



By: 

 

Outcome: 

 

The Service uses an electronic system called PDRPro in order for Firefighters to 

plan development and record operational and training competancies.  

 

The system is based on the National Occupational standards for all roles.  

 

 

 

Recruit more people from differnt backgrounds

Help staff get more involved in new ideas

Look at how we support staff doing really well

Help managers do more with their staff

Using software to manage staff develop better

The better our 
staff

the better our 
Service

the better use of 
public money
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Manager
Group 

Manager
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Source: MAWWFRS @work (intranet) 

 

Source: MAWWFRS @work (intranet) 

 



 

Source: MAWWFRS @work (intranet) 

This ensures that all Firefighters are developed against the same criteria thus 

ensuring a robust and consistent approach in recording methology in order to assess 

future developments needs as well as providing a record for continual prfoessional 

development (CPD).  

 

Source: MAWWFRS @work (intranet) 

 

However, even though this does mean employees are interchangable, this approach 

doesn’t fit with the other organisations strageies such as Netflix who believe brings it 

is better to build on strengths rather than bring all to the same level. 

 

 

 

 



CPD for operational staff also has a financial reward. 

 

Source: NJC CIRCULAR NJC/4/19 

The Service has Training Delivery and People Development departments who are 

committed to ensuring staff are given the knowledge and skills they need to safely 

deliver and develop the service. By ensuring they have the right capabilities for the 

future not only benefits the community but also the individual.  

 

Source: MAWWFRS @work (intranet) 

 



 

Source: MAWWFRS @work (intranet) 

All employees also complete annual Individual Reviews (IDR’s) which identify 

training and development requirements which are then used in conjunction with the 

organisational development pathways.  

 

Source: MAWWFRS @work (intranet) 

The pathways are desingned to suit the needs of the individual based on the role 

they are in 

 

Source: MAWWFRS @work (intranet) 



The Service is also committed to creating flexible working practices to ensure a 

healthy work-life balance.  

The service recognises that staff have valuable contributions to make and encourage 

them to get involved in the design and delivery of services. This involvement of all 

helps staff feel valued, empowered. Ensuring employees are trained to the highest 

standards and maintain their competency through continued professional 

development ensures the successful delivery of the service. 

In line with CIPD (2017) MAWWFRS recognises that coaching and mentoring is an 

effective method of supporting   

 

Source: MAWWFRS @work (intranet) 

MAWWFRS recognises the importance of the role that line mangers have and 

encourage leadership programmes designed to inspire individuals and teams in the 

achievement of the Service’s vision (CIPD, 2019a). 



 

Source: MAWWFRS @work (intranet) 

In line with CIPD (2019a) HR have developed Toolkits to provide to line mangers for 

them to have the resources and knowledge to lead teams and individuals effectively. 

These are continually being developed/improved. 

 

Source: MAWWFRS @work (intranet) 

The HR department has recently and taken on a business partnering model and 

devolved some activities to line managers in Commands/department (CIPD, 2019). 

Conclusion: 

Overall, in my opinion MAWWFRS has an effective performance management 

system in place and updates, adapt procedures/guidance on a regular basis to suit 

the needs of not only employees but also the service. The Service has HPWS in 

place to recruit, keep and upskill staff. I can see how the Service follows the people 

management model. 



 

Source: Purcell et al, 2003 

However, I do think that due to the nature of the organisation, that focus is very 

much operational based (frontline staff/activities) which is what the public see/is 

reported on, but more emphasis could be placed on developing support staff who 

also play an important role, often in the background, keeping things ticking over 

which often goes unnoticed. 
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