Fire Service’s Approach to Employee Engagement 
Mid & West Wales Fire and Rescue Service operates 58 fire stations across 12000 square kilometres of Wales, employing around 1,300 employees (MWWFRS, 2020a). Employees of the Service are bound to differing conditions of service dependant on their role: Green Book and Grey Book. Green Book employees are those who provide admin assistance, whereas Grey Book employees are classed as ‘operational’ employees carrying out a firefighting role or are Control Room staff. The Conditions of Service are agreed by the National Firefighters Council and are therefore implemented within each Fire and Rescue Service in the UK.
Due to the increased demands and commitments of operational roles, Service stats suggest that there is a dramatically higher turnover of employees within this sector, for example, for the period April 2019 – March 2020, the Service lost around 120 operational employees (MWWFRS, 2020b). By using ‘Exit Interview Forms’ the Service can monitor the reasons why employees in this sector are leaving in order to monitor and adapt engagement methods. The motivation to carry out an operational role will differ from individual to individual, as identified by Herzberg and Maslow, therefore line managers need to fully understand their staff. Fire Stations are made up of small groups of people, highlighting the importance of forming relationships and building trust amongst themselves in order to get the job done. Fire Stations have a ‘communal’ area, fitted with TV’s and games, where, when firefighters have some downtime, they can relax and interact with each other, further building relationships. 
Recruitment for such roles is quite a challenge. The salary, in comparison to the level of commitment and responsibility, is very low, therefore as a Service through our recruitment literature, the Service aims to emphasis the feeling of reward and community spirit, which for some people is highlighted as a motivator suggested by Heathfield (2019). 
A means of reward system is in place within the Service, whereby line managers can request an ‘honorarium’ payment to be made to individuals with good justification, for example, if they have gone above and beyond their role to cover a period of sickness, or if they have taken on more responsibility than what is outlined within their job description.
As a public sector organisation, the Service highlights key messages and events via its social media platforms and external website, where stakeholders such as its customers, local communities and partner agencies can view. The Fire Service seeks to ensure effective working relationships with all stakeholders, including Trade Unions. The use of regular Employee Relation Updates, Chief Memorandums, and webinars provides opportunities for messages to be communicated to all Service employees from organisation Directors, and subsequent questions to be asked and answered in return. Such communications allow employees to feel like they have been included and information, and consequently will feel more inclined to participate in shaping the future of the Service. 
Additionally, through the use of the Service’s intranet @Work, departments have the facility to upload and provide necessary information, which is readily available, for individuals to carry out their roles.  
As suggested by CIPD (2020), external factors such as the coronavirus pandemic, have dramatically impacted on employee engagement. During such times, more employees are agile working, or working with some form of flexibility, for example if they have childcare commitments. Service procedures have been relaxed to allow for changes in Government guidance. People’s experiences of the first ‘lockdown’ and a slow return to normal working practices has dramatically affected their expectations and feelings towards a second lockdown. Staff no longer want to be restricted to working from home and have enjoyed the socialising aspects of returning to work.  Employees mental health has returned to the forefront of the Service’s focus, making resources readily accessible should anyone require, and arranging more frequent catchups/meetings with line managers. 
Technology has proved pivotal during such times, allowing employees to communicate with each other via Microsoft Teams/Skype, and continue their training, for example, the Service is running a string of IOSH courses for employees via Microsoft Teams. Employees have been provided with laptops and the necessary software to carry out their roles from home, and in some instances provide additional equipment or furniture to ensure everyone is compliant with DSE guidance. Mobile phone allowances have been awarded to support staff employees to make them more accessible when working from home. 

Reference List 
CIPD (2020) PESTLE Analysis. 26 February. [Online] Available at: https://www.cipd.co.uk/knowledge/strategy/organisational-development/pestle-analysis-factsheet (Accessed: 25 April 2020) 
Heathfield, S. (2019) ‘Why you want to recognise employees’. The Balance Careers. 04 December. [Online] Available at: https://www.thebalancecareers.com/the-power-of-positive-employee-recognition-1919054 (Accessed: 04 November 2020)  
MWWFRS (2020a) Corporate Plan 2020 – 2025. Available at: https://www.mawwfire.gov.uk/media/1892/corporate_plan_2020_25_eng.pdf (Accessed: 01 June 2020) 

MWWFRS (2020b) HR Annual Report – 2019/2020. Internal Document. 













Review of Service Documentation
Employees of the Service are bound to differing conditions of service dependant on their role: Green Book and Grey Book. In view of this, the Service has created four employee handbooks for each sector: Wholetime, On-Call, Support and Control. Each handbook addresses the requirements of the individual under the conditions set out in the Grey and Green book, over 24 pages. 
Each handbook starts off by providing an overview of the Service and the work it carries out, and an immediate introduction to the Service by the Chief Fire Officer, achieving a sense of belonging to the organisation from the outset. This is followed by the Service’s ‘Vision, Mission, Value and Priorities’, setting out clear expectations of what employees can expect from the organisation, and what the organisation expects in return from the employee. Morgan (2015) suggests that there are 5 types of organisational structure, of which, MAWWFRS operates a traditional hierarchy structure with differing levels and is outlined within the document.
The following few pages reiterates the information that is already provided to the employee in their Statement of Employment Particulars, in terms of annual leave entitlements, sick pay, and pensions, all of which can be accessed on the Service’s intranet, @Work. Employee Handbooks 
In line with the changes to the corporate branding, employee handbooks were updated in 2018. They now incorporate images relevant to that sector, for example the Support Staff handbook includes images of the various admin roles within the Service, whereas the On-Call handbook uses images of an operational nature. I feel the use of such imagery helps provide an insight into how the Service operates, and what the various departments are like, settling any new starter nerves. 
The Handbook places emphasis that the organisation is a culture of learning and aims to encourage that from employees. This will be achieved by supporting and investing in its employees to ensure that all are working at the expected standards of service delivery. As outlined previously, providing such opportunities to employees is a key driver of engagement. 
Employee Relation Updates are regularly issued to all Service personnel via email, and the distribution of these has dramatically increased due to the pandemic, updating individuals on all organisational and legislative changes, as well as ways the Service is improving employee well-being.  Often, there are numerous updates issued within a short space of time on varying topics, which, on reflection, which may not be of use to all employees, or cause confusion. 
There is a dedicated section within the Handbook, referring to Occupational Health facilities within the Service, fitness, work-life balance and stress in the workplace. The pandemic has heightened the need for such resources. This also shows employees that the Service is willing to invest in the well-being of its employees, which in turn will help to reduce employee absence, and increase performance and productivity. CIPD (2020) have identified good health and well-being as a core enabler of engagement and performance.
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[bookmark: _GoBack]Development Needs Discussion – Employee Engagement
My role as a HR Assistant at Mid and West Wales Fire and Rescue Service is primarily focused around the recruitment of On-Call Firefighter into the Service. CareerSmart (2020) suggest that an Independent Development Review (IDR) “assesses an individual’s performance and reinforces the connection to the aims and objectives of the organisation”. Part of my Independent Development Review (IDR) with my line manager, highlighted concerns raised regarding the specialism of the role I am carrying out. 
In line with the 2013 CIPD Profession Map (2020), for my role, I should be working at Band 1 or 2, however at present, I feel that this is not the case in many of the professional areas due to the narrowness of my current role. 
It has therefore been agreed with line management that within the next 12 months, a review of my role would be carried out to allow for opportunities to experience alternative functions carried out within the department, and to further understand how the Service is engaging with its employees through the work being carried out. In view of this, I will sit with the Human Resource Advisors to understand the content of the documentation being issued to employees such as letters. This will also help to provide resilience to the office, should someone be off work. I do, however, understand that employee personal files should read like a story, and therefore as much information as possible should be included in such documents so employees fully understand.  
According to the Profession Map, I need to participate and understand organisational performance metrics, whilst trying to promote and inform decisions. I have agreed to look at and report on three months’ worth of HR data to understand the employee engagement and the areas for improvement. 
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