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1.0 Measuring Employee Engagement

Understanding employee engagement has become a top priority for organisations, with research
suggesting that engaged employees are healthier, happier and more fulfilled and motivated within
their work. MacLeod and Clarke (2009) argue that employee engagement is “the heart of the
workplace relationship between employer and employee” which, consequently, can have significant
impacts on productivity. CIPD (2017) suggests that engagement is “something that the employee has
to offer and cannot be ‘required’ as part of the contract of employment contract”, therefore implying
the discretionary nature of engagement, whereby it cannot be automatically presumed, and
employees will not automatically be engaged in the workplace.

The Covid-19 pandemic has dramatically impacted on organisational processes and employee
engagement with employee levels of commitment, motivation and general satisfaction declining,
with more reporting they feel ‘less engaged’ at work (Legal Island, 2020).

Measuring employee engagement allows organisations to understand and evaluate their current
engagement processes and implement necessary changes if required. | was intrigued to find out
whether the pandemic has impacted on employee engagement within Mid and West Wales Fire and
Rescue Service. In order to do this, | first must determine the best methods of retrieving such
information and measuring the outcome.

1.1 Diagnostic Tools

CIPD (2019) explain that quantitative data can be measured and illustrated through numbers such as
surveys and questionnaires, whereas qualitative data can’t be measured and often represent an
individual’s view or opinion as a result of interviews and focus groups.

In an organisation such as the Fire Service, qualitative data collections methods are used such as
one-to-one interviews or focus-groups with employees or mangers, to find out ‘real-time’
information about employee morale, employee performance or to reveal any problem areas within
the organisation. Cameron and Price (2009) believe that this data collection method is good for
gathering rich data, however interviewee skills need to be robust, ensuring that the discussion
remains on topic.

Prossack (2020) suggests the use of ‘stay’ interviews as a means of measuring disengagement and
dissatisfaction in the workplace, following a similar format to exit interviews in terms of identifying
reasons why employees are leaving the organisation, stay interviews allow for issues to be resolved
before they become incentives for employees to leave the organisation (EV1).

Alternatively, a questionnaire or survey can be distributed to find out equality data for the workforce
or employee satisfaction levels. The results from which can be presented in various formats such as
percentages or graphs. Cameron and Price (2009) believe that quantitative data collection is a good
option should a large quantity of data be required relatively cheaply, on the other hand it must be
designed and analysed properly which can be very time consuming.

By analysing survey results from more than 35 million employees around the world, Gallup
researchers established 12 questions that, because of the wording and order questions are asked,
result in accurate measures of employee engagement (Gallup, 2016) (EV2).



1.2 The Research Process

An initial meeting was arranged with Human Resource Managers, to discuss potential ideas of
gathering such information and the process of analysing the results (EV3). The pandemic has
dramatically impacted work processes and workload within the Service, thus it was agreed to use an
established diagnostic tool, Gallup Q12 Survey, which has proven effectiveness and saves time in
designing a survey (EV4).

The Gallup Q12 survey allows individuals to indicating whether they strongly agree, agree,
disagree, strongly disagree or neither agree nor disagree to each statement, and therefore
should not be too time consuming to complete.

After taking a download of personnel (EV5), a further meeting was arranged with HR Managers to
look at the sample size for this exercise. As an employer of around 1,400 employees, it was
determined to utilise the various sectors that employees fall in: Operational, Support and Control
staff. Operational roles differ dramatically to Support staff roles; therefore, it was determined that
this method would provide a more accurate reflection on the work of the Service, and, the sector.
EVS5 shows that there are around 1000 Operational employees, 350 Support Staff employees, and 30
Control Room employees. Based on this information, and how simple it is to issue information to
employees via email, the survey was issued to all employees, with a predicted response rate of
around 50% (EV6).

| felt that it was important to highlight on the email issued to all employees, a deadline for
completion to allow time for analysis of the results, and to form conclusions. The deadline for
completion was 23 October 2020 (EV7).

1.3 Findings

The survey was issued to all 1,400 employees, of which, 264 responded by the set deadline (56%
Operational, 43% Support and 1% Control) (EV8). Due to the variances in responses between each of
the sectors and the time taken to analyse such results, it was determined that for the purpose of this
study, outcomes would be combined to get an overall feeling across the Service.

The findings clearly suggest that the Service needs to review and work on its methods of
engagement (EV9). Firstly, it was addressed how employees do not fully understand what is required
of them, this may be as a result of job descriptions not being specific enough in their requirements
of the individual, or the lack of direction from management. Employees feel that the Service
provides a lack of recognition for good work and does not acknowledge the opinions of others.
There also seems to be a lack of engagement with employees relating to progression and
development over the past six months, this may be caused by the changes in working arrangements
due to the pandemic, and the increase in workloads.

On the other hand, the results suggest that the Service does provide enough equipment to enable
individuals to carry out their roles, especially during the pandemic where more equipment has been
required/requested, and also provides a sense of purpose to employees through the work being
carried out. 66% of responses highlighted that they have gained a ‘best friend” whilst working for the
Service.

The number responses allowed for a basic analysis of engagement levels to be made, however if |
had more time, an analysis of each sector would enable specific issues to be identified and
addressed. Also, if | were to do this again, | would use Gallup’s Q12’s as a starting point in designing
my own questions specific to the Service and the sectors.



2.0 Current Organisational Approach

Mid & West Wales Fire and Rescue Service (MWWFRS) operates 58 fire stations across 12000 square
kilometres of Wales, employing around 1,400 employees. MWWFRS's vision is “to be a World Leader
in Emergency Response and Community Safety” (MAWWFire, 2020a). To do this, their role is to
deliver proactive and reactive fire and rescue services to the people of Mid and West Wales
(MAWWFire, 2020b).

2.1 Drivers for Employee Engagement

The onset of the Covid-19 pandemic has dramatically changed the ways of working, and as such has
impacted on the ways of engagement with employees. Matthews (2020) has identified four key
drivers of employee engagement at this time: Connection, Support, Employee Voice and Scope, that
need to be of priority. Management Study Guide (2020) suggest there is not one specific driver for
engagement, instead it is made up of a combination such as: reward and recognition, development
and training opportunities and leadership.

2.1.1 Connection

As part of the Governments guidance, employees, in particular office workers, were encouraged to
work from home where possible, resulting in around 350 Support Staff leaving the workplace to set-
up operations to work from home. This has tested the relationship between the employee and the
organisation, whereby trust has been placed on employees to continue ‘business as usual’ from a
new work location. Working in a busy department, such as HR, a departmental rota has been
established to encourage employees to return to the workplace to interact with others and rebuild
the connection with the organisation (EV10).

2.1.2 Technology & Social Media

The Service has encouraged the use of Microsoft Teams for meetings, and as a way of contacting
other employees. This has enabled meetings to take place with employees in remote areas, whereas
previously, this would have involved travelling and ensuring available time in diaries. However, due
to the simplicity of arranging such meetings, | feel like there has been an increase in the number of
meetings | attend (EV11).

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 (EV12). 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 (EV13).



2.1.2 Turnover & Recruitment

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 (MAWWFire, 2020c).
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 (EV14).

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).

In view of the above, the Service tends to recruit individuals into these roles rather quickly, therefore
resulting in individuals without the necessary skills or experience, requiring training. On the other
hand, when it comes to filling Support staff positions, should the recruiting manager feel that the
candidates do not meet the requirements, these positions will be re-advertised (EV15) or passed
onto local recruitment agencies who will assist in finding candidates for the role. Adverts tend to be
advertised for two weeks, at which point all applications are sent across to the hiring manager for
shortlisting (EV16) thus resulting in the process taking around 4 weeks to complete. Should a re-
advertisement be required, the time taken to complete the process increases, and therefore impacts
workloads at a later date.

2.1.3 Employee Wellbeing

In extreme times of uncertainty, the role of line managers is pivotal in identifying and recognising
the anxiety of employees, whether this is relating to returning to the workplace after a pro-longed
period of working from home, financial wellbeing, or trying to carry out work around childcare
commitments. The HR department has arranged fortnightly wellbeing ‘chats’ between their
employees and managers, to discuss any worries or concerns employees may have during this time
and to eradicate the possibility of future sickness absence (EV17). Sickness absence figures for the
Service currently stand at between 60 — 100 individuals. With input of the ‘People Cell’, wellbeing
webinars have been set-up, currently on Topic 3 — Digital Wellbeing, where all employees are
encouraged to attend (EV18).

3.0 Best Practices

Engagement has been highlighted as having various dimensions, however Purcell (2010) argues that
there are common factors associated with engagement, known as ‘building blocks’ including:

e Trust in management

e Satisfaction with work

e Satisfaction with involvement in decision making in the workplace
e Quality of relationships between management and employees

e Satisfaction with the amount of pay received

e Job challenge

e Satisfaction with the sense of achievement from work

These building blocks can be seen as a starting point for engagement, and areas of interest for
inclusion in HR policy and practice to encourage employees to exhibit discretionary effort.



MaclLeod and Clarke’s research (2009), identified four common themes that go together for
successful employee engagement, known as the ‘four enablers of engagement’.

Visible, empowering leadership providing a strong
Strategic narrative strategic narrative about the organisation, where it’s

come from and where it’s going

Engaging managers who focus their people and give
Engaging managers them scope, treat their people as individuals ensuring
their feel valued and supported to do their job
When employees’ views are listened to and see their

Employee voice . .
ploy opinions count and make a difference

The values are the organisation are reflected in day to

Integrity day behaviours. There is no say-do gap.

Emphasis on the role of managers in promoting an engagement culture have been highlighted by
both MacLeod and Purcell. Bock (2016) uses the example of Google and their ways of management
to depict elements of the enablers. Firstly, it removed all status symbols of its Managers in terms of
their dress-code (Managers can be seen in casual wear and not suits), communal dining areas and
parking spaces. The aim was to send a message to employees that Google live by their 10 values. The
introduction of the ‘Googleist Survey’ annually asks around one-hundred questions, scored on a five-
point scale, to around fifty-thousand Googlers to gauge their feedback on the organisation, and
implement necessary changes if required.

The work by the Gallup Organisation aimed to address levels of employee engagement through a 12-
guestion instrument. Harter et al (2002) states how by 2002, 198,514 people in 7,939 businesses had
responded to the 12-question statements indicating whether they strongly agree, agree, disagree,
strongly disagree or neither agree nor disagree to each statement.

The key findings suggest:

* Greater variation in the level of employee engagement between different business
departments, compared to different organisations - due to the quality of the line
management.

* Correlation between engagement scores and business performance
* Strong relationship between engagement and employee turnover

3.1 Factors Impacting Employee Engagement

From discussions held with HR Managers, it was identified that the potential barriers to engagement
included the Service structure, the speed of progression within the Service, and the impacts of the
pandemic (EV19).

Morgan (2015) suggests that there are 5 types of organisational structure, of which, MAWWFRS
operates a traditional hierarchy structure with differing levels. Max Weber identified hierarchical
structure as a central principle of a bureaucratic organisation (Kew and Stredwick, 2010). Due to the
rigid organisational structure, those in higher hierarchical positions such as Directors, give
instructions to those further down. MAWWEFRS use a ‘top-down’ approach to communication,
whereby decisions are made at the highest level and transpired through to those lower down the
hierarchy, often leading to reluctance to change, and slow progression of change (EV20).



The Service aims to provide training and development opportunities for all employees, which in turn,
results in transfers and promotions within the Service. In most instances, employees have come
from roles where the level of responsibility is dramatically lower than that of line-manager roles,
thus, these individuals do not necessarily know how to engage with their employees. Also, in current
times, resources are overstretched carrying out work above the norm, and therefore do not have
time to make engagement a priority. Consequently, this could result in an increase in sickness
absence, or low productivity.

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. This means of ‘reward’ is down to
the line-manager and is not equally addressed by all departments.

The pandemic has brought about the need for additional resources and equipment to allow
individuals to continue their work remotely, as such this has impacted on the finances of the
Services. Training and development opportunities have been removed or decreased to allow for
these requirements.

3.2 Recommendations for Improvement

Based on the above information and the key findings from the survey results, recommendations can
be made on ways the Service’s approach to engagement can be addressed. EV21 outlines the
proposed strategies for improvement and an action plan on how these will be achieved.

Firstly, a team of Directors and support officers was created (Critical Incident Team (CIT)) to focus on
how the Service would continue to provide vital emergency response and essential administration
during such times, whilst abiding by social distancing rules. A sub-cell was formed for each area of
focus for the Service: People, Communities, Logistics, Response and External, made up of
representatives from relevant departments and Executives to provide feedback and
recommendations to CIT (EV22). Even though this was set up as a temporary measure to cope with
the pandemic, it appears that employees feel more engaged with the Service as a whole as
information from Directors is being shared freely amongst employees, settling all worries and
anxiety they may have had.

The CIPD (2019b) highlights the importance of developing people newly appointed into a line
manager role. Line manager training is provided on a quarterly basis, whereby policies and
procedures are explained. All the necessary information required to carry out such role, is accessible
to line managers via the Service’s intranet. Where responsibility has devolved from HR to line
managers, training is essential in ensuring the correct decisions are made. Unfortunately, due to the
current Coronavirus pandemic, sessions have been postponed as working arrangements for
employees have changed and will therefore continue when suitable to do so.

As addressed by Maslow and Herzberg, recognition is a form of motivation for employees. It has
already been highlighted that processes are not seen as equal within different departments;
therefore, amendments have been made to the Reward and Recognition procedure to ensure
equality from line management (EV23 & EV24). Additionally, work has been carried out to provide
‘incentives’ for employees, such as: Cycle to Work working in partnership with Halfords, Vectis
Cards, Let’s Connect for technology and Salary Plan for vehicles (EV25).



The costs of making such changes will have an impact at first, however it is thought that over time
this will outweigh the negatives through the increase in productivity and engagement of employees.
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EV1

Stay Interview Questions

Gauging employee interest in the company and the job is important to helping to ensure
relention, “Stay interview” questions provide insight to how employees are feeling and
what a supervisor can do o help the employee feel valuable and continue to grow.

1. What about your job makes you jump out of bed in the morning ?

2 What makes you hit the snooze button?

3 What aspects of your job do you like the most and the least?

4. What wouid make you leave (our company) for another job?

5 Do you get enough recognition?

6. What kind of recognition would be meaningful for you?



EV2

EV3

GALLUP'S Q'
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B, Title

send Required

Optional

Start time

End time

Location

Good Marning,

CIPD - Employee Engagement Meeting

Fairhurst Karen H.Q. Rees Steven H.Q.; Meeting Room - Math
Mon 21/09/2020 E 10:00 | [danday [ @ Time zones
Man 21/09/2020 7)) 1030 w| 4 Make Recurring

Meeting Room - Math

E:!)\ Room Finder

As part of my CIPD studies, | am required to look at the levels of employee engagement within the Service. In view of this, can | please arrange a meeting with you both to discuss potential

ideas.

Thanks
Rach




EV4

From: Rees Steven H.Q. <s.rees@mawwfire.gov.uk>

Sent: 22 September 2020 17:06

To: Thomas Rachel H.Q. <rm.thomas@mawwfire.gov.uk>; Fairhurst Karen H.Q. <k.fairhurst@mawwfire.gov.uk>;
Subject: Engagement Survey

Hi Rach,

Following on from our meeting on 21 September 2020, | was impressed to see that you had done your research on this topic along with various ways of measuring
engagement in the Service. As we agreed in the meeting, let’s go forth in issuing the Gallup Q12 survey for the time-being (thinking this will save you some time in
designing a new survey, plus , as you mentioned, it is effective in gathering such information).

Let’s have a look at staff availability in the first instance before issuing.

Thanks
Steve

Steve Rees
Rheolwr Adnoddau Dynol / Human Resources Manager

EV5

% Station Enquiry - X

‘ SmADenk\Comm M woren [0 [ Enquiry Date | 26/09/2020
()22

Full Brig. Div Emp Duty
@ Access @ No. @ Surname @ Forename: @ Stn @ Watch @ Role @ Post @ Type @ Department @ Type @ Age @ Birth Date
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&) 296 (vds [ Fr w STN s 34 ¥rs-6 Miths 29/04/1986
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0 1010 [ms1 [ FF w STN s 44 Yrs-1 Mths 23/09/1976

] 1011 e w STN s 47 ¥rs-11 Mths 15/11/1972

O 1012 [ wac WMB w Fs D 51 ¥rs-5 Miths 29/05/1969

] 1015 [ 1145 lw M w STN s 37 ¥rs-11 Mths 08/12/1982

0 1016 [ a6 [w ™ w STN s 44 ¥rs-1 Mths 07101976

[ 1017 N w STN s 30 ¥rs-6 Miths 28/04/1930

a 1018 Mr: | w STN B 34 ¥rs-3 Miths 29/07/1986 B |
N 119 K45 [ - w ST 3 20 Vre-1 Mthe 14/0/1001 ]
[<] | [2]

WholeTime| 310 | Day Mar| 89 Retainec 681 | Other | 367 No.ofrecord| 1247 | Fittered | 1447 |
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From: Fairhurst Karen H.Q. <k.fairhurst@mawwfire.gov.uk>
Sent: 28 September 2020 12:00

To: Thomas Rachel H.Q. <rm.thomas@mawwfire.gov.uk>
Subject: CIPD — Engagement Survey

Hi Rach,

Further to our meeting, | agree that we need to look at each sector individually in order to gauge employee engagement levels in that particular area of the Service.
In addition to this, the results can be combined to get an overall feeling across the whole Service.

Due to the pandemic, the majority of the Service are now accessing their emails remotely, and therefore believe that we could issue this to ALL employees, at least
we are not missing anyone out and providing a sense of inclusion to all. Fingers crossed this will generate a response rate of around 50% for you.

If you need anything else, give me a shout.

Thanks
Ka

Karen Fairhurst
Rheolwr Adnoddau Dynol / Human Resources Manager

EV7

Dear Colleagues,

As part of the Service’s commitment to Employee Engagement and Wellbeing, the Human Resources Department would like to ask for your support in taking part in the attached survey.
Please could you spare 10 -15 minutes to complete a survey to identify levels of Employee Engagement.

The survey has been separated into sectors depending on the type of work you carry out, if you could select the sector that is most relevant i.e. WDS & RDS employees — Operational.
Please note the survey closes on Friday 23 October 2020.

Rachel Thomas

Human Resources Assistant
Cynorthwy-ydd Adnoddau Dynol
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Response Sector

1%

® Operational
= Support

Control
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1) I know what is expected of me

100
80
60
40
0
Strongly Agree Neither Disagree Strongly
Agree Agree or Disagree
Disagree

2) I have the materials and equipment | need
to do my work right
Strongly Disagree HH
Disagree [N
Neither Agree or Disagree I
Agree NN
Strongly Agree I

0 20 40 60 80 100 120 140

3) At work | have the opportnity to do what |
do best every day

4) In the last seven days, | have received
recognition or praise for doing good work

120
m Strongly Agree 100
80
B Agree
60
n Nfaither Agree or 40
Disagree
Disagree 20 I .
0
® Strongly Disagree Strongly Agree Neither Disagree Strongly
Agree Agree or Disagree
Disagree
5) My supervisor, or someone at work, seems 6) There is someone at work who encourages
to care about me as a person my development
80
Strongly Disagree NN 70
60
Disagree NN 50
40
Neither Agree or Disagree | NN 30
20
Agree NN 10
0
Strongly Agree NN Strongly Agree Neither Disagree  Strongly
Agree Agree or Disagree

0 20 40 60 80 100

Disagree




7) At work, my opinions seem to count

m Strongly Agree

= Agree

® Neither Agree or

Disagree

Disagree

= Strongly Disagree

8) The mission or purpose of my company
makes me feel my job is important

strongly Disagree | NN
Disagree NG
Neither Agree or Disagree | NN
ey 00|
strongly Agree I
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9) My associated or fellow employee are
committed to doing quality work

140
120
100
80
60
40
20 I .
5 |
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Agree Agree or Disagree
Disagree

10) I have a best friend at work

m Strongly Agree

= Agree

= Neither Agree or
Disagree

Disagree

m Strongly Disagree

11) In the last six months, someone at work
has talked to me about my progress

strongly Disagree | NN
Disagree [N
Neither Agree or Disagree | NI
Agree NG
strongly Agree | IR

0 20 40 60 80 100

12) This last year, | have had opportunities at
work to learn and grow

120

100

80

60

40

20 I

, m W

Strongly Agree Neither Disagree Strongly
Agree Agree or Disagree
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Reception
Monday Tuesday Wednesday Thursday Friday
Delyth Delyth Delyth Delyth Delyth
Caral Carol Carol Dana Sandra cover reception
HR Office
Maonday Tuesday 'Wednesday Thursday Friday
Ffion Charlotte Dana Sandra
Sam Rach Sam Sam Rach Suppart Desk
Gem
Hope Payroll
Nic Gem
Sarah Tillman Sarah Tillman .
T Pensions
fackie ED&l &DPO
:;;::EF Linwen cc Health
Lizzie Sarah Thomas Paul
Lizzie - if possible?! Advisors
Steve Karen Karen Steve Steve HR Managers
Karen
HOD
5 & 5 7 T Total in HR Office
Charlotte WFH / MB Dana WFH / MB Ffion WFH - MB Ffion WFH - MB Charlotte - WFH / MB
Dana Charlotte - WFH -Indexing
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and Rescue Service Infranet
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Fleet-Technician-Advert-Re-Advertisement-April-2019

Gudgeon Elizabeth  H.Q.
To Thomas Rachel H.Q.

30KB

@ Fleet-Technician-Advert-Re-Advertisement-April-2019.docx o

ﬁ Fleet-Technician-WELSH-PS-Updated-April-2019.doc
| 1me

|ﬁ'_>1 Fleet-Technician-ENGLISH-PS-Updated-April-2019.docx
Hi Rachel

€3 Reply

Foos

&5 Reply All

g T

¥ bl Kl
k [Ty Sy S

P gl s o v

—» Forward wes
Wed 01,/05/2019 16:17

-

Please can you put this advert on @work and send to CCBD for the website? The ID should already be saved under documents in
the background of @work so this will save you uploading them.

It will need to go on indeed, gov.uk and people exchange cyrmu too please.

Any gueries, please let me know.

Thanks

Lizzie Gudgeon

Swyddog Adnoddau Dynol / Human Resources Officer
Adran Adnoddau Dynol / Human Resources Department
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Deputy Head of Estates - Applications for Shortlisting

Repl & Reply Al —> F d wes
Thomas Rachel H.Q. ) Reply | %3 Reply orwar
To Davies Huw (Head of Estates) Tue 14/07/2020 14:20

Cc Flannery Craig  (Corporate Head of Resources)
@You replied to this message on 10/08/2020 15:31.

~  SHuman Reso20071413490.pdf = SHuman Reso20071414210.pdf - Deputy Head of Estates Matrix - July 2020.x1s -
3 MB 4= 3MB 61 KB

Good Afternoon,
Please find attached copies of the received applications for the post of Deputy Head of Estates which closed on Friday 10 July 2020.

As this post was re-advertised, emails went out to those who applied previously requesting confirmation should they wish for their application to be considered
during this process also. Applications for those wishing to continue are also attached.

I have also attached a blank shortlisting matrix for completion based on the information highlighted within the person specification.
Kind Regards
HR Support Desk

Human Resources Support Team
Tim Cymorth Adnoddau Dynol
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= Title Wellbeing Chat

send Required Eairhurst Karen H.Q.; Thomas Rachel H.Q.
Optional
Start time Wed 02/08/2020 =1 100 v| Oalday [ & Timezones
End time Wed 02/08/2020 =11 130 w| ¥ Make Recurring

Location Microsoft Teams Meeting

Microsoft Teams meeting

Join on your computer or mobile app
Click here to join the meeting

Learn More | Meeting options




EV18

DIGITAL WELLBEING

The blology of addictions and the
business of keeping us digitally hooked

Digital Wellbeing

— Forward

Parry Teri-Ann H.Q.
To Thomas Rachel H.Q.

Wa are proud to have partners who support the work we do:

You replied to this message on 11/11/2020 08:52.

IE?L- 15N Brochure Digital Wellbeing.pdf
267 KB

Andrius has confirmed these dates but | haven't received the video yet but will send it on when | have it.

Please see below available dates for the Wellbeing Webinar topic Digital Wellbeing, it is being run in two parts the first in
MNovember and part two in December so please select a convenient date in both November and December.

(There are two dates allocated to the People Cell so please avoid these dates unless you attend this Cell).

Digital Wellbeing initial session
November 15 10.30

November 20" 10.00 (People Cell)
November 24t 14.00

November 24t 19,30

November 25t 14.00

November 20" 10.30

Digital Wellbeing reflection session
December 3™ 10.30
December 4*" 10.00 (People Cell)
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Employee Engagement Meeting
Microsoft Teams
30 October 2020 @ 10:00 hours

30/10/01 Attendees: Rachel Thomas — HR Assistant
Karen Fairhurst — HR Manager
Steve Rees — HR Manager
30/10/02 Factors Impacting Engagement
1) Service Structure
e Top down structure — decisions made by Directors
e Bottom up communication minimal
e Information takes a long time to transpire through hierarchy
2) Training & Development
e Budget restrictions (Departmental & Service-wide)
e Transfer & Promotion panel — progression of Operational employees
e Line manager training
e Interview training — helpful when recruiting candidates
3) Reward & Recognition
e Honorariums — dependent on line manager — not equal throughout the
Service
e Celebrating Success Evening — 20/30/35/40 year Service awards/
nomination for awards
e Praise from line-management — Not all line managers are encouraging in
their approach
4) Coronavirus pandemic
e Budget requirements have been shifted from certain areas to
accommodate requirements
e Increase in home working/remote working
e Changes in Government guidance —impacting on Service policy and
procedure
30/10/03 Suggestions for Improvement

1. Creation of Cells/Forums to feed comments and suggestions into CIT and
ELT

2. Focus on providing line manager training on a regular basis — webinars
instead of face-to-face training

3. Changes to the ‘Reward & Recognition’ procedure to ensure clear
guidance to all

4. Encourage staff to communicate with one another (non-work related) to
catch up and check on employee welfare during the pandemic

5. Ensure that revised information is relayed to line management during
training session

. )/
Signed: JQﬂ NThernas éﬁéu {?zz.-m:,.;k
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Executive Board

The Executive Bosrd is the highest managsmant function within the Service and is comprised of the Chief Fire
Officer, supported by three other Principal Officers, who ara respectively responsible for the Saervice Delivery
Dirsctorate, Rasources Directorate and the Operationsl Support and Improvement Directorats,

-

-~
Roger Thomaa - Deputy Chief Fire Kevin Jones - Assistant Chief

Chria Davies QFSM MBA - Chief
Fire Offioer Offioer Officer Offioer

]

Iwan Cray - Assistant Chief Fire

Departments

Each of the four menagement Directoratas within the Service is comprised of 8 number of separate Dapartments.
Tha rolss of these depariments is quite varied, addressing functions such as Businass Fire Safaty, Front-Line

Operations, Control Room Activities, Finance and Human Resources.
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Area of Focus

Proposed Strategy

Resources Required

Costs

Target dates for review and
completion

Communication

Creation of ‘Cells’ to
feedback comments into CIT
and ELT

Cross section of 50
employees from different
Service sectors

2 hours salary for 50
employees on a weekly
basis

Ongoing — Utilise current
cell structure on a
permanent basis

Line Manager Training

Carry out regular training
sessions for new line
managers outlining current
Service procedures and
processes.

Provide refresher training
for existing line managers to
encourage future
engagement and provide
updates on Service
procedures and processes.

Training representative to
conduct training session.

Presentation made up of all
required information.

Training room

2 hours salary for 1 Trainer

Salary of 12 employees for 2
hours (per session)

Immediate — role out by
January 2021 (possible
return to normal because of
pandemic)

Reward and Recognition

Look to improve Service
procedure to address all
means of reward and
recognition to ensure
consistency.

HR representative to review
procedure and amend
where necessary

Upload & issue of new
documentation to line
managers through ERU

Immediate — issue to line
managers by December
2020 - Complete
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however, the Service will not be replacing once they come to the end of their CF to take to CIT + Employees looking forward to returning to normality! returning to HQ
usable lives for update + Moticeable increase in Teams meetings — fatigue with Teams — difficult to
manage fime in delivenng the deliverables
0sM1Mm4 | TTP + Look at what more could be done, rather than how we are doing

+ Benefit to providing rafionale behind decisions so employees understand

+ Variances in Unlock Plans — even within a Cemmand — No one blanket plan
for Sarvica

# Focus to be made on individuals who have not yet returned to the workplace
and remain slone — checking their well-being

+ On-Call employees struggling with the number of updates being received

+ Employees feeling sense on involvement from the inclusion in Cells such as

Individusls being contactad by TTP to self-isolate. Servica conducting own form of
TTF. Response are evaluating when individuals were |ast on stations and the level
of risk and remaving individuals from Station in some instances. Cases currently in
Fowys & Fembs.

HOD's! Response leads to review unlock plans in line with new fire break rules.
‘Consideration to be given to how this looks moving forward.

People Cell
MR guestioned use of QR codes for use of contractors. currently no method of *» Flexibility of werk — agile working, relaxing of working hours — apprecisted by
tracing these. Employees are encouraged to use fobs and signing in. employees with struggles st home such as childears
CF to take to CIT + Ops Response Officers are stretched in terms of work capacity — do our
Original decision from CIT was not to use QR Codes, however relevant point for update rescurces zlign with the risk temperarily and permanent.

made in terms of non-service employees.

0611105 D'SE Assessments
PM to email CF

Raized in Communities Cell and Hesalth & Safety meeting regarding the re-issue of 06111/08 Meeting Structure
assessment. |5 noted that this has also been raised as a risk by the Joint Council

for Wales. Already noted as an action on FlA.

IM to speak to

Ei Ed dl
mma Ecwards Amzlgamated the criginal three cells — Supervisory! Middle Manzager! Core cell.

fo dat
" update Cell agreed that it allows for questions to be answered immedistely as there are a
May highlight issues which will impact Service in terms of equipment availsbility. broad range of representstives who can answer. Consensus to remain as one
ggesti are to take t from HQ in the first instance. Service has Cell. Minutes from meetings and Q&A’'s available on Teams. Nofe: Answers from
reclaim capability from Welsh Government if Covid related - could fall into this. @&A'z only valid at the time of wrifing.
If individuals reguire any equipment, encouraged to contact line manager. 08/11/09 Wellbeing Webinar — Topic 3
IS to feedback at Management Union meeting on 19 November 2020. Meeting held with Aspire28e on Fridey 06 November 2020. Mext topic has been
agreed: Digital Wellbeing. Focused on Green book and Deparimental staff. Issued
081108 Action Plan to People Cell members first.
AT received few updates from Cell members. AT to work closely with Departments Looking st additional topic after Christmas: Health and Mutrifion. touching back on
on updstes. Aiming for all actions to be Green by 12 Movember 2020, elements from Topic 1.
Document available on Teams — Currently working on Version 8. 0611110 Resilience Training CR to pass on
details to
06111107 How are we doing? Request made via Aberystwyth Psychology Group, looking for rep from c g
the Service to take part in collectively working with other sgencies. 80 Minute Command
CIT Webinar taking place on 10 Movember 2020 @ 10:00 hours. Sessions,
Cell member views include: 061111 | AOB
+ \Work processes have been adapted to allow for WFH
Agenda Hem | Action Owner | L | STLli rEgErmING NIS. SNODOS STE SUN TECOGNISEN SS & TOM 0T ISCE COVenng 1

Questfion reised by PM regarding the purpose of the FFF3 masks. Noted that
outer visor protection does not come down when using the personal respirators. CF to take to CIT
HZ1 has been completed and submitied — current discussions with Corporate Risk for update
and ORM on the options moving forward. Communication to go out clarifying
purpose of FFP3 masks and personal respirator.

Request for numbers of those in the Service who have tested positive and who
are currently isolating. CF agreed information is anonymous and can therefore be

shared. CF to provide
update at next
Servica's approach to shielding — Public Health Wales have not requested for meeting

individuals te shield during second lockdown. Line managers encouraged to logk
&t MHE risk assessment and available guidance.

LH noted from working as part of the crew in Lianelli, when individuals go into
isolation, does the Service check individuals wellbeing. Is this something the
Service needs to strengthen?

ROS isolstion through TTP — financial support is available from the Service.
Further information available in FAQ's.

Creation of & Service App — sllowing communications fo be issued to all personnel
quickly.

06M1M2 Date of Next Meeting

12 Mowember 2020
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MID & WEST WALES FIRE & RESCUE SERVICE As 3 Service, we recognise the commitmant of fire senice parsonnel who have

HUMAN RESOURCES PROCEDURAL GUIDANCE dedicated 20, 30, 35, 40, 45 or in exceptional cases 50 years of their working
DOCUMENT (PGD) lives to keeping our communities safie from fire and other emergencies.

HR 6.49, Service Recognition Procedure 1 G SERVICE AND GOOD CONDUCT MEDAL 5

Operational employees become eligible for the Quesn’s Long Semice and Good
Conduct Medal following 20 y=ars of service, while non-uniformed colleagues are
presentad with 3 glass award in recognition of their 20 years' senice. All
employses, both operational and non-operational, become eligibls to receive the

US — Indicates updated section {for initial eirculation/publishing)

10 INTRODUCTION-US Samvice's Maritorious Madal, following 30 years of continuous senice with Mid
20 LOMNG SERVICE AND GOOD CONDUCT MEDALS - US and West Wales Fire and Rescus Senice only specifically.

30 PRESENTATION

40 WEARING OF MEDALS AND MEDAL RIBEONS Parsonnzl celebrating 35, 40, 45, or aven 50 years of senice in exceptional
3.0 WEARING OF BADGES/INSIGNIA - US cases, will also rzceive 3 bar for 2ach 5 year period, to be plzced on their

€0 RETIREMEMT Meritorious Madal in recognition of their continued commitment past 30 years.

70 REVIEWOF PROCEDURE

Notification of eligibiity for the Medals/Awards will be facilitated by the Human
Resources Department when dus. The criteria for submission, elgibility.
wearing. forfaiture, restorstion, etc for both the Long Service and Good Conduct
Medal and the Senvice's Mertorious Medsl is |aid out within this procedurs.

Document Information

N _ X 3.0 PRESENTATION OF MEDAL 5
Security Classification MiA
- The Queen's Long Senvice and Good Conduct Medals and the Semvice's
Document Owner Hzad of Human Resources Meritorious Medsls (and bars), along with the glass award to non-operationsl
L personnel celebrating 20 years of service, will be presented st the Sendice’s

Documant Author Human Resources Manager — Employment Relations Calzbrating Suceass Awards Carzmony.

Date of Issue 01 April 2018
The Quean's representstive, in the form of the Lord Lisutenants for the Counties

Date of Implementation | 01 April 2016 will b2 asked to present the awards to sligible employess. This will be the only
formal arangement made for presentation of the medals. Only in exceptionsl

Version Number 04 circumstances will local arrangements for presentation be made.

Date of Last Review Movember 2019 40  WEARING OF MEDALS AND MEDAL RIBEON 5

Date Last Amended November 2018 Madal ribbans will be wom at all imes on undrass uniform and corporate wear.
On ceremonial occasions medals will be wom on undress uniform as indicated in

Date of Next Reviaw Octaber 2020 the instruction conceming dress for the specific occasion.

Approval Details SII__'I_'E:_T_'Iard'l 2018/ ELT December 2018 (30+ y1s The Queen's Long Senvice and Good Conduct Medal and Medal Ribbons should

eligibility) ahways be wom on left breast, while the Service's Meritorious Medal and Medal
Equality Impact Ribbon should be worn on the rght.
Assessment Reference HRE40EIA

To ensure uniformity in the wearing of medal ricbons, as many as four rbbons

sheould be accommodated in one row before starting another. Thers should be It is expected that the Head of Command or Depariment or histher deputy be

no space between the rows; an incomplete row must be placed directly above, present to maks the presentation to the retires. It is the responsibility of the

and to the centre of the completed row. All decorations and medals authorised by Station or Department manzagers to inform the Head of Command or Department
the Soversign are worn on the left breast, ethers should be worn on the right that an individual is due to retire, to ensble suitable arrangements to be mads.
breast.

A copy of a signed certificate by the Chief Fire Officer, in recognition of the
employse's retirement, can be obiained via the Exscutive Leadership Team's
Secretariat. A rsguest for 2 Member of the Executive Leadership Team to attend
1o present the cenificate. can also be made through the Executive Leadership

The order for wearing of medals issued by the Soversign will be as follows:

1. Eritish Qrders of Knighthood. Team's Secretaniat.
z Decorations.
2. Medals for Gallantry and Distinguished Conduct. including Quesn's Fire 70 REVIEW OF PROCEDURE

Service Medal for Gallantry.
3 Ouegn's Gallantry M=dal, Queen’s Fire Service Medal for Distinguished

Service. This procedure shail be reviewed -

4, Campaign Medals and Stars (in order of date). annusilly, or

3 Puolar Medals (in order of date). (i fiollowing receipt of new information

[ Jubilee, Corgnation and Curbar Medals (including Diamond Jubilee). (i) upen implementation of new agreements which may affect the procedure.
T. Efficiency and Long Service Decorations and Medals, including Firs

Senvice Long Service and Good Conduct Medsl.
B Farzign Orders, Decoratiens and Medals (in order of date).

Any medals or decorations, other than those awarded by the Soversign may anly
be worn st the diseretion of the Chief Fire Officer and appropriate apphicstion
should be made.

3.0  WEARII BADGE SN SIGNIA

The wearing of lapeltype badges andfor insigniz with Service uniform other than
thoss referrad toin sections 2.0 and 3.0 iz not permitted, other than the following:

+ those dencting an employes as a Welsh speaker and able to provide bilingual
services to colleagess and customers.

+ support staff employees who ars in receipt of the Service's 20, 30, 35, 40, 45
or &0 Years' Service Badpe.

The wearing of badges such as thoss relating to sports t=ams, trads union
affiliation etc, will not be permitbed.

6.0 RETIREMENT

RETIREMEMT PRESENTATIONS

Whenever possible the Command or Departmant should make arrangemsants to
attend the employee’s last shift period and present the appropriate certificate to
the employes.

HR 6.49 - Service Recognition Procedure V4 3 HR 6.49 - Service Recognition Procedure V4 4
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From: HR Service Support <humanresources@mawwfire.gov.uk>
Sent: 14 November 2020 16:45
Subject: Employment-Relations-Update-16-2020-Service-Recognition-Procedure

http://atwork/Library/Policies-and-Procedures/ServicePolicies/Service%20Recognition%20Procedure.pdf

The above document is now available on the Service's @Work site, and can be accessed via the above link.
A PDF version are also attached for ease of reference for those accessing remotely.

Should you have any queries, please contact the Human Resources Department.

EV25

CYCIQ work & cycle2.work@halfords.co.uk

Monday to Friday 8.45am to 5.00pm

| A

Due to unprecedented cycling demand, bike stock is very low across the country. However, please remember your Letter

of Collection is valid for four months and we are bringing in new stock daily. Click here to view our available models.

Home Employees Employers Bikes News

SalaryPlan

Mid and West Wales Fire and Rescue
Service Salary Sacrifice for Cars Scheme

Py S—
LeasePlan
T



