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This presentation sets out recommendations in response to the findings of the Flexible Working procedures evaluation: the Leadership Perspective. 
Research shows that procedures alone are not enough to create a ‘flexible working friendly’ environment. Perception of procedures is filtered through culture. 
They also have the potential to reinforce gender inequality, as individuals utilise flexibility in a culturally conditioned way, and not as a matter of choice.
The organisation has a goal of increased diversity, and an obligation to progress equality of opportunity.  
These recommendations offer a proactive route forward, following the principles of Kotter’s eight step change process.

Recommendation One: Clear and coherent articulation of strategic intent (Kotter’s stages two and three: vision and buy-in).
Strong leadership is essential, with a clear understanding of what is required 
Regardless of pre-existing structures and systems, the research findings show a leadership aspiration towards a supportive environment for employees, and to be an employer of choice for strong applicants.
This needs to be communicated coherently, making intentions transparent, generating buy-in, and ensuring accountability for progress.

Recommendation Two: Re-align recruitment material for ‘Green Book’ vacancies (Kotter’s stage four: enable action)
It is inconsistent with the wish to be an employer of choice, that information is not optimised to attract. Recruitment material needs detail about what flexibility looks like in the Service, so potential applicants can assess against their needs. Flexitime parameters, hybrid working options, and options like compressed hours or part time working could all be promoted. 
Managers need support to consider the possibilities too.
The impact of these adjustments should be measured and shared.
According to Timewise’ Flexible Jobs index 2023, the national average for part time working is 12%, higher in female dominated sectors. Even for Green Book staff, in MAWWFRS the percentage is only 7.7%. There is ground to make up. 

Undertake focused research on two recommended research questions (Kotter’s stage four: enable action)
1) What are the barriers to flexible working for operational staff in 2025/6?
Lack of flexible working for operational employees is a likely impediment to increasing the diversity of Grey Book staff. 
It is not clear what is possible, what the genuine limitations are, and what are inherited beliefs, that no longer matter. 
There is no doubt that emergency response and firefighter safety cannot be compromised, but the facts need to be revisited looking towards future needs. 

2) What can Agile Working do for us? (Kotter’s stage four and five: enable action, celebrate quick wins)
Further development of agile working practices was positively thought of, but perceived cost to departmental effectiveness was evident. 
Further research would drive objective understanding of how agile working is being used, benefits and drawbacks, and whether more benefits can be leveraged for the Service, particularly in view of the geographic spread of the organisation.

Further research continued
Of these two research areas, the first represents the biggest cultural challenge, but offers steps forward in a challenge that the Service struggles with. 
Bridges model of transition, which recognises the emotional terrain of change, would be an appropriate tool to support this research.	
The second offers evidence-based development of emergent working practices. Changes forced by the pandemic are profound - there is no going back. Optimising our approach is necessary. 	
There are opportunities for early gains through incremental adjustments. This supports the “quick wins” principles of Kotters’ 8 step change model, towards the wider culture change in relation to flexible working.


Close
In keeping with Kotters’ model, I highlight the urgency. The Crest report concluded that the Service needed "bold and transformative action". 
These recommendations suggest a route into new ways of thinking and working.
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