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Executive Summary
Mid and West Wales Fire and Rescue Service (FRS) is the largest fire and rescue service in Wales and the second largest by size encompassing England. 
It has faced significant challenges nationally with evidence of poor and toxic cultures amongst many UK fire and rescue services. On the release of the disturbing London Fire Brigade independent review, and on appointment of Chief Fire Officer (CFO) Roger Thomas, an independent culture report was commissioned for Mid and West Wales FRS. 
This report focuses on how they transition to a more positive culture based on the direction of national framework set by the Fire Standards Board (FSB) and the National Fire Chiefs Council (NFCC). This allows services to embed core codes of ethics into everyday functions of the Human Resource Management (HRM) set by the governing bodies. 
His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) published a damming report on the performance of Fire and Rescue Services in England, as such 35 recommendations were provided to improve ways of working and look to eradicate the negative cultures. 
Mid and West Wales FRS has shown its commitment to changing the culture through the commission of the independent culture review, new and re-established partnership working and appointment of a professional standards and resolution officer into the HRM function. 
It would be beneficial to ensure the culture is reviewed periodically, to monitor the new reporting line, and create the working groups and board for the culture transition. 
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Introduction
This report focuses on the organisational culture change and development for Mid and West Wales FRS. In recent reports, UK Fire and Rescue Services inspected by HMICFRS have been criticised for having evidence of harassment, bullying and discrimination, and these findings may only be the tip of the iceberg (Burns, 2023). 
Organisational culture is a crucial topic for all the UK public sector. The Metropolitan Police force have been at the forefront of criticism, and some would say the start of what has become a domino effect after a damming 363-page report with many disturbing findings that was published earlier this year (Dodd, 2023).    
HRM is defined as “a strategic and coherent approach to the management of an organisation’s most valued assets – the people working there who individually and collectively contribute to the achievement of its objectives” (Armstrong, Taylor, 2020).
In 2022, Roger Thomas was appointed as the new CFO, he commissioned Opinion Research Services (ORS) to conduct an independent review of the organisational culture within Mid and West Wales FRS. These findings will allow the service to obtain a true and accurate reflection of the current culture and to highlight any shortcomings. The service has pledged to implement the recommendations from the cultural survey under objective one of the Community Risk Improvement Plan 2040, stating “We will evolve our organisational culture to ensure we operate within the standards expected of a modern-day Fire and Rescue Service” (Thomas, 2023, p.20). 
This report looks at ways in which Mid and West Wales FRS can reshape the organisational culture, making suitable recommendations to ensure the culture is positive throughout. 

Organisational overview 
Mid and West Wales FRS is the second biggest in both Wales and England, encompassing 4,500 square miles, or about two thirds of the country. It has a population of 910,000 people living in 431,500 houses in the service area. The organisation is made up of 58 fire stations and 1,351 staff members. 400 full-time firefighters, 709 on-call firefighters, 22 Joint Fire Service Control workers, and 220 support workers make up this group (Mawwfire, 2023, About us). The organisation was established in 1996 through the merger of three Fire Brigades from West Glamorgan, Dyfed, and Powys, creating Mid and West Wales Fire and Rescue Service.
The HRM function within the organisation is responsible for creating and implementing strategies for the Service's recruitment, development, and retention of top performers in an inclusive environment.
Employee Relations, Occupational Health, Equality and Diversity, HR Administration, and Corporate Administration make up the department's five internal duties. The department's collective activities encompass terms and conditions of employment, policy creation, support and implementation, absence management, health and wellbeing, cultural transformation, onboarding, processing of employee data, and front of house services (Mawwfire, 2023).


Main Discussions
Priority Areas
Culture
The organisational culture as a whole is the key priority for Mid and West Wales FRS.  In November 2022, Nazir Afzal OBE published an independent review of London Fire Brigade (LFB) and the findings were highly concerning. It became clear that employees who identify as women, Black, Asian, or ethnic minority, as well as LGBTQ+ and neurodiverse employees, have received unfair treatment and have performed worse in their careers. There were concerns with service leadership and employees afraid to challenge or speak up against these issues. The report also contained instances of behaviour directed against members of the public that were totally unacceptable (Afzal, 2022).
This sent a shockwave across Fire and Rescue Services in England and Wales to ensure such cultures and behaviours were not present in their organisations. Many Chief Fire Officers immediately commissioned independent reviews of the organisational cultures be undertaken. 
Fire Standards Board – Code of Ethics 

Together with the National Fire Chiefs Council, the Local Government Association, and the Association of Police and Crime Commissioners, a National Core Code of Ethics for Fire and Rescue Services in England was created to help the fire and rescue services in the country adopt a uniform attitude toward ethics, including behaviour (NFCC, 2023).
It has been created to ensure that communities are supported to the best of their abilities by enhancing the organisational culture and diversity of FRS’s.  Mid and West Wales FRS needs to fully embed this Fire Standard, aligning itself with the national standards by building core principles into HR policies and procedures, building towards a more positive culture. It can also be built into the recruitment and selection process, measuring behaviours through a modern assessment centre rather than traditional methods.  According to Iain Henderson, recruitment and selection are two of the most important activities in HRM (Henderson, 2017 p.23).
The Core Code sets out five ethical principles built on the Seven Principles of Public Life (gov.uk, 1995), and gives a solid foundation for promoting good behaviour and challenging unacceptable behaviour.
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His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) Report
In March 2023, the HMICFRS published a report on values and cultures identified throughout the 44 English FRS’s, based on data collected since 2018. Some of the cultures had been identified as toxic and that many services required immediate intervention with two services placed on the “engage” enhanced monitoring process due to the severity of the findings (HMICFRS, 2023b). The report found that 26 FRS had evidence of:
· Bullying, harassment and discrimination
· A lack of diversity and fairness
· A lack of reporting and management of concerns, including alleged misconduct (HMICFRS, 2023b). 
The report was highly critical of the sector as a whole and had drawn up 35 recommendations that services embed into the business as usual by the proposed dates. Although fire and rescue services in Wales are not inspected by the HMICFRS, they can be inspected by the Fire and Rescue Adviser and Inspector for Wales under Section 28 of the Fire Services Act 2004 (Law Wales, 2021). Therefore, it is in the best interest of Mid and West Wales FRS to adhere to and embed these recommendations to ensure suitable mechanisms for managing unacceptable behaviour and follow the advice of the inspectorate to work towards a modern and positive culture. 
Some of the key recommendations included:
· Confidential reporting mechanism for staff to highlight concerns.
· Independent reporting lines for external use.
· Embed relevant fire standards into business as usual.
· Ensure background checks and DBS checks are carried out for all staff.
· Ensure sufficient support to staff members raising concerns.
· Have suitable plans within the HRM to report any cases of gross misconduct to the HMICFRS. 
New Fire Service independent reporting line 
UK Fire and Rescue Services have recently, in collaboration with Crimestoppers, launched FRS Speak Up. This is a dedicated platform designed for employees, and volunteers to voice any concerns that they have from within the workplace or share ideas in a safe and confidential manner. Mid and West Wales FRS understands the importance of providing a secure and confidential channel for sharing such information, and FRS Speak Up invoices to be are heard and concerns addressed (FRS Speak up, 2023). 
Why does this needs improving?
Corporate culture is crucial for organisations to effectively deliver their strategies, a famous quote from Peter Druker that “culture eats strategy for breakfast” insinuates that organisations who have unhealthy or negative cultures, are far less likely to deliver on their strategies (CIPD, 2023). The organisational culture should treat individuals as individuals and to recognise that men and women present different cultures at work and this diversity needs to be managed accordingly (Torrington et al, 2004).
Fire service cultures need significant improvement throughout the UK.  Since the LFB report was published in 2022, several fire services have come under the spotlight for failings in their culture. South Wales FRS has seen accusations of sexual harassment and abuse against women and an independent review to encompass the culture and disciplinary cases, both current and historic (BBC, 2022a).  According to (Minnow, 2021) “the playing field needs to be levelled”.  In November 2023, the HMICFRS carried out an inspection of Avon FRS. They reported serious concerns regarding the performance of the service, in particular the culture, with evidence of unacceptable behaviour, sexism and inappropriate language disguised as banter (HMICFRS, 2023a). Sasha Acheson, a former firefighter with Avon FRS has recently won a sex discrimination, harassment, and unfair dismissal case, describing her job as “death by a thousand cuts” (Lunar et al, 2023).
The cultural report published by ORS for Mid and West Wales FRS highlighted five key findings (Appendix 1):
· Improvement on staff satisfaction against the previous report in 2014/15 – increased job satisfaction and over a third of employees feel there has been an improvement on experiences in the workplace. There are still barriers with communication at executive levels, where staff feel they cannot speak freely without fear of repercussions.
· Evidence of bullying, harassment or discrimination – the statistics from the survey highlight one in four employees have experienced one of the above. Approximately 50% of those went unreported due to fear of creating a negative working environment or not being dealt with properly. Two thirds of reported cases expressed concerns that it was not dealt with appropriately. 
· Increased work/life balance – employees report a significant increase in work/life balance since the last review, however some staff have noted that more flexible hours would be beneficial. Some staff members feel requests for such arrangements would be treated unfairly. A new flexible working policy has since been implemented. 
· Equality concerns – some employees noted a perception that not all staff have equal access to promotion opportunities or training requests. Some staff mentioned age, gender and favouritism shown towards some individuals as barriers. The wider survey highlighted this as more of a perception as opposed to practice.  These should be addressed to ensure that staff are not discriminated against any of the nine protected characteristics (Equality Act, 2010).
· Working arrangements – employees felt that fair pay and flexible working would improve staff retention as these two areas were the main reasons for staff leaving in the next five years other than retirement. 
Impacts on the Organisation
The culture change is having an impact on both the organisation and the employees. There has been an increase in disciplinary cases and even dismissals at middle manager level. This is a result of the HRM undertaking more robust investigations into misconduct. This has left some staff shocked, but signals the transition to improving a culture where unacceptable behaviour outside of the core values of the organisation will not be tolerated. This year seen 12 wholetime firefighter recruits dismissed for cheating in their training examinations (BBC, 2023b). 
Until the framework and recommendations from the HMICFRS become fully embedded into business as usual, the service may see some of the following impacts:
· Reduced Morale: Pockets of negative culture can lead to lower morale among firefighters. This can lower motivation, less job satisfaction and lack of pride in their work. 
· Staff Turnover: Staff may decide to leave the organisation if the culture is unhealthy, this can be expensive in both cost and experience. Many staff members have departed the organisation due to remote/flexible working opportunities and higher pay in the private sector. Public sector pay grew by 2.7% in comparison to private sector pay at 6.9% (Reuben, 2022).
· Public Perception: A negative culture can significantly impact the perception of the FRS. A negative public image may damage public trust and support for the fire service, which is crucial for its functioning and funding.
· Risk to Health and Safety: A poor culture could compromise safety standards and protocols. This can put firefighters in significant danger when carrying out their duties. In 2019, FF Josh Gardner lost his life in a boat training exercise, where two boats collided at speed. The MAIB concluded that this death could have been avoided (BBC, 2020c).

Benefits of improving the priority areas
Employers
Staff retention: The service is far more likely to retain staff with positive culture than see them leave. Employees are more likely to remain where they feel valued, treated fairly, and have opportunities for growth.
Organisational Reputation: The culture within the organisation will significantly impact its reputation, it can be very damaging and in some cases, lead to being placed into special measures. Most recently, Dorset and Wiltshire have come under scrutiny for an underlying culture of misogyny and sexism (Smith, 2023). A positive culture can enhance the image, both internally and externally, values and norms that fuel an organisation's culture also determine what kinds of humour are permitted or undue (Kartolo, Kwantes, 2019).
Compliance against legislation: The framework set out by the NFCC and the Fire Standards Board provides recommendations to implement throughout the HRM functions. Compliance and embedding these principles will evidence change and modernisation if/when inspected by governing bodies.  
Employees
Staff health and well-being: Staff health and well-being will be prioritised where there is positive culture. The service should recognise the importance of work-life balance, mental health, and overall job satisfaction. This will contribute to better physical and mental health for employees.
Morale and Engagement: Higher employee morale and engagement will always be present where there is positive culture. Productivity, commitment, and enthusiasm will always be higher if staff feel valued, supported, and motivated.
Teamwork and Collaboration: Good cultures are likely to improve teamworking and collaboration. This is particularly relevant to fire service teams where watches work very closely together, often in very dangerous situations. A teams performance is higher when staff feel comfortable together, providing help and support where needed. 
Stakeholders
Reputation: As detailed throughout this report, many services have been publicly criticised for poor culture with evidence of bullying, harassment, misogyny, sexism, and racism. Mid and West Wales FRS have had no bad publicity regarding culture, even though the independent report suggests that some areas require addressing.  
Partnership working: Partnerships would be more positive with a service displaying good culture. A recent example in service would include the re-accreditation with White Ribbon status. A campaign to end male violence against women (Kestin, 2023).
Public trust: Displaying professional and ethical behaviour when working with members of the public contributes to building and maintaining trust. Communities need to have confidence that the fire service delivers the best possible service to the people of Mid and West Wales. 


Conclusion
The key findings of this report show that Mid and West Wales FRS is embracing the change to a more positive culture. They are committed to changing the culture for the better. They proactively commissioned an independent culture review to be undertaken on immediate appointment of a new CFO. 
They have appointed a professional standards and resolution officer into the HRM function, to carry out investigations on misconduct in service. This has shown that they will not tolerate unacceptable conduct after a number of dismissals were made following disciplinary investigations, even at middle management level.
They have established, in partnership with Crimestoppers, a new confidential reporting line to allow staff to report any concerns they have and re-accreditation with White Ribbon status.  
The new culture and inclusion working group and board are to be established with key stakeholders to ensure the culture change is managed appropriately in line with the key findings of the review.




Recommendations 
Appointment of professional standards officer
The service has appointed a professional standards and resolution officer into the HRM function to manage complaints, conflict and resolution. They should be provided with suitable training such as conflict management and mediation, with input around employment tribunals and law. These training courses are available from the Advisory, Conciliation and Arbitration Service (ACAS), a government funded independent body that aims to provide a better working life for everyone in Britain (ACAS, 2023).
Cultural audit review
In view of the current situation nationally around the negative cultures, Mid and West Wales FRS should conduct another review in two years. This will allow them to measure improvements or declines in cultures. It is vital for the HR department to establish a solid communication plan to increase staff engagement giving a more accurate reflection of the service. 
Monitoring of new independent reporting line
The newly implemented reporting line needs to be closely monitored by the HR team, the number and severity of complaints should be reviewed at regular intervals, where trends/ areas of concern are identified, these will need rapid intervention by the executive board and HR department.



Creation of culture and inclusion working group/board
The findings recently received from ORS have been cascaded openly to all staff members, it is vitally important the culture and inclusion working groups boards are established with key stakeholders involved, and evidence progress accordingly through designated channels.
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The survey—whatwe did

* ORS last carried out a cultural audit on behalf of MAWWEFRS in 2014/15** and since then there has been several significant changes
within the Service, particularly the structure and style of leadership . In 2023, MAWWFRS commissioned ORS again to undertake a cultural
audit to gather up-to-date opinions, honestly and confidentially, about employee’s work at MAWWFRS.

Methodology Survey Response Results and Reporting

Link to bilingual online survey
emailed to all 1,247 employees by
ORS

Survey open between 10th February
and 28th March 2023

Two reminder emails sent
Promoted internally by MAWWFRS
Paper copy available on request
Questionnaire designed by ORS, in
discussion with MAWWFRS
Included both closed and open
questions, giving opportunity to
provide further details

Took 30 minutes, on average, to 38%
complete (respondents could save response
and return later) =

Results checked against
comparative data and weighted
by age and gender to be
representative of MAWWFRS
staff.
Outputs:

* Full written report,

Responses*

including charts, and
detailed analysis of open
text responses;

Data tables and cross-
tabulations

Summary of key headline
findings in PowerPoint

* Responses have been included as complete where respondents have answered at least o the end of section C of the survey.

*“Where appropriate the 2023 survey results have been compared with the 2014/15 survey results. Only differences which are statistically significant ata 95% confidence level (.e. we can be 95% sure that the difference has.
not occurred by chance) are noted.
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The survey — Topics

The survey included questions on all
of the following topics:

Equality in the workplace;
Professional Standards;
Managing Equality;
Work-Life Balance;
Personal Development;
Organisational Growth;
Job Satisfaction;

About You; and

Equality Monitoring
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The survey — Respondent Profile

Age
O 000 16t0 24
25t034
35t0 54
55 and over
Total

Not Known™

Gender

The data was weighted by

Male
age and gender to adjust Female
for any mis-match Total
between the profile of Not Known*

survey respondents and
the profile of MAWWEFRS
employees. The results are

therefore considered White
representative of all Bl '"'":’"‘V
ethnic

MAWWERS employees. i
Notknown*

Unweighted Count

15
59

Unweighted Count

278
119

397

71

Unweighted Count

62

Unweighted Valid %

Unweighted Valid %

Unweighted Valid% Weighted Valid% Population%
100 100 98
- - 2
100 100 100

Weighted Valid % Population %
4 a4 5
15 25 25
70 62 60
10 9 9
100 100 100
Weighted Valid % Population %
70 82 82
30 18 18
100 100 100

* Not all respondents completed the profiling questions but their responses have been included in the overall results

Figures may not always sum to 100% due to slight rounding errors
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Key findings

There are clear signs of improvement in satisfaction with present job and a third of employees agree that their overall experience at

work has improved since 2014/15. Relationships between employees and their line manager and team are viewed particularly highly,
however, employees were less positive about their relationship with more senior staff, the Executive Leadership Team in particular —
feeling undervalued and unable to express their views openly and without fear.

One-in-four employees have had at least one experience of either bullying, discrimination or harassment in the last 2 years. Around half
of these went unreported due to employees being worried about negative effects on the working environment, feeling that nothing will
change/issues won’t be resolved or a fear it would make it worse —almost two thirds of those who reported it disagreed that the report
was dealt with effectively.

The level of agreement that there is a good work-life balance has significantly increased since the 2014/15 survey, however more than a
quarter still feel it is difficult to balance work-life with home-life. Around a quarter feel that more flexible hours/shifts would improve
their work-life balance, however of those who might want/need to apply for work-life balance arrangement around a quarter feel it is
unlikely that it would be considered fairly.

There is a perception that not everyone has equal access to training or promotion, with some noting issues around gender, age and
favouritism shown towards certain people. However most reported that they personally had fair access to both training and promotion
indicating the issue may be more perceived and not widespread. However, it should still be a key consideration when monitoring equality
in the workplace.

While most employees feel their job is worthwhile and enjoy many aspects of the job such as teamwork and helping people, it is clear
that an increase in pay or more fair pay and a better work-life balance through flexible working would increase job satisfaction for many.
These were also the main reasons (other than retirement) given for being likely to leave within the next 5 years and should therefore be
considered key aspects for improvement.
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Significantincrease in job satisfactionsince 2014/15

There are clear signs of improvement in satisfaction with present job and a third of employees agree that their overall

experience at work has improved since 2014/15. Relationships between employees and their line manager and team are
viewed particularly highly.

Almost three quarters (73%) of
employees are satisfied with their
present job — a significant increase*
from 66% in 2014/15.

Just over seven-in-ten (72%)
employees agree that they are

Athird (33%) of employees agree that normally treated fairly at work.

their experience at work has improved

since the last staff survey. \

EC| ual ity in At least four in five employees agree
that they can express their views and
the opinions openly and without fear to
Over four in five employees say they feel / workplace their team (85%) and their line

valued by their team (87%) and line

manager (80%). 72% agree with
manager (82%).

regards to supervisors.

*Statistically significant at a 95% confidence level —we can be 95% confident that the difference has not occurred by chance.
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Almost three-in-ten likely to leave the FRS within 5 years

While in general employees spoke highly about their line manager and their team, they were less positive about their
relationship with more senior staff, the Executive Leadership Team in particular—feeling undervalued and unable to
express their views openly and without fear.

The results also highlight some concerns around work-life-balance arrangements, and pay/promotion with these being
frequent reasons given for being likely to leave.

Less than two fifths (39%) feel
Areas for consideration I valued by the Executive Leadership
° Team.
Nearly three-in-ten employees (29%)

Less than half (49%) agree that said they Were Iilfely to leave
they can express their views MAWWEFRS within the next 5 years.
and opinions openly and
without fear to department l
heads, group managers, station \ e .
managers and just over a third Eq uallty i REasons for leaving
(36%) agreed they could do so the 41%  Retirement
to the executive leadership
bl workplace Dissatisfied with work-life-

g 26%  palance arrangements

25% Seeking promotion/better paid

job outside of FRS
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Team colleagues and line managers rated more highly than senior managers and the Executive Leadership Team

In general, team colleagues and line managers are viewed as professional and most employees feel they are treated fairly and
with respect, however employees were less positive about senior managers and the Executive Leadership Team in this respect.

Just under seven-in-ten (69%) agree that managers in MAWWFRS
encourage training and personal development.

More than four-in-five employees agree that their team (84%) and

Professional line manager (82%) demonstrate high professional standards and
lead by example.

standards

Areas for consideration I

[ ]
Less than three-in-five agree that department heads, group
managers, station managers (57%) and the executive
leadership team (56%) demonstrate high professional
standards and lead by example.

More than eight-in-ten employees think their line manager:

Treats them with respect 87%

Treats them fairly 85% Less than a third agree that managers in MAWWFRS promote a
blame-free culture (32%) or that they deal effectively with

Is committed to Service core values 85% poor performers (30%).

Is committed to Service aims and objectives 85%

., Employees perception of how they are treated personally is more positive than how they
Treats everyone with respect 84% feel everyoneis treated. However, there has been a significant increase* in agreement that

Treatseveryonefaily  80% ‘their line manager treats everyone with respect’ since 2014/15 (84%vs 77%).

*Statistically significant at a 95% confidence level —we can be 95% confident that the difference has not occurred by chance.
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Almost half are not reporting experiences of discrimination, harassmentor bullying

Duringthe last 2 years at work, have you personally experienced...

Harassment m Three quarters (75%) have not personally experienced any
discrimination, harassment or bullying in the last 2 years, but
Discrimination this means that one-in-four have had at least one experience.

Gender was the most frequently given
— reason for experiencing discrimination,
harassment and bullying. Age and
disability were also common reasons
given —however many gave other
reasons (not relating to personal

No - none of these _\ Discrimination, characteristics) — discussed in more

detail in the full report.
Harassment

and Bullying Wasit dealt with effectively?

u strongly agre

Bullying 16%

Almost half (49%) did not report the o
discrimination, harassment or bullying.

' .

Did you report itin any of the following ways?
The main reasons given for not Yes...

reporting it were:

g . Formally asa bullying and
+  Worried about negative effects on oo Y 252 2 Vine an 5%
i X harrassment complaint
working environment (63%)

* Nothing will change/issues won’t
be resolved (55%) However, aln}ost all (97%) wou_ld supp?rt _a c_olleague if
«  Fear it would make it worse (48%) they were being harassed, bullied or discriminated

Informally withia line: 25% against, and 85% would know how to.
manager

Almost two
= Tend to agree thirds (64%)
disagreed that
Neither agree nor  their report
21%  disagree Lin -
. was dealt with
Tend to disagree .
effectively.

18% u Strongly disagree

Formally asa grievance | 5%
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Lessthan halfare satisfied with equality and diversity training opportunities

Around half of all employees agree that under-representation of women (53%) and Black, Asian and ethnic minority
backgrounds (50%) should be addressed. Nearly all (97%) feel that everyone should be responsible for ensuring that equality
and diversity policies work effectively within MAWWFRS.

While almost three quarters have received training on equality and diversity the level of satisfaction with training provision
could be improved.

Managing Areas for consideration !

Equality

Training Less than half (44%) are satisfied with

\ the Service’s current provi:
Equality and Diversity traini
development opportunities, though

only 16% are dissatisfied while two
fifths (40%) gave a neutral response.

Almost three quarters (73%) have /

received equality and diversity

training.
\

However this leaves more than a quarter (27%) who have not received any training —females, those aged 16-34, those who have
worked for MAWWERS for less than 2 years, and those in support are significantly less likely* to have received the training.

*statistically significant at a 95% confidence level ~we can be 95% confident that the difference has not occurred by chance.
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Overa quarterfinding it difficult to balance working life with theirhome life

While over a quarter find it difficult to balance their working life with home life, this has improved since 2014/2015.

Areas for consideration
°

Over a quarter (27%) disagree that they
5 are able to balance their working life with
Work-life their home life. This is significantly more

___» likely* for support staff at Grade 8 or
above.

While around half (54%) of employees who
\ might want/need to apply for work-life
balance arrangement feel it is likely that

their request would be considered fairly,
—» justover aquarter (26%) feel it is unlikely

Areas i rformance

The level of agreement that there is a balance
good work-life balance has significantly /
increased* since the 2014/15 survey**

(58% vs 44%).

The work-life balance arrangements that the highest proportion of
employees might want/need to apply for now or in the future are:

*  Compressed working hours (38%) Around a quarter (26%) think that it would be considered fairly.
*  Special leave (38%) more flexible working
*  Agile working/working from home (36%) FRSIRYANI IR [raroans l
« Time off in lieu (33%). work life balance. Why unlikely to be considered fairly?
+ doesn't suit managers/would only consider if in their
The main ‘other’ arrangement identified by employees for better work-life interests (44%)
balance was transfer to a better shift system. * no faith/mistrust of managers/managers mistrust staff (38%)

*Statistically significant at a 95% confidence level ~ we can be 95% confident that the difference has not occurred by chance.
** Question from 2014/15 survey - ‘Do you agree or disagree that your current working pattern allows you to achieve a good work-life balance? (No ‘Don’t know’ response option available)
Only those whose main job with MAWWERS is full-time, part-time or other were asked questions about work-life balance. On-call staff were not required to complete this section.
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Most feel they had fairaccess to training and promotion

Over four-in-five said that they personally had fair access to training (84% of all employees) and promotion (85% of operational employees)
within the last 2 years, however, a lower proportion agree that everyone has equal access to training (69% of all employees) or promotion
(68% of operational employees).

84% 85%
69% = &8 Ty * Females and those who work in support are
Agree Personal e significantly less likely to feel they had fair access
to training.
Development * Those who have worked for MAWWEFRS for 10
Training and years or more are significantly less likely to feel
Promotion they had fair access to promotion.
Training Promotion (operational staff)
mEveryone is given equal accessto... * You had fair access to... ‘/ .
l Four-in-five (80%) green book (support staff)
Employees who felt they were not Grey book (Operational staff) employees would be interested in applying ifa
given fair access to training said it was  employees who felt they were not progression position was available to them.
because they were on a support staff given fair access to Promotion said it l
(33%) or operational (12%) contract, was because of their age (9%) or
while 60% gave other reasons gender (6%) while 55% gave other Athird (33%) of those who wouldn’t be interested
including workload/time constraints, reasons including in a progression position said it was because they
being refused permission to attend favouritism/cliques, and a process were too old/too late in their career.
and being expected to self-fund. that is not transparent.

*Statistically significant at a 95% confidence level —we can be 95% confident that the difference has not occurred by chance.
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Individual Development Reviews are rated good for the opportunity to have your say

Individual Development Review within  Individual Development Review
last 12 months? planned in next 6 months?

Personal Areas of-h erformance

Development
Independent
Development
Reviews Over eight-in-ten (83%) employees said that they had had an
Individual Development Review within the last 12 months.

N
o
Those who have had an Individual Development Review in

How good or poor were the following... % saying ‘Very good’ or ‘Fairly good”
the last 12 months were generally positive about them —

The opportunity to have yoursay 78% with almost four-in-five (78%) saying that they gave them the
The identification of training needs 73% opportunity to have their say.
The assistance given in setting your targets. 70%
The advance information received 63% I
o ) Areas for consideration
| felt my individual Development Review...% saying ‘Strongly agree’ or ‘Tend to agree’ ®
MaspopEty ooty 76% Around 1 in 6 employees have not had an Individual
Provided a fair overall summary of my performance 76% Development Review within the last 12 months, and only a fifth
69% of these employees have one planned in the next 6 months.

Identified clear targets for me
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Employees speak positively about the service MAWWEFRS provide

Organisational

Growth
Serving the
Community

Do you agree or disagree that... % agreeing

Around three-quarters agree that if they contacted
MAWWEFRS as a member of the public they would receive a
good service (78%) and MAWWFRS understands the needs
of its communities (72%).

Almost all employees understand the Service’s:
* Values (97%)

*  Mission (96%)

*  Vision (95%)

[ e A WE RS 2 8 e B Er OT REPUBIIENSM confident | would receive a good service 78% & ” I

P — s Areas for consideration

SR EREERa o the bic o0% o
mstrongly sgree = Tend to agree Only three fifths (60%) agree that MAWWEFRS act on

Do you know and understand the Services... % saying yes feedback from the public

7%

96% Over a quarter do not understand how the

95% commitments within the Strategic Plan (28%) or the

Commitments within the StrategicPlan 2022-2027

88%

T e R Y Ve TN mprovement Plan 2022/23)  87%

B¥es, lunderstand them and how they affect my work

Yes, I understand the

don't know how they affect m

improvement and well-being objectives within the
Annual Business Improvement Plan (27%) affect their
work and around 1 in 12 employees have not heard
them at all (12% and 13% respectively).
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Halffeel thatthere has beenan improvementin the way they receive information

Overall,employees appear mostly satisfied with communication within MAWWFRS, and around half feel it has
improved, however there could be some further improvements to meet the needs of different employees. I

Four fifths (80%) have regular watch,
station, department or team meetings,
and of those who do more than nine-in-
ten agree that there were opportul s to
learn about what is happening within
their department/station/area (95%) and
that they have the opportunity to raise
concerns or ask questions (91%).

Around half (51%) feel that the way they
currently receive information is an
improvement to how they were

previously receiving information. Only 7%
disagree.

Organisational

Growth
Communication

Currently receive information via...

1. CFO memorandums (77%)
2. Email (74%)
3. Meetings (58%)

Areas for consideration o

One-in-five do not have regular watch,
station, department or team meetings,
however over half of this group (55%) said
they would like to be informed about current
issues through these sort of meetings.

There are some differences between the way
employees currently receive information and
the way in which they would like to be
informed of current issues with a preference
shown towards meetings rather than CFO
memorandums.

!

Would like to be informed of current issues via...

1. Meetings (64%)
2. Email (64%)

3. Face to face communication with line manager (58%)

4. Face to face communication with line manager (52%) 4. CFO memorandums (57%)

5. Informal conversations with Colleagues (52%)

5. Intranet (38%)
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Over nine-in-ten employees believe theirjob is worthwhile

While most employees feel their job is worthwhile and enjoy many aspects of the job, it is felt by some thatan increase in
pay or more fair pay and a better work-life balance through flexible working would increase job satisfaction.

Organisational
Growth

Job Satisfaction

4
Over nine-in-ten (94%)

employees believe that their job

is worthwhile.

When asked what could be done to
improve job satisfaction the most frequent
responses were around an increase in/fair
pay; flexibility e.g. work-life balance,
contact hours, agile working; better
leadership and feeling valued/recognition

in the workplace.

What do you enjoy MOST about your job?

Working in a team 81%
Helping people 78%
Serving the community 70% —
Work variety 59%
Providing an excellent service 58%
What do you enjoy LEAST about your job?
Pressure from/stress of work carried out 38%
The pay 33%
—

Relationships with managers/senior staff 26%

Terms and conditions 19%

Training and development opportunities 13%

Working in a team and
helping people are what

employees most enjoy
about their job.

Pressure/stress of work,
pay and relationships with
managers/staff are what
employees least enjoy
about their job. Other
aspects mentioned included
poor work-life balance,
some poor culture and
behaviour, and poor
communication.
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Culture and Inclusion
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Our Next Steps

Culture
and
Inclusion
Working
Group

Culture and Inclusion Action Plan

Culture and Inclusion Champions

[aT11:11¢- 3l Monitoring progress on the Culture
and and Inclusion Action Plan

[Tl Safeguarding Board
LEIC B Professional standards Board
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Thank you.

Any questions?
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