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LO1 - Be able to assess levels of employee engagement within an organisation.
1.1 Identify, and justify selection of, suitable diagnostic tools for measuring employee engagement in the organisation

The CIPD mutual gains view of employee engagement, shows that it benefits both the employee and the organisation therefore, being able to measure and use the information gathered is vital for any organisation ‘employees who have good quality jobs and are managed well, will not only be happier, healthier and more fulfilled, but are also more likely to drive productivity, better products or services, and innovation’ (CIPD, 2019).

There are several ways an organisation can undertake this and capture valuable data.

· Surveys – where the researcher details specific questions for which the respondents provide answers (Bryman and Bell, 2015), through their experiences or opinions. Surveys allow data to be gathered from a large cohort with minimal effort and data can be used for statistical analysis. Although this data can be useful, drawbacks include not being unable to prompt for more information, difficulty in asking more complex questions, response rates maybe low or respondent may not answer the question asked (Perkins and Woodhams, 2016). 

Many organisations use surveys to measure engagement levels. One of the top engagement surveys is the Gallup Q12, after 30 years of research ‘discovered there are 12 employee needs that, when met, improve your organisation's productivity’ (Gallup, 2020) (EV1). Google also undertake an annual survey named the ‘Googlegeist’ which has an extremely high response rate, where employees are asked to rate their experience and managers. 

· Questionnaires – a collection of questions with an answer choice made to conduct a survey. Again, these allow a wealth of information to be collected with minimal effort and can be used to compare/contrast to other research undertaken, however questions could be mis-interpreted, respondents may not be truthful.

· Interviews - interviews gather qualitative data and are about listening and understanding what the interviewee is saying (Horn, 2012). Advantages are that a wealth of information can be achieved, researchers can probe into specific details, opinions/views, but disadvantages are the amount of time to organise, administer and analyse the data gathered.

· Focus groups – allow the researcher to gather opinions/attitudes from a group of individuals by investigating defined issues, they promote discussions between stakeholders. Disadvantages include arranging suitable times for participants and risk of certain individuals dominating the group (Perkins and Woodhams, 2016).

Many organisations are realising that annual surveys are quickly out of date, given the ever-changing working environment and are undertaking more contemporary surveys such as pulse surveys (People Management, 2018). These are short focused based surveys undertaken on a weekly/monthly basis which provide real-time information on hot topics (HRMagazine, 2015).

1.2 Liaise with key people to plan and agree the application of diagnostic tools.

A meeting was arranged between myself and line manager (EV2) to discuss how to approach the task, what diagnostic tool would be most suitable, who to target (EV3). We discussed the pros/cons of each diagnostic tool and decided that a survey would be the most appropriate under the circumstances.

Due to the second national lockdown in Wales coming into effect on the 23rd Oct 2020, we discussed that it would be beneficial to monitor the concerns and thoughts of individuals as well as ideas as to how to move forward as an organisation. I decided to use XpertHR (2020) coronavirus check in survey template as a base and amend to suit to find the information I required (EV4). We discussed that it would be beneficial to choose a variety of staff, both uniformed and support staff from across the Service.

1.3 Apply diagnostic tools accurately and to an appropriate sample of employees to give meaningful results.

The survey was emailed to 50 employees and respondents were asked to complete and return by the deadline, in order to allow time to analyse the results (EV5). This would be emailed out to a selection of colleagues across the Service. A sample of 50 employees would be chosen from the audit headcount. Out of the 50 survey’s issued 42 were returned, 84% completion rate (EV6), which is particularly good considering it was half term and many may have been on annual leave. Others may not have had access to their emails, an issue on fire stations where PC’s are often shared.

1.4 Analyse resulting data and draw reasoned conclusions about levels of employee engagement in the organisation.

Following analysis of the results one of the main points noted was that employees felt the level of engagement had increased throughout the pandemic (EV6). Many survey respondents praised the Service for its communication throughout the pandemic and wished to see this continue moving forward. Respondents sighted the Critical Incident Team, People Cell and information issued from HR as visible leadership during this time, being particularly beneficial and were keen not to move away from this. A few noted they had not been kept updated, those with limed access to emails/intranet such as on-call firefighters/mechanics and canteen staff.

There were comments within the survey around MAWWFRS ICT infrastructure and enhancing the ability to undertake full roles remotely. Individuals noted the requirement for a better ‘fit’ between our systems and packages, the requirement for additional/upgraded hardware and additional training on the use of specific systems within their responses. It was noted that many were impressed with the ICT department who have worked hard to maintain/support IT systems, and the rollout of VPN access has improved access dramatically, however, there continue to be challenges with accessing some of the systems remotely (EV6). It was noted that ICT skill levels are not consistent across all employees and greater focus needs to be given to upskilling and supporting employees to maximise the use of our ICT in future.
Greater use of flexible/agile/home/remote working with emphasis on productivity and less on presenteeism was the main theme coming out of the survey. A huge number of respondents felt that one of the greatest opportunities presented by Covid-19 was the ability for us to now really embrace agile working and focus on output and outcomes rather than time spent at a desk in an office. The results also link in with the CIPD (2020b) assessment of home working after the lockdown.
The main to challenges faced by individuals was struggling to maintain work/life balance (23) and not having the right equipment or skills to undertake their roles remotely (25) (EV6). This aligns with data gathered by the CIPD (2020a) in relation to a survey on home working.
Overall, the comments from the survey were very positive regarding the levels of engagement however I do think it would have been beneficial to issue the survey to all 1300 employees in order to gain a true all-round picture. 

As an emergency service, most employees are unable to work from home, therefore some of the questions may not be relevant. Other considerations are that most Firefighters are male, whilst in support staff there is a higher percentage of females. Therefore, when undertaking the survey could lead to differences and should be noted when analysing the results. In reflection if I had more time, I would have liked to issue the survey Service wide in order to establish a true reflection of everyone’s opinions of how the Service dealt with and continues to deal with the coronavirus pandemic.
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LO2 – Be able to evaluate current organisational approaches to employee engagement.

2.1 Analyse the principal ‘drivers’ for employee engagement in the organisation.
As a public sector organisation MAWWFRS is under pressure to reduces costs whist increasing efficiency to deliver the best possible service to the communities it serves within an allocated budget. MAWWFRS recognises that ‘people are the most valuable asset of any organisation’ (MAWWFRS, 2020d) and recognises the importance of understanding the different drivers of engagement in each part of the organisation in order to improve performance/results and outcomes (Johns and Ellis, 2016). There is no one size fits all and ‘levels of engagement vary depending on the organisation, individual and job itself’ (Robinson, 2007).
MAWWFRS used a range of HR analytics such as sickness levels (EV7) (MAWWFRS, 2020a), turnover rates (MAWWFRS, 2020c), exit interviews (EV8), numbers of grievances (EV9), tribunals which gives an overall picture of the employee engagement levels. The Service also has good HR procedures in place and research has shown that harnessing discretionary effort rather than working within the confines of job descriptions can lead to improved organisational performance (Johns and Ellis, 2016). MAWWRS have clear accessible HR procedures (EV10) that are both vertically and horizontally aligned with organisational strategies.
As part of an IES study (2004) one of the main drivers identified was ‘the sense of feeling valued and involved’. This can be achieved by employees being involved in decision-making, giving opportunities for employees to voice ideas, allowing employees to develop their roles and showing employees that the organisation is concerned for their well-being.  
Analysing MAWWFRS approach to employee engagement, I can see there are measures in place that not only reflect the findings of the IES report (2004) but also align with the four enablers of the Macleod report (2009). 
Two-way communication, employees are encouraged to put forward ideas (EV11) through a variety of means. Views/ideas are sought from employees on things such as the Corporate Plan (EV11) (MAWWFRS, 2020e). This makes employees feel included in the future of the Service. 
This is evident from the onset of employment with MAWWFRS right through an individual’s career. The employee handbook sets out information relevant to the employee (MAWWFRS, 2020b), the Service’s aims/visons (EV12), what procedures are in place/where to find them, shows employees that their opinions matter to the Service, employees have the opportunity to develop themselves, see how their role fits in (EV13) and in line with the (CIPD, 2020) MAWWFRS values and cares about their well-being, recognising the importance of healthy work-life balance (EV14).
MAWWFRS recognises that offering training/development opportunities to individuals throughout their career, ensures that employees have the skills to undertake their roles in order to deliver the service expected. Annual IDR’s offer employees an opportunity to develop themselves and increase their skill set (EV15).
MAWWFRS recognises the importance of the role that line mangers have in creating respectful/trusting relationships in their teams and have introduced various leadership programmes designed to inspire individuals/teams in the achievement of the Service’s vision (CIPD, 2019). In line with CIPD (2019a) HR have developed toolkits which are continually being developed/improved, to provide to line mangers for them to have the resources and knowledge to lead teams and individuals effectively (EV16). This also aligns with research by Purcell (2010) and Robinson and Hayday (2009) on managers promoting an engagement culture.
Exit interviews are also encouraged to be undertaken with the aim of monitoring/reviewing any issues raised.
2.2 Assess aspects of organisational behaviour which are most likely to hinder employee engagement
MAWWFRS has a hierarchical structure (EV17) which can be a barrier to employee engagement. Contemporary organisations are starting to move away from the traditional models of leadership. ‘Organisations are becoming less hierarchical, more egalitarian and collaborative, with performance now often being measured at the team level rather than that of the individual’ (Shades of Grey report, 2018). 
A study of 195 participant from 28 teams over two years, undertaken by researchers from Ashridge Executive Education at Hult International Business School on behalf of Engage for Success and supported by Oracle looked at barriers to engagement in teams. The finding showed four zones of teams (EV18):
[image: ]
MAWWFRS have a high turnover rate in the on-call firefighter sector (EV8) which after studying exit interviews can be noted that some are linked to engagement levels within teams. ‘Companies with high levels of engagement experience 40% lower staff turnover than companies with low levels of engagement’ (Shades of Grey report, 2018).
Looking at stations across the Service with lower turnover rates it is evident that are there is good leadership, effective communication and positive working relationships. This is evident in the high level of dedication and flexibility of staff who were willing to help each other out and make sacrifices for the team and keep the appliance on the run. 
This can be aligned with what the Shades of Grey (2018) noted as key factors in any organisational teams.
· Ensuring people are given challenging/varied work.
· Working with trusted colleagues.
· Having a team leader who is trusted and leads by example.
The IES study also identified the behaviour of managers who were disengaging. These managers displayed behaviours such as lack of empathy/trust, failed to listen/communicate, did not motivate/inspire individuals, blamed others for mistakes, aggressive/self-centred, lack of personal awareness and did not deliver on promises. 
Some MAWWFRS exit interviews noted line mangers behaviour, lack of support and not being offered/overlooked for development opportunities as a reason for leaving. Team leaders with the right skills and behaviours are more important as it can reduce the associated cost linked to hiring and retention (Harvard Business Review)
High turnover influences the community feel that exists as part of the Service. In some stations partners and children of colleagues know each other and take part in family quiz’s, attend open days and partake in fund-raising events. However, due to the high turnover rate as well as modern-life styles, some stations have seen a move away from this community feel (EV19).
Another barrier is no work-life balance, due to the nature of an emergency service, this is often the case, especially under the current circumstances with support staff and departmental staff working from home and not having the physical shut off from the office.
A further barrier is low trust, again seen in the current situation with home working, where some managers are micro-managing teams, as seen in the survey results (EV6). This has led to employees feeling demotivated due to not being trusted. Other discontent caused by home working is where middle/senior employees were able to work from home with minimal interruption, however those in lower grades (administrative/catering) were unable to undertake their roles fully. Therefore, either had to physically go into the office on a rota basis or were off work in receipt of full pay. 
Lower grades were disgruntled that they had to go into work, whereas those in middle/higher grades were disgruntled that those on lower paid grades were able to be at home and not undertake their roles fully. 
MAWWFRS had to re-emphasis its approach to engagement in order to try and satisfy both sides, which I see aligned with Purcell (2010), who stated employees must trust in management, and there must be quality relationships between both.
Although there are barriers to employee engagement, MAWWFRS often receives good feedback on other incentives that are in place for employees such as flexible working, access to excellent pension schemes, salary sacrifice, good holiday entitlements, access to well-being schemes (EV20).
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LO3 – Be able to recommend and plan strategies to raise levels of employee engagement within an organisation.

3.1 Review external studies of employee engagement to identify relevant best practice.
According to Guest (2015) strategies for promoting engagement should include the following:
· manages/leaders should promote engagement values
· treat employees with fairness and trust
· recruit employees who welcome engaging jobs and provide training/development
· monitor engagement through surveys, feedback and action planning
Organisations such as Google can be seen to undertake this, they spend twice as much on recruitment to ensure they have the right people in the roles, employees are given access to the same information as senior managers on day one of employment, managers/leaders mix with all employees, dress casually in jeans and do not have their own car parking or eating facilities. Google also monitor engagement levels through its annual survey often dubbed the ‘Googlegeist survey’. The survey polls workers for their opinions in management, company strategy, diversity/inclusion and share the results with all employees (Forbes, 2020).
The Gallup Q12 survey is also used by many organisations, the simple 12 question survey (EV1) helps to identify what is done well, and where improvements can be made. The results can be used to ‘empower managers, improve productivity and create a stronger, more enabled workforce’ (Gallup, 2020).
The Macleod Report (2009) identified four enablers of engagement within organisations. Following on from this the Engage for Success task force was established, this dynamic movement has a vision of ‘promoting employee engagement as a better way to work that benefits individual employees, teams and whole organisations’ (Engage for Success, 2020).
3.2 Identify potential barriers to acceptance of employee engagement strategies and liaise with relevant people regarding how these may be overcome or minimised.
Potential barriers to the acceptance of employee engagement strategies within MAWWFRS is poor line management due to the current global pandemic, through lack of training or being new to the role. It is essential that line managers are on board with engagement strategies. According to Purcell (2009) lack of trust by employees in senior leadership is particularly poignant in tough economic times.
‘Managers must also be visibly committed to the organisation and display a genuine responsibility to their employees and the wider communities, particularly in terms of their well‐being’ (IES, 2009). It is also important that managers are fair and honest in their judgments and responsibilities.

Working from home has seen a gradual increase over the last 20 years but the coronavirus pandemic saw a huge spike in this virtually overnight. Looking at the employee check in survey results it is evident that line managers have been handling the current situation very differently in terms of how to manage teams remotely, some micro-managing and others having little/no contact.

Challenges in communicating through electronic media can lead to problems in interpreting and understanding information as well as possible confusion in a clear message due to the lack of non-verbal clues (CIPD, 2020a). Recommendations by the CIPD (2020a) in how to mitigate some of the challenges of remote teams are:
· Set up teamwork training sessions
· Clarify roles
· Provide tools for co-ordination
· Co-ordinate team communication

Other barriers are employees not having the right IT skills or hardware to undertake their roles in this new way of working. This can lead to stress/anxiety as well as reducing performance output. Comments in the survey from school liaison officers and business fire safety officers mentioned that they require training on being able to deliver presentations to communities, workplaces and schools remotely. Whilst support employees felt they did not always have the correct access/hardware or IT skills to undertake their role fully.

Following a discussion with my line manager (EV21) in order to minimise the effect and overcome any challenges of remote working, managers need to be given the tools to manage these teams effectively and employees need to be given the tools to undertake their roles effectively.


3.3 Propose strategies to raise levels of employee engagement, based on analysis of the organisation and external reviews of best practice, to key decision-makers.

The survey has enabled employee to give their views of how they see the Service moving forward in the future. A strategy to raise levels of employee engagement during this new normal in MAWWFRS is ensure that line mangers are provided with the skills on how to manage teams remotely. HR procedures need to be amended to reflect what MAWWFRS wants from the new normal. Employees need to be provided with the right skills to undertake their role in line with CIPD (2020b) top tips on how to get the most from home working. Following on from the results I have identified that training is a requirement across all sectors and have put together a suggestion of a toolkit for line managers on how to manage teams remotely (EV22).
Agile/home working
Due to the successful introduction of Teams during the COVID-19 pandemic, and the positive way in which most employees have embraced home-working and remote meetings etc during this period, the feedback has been largely positive in terms of how agile/remote working could continue in many cases moving forward.  A balanced approach to agile/remote working can be beneficial to both parties in some circumstances. 
Feedback from the survey found that many employees benefitted from the reduction in time spent commuting, which has combatted some of the negative aspects of lockdown. It has also contributed to reduce the Service’s carbon-footprint and road risk and created a better work-life balance. However, care must be taken to consider personal factors as many do benefit from colleague interaction. 
Current procedures support this way of working already, but more awareness of these are needed so that Heads of Command/Departments have the flexibility to run their department to the best of their ability. 
Digital Upskilling
It was evident through the feedback that the IT skillset of individuals was not consistent therefore there is a requirement for training to be provided on the use of these new technologies on order to use to the maximum potential. It was also noted that the increased use of Teams has a further impact on the Service’s carbon footprint. Historically staff have travelled for many miles and a number of hours to a range of meetings during the course of their working week will allow staff additional time to undertake their core roles rather than commuting between sites and provide significant fuel savings. These savings can then be used for the IT infrastructure/hardware to be in place.
Well-being

The coronavirus pandemic has created great uncertainty, elevated stress/anxiety. Changes to the current way of working has added to this anxiety. MAWWFRS has introduced well-being sessions in order to combat this. These sessions have received positive feedback and the general feeling is that they should continue.

‘Virtual teams don’t operate the same way as in-office ones, but if you set up and maintain them properly, they can be just as effective’ (People Management, 2019).

Following discussing and sending the details to my line manager (EV23 & EV24). The suggestion is being put on the agenda to discuss at an upcoming performance and planning HR meeting (EV25) on how this could be embedded and rolled out across MAWWFRS.
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Does it feel like a family station? Do the partners/children know each other?

“Yes & No, Yes due to having children’s Christmas party, but no due to high staff turnover”.

Yes but it could be more family orientated

“No, most of the partners/children don’t know each other, Social events cannot be held
successfully as the high demand of On Call commitments couldn’t permit. Modern day lifestyles
such as work/home/On Call take much of On Call staff's time as individuals which also doesn’t
leave time for integration with families”.

“We see a massive difference in our station to other stations. The retained stations seem to be a
lot more family orientated. Open day is a prime example where a lot of the whole time did not want
to take part in the day itself and assist in us raising money for local charities. This is down to low
morale due to current hostility cuts and uncertainties over their futures. We hope to change this
with the retained and hopefully have more family time together and organize family fun activities
however with our main work and on call commitments it is getting harder in life to come back to
station so to speak to do these events. There is a line of work life balance”.

“Family members are actively encouraged to take an interest in Station activities”.

“Very much so. Everyone knows everyone. Lots of social activity”.

Yes again if you do not have a family atmosphere nobady knows what is going on

We are a close knit station we all get on and help each other out.

Yes

Don’t know
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Yes

Yes most of us

Yes

Yes, there is a good moral on the station, both the Wholeitme & On Call staff unite to organise a
Children’s Xmas party for family & friends, also arranging car washes & charity events.
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What is the vital message, skill or attitude that a JO must have?

“Good people skills, knowledge of the job, positivity and empathy with crews”.

People skills

“FFs must have confidence in them and are willing to talk to them if an issue occurs with
individuals. Availability with regards to personal situations & special leave etc, such as unforeseen
need to have time off, outside of their DL7".

“Be positive and lead by example, encourage and be approachable and has the skill set to be able
to cope under stressful circumstances. A good Jo’s needs to have all of the relevant skills and
personal attributes required”.

“Team Work’.

“Understanding, Fairness, Consistency”.

P PLANNING

B BRIEFING

C CONTROLLING
S SUPPORTING
I INFORMING
E EVALUATING

How to work with people.

Good communication skills.
Good Temperament.
Patience with new starters etc
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Friendly & professional.

Good relationship & Trust of the crew

God communication skills

Be approachable and set a good example & standard.

Good interpersonal skills, the ability to communicate effectively and also a good knowledge of how
the Service works.
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The Car Cycle 2 Work
Benefit Scheme
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Benefits
of Employment
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Meeting Notes 10 November 2020 (Nicola Westcott & Karen Fairhurst)

Potential barriers identified

« lack of line manger training to deal with current situation

* lack of IT skills / hardware for employees to undertake their roles

« well-being — increase in stress / anxiety due to current pandemic and dealing with
pressures of different ways of working, home working, family pressure such as home
schooling

Discussion

The responses to the survey as well as a general discussion on how the pandemic has
changed the way MAWWFRS undertakes various tasks / role. Although much of the many of
MAWWFRS employees are not able to undertake home working, probably around a third are
affected which is still a considerable number.
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Community safety / school education roles are affected — not being able to attend business /
schools to provide the training means this has to be undertaken remotely therefore stand
must have the appropriate skills to do this effectively.

Support staff require digital upskilling as many noted they felt they did not have the
knowledge to use certain technologies that were now being utilised.

Well-being — many reported that they felt added pressures from a variety of reasons
therefore the well-being initiatives the Service currently has need to be developed / adapted
to suit and rolled out to all employees to access.

Solutions

Remote working line manger toolkits
IT Upskilling

IT Hardware / software audit to identify
Well-being initiatives
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Agile | Home Working Toolkits Suggestion

Due to the successful introduction of Teams during the COVID-19 pandemic, and the
positive way in which most employees have embraced home-working and remote meetings
etc during this period, the feedback has been largely positive in terms of how agile/remote
working could continue in many cases moving forward. Feedback from the recent survey
found that many employees benefitted from the reduction in time spent commuting which
has combatted some of the negative aspects of lockdown. It has also contributed to reduce
the Service’s carbon-footprint and road risk and created a better work-life balance. However,
care must be taken to consider personal factors as many do benefit from colleague
interaction.
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Following on from survey responses the Service needs to start looking at how it measures
productivity and output rather than continuing to get caught up in hours spent at the office.
The earlier potential ways to measure and manage agile working are looked at, the more
successful it will be. Care needs to be taken not to determine someone’s ability to work from
home on their performance during the pandemic. Many people will have juggled working
from home with caring responsibilities and other complicating factors during the pandemic —
this will not reflect their ability to do this under normal circumstances.

Lockdown has demonstrated that there are a.number. of online platforms that

can very effectively support meeting structures, both with internal and external
stakeholders. However, there will also need to continue to be a proportion of

meetings which are held face to face, as these exchanges are also deemed by

Heads of Departments/Commands as being required. The use of Teams has made some
Departments / Commands more connected than ever before and certainly allowed routine
meetings to occur without the wasted travel time, road risk and expense. Looking at the
negatives, the use of Teams though can stifle some of the spontaneous conversations that
spark innovation when individuals meet face to face with space and therefore a blended
approach is the direction that should be taken.
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Current procedures support this way of working already, but more awareness of these are
needed so that Heads of Command/Departments have the flexibility to run their department
to the best of their ability. There is, of course, acknowledgement that this won't be suitable
for all roles within the Service, however, where the potential exists this should be considered
in order to reduce home to work travelling (especially for individuals who pass a number of
Service premises on their way to the office), reducing the office space required and therefore
realising some future savings for the Service, and to assist staff in achieving a better work /
life balance.

The benefits and opportunities of agile working will certainly continue into the future, but
there needs to be a healthy balance of agile working/team working and delivery in order to
continue with the existing benefits and to ensure that team tasks and initiatives can continue
to be delivered. The extensive use of Teams has reduced travelling, improved access to
each other and has positively impacted on meetings with third-party service providers.
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Most individuals’ contracts of employments stipulate a fixed base and any request for
agile/remote working would need to be dealt with by managers under the Service’s
recognised Flexible Working Procedures. This is therefore highlighted as a risk, as Heads of
Commands and Departments will need to consider such requests based on how effectively
individuals are able to undertake all elements of their role remotely, particularly where the
role includes a supervisory or management element. A robust and consistent approach will
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be required to ensure that any requests are processed appropriately, to ensure that the
needs of staff are balanced against the needs of the organisation, whilst also recognising
that a balanced approach to agile/remote working can be beneficial to both parties in some
circumstances

The issue around core hours for support staff (08.00 — 18.00 Mon — Fri with a

mandatory 30 min lunchbreak to be taken between 12.00 and 14.00) was raised

f times within the survey and participants agreed that this would benefit from
revwew The current structure is felt to be overly rigid and unhelpful for those with caring
responsibilities in terms of seeking to maintain a work / life balance. Many respondents to
the survey felt that they were currently working outside of these parameters owing to caring
responsibilities and were continuing to achieve what was being asked of them.
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It is acknowledged that some roles will continue to require staff to be

available during certain times of day, however, a review of the current parameters

and comparison with systems in place within other organisations may be useful.
Flexibility has enabled staff to organise their working hours to incorporate their
commitments, and that output continues to be as expected. In many cases respondents
noted working too much whilst at home, due to the lack of separation between work and
home life.

The survey responses noted that many are supportive of agile and flexible working and the
need to explore this further through existing arrangements i.e. existing policies and
procedures that enable flexible and agile working. It is noted that not all roles will be able to
do this due to the nature of some of the work undertaken.
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In order to peruse this new way of working it is essential that all have the correct skills and
equipment to undertake this.

Line manager — need to be provided with the resources to manage teams remotely,
therefore it is suggested that remote working toolkits are put together along with the
appropriate training in order to manger these teams. These kits and training could be
put together as a collaboration between HR and the training department therefore do
not necessarily need to be an additional external cost to the Service. In the ling run
there are potential savings that could be generated through the requirement of less
office space which could be ploughed into this training requirement.

Employees also require IT training on the use of new technologies to undertake their
role fully. The delivery of business fire safety as well as delivery in school /
educational settings is going to be delivered remotely for the foreseeable future
therefore employees must have the correct skills / equipment for this. Support staff in
departments and command must also be able to have the correct skill-set and
equipment and access to the information required.
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Many survey respondents saw the current crisis as a catalyst for change. As a

Service, in many ways, respondents felt MAWWFRS were guilty of sometimes continuing
with specific practices because they had worked in the past, rather than look at

whether or not that continued to be the most efficient way to do so. This is an opportunity to
introduce modernise potentially flexible ways of working and produce efficiencies in terms of
time and cost.

A programme could be put together and rolled out by the 315t March 2021
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. Agile-Home-Working-Toolkits-Suggestiondoox _,
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From: Westcott Nicola H.0.
Sent: 11 November 2020 13:56

To: Fairhurst Karen H.Q. <k fairhurst@mawwfire. gov.uk>
Subject: Remote Working Toolkits Suggestion

Hi Karen
As discussed please see attached following analysis of the employee check in survey, many individuals mentioned they felt they
required training on how to mange teams remotely as well as upskilling their IT skills.

Thanks
Nic
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Nicola Westcott
Uwch Swyddog Y Gyflogres / Senior Payroll Officer

Adran Adnoddau Dynol / Human Resources Department

Allanol / External: 01267 226876

Estyniad Mewnol / Internal Extension: 4476

Ebost / Email: n.westcott@tancge.gov.uk / n.westcott@mawwfire.gov.uk
Gwefan / Website: www.tancgc.gov.uk / www.mawwfire.gov.uk
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From: Fairhurst Karen H.Q. <k fairhurst@mawwfire.gov.uk>
Sent: 13 November 2020 10:25

To: Westcott Nicola H.Q. <n.westcott@mawwire.gov.uk>
Subject: RE: Remote Working Toolkits Suggestion

Nic

Thanks for the attached, we'll add it to the agenda under performance for next week P& P meeting to discuss and get everyone’s
views in order to progress accordingly.

Thanks

Karen Fairhurst
Rheolwr Adnoddau Dynol / Human Resources Manager

& Mewnol / Internal: Ext. 4437

& Allanol / External: 01267 226837

& Ffon symudol / mobile: 07883573343

* Post: k faithurst@mawwfire gov.uk / 51 Mail: k fairhurst@mawwfire gov.uk
Wefan / Website: www.tancgc.gov.uk / www.mawwfire.gov.uk
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(@) Accepted on 07/08/2020 13:08.

HR Planning and Performance Meeting

Organizer Rohman Samantha  HQ.
Time 17 November 2020 14:00-15:30
Location Meeting Room - Caer Suite
Response \/ Accepted  Change Response
Planning and Performance Meeting Agendadocx
31K8

Microsoft Teams Meeting
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HUMAN RESOURCES

PLANNING AND PERFORMANCE MEETING

AGENDA (17/11/2020)

HR Planning and Performance Meeting

1. Apologies for Absence

2. Department Objectives Update / Matters Arising
Al

3. Performance Focus (Metrics)

4. Future Potential Budget Requirements

5. Department Issues

6. Matters to be progressed to Service Leadership Team
7. Key messages to be communicated

8. Command Issues

9. Any Other Business

All

All

All

All

All

All
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The Gallup Q12 Index

Gallup's employee engagement work is based on more than 30 years of in-depth behavioral economic
research involving more than 17 million employees. Through rigorous research, Gallup has identified 12
core elements -- the Q12 -- that link powerfully to key business outcomes.These 12 statements
emerged as those that best predict employee and workgroup performance.
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The Twelve Questions are:

. Do you know what is expected of you at work?

. Do you have the materials and equipment to do your work right?

. At work, do you have the opportunity to do what you do best every day?

. In the last seven days, have you received recognition or praise for doing good
work?

Does your supervisor, or someone at work, seem to care about you as a person?
Is there someone at work who encourages your development?

. At work, do your opinions seem to count?

. Does the mission/purpose of your company make you feel your job is important?
. Are your associates (fellow employees) committed to doing quality work?

IO Do you have a best friend at work?

I'1.In the last six months, has someone at work talked to you about your progress?
12.In the last year, have you had opportunities to learn and grow?

AW —

VoONO W




image7.png
Source: www.gallup.com
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From: Westcott Nicola H.Q.

Sent: 22 October 2020 09:32

To: Fairhurst Karen H.Q. <k fairhurst@mawwfire.gov.uk>
Subject: Employee Engagement Meeting

Hia
Following college last week as part of our next module we've been asked to undertake an employee engagement assessment within our own organisation.

Could we catch up for a chat about this later this afternoon if you're free.

Thanks
Nic
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Nicola Westcott
Uwch Swyddog Y Gyflogres / Senior Payroll Officer

Adran Adnoddau Dynol / Human Resources Department

Allanol / External: 01267 226876

Estyniad Mewnol / Internal Extension: 4476

Ebost / Email: n.westcott@tancgc.gov.uk / n.westcott@mawwfire.gov.uk
Gwefan / Website: www.tancec.gov.uk / www.mawwfire.gov.uk
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Employee Engagement Meeting 221 Oct 2020 14:00

(Nicola Westcott Senior Payroll Officer & Karen Fairhurst HR Manager)

o discuss how to approach employee engagement task for contributing to employee engagement
module.

1

What disgnostctool would be bst o undertake this?
Survey— probatlythe best way,could il ut, tructure it get answer bt then add
comments to getrespondent views

Questionnaire - similar.tq above

Focus Groups —could b time consuming toorganise due to helng hafterm, people could be
on snnualeave, may not v enough tme to set up,analyse and e for porfaio
Who should be slected or the survey? Run reportoff Core an then select range of
employees from H, commands,sations,

How il these be selected? - randomlyselect to covr ll employee sectors

What should the survey cover? Goyi 19, well-being, concerns rlning needs

What are imitations - FF unable to work from home however Ggyig s presented ather
s such a5 chidcare, covering sbsences

Timescale - 10 days - due o project deadiine ~neec time to anayse rsults alsotendency if
\onger deadline gven people put to oneside an forget|
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Coronavirus Employee Engagement
Check in Survey October 2020
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Coronavirus (COVID-13) employee check-in survey: Tell us how we are
doing

We invite you to complete this brief survey to let us know how you think the
Service have been handling the situation during the coronavirus pandemic and
gather your ideas on what we can do better. The survey is anonymous, and no
attempt will be made to identify anyone who has completed it

Questions Answers

1. How effectively do you feel MAWWFRS is handling
workplace/work-related issues during the coronavirus 112131415
pandemic? (Where 1 is "not at all effectively" and 5 is

"extremely effectively” )

2. What could we do to improve your answer?
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3. How reassured are you that MAWWFRS is taking
the appropriate health and safety measures to
minimise the risks associated with coronavirus?
(Where 1 is "not at all reassured” and 5 is "extremely
reassured" )

4. Are you satisfied with the regularity / clarity of
communications from MAWWFRS?

It "No", why is this?

5.0 you have all the materials, equipment and skills
you need to do your work?

It "No", what materials, equipment or skills do you need?

112131415

Yes /No

Yes /No
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6. What are the TWO biggest challenges currently
facing you while working?

(a) 1 do not have access to the information | need to
domy job.

(b) I struggle to maintain a work/life balance.

(€) I have difficulties with my physical working
environment at home

(d) 1 have childcare issues.
(€)1am caring for someone who is sick/vulnerable.
(f) Communication with my colleagues is difficult.
(g) 1 feel socially isolated

() 1 have problems with my internet connection

(i) 1 have too many distractions.

Tick TWO answers
only
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() 1 do not have the equipment or skills required to
undertake my role remotely

(K) 1 have difficulties with my physical working
environment when attending work

() 1am concerned about a lack of hygiene measures
when attending work

(m) 1am concerned about a lack of social
distancing measures when attending work.

(n) 1 am concerned about a lack of personal protective
equipment (PPE) when attending work.

(0) Other - please specify
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Lot more productive /

7. How would you rate your current levels of Little more productive /
productivity compared with prior to the coronavirus About the same / Little
pandemic? less productive / Lot

less productive

Too little / About right /
Too much, e.g. micro-
managing

8. How would you rate the level of support from your
line manager during this time?

9. Do you have any suggestions for how the quallty of support from your line
manager could be improved?

Lot more engaged /

10. How would you rate your current levels of Little more engaged /
engagement compared with prior to the coronavirus | About the same / Littie
pandemic? less engaged / Lot less

engaged
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1. What could be done differently to improve your answer?

12. How positive do you feel about returning to the.
workplace following the second National lockdown?
(Where 1 s "extremely negative" and 5 is "extremely
positive”)

112131415

13. What steps could we take to improve your answer?

14. The lockdown has forced us all to work differently and to re-evaluate how we
undertake our roles. Are there any parts of your adapted working practices you'd
like to continue with as we return 1o the new ‘normal’?
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From: Westcott Nicola H.0.

Sent: 26 October 2020 08:48

To: Survey Group

Subject: Employee Coronavirus Survey Oct 2020

Hi All,

Hope you are all keeping safe and well.

MAWWERS-Coronavirus-Employee-Engagement-Check-In-Survey-Oct-2020.docx
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As part of my CIPD Level 5 qualification | would be most grateful if you would be able to find time to complete
the attached Employee Engagement Survey Oct 2020 and return to me by the 4* November 2020.
The aim of the survey is to assess engagement levels throughout the current coronavirus pandemic.

All survey results will be treated in the strictest confidence.

Should you have any queries regarding the survey please let me know.
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Thank you for your assistance.
Regards

Nicola Westcott

Uwch Swyddog Y Gyflogres / Senior Payroll Officer

Adran Adnoddau Dynol / Human Resources Department

Allanol / External: 01267 226876

Estyniad Mewnol / Internal Extension: 4476

Ebost / Email: n.westcott@tancge.gov.uk / n.westcott@mawwfire.gov.uk
Gwefan / Website: www.tancgc.gov.uk / www.mawwfire.gov.uk
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Response Rate to Employee Check in Survey
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How effectively do you feel MAWWFRS is handiing workplacelwork-related issues during the
coronavirus pandemic? (Where 1 is "not at al effectively” and 5 is "extremely effectively”)

a1

D-III
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Are you satisfied with the regularity / clarity of communications from MAWWFRS?
Q4

aves N0
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How reassured are you that MAWWFRS is taking the appropriate health and safety
measures to minimise the risks associated with coronavirus? (Where 1 is "not at all
reassured" and 5 is "extremely reassured” )
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Do you have all the materials and equipment and

Qs

you need to do your work?

20
15

10

Yes
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What are the TWO biggest challenges currently facing you while working?
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How would you rate your current levels of productivity compared with prior to the coronavirus
pandemic?

Q7

alotmore ulittemore =Same = Littieless Lot less
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How would you rate the level of support from your line manager during this time?

Qs

=Toolittle = About right = Too much
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How would you rate your current levels of engagement compared with prior to the

coronavirus pandemic?

a0

35
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Q10
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Lot Less.
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How positive do you feel about returning to the workplace following the second National
lockdown? (Where 1 is "extremely negative" and 5 is "extremely positive” )

Chart Title
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5 Summary of Survey Resuts

Score 1 2 3 4
at 3 4 25
Q2

1. few issues on station that it was felt could have been dealt with better than it was on teams
2. majoriy reported that they felt that issues were dealt with effectively and no difference to

what
would have occurred under normal circumstances

Score 1 2 3 4
Q3 2 10
Response  Yes  No

Q1 38 4

The comments from those answering No
were mainly around PPE instructions for FF's
changing, the volume of information required
to be undertaken which often changed was
difficultfor on;call irefighter's
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Qs
1. more trust - ftasks are being completed no need to keep checking up.

Lot Little Litle Lot
Engagement more  more Same less  Less
Q10 37 1 2 1 1

an
1. ensure those with no access to computer are kept updated
evenif nothing to update communicate this to employees.

Score 1 2 3 4 5
Q12

Q13

1. continue use of rota for office staffto reduce

numbers

2. continue with split drill cover for stations
3. continue to keep buildings closed to members of the public
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Qu
1. increase in use of digital aids for workloads - saves time on filng, reduces

papenwork

central storage that all can access remotely

2. agilelremote working - many found this beneficial to work/lfe balance

3. change core working hours for support staff

4_due to geographical area covered use teams for meetings rather than travelling to locations
for meetings

helps reduce carbon footprint
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Zone of contentment — undertake minimum required, do not look for challenges
Zone of dis-engagement — work is mundane, leader is seen to have favourites
Zone of engagement — team members support each other personally/professionally
Zone of pseudo-engagement - members only interested in themselves and do not
work as a team
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ABSENCE MANAGEMENT / OCCUPATIONAL HEALTH UPDATE
Including Coronavirus/Covid-19 related absence

September 2020 Figures

* Year to Date (2020/2021) - 3.77 shifts lost per FTE
+ Decrease of 21.8% compared to 2019/202 year (4.82 shifts lost per FTE).
+ Please see table below for further comparisons

Year v Year: Aug YTD 2020/2021 2019/2020 Actual 2019/2020 Percentage % (MNV)
EoX.
Shifts lost per FTE 377 482 - V218
End of Year 754 964 11.32 V218
Prediction
STS 15 159 - V57
STS EQY Prediction 30 319 406 V59
LTS 227 323 - V297
LTS EQY prediction 454 646 727 V297
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“difference is total from components is dus to decimal average/rounding

Month v Month Sep 2020 August 2020 July 2020 Percentage % (V)
For reference
STS 03 017 020
Total STS Shifts Lost 185.1 108.4 124.1
7S 021 031 032
Total LTS Shifts Lost 134.0 195.9 2025
Overall Month 051 049 052
Total Shifts Lost 319.1 3043 3266
sickness

Please note that the above figures do not account for any Coronavirus/Covid-19 related absence in On Call personnel
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= Causes for sickness absence are as follows for year to date -
o Main causes of sickness absence

Coronavirus/Covid-19 at 21% (493.2 days YTD)
Anxiety/Depression at 27% (638.3 days YTD)

Al MSK conditions at 30% (674 days YTD)
Reproductive at 5% (106 days YTD)

Cancer at 5% (107.2 days YTD)

Gastro-intestinal at 2% (47.5 days YTD)

Respiratory (cough, cold, flu) at 2% (52.3 days YTD)

o Al MSK conditions account for 27% (638.3 days YTD)

Knee 11% (245.4 days YTD)
Lower Limb 9% (207.5 days YTD)
Back 6% (136 days YTD)

Upper Limb 2% (58.1 days YTD)
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Covid-19 related cases for September 2020 = 93

solation due fo solation due fo solation — solation — Test, Trace
symptomatic symptomatic confirmed/positive Protect
householder employee Covid-19
WT 20 7 6 2
ON Call 26 13 3 9
Support 2 3 1 1
Total 48 23 10 12

HR departmental sickness

o 3cases (1 sickness absence, 2 Covid-19 related absence)

4 calendar days, 2 working days
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ABSENCE MANAGEMENT /| OCCUPATIONAL HEALTH UPDATE

‘September 2020 Figures

Year to Date (2020/2021) - 2.96 shifts lost per FTE
Decrease of 38.6% compared to 2019/2020 year (4.82 shifts lost per FTE),
Please see table below for further comparisons

Year v Year 202012021 201972020 Actual 201972020 | Percentage % (M)
September YTD EoY
Shifts lost per FTE 296 482 - 1386
End of Year 592 964 1078 1386
Prediction
sTS 078 159 - 1509
STS EoY Prediction 155 319 351 15104
TS 218 323 - V325
LTS EoY prediction 437 6.46 727 V324
Month v Month Sep 2020 Aug 2020 July 2020 Percentage % (V)
For reference
STS 018 013 0.16
Total STS Shifts Lost 1095 304 1011
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LTS 0.21 031 0.32 V323

Total LTS Shifts Lost 1340 1959 2025 V316
Overall Month 039 044 049 V114

Total Shifts Lost 2435 2763 3036 V119

“difference is total from components is dus to decimal average/rounding

+ Causes for sickness absence are as follows for year to date:-
o Main causes of sickness absence
+ Anxiety/Depression at 35% (638.3 days YTD)
AllMSK conditions at 34% (674.0 days YTD)
Reproductive at 6% (106 days YTD)
Cancer at 6% (107.2 days YTD)
Gastro-intestinal conditions (vomiting, diarrhoea, etc) 3% (47.5 days YTD)
Respiratory conditions (cold, cough, flu) 3%, 52.3 days YTD)
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o All MSK conditions account for 34% (674.0 days YTD)
+ Knee 13% (245.4 days YTD)
+ Lower Limb 11% (207.5 days YTD)
+ Back 7% (136 days YTD)
+ Upper Limb 3% (58.1 days YTD)

+ HR departmental sickness
o 1case
+ 1 calendar day, 1 working day
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Yes No Percentage Rate
‘Fow many EXit inteniew forms were receed in
total 10 £ 2941176471
‘How many exit inteniew forms were received for
WDS leavers 2 5

‘How many exit inteniew forms were received for
WDS leavers that resigned

‘How many exit inteniew forms were received for
WDS leavers that retired
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‘Summary of Year to date

» Total number of On-
Call Leavers to date
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Length of Senvice Number of leavers
Leavers with less than 1 year Senice 7
Leavers with more than 1 year Senice 55

Length of Senice / Employee Type Number of leavers

‘Support Staff with more than 1 year Senice that z

have left
‘Support Staff with less than 1 year Senvice that A
have left

WDS with more than 1 year Senice that have left 5

WDS with less than 1 year Senice that have left 2

‘On-Call with less than 1 year Senice that have B
left

‘On-Call with more than 1 year Service that have m

left
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Control with more than 1 year Service that have
left
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Reason for leaving

Total number 2020 -21

Resignation 48
Wedical Retirement 2
Retirement 7
Termination of Contract 4
Death in Senice 1
62

Duty Type Total number 2020 21
WDS 7
On-Cal 47
Support 7
Control 1

62
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2020 - 21 Leavers (by Month)

No_ of Leavers each month

April 5
Ma) B
June 3
Jul 16
August 0
‘September 1
October 5
November 0
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CIPD Candidate evidence matrix (EXAMPLE)

(CEM1)

lcandidate name: Nicola Westcott

CIPD Membership/registration No.:

55478551

Qualification title: CIPD Diploma in Applied Human Resources

Unique Learner No. (ULN):
1909408

Unit Unit title Assessment Evidence description Evidence | Assessor IV initials if
code criteria no. reference | initials sampled
number

5AEEG | Contributing to Employee 1.1&3.1 Gallup Q12 EV1
Engagement

S5AEEG | Contributing to Employee 1.2 Email request for meeting with line manager EV2
Engagement

S5AEEG | Contributing to Employee 1.2 Notes from employee engagement meeting EV3
Engagement

S5AEEG | Contributing to Employee 1.2 MAWWEFRS Coronavirus Employee Check-in EV4
Engagement Survey October 2020

S5AEEG | Contributing to Employee 13 Email with Survey attached EV5
Engagement

S5AEEG | Contributing to Employee 13&1.4 Survey Charts and Summary EV6
Engagement

S5AEEG | Contributing to Employee 21 MAWWEFRS Absence Statistics EV7
Engagement

S5AEEG | Contributing to Employee 21&22 MAWWEFRS Turnover Statistics EV8
Engagement

S5AEEG | Contributing to Employee 21 MAWWEFRS Discipline / Complaints EV9
Engagement

S5AEEG | Contributing to Employee 21 MAWWEFRS HR Procedures EV10
Engagement
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Disciplines / Complaints by Location April 2020 to

date
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Ref

Procedure

6.1

Recruitment & Selection Procedure

6.3

Volunteer Engagement Procedure

6.4]

'Work Experience Procedure Administrative

6.5

Pre-employment Check Procedure

6.7]

Induction Procedure

6.8]

Gweithdrefn Cyfnod Prawf

6.8]

Probationary Period Procedure

6.9

Menopause Procedure

6.1

Transfer and Promotion Procedure

6.11

Leave Procedure

6.12

Sickness and Absence Monitoring Procedure

6.13

Restricted Duties Procedure

6.14

Work and Family Procedure

6.15

Flexible Working Procedure

6.16

Flexible Working Hours Procedure

6.17

Home/ Remote (Agile) Working Procedure V1

6.18

Secondary Employment Business Interests and voluntary work procedure

6.19

Discipline Procedure

6.2

Discipline Procedure-CFO

6.21

Discipline Procedure (Brigade Managers up to and including Deputy Chief Officer)

6.23

Capability Procedure

6.23

Gweithdrefn Galluogrwydd

6.24

Health and Fitness Procedure

6.25

Grievance Resolution Procedure

6.27

Re-employment of Retained Firefighters Procedure

6.28

Employment Beyond Normal Retirement Age Procedure

6.29

Attendance at Work during Inclement Weather and Travel Disruption Procedure
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6.29

Attendance at Work during Inclement Weather and Travel Disruption Procedure

6.30

On-call Duty System personnel providing cover at more than one station Procedure

6.31

Bank Crewing System Procedure

6.32

Managing On Call Attendance Procedure

6.33

Religious Observance Procedure

6.34

Exit Interview Procedure

6.35

Incentives for Employers releasing On Call staff

6.36

Dignity at Work Procedure

6.37

Equality Procedure

6.38

Anti-Harassment and Bullying Procedure

6.39

Records Management Procedure

6.4]

Data Protection Procedure

6.41

Personal Records Procedure

6.42

General Appearance Procedure

6.43

Aids to Vision Procedure

6.44

Means of Identification Procedure

6.45

Trade Union Negotiation and Consultation Procedure

6.46

Whistleblowing Procedure

6.47

Travelling and Subsistence Procedure

6.48

Detachment Procedure

6.49

Service Recognition Procedure

6.5

Nutrition Guidance Document

6.51

Service Investigation Procedure

6.52

Procedure for the payment of professional fees

6.53

Military Reservists procedure

6.54

General Administration Arrangements Procedure

6.55

Service Filing System Procedure

6.56

Use of Service meeting rooms procedure
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6.57]

Firefighter Schemes of Pay Procedure

6.91

Gender Identity Procedure
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Good communication is vital to the
smooth running, and day-to-day activities
of the Service, and we aim to promote
internal and external communication
through a number of formal channels,
which include:

Line Manager / Team Meetings

As well as regular meetings with your manager
to discuss performance, progress, etc, you
should expect regular team meetings to discuss
arange of topics.

Notice Boards
Regular information will be displayed on a notice
board in your building, such as health and safety
notices, equality and diversity initatives, etc.

Trade Unions

The Service recognises various Trade Unions

and consults and negotiates with them on many

issues affecting employees. The main Unions

recognised for employees are:

- Support Staff Employees - UNISON and the
GMB.

- Uniformed Employees - FBU and FRSA.
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You will no longer receive traditional, paper
based, payslip. Instead, you will be able to view
and print your on-line payslip via the CorePortal

Website and Intranet
Accessed via your computer.

e

Staff Suggestions.

‘The Mid & West Wales Fire and Rescue Service

staff suggestions scheme is committed to:

- Pursuing continuous improvement

- Giving employees the opportunity to put
their ideas forward

+ Improving efficiency

Every employee is encouraged to submit their

ideas for improvement through the Service staff

suggestion scheme.
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Featured Post
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Lunsu\tatlan
2021

Draft Corporate Plan 2021 - 2026

As many of you will be aware, the Service s currently consulting on its Strategic Aims and Improvement and
Wellbeing Objectives for the forthcoming year, as partof ts raft Corporate Plan 2021-2026. The
consultati open from Monday 28™ September 2020 to Friday 4™ December 2020. To view our Draft
Corporate Plan 2021-2026 and to pariicipate in our consultation, please complete the online questionnaire,
which can be found on our website wviw mawwire. gov.uk

I believe that our Service represents extremely good value for money, however, there is no avoiding the fact
that the financial climate we are currently operating in will continue to place additional pressures on the levels
of service we provide, as we stretch our resources even further. We will therefore continue to play our part by
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scussions with staff and

seeking opportunities to identify cost effective solutions through on-going and open
the public, around how we can continue to make improvements and future efficiencies.

The on-going COVID-19 pandemic has presented significant challenges for the Fire and Rescue Service. We
continue to lean from the impact of the pandemic to ensure that our operational response remains unaffected
wherever possible. We want to continue developing these areas in order that they can have a positive impact
long into the future.

The Service remains committed to adapting to these challenges in a positive way and our Corporate Plan
2021-2026 sets out our Strategic Aims and Improvement and Well-being Objectives for the next five years.
We believe that collaborative working is key to the future of our emergency services, in order to successfully
deliver shared outcomes, enabling us to improve the way we work, share resources and ultimately save more
lives. We also remain committed to finding innovative solutions to improve the way we work, enhance
firefighter safety, reduce our impact on the environment and ultimately contribute to the wellbeing of our
communities.

Therefore, itis crucial you share your opinions, in order to help us to shape our Strategic Aims and
Improvement and Well-being Objectives going forward. You will also play a key part in assisting us to deliver
them, so | urge you allto get involved and have your say

The Service's Strategic Aims and Draft Improvement and Well-being Objectives are outlined in more detail on
our website along with our online questionnaire where you can share your views and help shape the future of
Your Fire Service
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Our Vision, Mission, Values and Priorities

o > To be a World Leader in Emergency

Response and Community Safety

To engage, connect, develop
and inspire people fo deliver
an excellent Service.

Do the Treat people
» o
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Working fowards twelve
Improvement Objectives
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S5AEEG | Contributing to Employee 21 Employee Handbook extract & Corporate Plan EV11
Engagement

S5AEEG | Contributing to Employee 21 MAWWEFRS Mission, Vision & Priorities EV12
Engagement

S5AEEG | Contributing to Employee 21 MAWWEFRS Performance Management EV13
Engagement Framework

S5AEEG | Contributing to Employee 21 MAWWFRS Employee Handbook Extracts EV14
Engagement

S5AEEG | Contributing to Employee 21 Emails regarding IDR completion / meetings EV15
Engagement

S5AEEG | Contributing to Employee 21 MAWWEFRS Line Manager Resources EV16
Engagement

S5AEEG | Contributing to Employee 22 MAWWEFRS Organisational Structure EV17
Engagement

S5AEEG | Contributing to Employee 22 Zones of Contentment (Shades of Grey Report) EV18
Engagement

S5AEEG | Contributing to Employee 22 On-Call Sector Appreciative Enquiry Report Oct EV19
Engagement 2017

S5AEEG | Contributing to Employee 22 MAWWFRS Employee Benefits EV20

Engagement
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Performance Management Framework
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Welcome to the Service

May | take this opportunity to welcome you to the Mid and West Wales
Fire and Rescue Service. You have joined an innovative and effective
Service which aims to build safer communities within the area of Mid
and West Wales.

One of our main aspirations is to be a world class organisation and |
hope that you can contribute to us achieving this through a long, fruitful
and rewarding career.

We recognise that in order to provide the best possible outcome for
people who need our help, we need to be trusted and respected by the
communities we serve. We are ultimately reliant upon all of our staff
‘working effectively with dedication and commitment to gain that trust
and respect.

We also realise that our people, as well as being reflective of the
communities we serve, need to operate innovatively, be empowered and
feel valued by the organisation. We will aim to provide this for you with
support, development and guidance that you will need throughout your
career with us.
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Valuing our Employees

The Service recognises that it can deliver nothing without the efforts of its employees. We will
support, and invest in our employees to achieve the expected standards of service delivery,
including the delivery of learning opportunities, which include:- Management Development, Health
and Safety, ICT, Equalities and Welsh Language.

“This is why Human Resources and People Development works with the other departments to make
sure that employees are given the learning and development that they need to do their job well.
The Service's Individual Development Review process, ensures that employees are able to discuss
openly, and agree with their line manager, any learning and development they may require in order
toimprove their performance within role, and appropriate opportunities for improvement (see
procedure on the @Worksite).
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Work Life Balance

‘The Service offers a range of permanent and temporary flexible working arrangements, which may
help you achieve a balance between your work and personal lfe. Should you wish to discuss any
of these options, please see your line manager but remember that the service you and your team

is providing has to be the priority consideration and for this reason, it may not be possible for all
employees to access these arrangements. The Service's Flexible Working Procedure can be viewed
on the Service's @Work site under HR-615.
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Stress in the Workplace
Stress is a complex issue; it can arise from a variety of sources and builds p over time and affects
all of us in different ways. The Service provides support for employees, and for more information
please see the Work and Family procedure and the Flexible Working procedure and other relevant
documents on the Service's @Work site. If however in spite of this you feel in need of some
additional support, there is a confidential counselling service, and this is available to all employees
and members of your immediate family who normally five with you. This is a confidential telephone
counselling service that operates 24 hours a day, 365 days year, the details for which can also be
viewed on @Work.
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Occupational Health, Well-Being and Fitness
‘The Service has an Occupational Health Service which, as well as undertaking health screening of
new employees and il health referrals, will be increasingly involved in proactive health initatives
‘which you will be made aware of from time to time.
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From: Westcott Nicola H.Q.
Sent: 07 August 2020 08:33
To: Amos Gemma (HQ) <g.amos@mawwfire.gov.uk>; Vaughan-Hughes Hope H.Q. <H.Vaughan-Hughes@mawwfire.gov.uk>

Subject: IDR's

Hiboth
As discussed would you be able to complete the first part of your IDR's online please, if there are any training requirements / courses you would like to attend please complete as necessary. We will

then arrange a one-to-one meeting to discuss and complete the rest of the IDR along with addressing any training / development needs identified.

Thanks
Nic
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Nicola Westcott
Uwch Swyddog Y Gyflogres / Senior Payroll Officer

Adran Adnoddau Dynol / Human Resources Department

Allanol / External: 01267 226876

Estyniad Mewnol / Internal Extension: 4476

Ebost / Email: n.westcott@tancge.gov.uk / n.westcott@mawwfire.gov.uk
Gwefan / Website: www.tancge.gov.uk / www.mawwfire.gov.uk

Rydym yn croesawu galwadau yn y Gymraeg a'r Saesneg / We welcome calls in Welsh and English
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S5AEEG | Contributing to Employee 3.2 Notes from meeting with line manager EV21
Engagement

S5AEEG | Contributing to Employee 3.2 Agile/Home Working Toolkit EV22
Engagement

S5AEEG | Contributing to Employee 3.2 Email to line manager with suggestion EV23
Engagement

S5AEEG | Contributing to Employee 3.2 Email from line manager regarding suggestion EV24
Engagement

S5AEEG | Contributing to Employee 3.2 Calendar meeting & P&P agenda EV25

Engagement





image70.png
i A A B v B M A O Welcome

% Home Depamens Gl Newsand  Ubmy SufiSevis Pjecs  Peromance  Comect Nicola Westeott
po ey e e

e e

FPS 2015 OptinForm  Hurman Resourcs 4R Documents  Hurnan Resoutces rocersl Gidance Documents

National et CoundiforLoal Authory e and Rescue Senics Crelars  On-Call Frfighers

(Operaona Support an Impravement (058 Poiy Satamens - O Pople  Pesions

o 2]

© eWox O Findapemon O Googe
Captiy Line Manager Resources
EEENEE Copabiey Disabiy Toolkt
[ —.

s veoon | [ [E——— o

GrivanceProcadre - LVE 01
R 2020

Secondary Employment




image71.png
Organisational Structure

ACFO
Director of
(Operational Support]
and Improvement

Corporate Head of
(Operational Support]
and Improvement

Corporate Head
of Prevention
and Protection

Chief
Fire Officer

DCFO
Director of Delivery

Corporate Head
of Service
Delivery

Head of
Corporate
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and Business
Development
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Director of
Resources

Corporate Head
of Resources
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Project Owner: AM Roger Thomas
Project Manager: GM Sion Slaymaker

Interim Report
Version 1.0

Author: Emyr Thomas
Tel: 07817014892 email: e.a.thomas@mawwfire.gov.uk

Date: October 16" 2017
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As a direct result of the Project Team’s engagement with all 52 On Call Stations within the service
and the subsequent discussions and findings, the following set of questions were produced, which
was aimed to generate discussion around appliance availability and capture any common themes
amongst the Top 10 performers.
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What motivates personnel to
keep the appliance on the run?

What is the vital skil, attitude or_
‘message that a JO on an RDS
station must have?

Whatis the real reason for staff
leaving? }

s there a relationship between
length of service and
retention/enthusiasm? (E.g-
once passed 2 years are they.
more likely to stay?)

How importantis

communication between station

members to keep the appliance
on the run?

I there a relationship between
management style and
appliance availability? (£
strong local leadership)

Does it feel like a family station?
Do partners / children know
each other?

What skil sets make the.
appliance go off the run?
(Drivers /10's etc)

How does the recruitment
| process influence availability
and retention of crews?

What relevance s there
between primary employment
and retention?
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Motivational factor

Scoring

Culture: This is how the station has
always worked

Experience: For the incidents and
incident type etc.

Community: Community spirit, giving
something back.

Money: Financial reward.

Pride: In what you do, proud to wear
the uniform.

Respect: Gained from position within
the community, and for each
other.

3 4
1 1
6 0
1 2
3 0
2 1
1 1





