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Task 1 – Evaluate Mid & West Wales Fire & Rescue Service (MAWWFRS) approach to employee engagement.
[bookmark: _GoBack]MAWWFRS has good HR procedures in place, which are known to benefit employee engagement and harness discretionary effort (Johns and Ellis, 2016). Procedures such as:
[image: ]
assist in maximising the efforts of employees and improves organisational performance. This aligns with CIPD (2019) view ‘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/services/innovation’.
MAWWFRS use a variety of methods to increase employee engagement, including the regular use of feedback from IDR’s/training courses/surveys/questionnaires/exit interviews. Results are used to continually develop/improve MAWWFRS approach to engagement.
MAWWFRS use various analytics to monitoring employee engagement.
Absence statistics show MAWWFRS 2020/21 to date figures is 3.77 days lost per employee/year, a decrease of 21.8% compared to 2019/20. Comparing this to the Health and Well-being at Work (CIPD, 2020b), which shows as 5.8 days per employee/year, MAWWFRS has a lower percentage. 
The main absence reason (apart from Coronavirus) is anxiety/depression. The introduction of well-being schemes and access to the Firefighter Charity give employees the opportunity to ‘support mental, physical and social needs of all serving and retired members of the UK’s fire family’ (Firefighters Charity, 2020). 
This has been decreasing over the years which could be the result of the introduction of well-being schemes/line manager training. During the on-going Coronavirus pandemic, the Service in partnership with Aspire2Be has provided employees with sessions on mental well-being/physical well-being/boosting immunity to aid employees, especially those who are remote working and maybe struggling.
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Source: MAWWFRS (2020a) Absence statistics
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Source: MAWWFRS (2020a) Absence statistics
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CIPD (2020c) Health and Well-Being at Work Infographic
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Source: (CIPD, 2020d) Health and Well-Being at Work: Public Sector Summary 2020 
The recent increase in home working has led to issues. 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. 
This caused discontent on both sides, those in the lower grades were disgruntled that they had to go into work, whereas those in middle/higher grades were disgruntled that those on lower paid grade 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 the following practice/procedures need to be in place:

Since March 2020, the volume of information that has been provided to employees/managers in order to deal with the various situations that arose increased substantially. The Service undertook a survey to consider the effects home working has placed in individuals.







MAWWFRS encourage exit interviews to be undertaken wherever possible, with the aim of improving retention of staff by establishing a system to monitor and review staff turnover trends/address any issues raised. They also provide a function to monitor feedback on employment and equality policies and procedures. However, due to a variety of reasons the current exit interview return only stands at 29.42%.
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Source: MAWWFRS (2020c) Turnover statistics
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Source: MAWWFRS (2020c) Turnover statistics
MAWWFRS has a particularly high turnover rate in the on-call sector, which stands at 6.2% for 2020/21 to date. High turnover rates lead to increased costs for initial training for the new employees, increased cost while covering the vacancy, recruitment/selection costs (CIPD, 2020a) which does not reflect well on the organisation. This dysfunctional turnover rate in this group places a financial strain on the budget as well as having a negative effect on remaining employees. 
MAWWFRS recognises there are under-represented groups within the workforce and through its Strategic Equality Plan/Annual Equality Report and taster days aims to improve this.
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Source: MAWWFRS (2020e) Our Plans and Performance
Employees can voice their views and opinions on many matters. Views are sought on such things as the Corporate Plan using survey/questionnaires. 
Clear discipline/grievance procedures ensure employees can bring forward any issues to be dealt with in a quick and efficient manner.
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Source: MAWWFRS (2020e) Our Plans and Performance

To conclude, I think that MAWWFRS has good measures in place for employee engagement and see through its procedures/training methods it aligns itself to the four enablers of engagement as noted in the Macleod report (2009):
· Strategic narrative – strong organisational culture provides employees with how their role fits with the Services vision and aims (recruitment/selection/induction handbooks and IDR’s)
· Engaging managers – managers are provided with toolkits and training so that they have the resources they need to support them in their role (line manger training/toolkits)
· Employee voice – employees are given the opportunity to share their views and opinions to shape the future of the Service (questionnaires/surveys/exit interviews)
· Integrity – ‘a belief among employees that the organisation lives its values, behavioural norms are adhered to resulting in trust and integrity’ (Macleod and Clarke 2009, p33)

Although the Service does have engagement measures in place, there always room for improvement, it is an ever changing/evolving process to ensure the Service does live up to its ‘vison to be a world leader in Emergency Response and Community Safety (MAWWFRS 2020d). 


















Task 2 – Examine MAWWFRS Employee Handbooks
MAWWFRS has a workforce consisting of wholetime firefighters/on-call firefighters/support staff. 
The Service has put together three different employee handbooks covering the three categories, in order to provide information to employees in the initial few weeks of their careers. ‘An employee handbook is a written collection and summary of an employer's policies/procedures and practices’ (XpertHR, 2020).
The three handbooks contain some information that is the same for all types of employees, but then details the different conditions of employment specific to the category of staff, such as sick pay/holidays/pension schemes.
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[bookmark: _Hlk54526542]Source: MAWWFRS (2020b) Employee handbook
Each handbook is structured identically and begins with a welcome to the Service/overview of MAWWFRS and the area it covers. I think this is good as it helps any new employees understand MAWWFRS and geographical area covered, as it is hard to comprehend outside of the department/area that they work in. 
It is good to see that all categories of staff are given the same information and not treated differently, apart from the conditions of employment section. This helps to work towards a united team, as occasionally there are instances of a divide between uniformed/non-uniformed members of staff.
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Source: MAWWFRS (2020b) Employee handbook
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Source: MAWWFRS (2020b) Employee handbook
All handbooks state the vision/mission/values and priorities, again this is universal to all staff. This aligns with one of the four enablers of employment - Integrity – ‘a belief among employees that the organisation lives its values, behavioural norms are adhered to resulting in trust and integrity’ (Macleod and Clarke 2009, p33)
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Source: MAWWFRS (2020b) Employee handbook
I think the performance management framework noted in each handbook is very good, as it shows employees how they are part of the process. Information from the individual IDR feeds up/down into the department plan/strategic plan/community strategy then the Fire and Rescue National Framework. This helps employees understand from the onset of their employment how everyone’s role is integral to the Service. Corresponding with - Strategic narrative – ‘strong transparent and explicit organisational culture giving employees a line of sight between their job and organisational vision and aims’ (Macleod and Clarke 2009, p31).

The handbooks detail some of the main procedures such as induction/ maternity/paternity/sickness/discipline/grievance/whistleblowing and where to find the full details. ‘Employee handbooks should communicate how issues such as harassment/discrimination/absence/family-friendly rights and other HR matters are dealt with’ (XpertHR, 2020).
It is good to see that the handbooks detail how it values employees and sees the importance of work-life balance and the implications stress in the workplace can cause. I think it is good that the details of this is in the handbook, as employees can see from the start of their employment that there are measures in place to assist and should not worry should any issues arise.
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Source: MAWWFRS (2020b) Employee handbook
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Source: MAWWFRS (2020b) Employee handbook
The handbooks show employees that communication is essential to the delivery of an efficient service and detail to employees how this is undertaken. Again following another of the four enablers - Employee voice – ‘employees views are sought, opinions listened to and count’ (Macleod and Clarke 2009, p75). I think the staff suggestion is good and follows along the lines of organisations such as Google, although the Service due to its hierarchical structure the suggestion scheme would not be as informal.
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Source: MAWWFRS (2020b) Employee handbook
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Source: MAWWFRS (2020b) Employee handbook
To conclude, I think the handbooks are designed well and engages employees with topics relevant to their roles as well as showing them the bigger picture, and are in line with four enablers of employment identified in the Macleod report (2009) and the CIPD (2019) view on engagement. 



















Task 3 – Development needs
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CIPD (2018) view of employee experience ‘is about creating a great work environment for people, understanding the role that trust plays in the employment relationship and making sure people are listened to and have a voice in issues that impact them’.

Following research into employee engagement for this module and discussions with my line manager, I now having a clearer picture of how this links into organisational objectives.
However, I would like to understand further how internal data that is collected are used within MAWWFRS. 

My role as Senior Payroll Officer involves recording and payments for absence, but I’m not involved in collating the reporting data used for the HR KPI’s. I would like to understand more how about absence statistics are collated into a useable format in order to make predictions and assist in management decisions. I would also like to understand a bit more about the various well-being initiatives that the Service has introduced and see if they are benefitting not only the employees but the Service overall.

We discussed that although my role involves terminating employee records/making the appropriate payments, but I don’t see and understand the process before the details arrive to me for processing. I mentioned that I would also like to understand a bit more about the exit interview process and how the data gathered is used to improve current and future employee’s experiences.

We discussed that my role involves supervising two members of the team and I have been on various line manger training courses, which provided me with the tools to carry out this role effectively. I understand the importance that team members feel valued and I always ensure I include them in any decisions or changes to processes.

We discussed that I would like to understand more about people analytics and how these are used to solve organisational problems and provide insights into the workforce, which help to shape the Services procedures and future (CIPD, 2020e).
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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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CIP Health and well-being partoerstipwih
Simplyhealth
at work survey 2020 @ ad
The CIPD’s twentieth annual survey, in partnership with Simplyhealth, explores trends and practices in
health, well-being and absence management.

Sickness and absence Long-term absence
‘The most common causes are:

Sickness absence has fallen to an all-time -
low, 5.8 days per employee, per year but... @ (] @ o @ (] @
« 89% of respondants have seen
‘presenteelsm’ (working when unwell)
« 73% have seen ‘leavelsm’ (e.g using y
holidays to work) CJ

« Many organisations are uncertain how Mental lll Musculoskeletal ~ Stress ~ Acute medical ~ Minor
they can tackle these issues, with only a health injuries conditions iliness
third (32%) taking steps to discourage
these unhealthy practices
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Stress and mental health at work
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* 58% of people professionals think line
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well-being

+ 31% think managers can have sensitive
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(41% of ‘common mental discussions and signpost to expert help
respondants) health conditions * 25% of managers can spot the early warning
among employees signs of mental ill health
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Figure:Stess-restedabeence  Stress-related absence Is particularly prevalent In the
public sector

Over two-fifths of public sector organisations report that
stress-related absence (most commonly caused by heavy
‘workloads) has increased over the last 12 months (44%,
‘compared with 36% of the private and 33% of non-
profits. Stress is the most common cause of long-term
absence in the public sector: seven in ten organisations
(70% include it among their top causes of long-term
absence compared with just 38% of private sector

‘and 43% of non-profit organisations. Half of public
sector organisations (S0%) also include it among their top causes of short-term absence,
‘compared with just a third of the private sector (33%) and 38% of non-profits.
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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
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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
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‘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)
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Strategic Equality Plan 2020 | 2024

Foreword

We are pleased to be able to introduce this Strategic Equality Plan which seeks to meet, on behalf
of the Authority and the Chief Fire Officer, both the requirements and the spirit of the current
legislation related to equality and diversity in Wales, as outlined in the Equality Act 2010. It is the
intention of this plan to convey the continued commitment of the Authority and the Chief Fire
Officer to promote equality of opportunity across all Mid and West Wales Fire and Rescue Service's
(MAWWERS) functions, policies, practices and procedures and set out how the Service will seek to
fulil this commitment.

Equality, Diversity and Inclusion are essential elements of the Service's work. Building a workforce
thatis truly representative will support us to better understand our communities so that we can
ensure our services are fully inclusive and targeted, in the most cost-effective manner, to reduce risk
‘amongst the most vulnerable.

Chris Davies QFsM MBA
Chief Fire Officer
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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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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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Mid and West Wales Fire and Rescue Service covers some 4,500 square miles making up almost
two thirds of the landmass of the Principality of Wales, with a population of 867400

We cover the largest area

Almost half the in England and Wales
coastline in
Wales falls
within our
AREA square kilometres =
approximately
650 Kilometres of coast "t Towest .
4th lo meng"‘ﬁ an cheapest ‘cost per sq km’
s LY\ across England and Wales

The Service comprises of a mixture of wholetime, day crewed, self rostered crewing, On-Call and
volunteer stations, which number 58 in all. The current complement of employees, both operational
and support is approximately 1,300.
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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





image27.png
Performance Management Framework
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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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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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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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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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Specialist knowledge

Employee experience

Creating a holistic approach around engagement and well-
being which enables workers to have a voice and be their
best
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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





