
	Assignment Title
	Shaping Cultures and Behaviours (BMHR7013)


	Student Name
	Amanda McNamara

	Student Number
	2319601


	Word count 

	Briefing Paper 3,849, excluding Executive Summary
Poster 1064

	I confirm that this assignment is my own work. 








































Shaping Culture and Behaviours – A critical analysis
Briefing Paper

1. Context
Mid and West Wales Fire and Rescue Services play a vital role in safeguarding communities across the expansive regions they serve.  With a commitment to excellence in fire prevention, protection, and emergency response, these services diligently uphold public safety standards. Their proactive approach fosters resilience and ensures swift, effective assistance during crises, earning them the trust and gratitude of the communities they serve.
A cultural audit, commissioned by Mid and West Wales Fire and Rescue Service (MAWWFRS) was conducted by Opinion Research Service (ORS), in February 2023.  The survey, sent to 1,247 employees, was part of an assessment of working culture and conditions and employee wellbeing.  This followed significant structural and leadership changes since the last audit in 2014, including  the appointment of a new Chief Fire Officer (ORS 2023. p.6). The audit, with a 38% response rate, surveyed employees on various aspects including Equality, Professional Standards, Work-Life Balance, and Job Satisfaction.
[bookmark: _Hlk159658611]Assiri (2023) emphasises the importance of culture in employee engagement, and all people practices should centre on creating positive and inclusive work that fully aligns with the organisation’s values. In comparison, Dyer (2018) defines culture as encompassing visible elements like vision and values, along with less apparent norms of behaviour, beliefs and power. Values can be seen as principles or expectations of behaviour where culture is defined as ideas, customs and behaviours (Values and Culture in Fire and Rescue Services. 2023)
[bookmark: _Hlk159658226]In response to the ORS report, along with the South Wales Fire and Rescue Service (SWFRS) Culture Review Report (2024) and the Independent Culture Review of the London Fire Brigade (Nazir 2022), the Culture and Inclusion Working Group (CIWG) was formed to evaluate the current state of MAWWFRS and the fire service profession as a whole, culminating in an action plan covering all divisions. This briefing paper serves to provide initial context and guidance for the group.

2. Executive Summary
This paper offers an analysis of the cultural audit carried out by ORS in February 2023. The primary aim of the audit was to evaluate the organisational culture, elicit employee perspectives on working life and pinpoint areas necessitating improvement. Furthermore, the report leverages insights from pertinent literature and external cultural audit reports conducted by SWFRS and the London Fire Brigade to shed light on the challenges encountered by analogous organisations.
The paper provides an analysis of MAWWFRS’s strategic approach to providing good work and the overall wellbeing of the workforce.
The report delves into systemic issues surrounding diversity and inclusion, drawing upon relevant literature to inform the analysis. It provides consequential recommendations for improvement across three pivotal areas: Equality, Diversity, Inclusion and Belonging; Value-Led Leadership; Internal Communication.

3. Introduction
[bookmark: _Hlk159658702][bookmark: _Hlk159658753]The Chartered Institute of Personnel and Development (CIPD) posits that the presence of good work is integral to individual wellbeing, facilitates the development of a robust and equitable society, fosters motivated employees working within efficient organisations, and helps develop a resilient economy.  According to Brinkley (2023), there are seven dimensions that constitute good work, namely: pay and benefits; contracts; work-life balance; job design and nature of work; relationships at work; employee voice; health and wellbeing.  In line with the seven dimensions, the ORS (2023) cultural survey found that 73% of respondents were happy with their job rising from 66% in 2014.  A table is provided at Appendix A, which shows extracted data from the ORS survey set against Brinkley’s Seven Dimensions. The following sections of the report proves qualitative analysis of good work and culture. This paper focuses more on work-life balance, nature of work, relationships at work, employee voice and health and wellbeing. This is reflected in the three resulting recommendations for this report. Further investigative work is needed for pay, benefits and contracts.
Brinkley (2023) summises that the quality of work is influenced by various factors, including human resource practices, the calibre of people management, and the characteristics of the workforce itself.
CIPD Research conducted by Young (2023) revealed a relatively high level of job satisfaction among workers in Wales, with two-thirds expressing contentment. However, dissatisfaction among public sector employees, particularly regarding pay and non-pay issues, was noted to be higher compared to their counterparts in the private sector. Notably, public sector workers were found to be more susceptible to experiencing poor mental health due to adverse workplace conditions such as excessive pressure, exhaustion, and workload. Nonetheless, positive sentiments were expressed regarding work-life balance, flexible working arrangements, and autonomy. Comparably the ORS survey found that 58% of employees agreed they were able to balance their work and home lives and 54% think its likely that a flexible working request would be treated fairly. A significant 26%, however think that it is unlikely a request would be treated fairly.  Concurrent with Young’s findings about excessive pressure amongst public servants the ORS survey found that 38% of employees said that the part of their job they liked the least was the pressure /stress from the work carried out. 
Extensive research, over decades, as highlighted by Peters and Waterman (1982), has consistently demonstrated a strong correlation between organisational culture and performance. Furthermore, various authors have proposed models that enable organisations to scrutinise their culture effectively and identify areas necessitating improvement. The subsequent section delves into the significance of fostering a positive culture, exploring theoretical frameworks and methodologies to facilitate effective direction and focus.

4 The Importance and benefits of positive culture
4.1 Shein (2019) explained culture as a powerful driver of organisational success, influencing employee behaviour, motivation and performance. Deal and Kennedy (1982) propose that strong cultures provide employees with informal rules about how to behave. Consequently, individuals develop a sense of belonging to an organisation, with a distinct identity. Deal and Kennedy also discuss the influential role of values articulated by leaders' 'heroes’, particularly relevant to MAWWFRS, where many senior leaders emerge from operational ranks, thus garnering respect and serving as visible role models and exemplifying prospects for success. Some however, have critiqued this approach as unfair and subject to nepotism (Nazir 2023. pp. 73-79).
4.2 Nelson and Quick (2011 cited in Maria Corina 2020) assert that organisational culture fosters a sense of identity among members, enhances commitment, reinforces organisational values, and serves as a mechanism for directing and shaping organiational behaviour.  A favourable work culture nurtures psychological safety and a climate where individuals can authentically express themselves; a crucial element for achieving inclusivity.  Edmonson (1999) believes that when individuals feel secure and supported, they exhibit greater confidence in working autonomously, resulting in heightened confidence, motivation, innovation, and elevated levels of job satisfaction Wagner and Hollenbeck (2010) propose that in environments characterised by positive structures, individuals are more attuned to organisational values and comprehend their impact across all facets of the service; relating this to MAWWFRS we can see how a positive culture could lead to reduced dichotomy between operational (Grey Book) and support (Green Book) employees. Luthens and Yusef (2007) discuss how, in positive work cultures, individuals are more inclined towards problem-solving and learning, dedicating less time to blame and criticism.
4.3 Careron and Spreitzer (2012) propose that leadership is compassionate, open and honest. Compassion is now a trait that is nurtured within public sector leadership.  Recent Fire Service reports have collectively indicated a lack of trust in senior leadership, particularly concerning the transparency and fairness of the promotion process, which must be addressed.
5. Analysing Culture within MAWWFRS
0. Firefighting, globally, remains predominantly male-dominated, as highlighted by Perrott (2019). This trend is mirrored in the UK Fire and Rescue Service, where, according to the Home Office (2022), 91.8% of firefighters were men.
0. Lascu, Adi and Moutinho (2012) write about the multifaceted nature of organisational culture, encompassing symbols, stories, ceremonies, rules, norms, attitudes, declared and undeclared values and profound convictions.  The close-knit teamwork within ‘watches’ and strong sense of purpose among firefighters, fosters a unique organisational culture.  Firefighters face frequent danger in the course of their work, their closeness is based on a deep-seated need to completely trust each other. This culture can, however, manifest discriminatory tendencies, despite efforts to promote inclusivity.  Widespread resistance to the #Firefightingsexism campaign of 2018 saw many men respond negatively, to the inclusive change from ‘Fire Man’ to ‘Fire Fighter’ (Nazir. 2022 p6).  In the late 90’s Network Women in the Fire Service was established to influence the equality agenda ensuring the voices of women in the service were heard. The organisation relaunched in 2014 as Women in the Fire Service UK  (Women in the Fire Service UK. 2023).  International Women’s Day provides an opportunity for MAWWFRS to further show their commitment to a fully inclusive service.
0. Hall (1976) explores the complexities of intercultural communication, emphasising the importance of both visible and invisible cultural aspects. Hall relates the observations  to a an iceberg;  while visible aspects include systems, processes, structures and technologies, the invisible, below the surface aspects encompass attitudes, beliefs, values and perceptions. The deeply ingrained culture within the Fire Service is influenced by collective employee behavior, particularly those in positions of responsibility, with microcultures emerging based on location and station type.
5.4	Schein's (2016) culture model, containing ‘artifacts’, ‘espoused beliefs and values’, and ‘underlying values and core assumptions’, provides a framework for understanding cultural dynamics. Addressing all three levels fosters a positive work environment. Initiatives such as removing visible rank distinctions aim to modernise traditional hierarchical structures. The ORS (2023) report noted a hierarchical structure and authoritarian leadership within MAWWFRS, which fights against a culture of engagement and collaboration.
To examine the current culture of MAWWFRS, Schein’s model will be used as a basis for analysis. Schein suggests that the first two layers are more visible and accessible, yet it is the underlying values and core assumptions that really drive behaviour and define the unique organisational culture.  It is at the latter level that we need to begin our influence and change work.
5.4.1 	If we begin by considering the outer layer artefacts, which, in its most visible form we find dress code, office space layout and observed behaviour / rituals, we find a history of uniform showing rank. People are proud of the uniform and it is part of deep seated culture.  Rank or status is used to obtain compliance as part of a traditional command and control model. Baignet (2022) believes that uniforms reinforce hierarchical differences or elitism creating an ‘us and them’ culture. A short period of removing the visible rank status was trialled in attempt to overcome the outdated, authoritative view of leadership within MAWWFRS. This was quickly reversed as it almost shattered the cultural DNA .   
5.4.2	At the next level, but containing some elements of that described in ‘Artefacts’ we find the importance of respect, hierarchy and establishing relationships.  The ORS audit revealed that line manager value has improved since 2014, however 49% of respondents do not feel like they can express their views and opinions freely with  department heads, group managers and station managers.  In critical incidents command, control and respect for rank and status is vital for everyone’s safety. It is important, that as part of cultural improvement, team work and compliance is achieved by the power of influence to achieve engagement and co-operation 
[bookmark: _Hlk159105766]Developed by the National Fire Chief’s Council (NFCC), the services’ Ethical Principles come from the Core Code of Ethics for Fire and Rescue (2021).  The code is based on the Seven Principles of Public Life known as the Nolan Principles (Committee on Standards in Public Life. 1995).  The Service has recently, redefined core values but there has been criticism that they were developed by Senior Leaders without workforce consultation.  In retrospect, it is recognised that it was not the correct way to proceed but a decision has been made to leave the values unchanged and work on employee buy in.  As Fire and Rescue Services face marked times of change, with a shift towards more management orientated, community focused approach, Thurnell-Read and Parker (2009) identify resistance to and scepticism of strategic planning.  The act of defining values without consultation adds weight to the resistance currently impacting culture within MAWWFRS.
The final layer is ‘underlying values and core assumptions’,these are informal, deep rooted and less visible, yet dominate culture. Within the Fire Service there is often a commitment to solidarity which (centres on masculine identities. Each Watch, however, can vary significantly depending on leadership style and the personalities of members, as well as the influencing factors of the community.   Thurnell-Read and Parker (2009 p.127) reveal how colleagues in leadership or administrative roles are often distanced due to their non manual roles.  

The Fire Service is a traditionally male dominated setting with informal gendered practices which have the power to significantly affect the work life experiences of women who are in the minority (Wright 2016 p.348 cited Brown and Woodfield 2024).  Connell and Messerschmidt (2005) propose two strong influencing factors; the first is the presence of a strong idea that a typical Fire Fighter will display key features of hegemonic masculinity. The second is the regime of male bonding behaviour, which causes and effects power.  Bonding activity typically relates to workplace humour and banter. Ringblom’s research (2022) draws attention towards banter, the alleged humerous and playful interaction between collegues. The playful exchange can facilitate bonding within team but there lays the danger of moving beyond banter compromising inclusion and potentially moving into the something far more damaging as it frequently uses sexualised language and power and control. Foley et al (2022 cited Brown and Woodfield p187) describe collective tolerance of male dominated banter in male dominated organisations,  which can lead to aggressive and disrespectful behaviour. Jorbert and Sorlin (2018) discuss how banter can be used  as an attempted excuse to legitimise sexism, racism, bullying and  harassment. Recent media reporting puts this behaviour under the spotlight, forcing immediate and impactful change.  We can see the use of banter bonding as a link between the second layer of ‘Respect, Hierarchy and Establishing relationships’ and the third layer, ‘Underlying Values’. Baignet (2001) notes how operational and non-operational staff interact effectively together, however operational staff sustain a strong, informal authority that rivals any more formal organisation structure of authority and hierarchy. Baignet also describes Fire and Rescue Services, two-decade attempt, to modernise and attract greater diversity, yet still the Firefighter occupies a powerful position with intersecting characteristics of class, sex, sexuality and ethnicity; typically white, heterosexual males.  Work is needed to get to the heart of the informal value system and microcultures across MAWWFRS, educating employees about the harmful impact inappropriate banter can have and encouraging behaviour aligned to espoused values.
5.4.3	The ORS audit revealed that MAWWFRS employees are unable to show their real selves at work, they described a culture of disrespect and gossip with fear of reprisal if they express feelings.  To some extent we see this happening across the UK Fire and Rescue Services. Institutionalised and deep-seated views and behaviours are no longer acceptable and it’s taking some hard hitting, public exposure to bring about necessary change.
0. Edmonson (2012) proposed that organisational culture is a shared product of shared  learning, as it tackles the problems of external adaptation and internal integration, which is comparable to the proposals of Schein and Schein (2019) who discuss how accumulated learning is a system of beliefs, values and behavioural norms.  There is a current need to create stability yet remain flexible; leaders and the member of the CIWG should base all actions on vision, mission and values.  Flexibility and ability to change and adapt to the internal and external environment come from the service’s structure and operations ,which will need examining as part of cultural improvement.  The Maturity Model (2021) as developed in conjunction with Deloitte, providing a framework to assess the maturity of fire and rescue services organisations in various aspects, such as leadership, governance, operational effectiveness, and collaboration.

Recommendations
To improve a traditional culture will take time; recommendations within this report focus on three emerging key themes for immediate focus: ‘Equality, Diversity Inclusion and Belonging (EDIB)’, ‘Value Based Leadership’ and ‘Internal Communication’.  
6.1 EDIB
6.1.1 [bookmark: _Hlk159671364]Senge (1990) claims that cultural dissonance must be recognised as part of inclusion and cultural improvements, stressing the importance of understanding the interconnectedness to identify underlying patterns and structures that influence organisational behaviour. The author also discussed the influence of ‘Mental Models’ deeply ingrained assumptions, generalisations and beliefs that shape individuals interpretations of the world.  Challenging and changing these mental models is crucial for addressing negative belief systems that hinder progress in EDIB efforts.  Negative belief systems exist within MAWWFRS and those of most Fire and Rescue services across the UK.  In the wake of recent audits and allegations of misogony, racism, homophobia, bullying, sexual harassment, the ideas of Senge are pertinent.  They stress the need for shared vision to foster commitment, collaboration and collective action towards agreed objectives.  It will be vital that the CIWG achieves this shared vision, collective action and commitment to change from across the service to tackle complex challenges rooted in systemic inequality.  Aligned to Burt’s (2019) views on Nudge Theory (the science behind subtly leading people towards an action or decision) the group could look at ‘Storytelling’ as part of a challenging mental models.
6.1.2 There is good EDIB practice evident within MAWWFR, that is currently not promoted and consequently perceptions of the culture may be causing a barrier to attracting greater diversity of applicants.  Unconscious Bias training could be arranged for all managers; Inclusive Recruitment training for anyone involved in recruitment and selection; Conflict Resolution training for all line managers and Cultural Awareness training for all employees. The ORS survey showed that 27% of respondents say that they have not received any EDI training. It is important to design and implement a range of EDIB related programmes that feature as a central part of continuous professional development across the employee life cycle.
6.1.3 The EDI officer and the CIWG need to build positive relationships with the community through outreach programmes and community events to strengthen trust in the Fire Service in Wales particularly in the shadow of the findings of The South Wales Fire Service.  This will also help with planned positive action.
Costings
	Maturity Model assessment
	£667,00

	Change Champion Training
Positive Action
Site checks 
Menopause and Menstruation Policy
Zero Tolerance Policy
Improved use of EDI data
	Time of EDI Officer 
£20,000

	Employer Brand
-Website
-New signage
	
£3,000
£10,000

	IWD Event
	£4,800

	Implement EDIB events
	£13,500 annual budget

	EDIB related training
	£2,000

	
	£53,967




6.2 Value Based Leadership
[bookmark: _Hlk159671482]6.2.1	The role of leaders in understanding, shaping, and leveraging organisational culture is crucial for achieving strategic objectives and developing a positive work environment. Cultural improvement relies on commitment, consistency, and stability, and requires engagement methods tailored to different employee groups. Dyer (2018) proposed the Seven Pillars of Cultural Success, which can provide a framework for leadership, identified as Transparency, Positivity, Measurement, Acknowledgement, Uniqueness, Listening, and Mistakes.  This model could be used as guiding principles for the work of the CIWG.  
6.2.2 	Authenticity in organisational culture, as emphasised by Geoff and Jones (2013), fosters employee engagement and performance by creating an environment where employees feel a genuine sense of belonging. Similarly, Brown (2018) emphasises authentic leadership, advocating for vulnerability and empathy while aligning personal values with actions to drive positive change. 
6.2.3 	Consistent and stable leadership is an enabler of cultural change.  The publication of the SWFRS report saw the resignation of the Chief Fire Officer, leading to great concerns of how the necessary changes would be led.  Welsh Government consequently revoked all powers from the fire authority and replacing it with four government appointed commissioners to oversee the required reforms.  At MAWFRS we see a stable, visible and proactive Executive eadership. all fully receptive to the necessary changes. Staff engagement is crucial in cultural improvement initiatives, and its encouraging that we see active involvement from across the service.  Commitment to embedding the new vision and values is necessary, with values serving as the basis for decision-making at every level. 
6.2.4 	While HR transformation has focused on flexible working procedures, there's a need for a more modern approach to create a dynamic, development-focused, and agile service. Addressing stress-related absences requires a shift away from employer-centric policies and oppressive leadership towards inclusive, supportive, and compassionate leadership. A proactive Business Partner approach can help embed changes and rebuild morale, as demonstrated by Greater Manchester Fire and Rescue Service (Allen 2009).
6.2.5 	The CIPD Health and Wellbeing at Work report (2019) stated that 37% of employers have seen an increase in stress related absence, attributing this to heavy workloads and poor management styles.  It is important to plan strategy that considers the suggestions proposed by Sinclaire and Suff (2024) that is the need to move away from pro employer policies that treat employees as workshy and also from heavy handed and oppressive leadership at any level. Leadership training could be provided, focusing on being inclusive, supportive and compassionate.
Costings
	Maturity Model Assessment
	£667,00

	Launch and embed new values and behaviours


Posters, coasters and lanyards
	Proportionate time of EDI Officer for this priority 
£8,000

£2000


	Review HR Transformation Project
	£2,000


	Inclusive leaders training
	£5000

	
	£17,667




6.3  Internal Communication Channels
[bookmark: _Hlk159672200]6.3.1	The MAWWFRS survey indicates a disconnect between employees and Executive Leadership Team (ELT), highlighting the necessity for transparent communication channels. While a ‘speak up’ service exists for reporting issues like harassment bullying and poor behaviour, there is no formal mechanism for staff to contribute ideas and opinions for strategic planning. Effective communication, as identified by Dyer (2018), involves both downward and upward flows within the organisational hierarchy, yet current practices lack consistency and efficacy, fostering subcultures that may harm the service. In addition to formal channels such as appraisals and surveys, it's crucial to explore informal avenues for employee feedback. The ORS survey revealed that MAWWFRS does not have a culture of free speech and engagement, with 8% noting that views and opinions are not taken seriously or responded to.
[bookmark: _Hlk159703129]6.3.2	According to ORS audit results, 77% of respondents receive information through Chief Fire Officer Memorandums but only 68% receive information through Department/WatchTteam and other meetings, 52% receive information informally through line managers. Work is needed for consistent messaging from ELT through departments, into teams. The survey noted that there was lack of opportunity to speak directly to the ELT due to rank structure. ELT will need to consider how to strengthen channels of employee voice.
6.3.3	To enhance the accuracy of responses of the Culture Survey and valid representation, focus groups and interviews could be conducted with a representative sample across the service.  This would add further qualitative data to analyse improvements required in communication strategy.
Costings
	Maturity Model Assessment
	£667,00

	Review communication strategy
	£2,000
Proportionate time of EDI Officer for this priority 
£7,000

	Interviews and Focus groups
	£5,000

	
	£14,667



Conclusion
In conclusion, effecting culture change within the service demands a comprehensive, multi faceted approach, as historical initiatives have often faltered due to inadequate follow-through. As emphasised by Collins (2001), sustained success hinges on disciplined execution of strategies and initiatives, over time. Collins contends that truly outstanding organisations achieve higher levels of focus and discipline through consistent, incremental progress toward a shared vision, eschewing reliance on dramatic transformations. This report has endeavoured to elucidate the significance of culture and its role in shaping the future of the Service. Employing Schein's Three-layered model, an evaluation of the current cultural landscape, has been provided, including the strategic approach to providing good work and the ensuring overall wellbeing of the workforce. The paper aims to provide service leaders and the CIWG with insights into the challenges ahead. By identifying strengths, weaknesses and potential areas for improvement, this analysis aims to furnish a roadmap for initial progress. The report culminates in key recommendations, encompassing EDIB, Value-Based Leadership  and Internal Communication.   Detailed actions, resources and cost implications are outlined in Appendix B.





Appendix A
Key results from the MAWWFRS Cultural Audit set against the CIPD Seven Dimensions of Good Work
	Seven  Dimensions
	ORS Audit Survey results

	Pay and Benefits
	33% said that their pay was the least enjoyed element of their job

	Contracts
	9% believed that an increase / fair pay would increase job satisfaction

	Work-Life balance
	58% of respondents agreed that they are able to balance their working life with home life, this rose from 44% at the last survey yet still indicates work is needed around workplace wellbeing.

	Job design
	52% feel that line managers allow them to use initiative
94% understand how their work supports the Service in achieving its goals
60% understand the Services Commitments within the Strategic Plan and how they affect their work.

	Nature of Work
	94% believe their job is worthwhile
70% enjoy serving the community

	Relationships at work
	82% felt valued by their line manager however this dropped to 59% from Department heads, Group Managers and Station Managers and just 39% from the Executive Leadership team (ELT).
87% of respondents feel valued by their team
81% said working in a team was the most enjoyable part of their job.
72% feel that they are treated fairly at work
Only 32% feel that managers provide a blame free culture.

	Employee Voice
	8% fear that their views and ideas are not taken seriously

	Health and Wellbeing
	38% said pressure from/stress of work carried out was the element of work they least enjoyed
16% say they have personally experienced bullying
12% say they had personally experienced discrimination
60% say they understand the Services Improvement and Wellbeing Objectives, however 13% had not heard of them.



Appendix B -Culture and Improvement Working Group (CIWG) Action Plan, February 2024
	Suggested Action
	Linked to Key Development Area
	Resources needed
	Cost
	Priority
	Intended Impact

	Culture and Improvement group members training session on the Maturity Model by NFFR and self-assessment activity
	All three – this is an overarching action
	-Venue
-Refreshments
-Time of Culture and Improvement group members
-Video Conferencing
	Venue including refreshments and video conferencing £2000.

	High – this action will help form the strategic direction for culture and inclusion
	Culture and inclusion members are confident to conduct the self-assessment to inform strategic planning.

	Train and develop EDI Change Champions
	Priority 1 - EDIB
	-EDI Change 
Champion training can be developed and delivered by EDI Officer
-Internal venue
-Training materials
-Time of EDI change Champions


	ED&I Officer £35,000 annual salary. EDI priority allocation £20,000
	Medium
	EDI Change Champions are trained to manage challenges and tackle resistance. They help to build trust and create psychological safety.
EDI change champions identify and minimise the structural barriers and biases across the service, feeding into the strategic direction provided by the Culture and Inclusion group.

	Implement positive action in recruitment to address lack of diversity in terms of Race and Sexual Orientation
	Priority 1 - Equality Diversity and Inclusion (EDIB)
	EDI Officer 

Securing people for a more diverse interview panel from partner organisations /Involvement of EDI Change Champions
	EDI Officer £20,000
	Medium
	People from diverse backgrounds have the effect of altering the behaviour of a group’s social majority. Thinking and problem solving can become more effective. Positive action can help people from minority backgrounds see MAWWFRS as somewhere they could belong.

	Equality Impact assessment of site facilities and ways of working
	Priority 1- EDIB
	Site audits – time. 
No financial cost
	EDI Officer £20,000
	High
	Checking business facilities to ensure they are inclusive is essential for the following reasons:
Inclusive facilities demonstrate a commitment to diversity and inclusion. When businesses prioritise inclusivity, they create environments where people from all backgrounds feel welcome and valued.

	Development and promotion of a Menopause and Menstruation policy
	Priority 1 - EDIB
	Time of Menopause project group
Internal meeting space
	EDI Officer £20,000 
	High
	Menopause and menstruation can have significant physical and emotional impacts on individuals. Having policies in place that provide support, flexibility, and accommodations for employees experiencing symptoms related to menopause or menstruation can contribute to their overall health and well-being and strengthen the commitment to gender equality.

	Development and promotion of a zero-tolerance statement
	Priority 1- EDIB
	EDI officer
Time of CCBD
	EDI Officer £20,000 
	High
	A zero-tolerance statement increases accountability – everyone understands expectations. Employees, partner organisations, stakeholders and the public are aware of the stance.

	Development of the Employer Brand and better promotion through the website
	Priority 1- EDIB
	Website update


	Website design £3,000

New inclusive signage including braille £10,000
	Medium
	-Attraction of diverse talent
-Credibility as an employer of choice
-Greater employee retention
-Builds an engaged workforce

	Improved use of EDI data
	Priority 1- EDIB
	National Fire Chief’s council (NFCC), Diversity and Inclusion Data Toolkit
EDI Officer
	EDI Officer £20,000
	High
	The collecting of EDI data can provide rich and meaningful evidence of inclusivity and help to understand staff and their lived experiences. 
-Data can be used to identify gaps and biases and help to form improvement strategy  

	Hold event for International Women’s Day (IWD) with the theme of inclusion
	Priority 1- EDIB
	-Key Speaker
-Venue and refreshments
-Trainers
-Internal staff
Resources – free from International Women’s Day
	Key Speaker fee £2000
Venue and refreshments £2000
Micro learning session trainers £800.
	High
	IWD serves as a platform to raise awareness about gender inequality and the ongoing struggle for women's rights. It provides an opportunity to advocate for equal opportunities, rights, and representation for women in all aspects of life. We will make the event inclusive by including an element of ‘Men as allies’

	Ensure all the events within the recently devised EDI calendar are planned and implemented
	Priority 2 - EDIB
	Each event requires a variety of resources. All led / co-led by EDI Officer
	Annual budget of £13,500 to support cultural and inclusion initiatives.

EDI Officer £20,000
	High
	There is a shared vision, collective action and commitment to change, across the service

	Develop the package of EDI related training including:
Unconscious Bias; Inclusive Recruitment; Conflict resolution, Cultural awareness
	Priority 2 - Value Based Leadership
	ED&I Offer has capability to develop and deliver these programmes. Four days development per course. 
	
Approximately £1000 for internal development

£1000 to develop pre-recorded sessions.

	Medium
	Training leaders in these topics will raise awareness and understanding, help build a positive workplace culture, preventing discrimination and harassment, enhance inclusive and compassionate leadership. It contributes to creating an inclusive and equitable workplace where everyone can thrive and is motivated, happy, and high performing

	EDI Officer to work in collaboration with EDI officers in North and South Wales Brigades to address the concerns and recommendations of Welsh Government
	Priority 1 - Equality Diversity and Inclusion
	Travel Expenses
	EDI Officer £20,000

Travel costs - various
	High
	Collaborative approach to culture change across the three regions, sharing good practice and raising the confidence of the communities served.

	Launch the new values of MAWWFRS
	Priority 2 - Value Led Leadership
	-Posters, lanyards and coasters
-Update of website
-Internal signage
-Promotional video-
-ELT launch
	ED&I Officer £35,000 annual salary.  Value Based Leadership priority allocation £8,000.

Printing of posters, lanyards and coasters £2000

Promotional video - in house editing no financial cost.

	High
	launching new values is important for reinforcing company culture, reflecting changes in direction, inspiring employee engagement, improving decision-making at all levels, attracting talent, and building trust and credibility. 

	Review the impact of the HR Transformation Project and consider further action that could be taken to move towards a healthier, empowered, and agile workforce with a Business Partnering approach
	[bookmark: _Hlk159762765]Priority 2 - Value Led Leadership
	HR Management Team and Senior HR Advisors
	£2000 for review

EDI Officer £8,000 
	Medium
	This can help identify opportunities for continuous improvement. to optimise processes, systems, or practices.
-Evaluates employee satisfaction. 
-Gives insight into what else needs to change in terms of developing an agile HR Business Partnering approach

	Roll out the Inclusive Leaders programme
	Priority 2 - Value Led Leadership
	People and Organisational Leadership Team
	£5000
	High
	Training aims to:
-Promote diversity and inclusion.
-Enhance employee engagement.
-Reduce bias and discrimination.
-Improve team working.
-Attract and retain talent.
Enhance Employer Brand.


	Review the mechanisms in place for effective two-way communication.
	Priority 3 - Internal Communications
	ELT and Senior Leaders

Sub Group – Culture and Improvement
	£2000 for review
EDI Officer £8,000
	High
	-Balanced communication
-Valuable feedback loop
-employee satisfaction and retention as people feel heard.
-Promotes culture of innovation and adaptability.
-People feel valued.
-improved problem solving.

	Conduct focus groups and interviews to add qualitative data to the ONS Audit
	Priority 3 - Internal Communications
	EDI Officer
Interview Team
	£5000
EDI Officer £8,000
	Low
	Qualitative data provides rich, in-depth insights into the nuances of organisational culture that quantitative data alone cannot capture. It allows employees to express their thoughts, feelings, and experiences in their own words, providing a deeper understanding of the cultural dynamics.  People may share concerns more freely face to face.

It could help shape a more accurate picture of what is needed for innovation and change
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