9 September 2020
(1)

MEMBERS OF THE AVON FIRE AUTHORITY
Cllrs Bromley, Hopkinson, Jacobs, Johnson, Khan, Lake (Chair), Massey,
Myers and Tucker

(2)

APPROPRIATE OFFICERS

(3)

PRESS AND PUBLIC

Dear Member
You are invited to attend a meeting of the People and Culture Committee to be held
on Thursday 17 September 2020 commencing at 10.30am.
The meeting will be held using a virtual facility called Zoom and joining instructions
will follow.
The agenda is set out overleaf.
Yours sincerely

David Daycock
Deputy Clerk to the Fire Authority

Clerk to Avon Fire Authority
Police and Fire HQ, Valley Road, Portishead, Bristol BS20 8JJ
Telephone 0117 926 2061 Extension 231 Fax 0117 927 2908
the.clerk@avonfire.gov.uk
Working in partnership with the Gambia Fire & Rescue Service (GF&RS)
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Notes
Attendance Register: Attendance will be recorded by the Democratic Services
Assistant and recorded within the Minutes of the Meeting.
Code of Conduct – Declaration of Interests: any Member in attendance who has a
personal interest in any matter to be considered at this meeting must disclose the
existence and nature of that interest at the commencement of that consideration, or
when the interest becomes apparent. A Member having a prejudicial interest must
withdraw from the meeting room or meeting whilst the matter is considered.
Contact: for any queries about the Meeting please contact Democratic Services on
0117 926 2061 ext. 231; or by e mail at the.clerk@avonfire.gov.uk; or in person at
Police and Fire HQ, Valley Road, Portishead, Bristol, BS20 8JJ (by appointment
during normal office hours only).
Emergency Evacuation Procedures: these will be advised at the start of the
Meeting if appropriate.
Exempt Items: Members are reminded that any Exempt Reports as circulated with
this Agenda contain exempt information and should therefore be treated accordingly.
They should not be disclosed or passed on to any other person(s). Members are also
reminded of the need to dispose of such reports carefully and are therefore invited to
return them to the Deputy Clerk at the conclusion of the Meeting for disposal.
Inspection of Papers: any person wishing to inspect Minutes, Reports, or a list of
the background papers relating to any item on this Agenda should contact
Democratic Services as above.
Privacy Notice: the public part of the meeting will be recorded and uploaded to our
YouTube channel so the public can view our decision-making. Images and voice
recordings are considered personal information which we process for the purpose of
fulfilling a public task (openness and transparency of decision-making) within Article
6(1) (e) of the General Data Protection Regulation (GDPR). If you have any queries
about this then please contact Democratic Services as above. Our full Privacy Notice
can be found on our website at https://www.avonfire.gov.uk/privacy-and-cookies
Public Access: under Standing Order 21 and providing 2 clear working days’ notice
has been given to the Deputy Clerk (the.clerk@avonfire.gov.uk) any resident or
representative of a business or voluntary organisation operating in Bristol, South
Gloucestershire, Bath and North East Somerset or North Somerset Council.
Public Access Statements will not be able to be presented at the meeting by the
author but will be received by Members and published along with the minutes of the
meeting. There is a time limit of 30 minutes for Public Access.
Reports: reports are identified by the relevant agenda item number.
Substitutes (for Committees only): notification of substitutes should have been
received from Group Leaders by the Deputy Clerk prior to the meeting.
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AGENDA
1.

Apologies for Absence

2.

Emergency Evacuation Procedures

3.

Declaration of Interests

4.

Chair’s Business

5.

Minutes of the Ordinary Meeting of the People & Culture Committee held
on 15 May 2020

6.

Public Access

7.

DICE Strategy and Culture Change Update

8.

HR and Recruitment Update

9.

Verbal Update
Covid-19 – Impact on Employees

10. Member Discussion
Impact of Covid 19 - to include impact on the Service, Staff and our
communities, BAME and Black Lives Matter
11. Verbal Update
Cultural Survey Next Steps
12. Date of Next Meeting: 10 December 2020 at 10.30am
13. Exclusion of Press and Public
To resolve:
“That the public be excluded from the meeting during the following items of
business on the grounds that they contained exempt information pursuant to
Schedule 12A, Part I, Paragraph 1 and 3 of the Local Government Act 1972 and
that in accordance with Schedule 12A, Part II, paragraph 10 of the Local
Government Act 1972 the public interest in maintaining the exemption
outweighs the public interest in disclosing the information.”
14. Confidential Minutes of the Ordinary Meeting of the People & Culture
Committee held on 15 May 2020
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PEOPLE AND CULTURE COMMITTEE
15 MAY 2020
MINUTES OF MEETING
PRESENT: Councillors Clough, Hopkinson, Jacobs, Johnson (attended from 11am), Lake
(Chair), Massey
The meeting commenced at 10.30 am.

36.

APOLOGIES FOR ABSENCE
Apologies for absence were received from Councillors Myers, Shearn and Tucker.

37.

EMERGENCY EVACUATION PROCEDURES
Officers explained the emergency evacuation procedures.

38.

DECLARATION OF INTERESTS
There were no declarations of interest by Committee Members.

39.

CHAIR’S BUSINESS
1. The Chair explained the meeting process as the meeting was being held using the
Zoom video conference facility;
2. The Chair passed on the thanks of the St. Paul’s Community to the Fire & Rescue
Service during the Covid crisis;
3. An appeal was made for any unused IT equipment to be donated and which could
be donated to people who were digitally excluded;
4. Following a request from the Assistant Chief Fire Officer, Service Delivery, the
Chair asked that agenda item 15 be taken prior to agenda item 14, the Committee
agreed to do this.

40.

MINUTES OF THE ORDINARY MEETING OF THE EMPLOYMENT COMMITTEE
HELD ON 5 MARCH 2020
RESOLVED – that the Minutes be approved as a true record and signed by the Chair.

41.

PUBLIC ACCESS
No representations had been received.
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42.

DICE STRATEGY AND CULTURE CHANGE (VERBAL UPDATE)
The Committee received a verbal update from the Culture & Inclusion Manager (CIM)
regarding the DICE (Diversion, Inclusion, Cohesion and Equality and Cohesion)
Strategy and Cultural Change.
Key points were –
1. Cultural change and DICE strategy working on demographic information, especially
Vulnerable Adults, and other relevant data to identify agencies to help with
outreach and training in and around Bristol. This included reaching out to Gypsy
Traveller groups and boating communities;
2. Community engagement work with SARI ongoing to access emerging community
groups and establish relationships with educational establishments. Also looking at
recruitment processes with SARI with the goal of removing unconscious selection
bias;
3. Building and strengthening relationships with the criminal prosecution process and
removing bias including bias training;
4. Assessing impact of Covid-19 on Black, Asian and Minority Ethnic (BAME),
Lesbian, Gay, Bisexual, Transgender and Bisexual (LGTB), elderly, disabled and
other minority and vulnerable groups, working with South Gloucestershire race
equality network also;
5. Inclusion training for middle managers to be given by an external trainer via
workshops of approximately 4.5 hours for 15-20 people at each session;
6. The New DICE Officer would review current policies and undertake equality impact
assessments;
7. Collecting data for the internet page so managers could have
demographic
information on communities;
8. Cultural exchange pilot workshops had been set up; six in total, two had already
taken place and went well. The first with middle managers had a good response
however the second with Bath/Chew Magna was more challenging.
9. The Workshops, post Covid-19 crisis, would continue. In the meantime virtual
options would also be considered to maintain the cultural journey.
RESOLVED – that the verbal update be noted.

43.

HUMAN RESOURCES RECRUITMENT UPDATE
The Committee received an update report from the Human Resources Manager on
recruitment and primarily focussed upon the current Whole-time Firefighter recruitment
campaign which opened on 16 March 2020.
Members were advised that despite the Covid-19 pandemic the Whole-time
recruitment process had launched as planned with the registration process, initial
selection tests and application form being conducted successfully online. The following
stages of the selection process would be on hold until the Government lockdown
restrictions were lifted, all candidates had been informed of this.

5

During discussion the following points were emphasised –
1.
2.
3.
4.

The lack of diversity from applicants was disappointing;
More data analysis of the recruitment process would follow;
Shortlisted applicants would be considered for both quality and diversity;
Reasons why some candidates did not choose to take the online selection tests
would be investigated and e-mails had already been sent to those involved. It was
considered that ‘busy lives’ during lockdown and technical issues might have
played a role in this;
5. Members were advised that candidates were encouraged to check e-mails;
6. There would be a further report presented to the Committee at the end of the
recruitment campaign so that lessons for the future could be learned;
7. Face to face elements of the recruitment process could only proceed once the
Government lockdown and social distancing guidance had been lifted.

RESOLVED – that the report be noted and that a further update report be
provided once the Covid-19 restrictions had been lifted.

44.

ANNUAL REVIEW OF EMPLOYMENT CASES 2019/20
The Committee received a report from the Human Resources Manager detailing the
number of formal discipline, grievance and other employment cases within the Service.
Members were informed that the numbers of discipline and grievance cases were
clearly on a downward trend and that culture related cases, especially female cases
were similarly reducing. The number of cases, in the context of total staff numbers
within the Service, was low.
RESOLVED – that the report be noted against the context of the Cultural Review
outcomes and HMICFRS report.

45.

GENDER PAY GAP 2019 AND ETHNICITY PAY GAP DATA 2019
The Committee received a report from the CIM in respect of the Gender Pay Gap for
2019 and the Ethnicity Pay Gap for 2019 noting that provision of ethnicity data was not
a legal requirement at the current time, but that Avon Fire Authority (AFA) had chosen
to provide the information in accordance with best practice.
Members were advised that gender issues were easier to resolve as ethnicity issues
remained harder to address. It was anticipated that the Authority’s recruitment strategy
would go some way to mitigate this.
RESOLVED –
1. That the publication of the Gender Pay Gap for 2019 be noted;
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2. That the content of the Ethnicity Pay Gap, for the Avon Fire Authority only,
be noted.

46.

DATE OF NEXT MEETING
RESOLVED - that the date of the next meeting be agreed as Friday 26 June 2020
at 10.30hrs.

47.

EXCLUSION OF PRESS AND PUBLIC
RESOLVED that the public be excluded from the meeting during the following items of
business on the grounds that they contained exempt information pursuant to Schedule
12A, Part I and 3 of the Local Government Act 1972 and that in accordance with
Schedule 12A, Part II, paragraph 10 of the Local Government Act 1972 the public
interest in maintaining the exemption outweighs the public interest in disclosing the
information.

48.

CONFIDENTIAL MINUTES OF THE ORDINARY MEETING OF THE PEOPLE &
CULTURE COMMITTEE HELD ON 5 MARCH 2020
RESOLVED – that the Minutes be approved as a true record and signed by the Chair.

49.

JUDICIAL MEDIATION SETTLEMENT – FIREFIGHTER B
The Committee received bespoke legal advice and clarity was given on the claim.
RESOLVED –
That a settlement agreement be sought with Firefighter B bearing in mind the
upper limits in place.

50.

IHR – FIREFIGHTER A
The Committee considered an application for Ill Health Retirement (IHR) pension
benefits.
RESOLVED – that IHR pension benefits be awarded at the higher tier for
Firefighter A.

……………………………
Chair
Meeting ended at 11.48 am
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AVON FIRE AUTHORITY

MEETING:

People and Culture Committee

MEETING DATE:

17th September 2020

REPORT OF:

Chief Fire Officer / Chief Executive

SUBJECT:

DICE Strategy 2019/22

1.

07

SUMMARY
This report provides an update on the Diversity, Inclusion, Cohesion, Equality
(DICE) strategy for 2019/22 activities and the Culture Change Programme.

2.

RECOMMENDATIONS
The Fire Authority / Committee is asked to:
a)
b)

Note the content of the report and the DICE strategy
Note the content of the report for the Culture Change Programme

3.

BACKGROUND

3.1.

DICE strategy update
The DICE team is working with Risk Reduction to ensure the actions under
the Safe and Well Visits section are accurate and realistic following their
review of the DICE strategy. A number of inaccuracies identified require
amendment to bring them in line with expectations in terms of the support
Risk Reduction requires from the DICE team. This section of the strategy is
currently under review and all amendments will be completed by the end of
September.

3.2.

The DICE team have attended regular steering meetings and workshops with
Bristol Council’s Human Resources Leadership Group (HRLG), Race Equality
Strategic Leadership Group (RESLG), Bristol Women’s Voice and Stand
Against Racism & Inequality (SARI). We intend to increase our engagement
with BANES and North Somerset in due course.
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3.3.

In addition to sharing best practice on Equality Diversity and Inclusion, the
DICE team also support and plan the delivery of events and initiatives that
aim to improve the delivery of our services and encourage under-represented
groups to consider our organisations as employers of choice.

3.4.

DICE is supporting Corporate Communications by advising on how the
Service can improve its marketing strategies in terms of website content and
truck wrappings, in particular visual images that can help to attract
underrepresented groups who may not consider the Fire Service as a career
choice.

3.5.

Corporate Communications and DICE are currently seeking a community
based designer to create an image for a truck wrapping in celebration of Black
communities ahead of Black History Month celebrations in October.

3.6.

DICE, HR and Corporate Communications are working with the DWP and
Bristol City Council to realise the potential for participating in online virtual job
fairs whilst containment rules remain in place. All three departments are
currently discussing the potential for setting up a planning group to explore
options for participating in external virtual events in the future.

3.7.

The Service was not able to attend any annual festivals such as St Pauls
Carnival and Pride Bristol/Bath this year due to the Covid19 pandemic.
However, the Service supported Weston Super Mare Pride event online with
a time-lapsed video of a truck wrapping, local media involvement and
activities on Social media and at fire station.

3.8.

The DICE team has revised in-house DICE training and this is now a
compulsory part of the induction process for all new starters. To date, new
Technical Fire Safety and Control staff members have received the training.

3.9.

All Middle Managers are in the process of attending and successfully
completing DICE awareness and Cultural Change training workshops which
are being provided by Simon Nelson of Same Difference Consultancy with
support from the DICE team. Both workshops are tailored to meet the needs
of managers and address specific issues as highlighted in inspectorate
reports and the Cultural Survey.

3.10. The DICE team will work closely on policy development and review when the
new Transformation team are in place. This collaborative work will include;
updating existing Equality Impact Assessment (EqIA) tools in line with the
NFCC model and consulting with managers to ensure our policies are free
from bias and discrimination and do not breach the Service’s Public Sector
Equality duties.
3.11. The DICE officer is currently working with the data delivery team to review
and improve the collection monitoring and analysis workforce diversity
statistics to ensure we address and action the disparities in our workforce and
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enable us to accurately target under-represented groups for recruitment,
promotion and retention purposes.
3.12. The re-run of the culture survey by the end of 2020 has been recently been
discussed at the Cultural Change Working Group Meetings. There is some
concern that the workforce may feel ‘over-surveyed’ if another survey is
conducted this year.
3.13. There have been mini surveys conducted through the Cultural and
Transformation programmes which have produced specific feedback
reflecting how the workforce has progressed with the cultural change. This
has provided the Service with a snapshot of staff attitudes towards the
changes and has helped to identify areas that need more focus and work to
achieve our aims.
Culture Change Update
3.14 The Cultural Working Group launched a series of culture change pilot
workshops February 2020 and delivered two successful sessions before the
onset of containment due to Covid 19 temporarily paused face to face
workshops. The DICE team resumed the sessions during May and
successfully completed the six proposed sessions all being delivered by way
of face to face workshops.
3.15. During May and June, the Cultural Change Steering Committee held five
video sessions incorporating six participants and a steering group host for a
one hour duration using Zoom to keep in contact with Cultural Advocates and
continue momentum of the change programme.
3.16. The DICE and Transformation teams have consolidated themes identified
during the workshops and from the post-workshop feedback forms for
discussion by Culture Change Steering Committee and integration into the
thinking around culture change.
3.17. The Cultural Working Group held a Culture Change Advocates meeting on
Thursday 2nd July. The group invited Simon Nelson ED&I lead for Bristol City
Council and Same Difference Consultancy. The purpose of the meeting was
to stay in contact, update the group on culture change progress and
encourage volunteers to help with planning and delivery of roadshow.
3.18. Simon shared key aspects of his training session with the group and gain
knowledge about the Service’s cultural change journey to enable him to
incorporate it into the DICE training workshop which is followed by a cultural
change workshop led by the DICE officer.
3.19. The DICE team has extended the Culture Change Workshop pilots to all Fire
Control watches which will be delivered through face to face workshops at the
Joint Training Centre during September.
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4.

CONSIDERATIONS

4.1.

Contribution to DICE strategy priorities Culture Change and HMICFRS action
plans
The work detailed within this report contributes to priorities with the DICE
strategy, cultural Change programmes & HMICFRS People
recommendations.

5.

BACKGROUND PAPERS
a)

6.

DICE Strategy 2019/22

REPORT CONTACT
ACFO Simon Shilton
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AVON FIRE AUTHORITY

MEETING:

People & Culture Committee

MEETING DATE:

17 September 2020

REPORT OF:

Chief Fire Officer / Chief Executive

SUBJECT:

Human Resources Update

1.

08

SUMMARY
This report provides an update on Human Resources activities, including the
Wholetime Firefighter recruitment campaign.

2.

RECOMMENDATIONS
The Committee are asked to note the report. Due to the Covid-19 restrictions the
online stages of the selection process were undertaken as normal and the process
was then placed on hold. The Fitness, Strength and National Firefighter Selection
(NFS) Tests are taking place in early September, adhering to strict social distancing
and safety measures to safeguard candidates and employees.

3.

BACKGROUND

3.1.

The Wholetime recruitment process launched on 16 March 2020. A total of 1245
applications were received, although 383 did not meet the basic eligibility criteria.
This resulted in 862 eligible candidates; 114 female (13.2%) and 101 BAME
(11.7%). A significant number of applicants elected not to provide ethnicity
information (102 candidates).

3.2.

These 862 candidates were invited to complete the Behavioural Styles
Questionnaire (BSQ) online test. 145 elected not to complete the test (21 female
and 18 BAME). 190 applicants failed the BSQ test; 28 females (14.7%) and 23
BAME (12.1%). 527 passed this test; 65 females (12.3%) and 59 BAME (11.2%).

3.3.

The 527 applicants who passed the BSQ progressed to the Situational Judgement
Test (SJT). 21 did not complete this (3 female and 4 BAME). 17 applicants failed
(1 female and 3 BAME) and 488 applicants passed; 61 female (12.5%) and 53
BAME (10.9%). These applicants progressed onto the Ability tests (verbal and
numerical).
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3.4.

A total of 17 applicants did not complete the ability tests (2 female and 2 BAME). 58
candidates failed the tests (6 female and 6 BAME). 413 candidates passed these
tests; 53 females (12.8%) and 45 BAME (10.9%). These candidates progressed to
the application form stage.

3.5.

A total of 385 completed the application form. 3 failed due to excessive short term
sickness levels in the past 12 month period (HR consider all cases individually and
ensure appropriate adjustments are made for disabilities, long term medical
conditions or one off illnesses or injuries). A total of 87 candidates declared health
or sickness issues of which only 3 failed the shortlisting process. 235 failed the
shortlisting stage (26 female and 18 BME).

3.6.

The majority of the BME candidates (13) are White/European backgrounds
including Spanish, Hungarian, German, Polish and Rumanian. Further analysis is
required to assess the candidates who categorised themselves as BME at the start
of the selection process to ascertain any potential adverse impact where English is
a second language. This can be more pronounced at application form stage as it
requires the candidate to complete a narrative detailing their skills and experience
and their commitment to our Service values.

3.7.

In order to maintain the required social distancing at the Strength, Fitness and NFS
test stage it was necessary to significantly reduce candidate numbers. The impact
of this will be fully assessed as part of the review at the end of the selection
process.

3.8.

A total of 130 remain in the process (19 female and 1 BME). Unfortunately 9
candidates withdrew from the process due to personal reasons related to Covid-19
(3 female). The Strength, Fitness and National Firefighter Selection Tests are
scheduled to run from 2 September with reduced numbers to ensure strict social
distancing and safety measures. Additional guidance and support for the strength
test preparation was provided to candidates, with specific focus on females. The
past statistics demonstrate that this group is more likely to experience difficulties
meeting the required strength standards. As gymnasiums have been closed since
20 March and only recently re-opened this was likely to have an increased potential
adverse impact.

3.9.

The interviews are scheduled for October and the plan is to conduct these face to
face, adhering to social distancing measures. If the existing restrictions are
tightened the interviews will either be conducted by telephone, zoom or on a 1-2-1
basis, rather than an interview panel.

3.10. Detailed analysis will be undertaken at the end of the selection process to ascertain
impact on under-represented groups. It is recognised that the pandemic has also
had an impact with a higher percentage of candidates from all groups not
completing the various stages of the process or withdrawing themselves.
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COVID 19
3.11. The Human Resources Team have been involved in supporting a significant
number of staff throughout the pandemic, including those who have been shielding
due to their own health issues or due to having household members in a designated
vulnerable category. A range of supportive measures were introduced including
provision of alternative accommodation to enable staff to attend work and live away
from their vulnerable family members. In addition, a number of staff were paid in full
and permitted to shield for a 12 week period alongside their household member
which went beyond the Government guidelines in place at that time.
3.12. Additional support has been provided to staff experiencing physical or mental health
issues associated with the pandemic. The Occupational Health services remained
in place throughout this period, albeit delivered remotely. In addition the existing
counselling provision with Red Poppy was extended outside of normal operating
hours to provide additional welfare support to our staff who volunteered to assist the
SW Ambulance Service Trust. The HR and Health, Safety, Welfare & Wellbeing
Teams supported an increased number of staff experiencing mental health issues
during this period.
3.13. The Service also ensured On-Call staff whose primary employment had been
adversely affected by the pandemic were allowed equal access to apply to
undertake overtime shifts on Wholetime Stations to minimise the financial impact
upon them whilst ensuring operational resilience to the community.
3.14. The Service experienced low numbers of staff self-isolating or off sick due to Covid19 throughout the pandemic. Information and support was provided to staff on a
daily basis initially along with a designated Extranet and frequently asked questions
to provide information and sources of support.
3.15. Long and short term sickness figures are at the lowest level in many years and
further analysis will be undertaken by the HR Team to ascertain the reasons for this.
It is likely that social distancing, lockdown and limited interaction with others,
improved hygiene and other factors related to the pandemic has contributed to this
reduction. In addition the normal commitment of staff to support and protect the
community was further enhanced during this period and this also impacted upon
attendance levels.
4.

CONSIDERATIONS

4.1.

Contribution to Key Policy Priorities
The work detailed within this report contributes to our Service improvement and
cultural change programmes.
It also contributes to the HMICFRS People
recommendations, specifically to increase the diversity of our workforce.
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4.2.

Legal Implications
The Equality Act is complied with, specifically positive action and the actions which
can legally be taken to increase the diversity of applicants and employees.

4.3.

Equality & Diversity Implications
Positive action and recruitment directly links to the Equality Act. Public service
employers are required to undertake actions to increase the diversity of the
workforce and reflect the community they serve by working directly with underrepresented groups.

4.4.

Health & Safety Implications
The work associated with the Covid pandemic, ensuring the safety of staff links to
the Public Health England and HSE guidelines.

5.

BACKGROUND PAPERS
None

6.

APPENDICES
None

7.

REPORT CONTACTS
Karen Shiel, HR Manager, extension 349
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AVON FIRE AUTHORITY
MEETING:

People and Culture Committee

MEETING DATE:

17 September 2020

REPORT OF:

Verbal Update

SUBJECT:

Covid-19 – Impact on Employees

1.

09

SUMMARY
The Culture and Inclusion Manager, Richard Stokes will be providing a verbal
update on this item.
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AVON FIRE AUTHORITY
MEETING:

People and Culture Committee

MEETING DATE:

17 September 2020

REPORT OF:

All

SUBJECT:

Member Discussion: Impact of Covid-19

1.

10

SUMMARY
A member discussion around the Impact of Covid-19 – to include impact on
the Service, Staff and our communities, BAME and Black Lives Matter.
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AVON FIRE AUTHORITY
MEETING:

People and Culture Committee

MEETING DATE:

17 September 2020

REPORT OF:

Verbal Update

SUBJECT:

Cultural Survey – Next Steps

1.

11

SUMMARY
The ACFO Simon Shilton will be providing a verbal update on this item.
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