To continue to allow public access to meetings, all
Fire Authority meetings are filmed and footage of
those meetings are uploaded to our web site, as soon
as possible after the meeting has taken place.
However, due to technical issues, despite having
recording equipment at this People & Culture
meeting, it did not record the meeting and no
recording is available. Please accept our apologies
for this.

2 December 2021
(1)

MEMBERS OF THE AVON FIRE AUTHORITY
Cllrs A Brown, Bromley, Davies, Hopkinson, Jacobs, Massey, Monk, Tucker
and Wilcox (to be elected as Chair)

(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 Friday 10 December 2021 commencing at 10.30hrs.
The meeting will be held in the Bradley Stoke Jubilee Centre, Savages Wood
Road, Bradley Stoke, Bristol, BS32 8HL. Parking is available on site.
In order to ensure COVID-19 guidance is adhered to risk assessments have been
undertaken for live meetings to identify, and put in place, the measures required
ensuring that meetings take place safely. Further information is available on our
website www.avonfire.gov.uk and from Democratic Services.
The agenda is set out overleaf.
Yours sincerely

Amanda Brown
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 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.
Public Access: under Standing Order 21 and providing 2 clear working days’ notice
has been given to the 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 may
address the Fire Authority or one of its Committees (for no more than 5 minutes) to
present a petition, make a statement, or as leader of a deputation. 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 Clerk prior to the meeting.

2

A G E N D A (P & C 10.12.21)
1.

Election of Committee Chair for the Municipal Year

2.

Apologies for Absence

3.

Emergency Evacuation Procedures

4.

Declaration of Interests

5.

Chair’s Business

6.

Minutes of the Ordinary Meeting of the People & Culture Committee held
on 17 September 2021

7.

Public Access

8.

Culture Survey Update 2021

9.

Human Resources and Recruitment Update

10. AF&RS Ethnicity Pay Gap 2021
11.

Bristol Race Equality Strategic Leaders Group

12.

Date of Next Meeting: 4 March 2022 at 10.30am
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AVON FIRE AUTHORITY
PEOPLE & CULTURE COMMITTEE
17 SEPTEMBER 2021
MINUTES OF MEETING
PRESENT: Councillors A Brown, Jacobs, Massey (Interim Chair), Monk, Tucker
The meeting started at 1PM
15. ELECTION OF COMMITTEE CHAIR FOR THE MUNICIPAL YEAR
The Clerk reported that at the last meeting it was intended to elect a new Chair for
the 2020/21 municipal year, but this had not been actioned. In the interim period it
had been agreed that Cllr Wilcox would be Chair of the People & Culture
Committee for 2020/21, however as Cllr Wilcox had to give apologies for this
meeting it was agreed that Cllr Massey chair this meeting. This was unanimously
agreed.
16. APOLOGIES FOR ABSENCE
Apologies for absence were received from Cllrs Bromley, Davies, Hopkinson and
Wilcox.
17. EMERGENCY EVACUATION PROCEDURES
The emergency evacuation procedures were explained.
18. DECLARATION OF INTERESTS
There were no declarations of interest from Members. The Assistant Chief
(Service Delivery Support (ACFO (SDS)) declared an interest in agenda item 14.
19. CHAIR’S BUSINESS
Members and Officers introduced themselves.
1. The Chair made a statement regarding the continuing need for room capacity
restrictions due to COVID-19. As no press or public were able to attend in
person, the meeting would be recorded and uploaded to the AFA website.
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2. The Chair explained the voting system for the meeting, i.e. votes against a
motion would be recorded first, followed by abstentions, then votes for.
20. MINUTES
Cllr Massey moved, and Cllr Tucker seconded that the Minutes be approved.
The Clerk explained that an interim report in relation to agenda item 10 for today’s
meeting had been provided as agreed at the last meeting.
RESOLVED – that the Minutes of the People & Culture Committee 17 June
2021 be approved as a true record and signed by the Chair.
21. PUBLIC ACCESS
No public access statements had been received.
22. CULTURE SURVEY UPDATE - 2021
The Committee received a report updating on a follow-up Cultural Survey with all
staff in the Service.
Key points emphasised were –
1. The Service had committed to undertake a second culture survey as a follow
up to the previous survey in 2018.
2. Since 2018, the Service had been implementing the recommendations from
the first cultural review through the culture change action plan and had
delivered on many key actions resulting in some positive changes to ways of
working.
3. The Service was committed to Diversity, Inclusion, Cohesion and Equality
(DICE) and would lead on the culture change programme in collaboration
with colleagues from across the Service.
4. The second culture survey had been initiated to inform on progress on the
key themes highlighted in the 2018 survey and gauge how successful the
Service values and behavioural framework had been embedded.
5. The follow-up survey was launched in June 2021 and had a 35% response
rate, compared with 78% for the first one, with 298 questionnaires being
completed.
6. Overall, the responses received were positive with a tendency toward more
negative responses in those employees with over ten years’ service.
7. There had been a decrease in confidence with respect to career progression.
8. There was evidence that middle managers were performing better regarding
cultural changes.
9. There remained more work to do with the senior management team listening
to employees and getting messages across the whole organisation. The
ACFO (SDS) contextualised this trend by commenting that it was more about
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the narrative than the data. A communication will be sent out to all
employees regarding the narrative.
Arising from Members questions the following points were clarified:
1. The tendency of negative comments for employees with over ten years’
service was possibly due to employees who perhaps had been employed by
AFA for between ten and fifteen years having a more rigid mindset regarding
the cultural changes. More analysis would be done to explore this right down
to Station and Team level.
2. Career progression concerns might be associated with poor communication,
time lags in messaging or possibly emotive issues aligned to success or
failure at promotion attempts within AFA.
3. The results of the Survey would be published next week after the Focus
Working Group approved its release. Members of the committee would also
be contacted so that they could see the full results prior to formal
consideration at its next meeting in December.
The recommendation in the report, as amended, was moved by Cllr Massey and
seconded by Cllr Jacobs.
RESOLVED –
1.
2.

That progress to date with the launch and completion of the second
culture survey be noted.
That Members of the Committee be sent the published report next week
to enable preliminary consideration, prior to the final report being
presented to the Committee at its 10 December 2021 meeting.

23. DICE STRATEGY 2019/2022 AND CULTURAL CHANGE UPDATE
The Committee received a report updating on the Diversity, Inclusion, Cohesion,
Equality (DICE) strategy for 2019/22 activities and the Culture Change
Programme.
Members were informed that since the launch of the current DICE strategy in 2019
there had been several changes within the DICE team which had impacted its
ability to consistently deliver against AFA’s objectives and actions, this had been
exacerbated by the COVID-19 Pandemic. Despite these constraints the Team had
achieved many of its expected outcomes and work on remaining objectives would
continue until the next review in 2022.
Members were advised that to continue raising awareness of the menopause
during the pandemic ‘Talking Menopause’ had been invited to join AFA’s WeR1
talks to discuss support for those experiencing menopause symptoms. It was
noted that further meetings had to be cancelled due to the pandemic, however
further work was now underway to raise awareness, this included liaising with
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Devon & Cornwall F&RS to collaborate with them on their work, the drafting of a
menopause policy for AFA and issues such as improvements to staff uniforms to
allow more comfortable options to be worn.
It was anticipated that arising from Census 21 data there would be increasing
diversity changes in the population and any impacts regarding AFA would be
reported in due course.
The recommendation in the report was moved by Cllr Massey and seconded by
Cllr Jacobs.
RESOLVED –
1.
2.

That the content of the report and the DICE strategy be noted.
That the content of the report for the Culture Change Programme be
noted.

24. INJURY SETTLEMENTS 2020-2021 – LESSONS LEARNED AND ACTIONS
TAKEN
The Committee received a detailed report in respect of personal injury claims
settled over a 12-month period between 2020 and 2021 and the claims handling
procedure. Members were reminded that at its meeting on 17 June 2021, the
Committee asked for a further report to identify what lessons had been learned
resulting from these claims.
Members were informed that the use of the OSHENS/Wellworker system had
evolved in recent years to include wider business functions and commands not
considered within the original design of the system. This had resulted in a
significant amount of manual administration required from the Health, Safety &
Welfare team to support the day-to-day function of the system including the
monitoring of incident investigations.
The HSW team was currently working with the Transformation Team with a view to
replacing the OSHENS/Wellworker system. This required a significant amount of
work to be undertaken to migrate and archive all essential data and it was
considered unlikely that the work would be completed in the next 18 months.
Regarding trend analysis and lessons learned the Health, Safety & Welfare
Manager emphasised that upon the conclusion of an incident investigation and
root cause analysis, the HSW team would discuss lessons learned with
responsible managers and an informal fair culture assessment was undertaken as
part of this process with the focus on learning directed towards improving systems,
procedures, and processes, not just on individual behaviours.
Where deemed appropriate, an organisation wide ‘Fire Alert’ was issued sharing
the incident details and any learnings from the investigation. Where similar trends
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were noted between incidents and claims, the HSW Manager would brief the
ACFO (SDS) and update the corporate risk register to reflect trends and potential
areas requiring further development.
The HSW Manager would also review and update the HSW department strategy to
ensure that work streams and work packages aimed at enhancing the Health and
Safety Management System, (HSMS), were developed and assigned to individual
team members for action.
In answer to Member questions the following points were clarified –
1. The new system was deemed ‘fit for purpose’ as it would use improved
software rather than relying on existing manual systems.
2. The ‘Panel of Learning’ would initially only be utilised for serious cases on an
ad hoc basis, however if it was found to work well it might be rolled out for
other cases.
3. Case work progress would be followed via an action tracker process and
cases could not be closed until approved by the HSW team.
4. The Fitness and Wellbeing target for healthy eating (Appendix 1) was about
using a more sophisticated approach to learning, it was confirmed that work
on this was currently ongoing. However other areas of work such as injuries
had to be given priority.
5. The wording in the ‘Fair Culture Assessment’ of ‘malevolent damage’ was
considered appropriate.
6. Typos in the Appendix noted KPI 2 ‘2020’ to be amended and KPI 4 the letter
‘U’ to be removed from word ‘among’.
The recommendation in the report was moved by Cllr Massey and seconded by
Cllr Jacobs.
RESOLVED –
1.
2.
3.

That the claims handling procedures utilised at Avon Fire & Rescue
Service (AF&RS) be noted.
That the current process for lessons learned from personal injury
claims be noted.
That the proposed developments and enhancements concerning the
Health and Safety Management System (HSMS), incident investigation
procedures and the corresponding training packages be noted.

25. GENDER PAY GAP REPORTING
The Committee received a report updating on the Gender Pay Gap for 2020 and
2021. Members noted that the Gender Pay Gap showed the difference in the
average pay between all men and women in the workforce and compared hourly
rates of pay and bonuses received by gender highlighting any areas of imbalance.
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Key points highlighted were –
1. The pay gap between men and women in Avon Fire and Rescue Service as
of 31 August 2021 had fallen to 0.7% from 4.48%.
2. At least 4 Senior Officers had recently left the organisation which might have
had an impact on the pay gap reduction.
3. Workforce data analysis had shown a slight increase of women in corporate
services roles over the past 12 months from 86 in 2020 to 95 in 2021.
Additionally, data showed a 10% differential in women being paid more than
men.
4. Typos noted - para 5.2 next snapshot date should be 31 March 2021 and
where it states 31 August 2021 in both para 5.2 and 5.4 this should read 31
March 2021.
5. The report would be published online on Monday next week.
6. Currently there was no ‘Mean’ measurement as this was not required by
mandate however this would be looked at and if possible, included for the
December meeting.
7. In future years, the annual Pay Policy Statement would be reported in March
each year and would not include gender pay gap reporting, but instead a
separate Gender Pay Gap report would be presented to the Committee in
June each year, which is the first available committee meeting after the
snapshot date of 31 March.
The Committee unanimously RESOLVED –
1.
2.

That the content of the Gender Pay Gap reports of 2020 and 2021 be
noted.
That the publication of the Gender Pay Gap reports for both 2020 and
2021 be approved.

26. TRAUMA RISK INCIDENT MANAGEMENT (TRiM) UPDATE
The Committee received a report in respect of the Trauma Risk incident
Management (TRiM) wellbeing support provision which provided details in relation
to the TRiM referral process and the number of referrals made within i) the last
quarter and ii) the last 12 months (April 2020 – March 2021).
Members were informed that there were now two Health and Wellbeing Advisers in
post, and this had enabled the Health, Safety and Wellbeing (HSW), team to divide
the TRiM workload into two primary roles: TRiM Manager and TRiM Co-ordinator
with the TRiM Manager overseeing the TRiM process and TRiM practitioner
provision and the TRiM Co-ordinator reviewing incident referrals.
Training had been scheduled for October 2021 for both current and new TRiM
practitioners. With further staff trained the HSW team hoped to increase the uptake
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of the TRiM support provision and reduce the timeframe between referral and
briefing or assessment.
The Committee unanimously –
RESOLVED – that the findings outlined in the report concerning the TRiM
referral process and the total number of referrals made be noted.

27. HR AND RECRUITMENT UPDATE
The Committee received a report updating on activities undertaken by Human
Resources, including recruitment, attendance management and welfare support.
Key points were –
1.

2.

3.

4.
5.

The latest recruitment campaign had concluded with 863 eligible applicants
(12.7% female and 10.5% BAME). The requirement to hold a full driving
licence had been removed and there were 94 applicants (10.9%) who did not
hold a driving license. Whilst there was no significant increase in applicants
from the BAME communities, it was thought likely this change had a positive
impact for candidates who were more socially deprived and/or live-in urban
areas where they could rely upon public transport.
A review had taken place on attendance management and welfare support
processes, involving staff from across the Service. The outcomes of the
review included a full review of the policy and adoption of the NFCC
Attendance Management Policy, regarding best practice gathered from Fire
Services nationally.
The return-to-work interview process would soon be replaced by a welfare
review check amending the emphasis from robust performance management
to concern for welfare and actions which could be taken by the employee and
Service to aid wellbeing and improve attendance. This change was in
response to unanimous staff feedback.
Mental health issues were now a recognised feature including at senior
management level.
Long term sickness accounted for 2.5% of sickness absence and efforts were
now being made to increase employee and line manager involvement at an
early stage and establish regular reviews to facilitate and earlier return to
work.

The Committee unanimously RESOLVED – that the report be noted.
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28.

RECRUITMENT OF A SUBSTANTIVE CHIEF FIRE OFFICER & CHIEF
EXECUTIVE OFFICER
The Committee received a report about the Chief Fire Officer & Chie Executive
Officer (CFO/CE), Mick Crennell, who had announced his intention to retire from
his role with Avon Fire and Rescue Service on 31 March 2022 after completion of
30 years’ pensionable service. A recruitment process was now required to appoint
a successor.
The Clerk advised Members of a proposed amendment to the recruitment process
timeline as set out in Appendix 1 of the report, that in advance of the next full Fire
Authority meeting on 15 October 2021, the Clerk be authorised to approach the
members of the Fire Authority for delegated authority to advertise the post of the
CFO/CE to commence the appointment process and to avoid unnecessary delay.
The Fire Authority would be updated on progress at its meeting on 15 October
2021.
The recommendation in the report, as amended by the Clerk, was moved by Cllr
Monk and seconded by Cllr Jacobs.
RESOLVED –
1.

2.

3.

4.

That the outline/draft recruitment process, job description & person
specification, application form and the advert for the role of CFO/CE be
confirmed.
That the Clerk be appointed as the lead officer in consultation with the
HR Manager along with the CFO/CE as a technical advisor to the
Committee.
That in advance of the next full Fire Authority meeting on 15 October
2021, the Clerk be authorised to approach the members of the Fire
Authority for delegated authority to advertise the post of CFO/CE, in the
interests of brevity, to commence the appointment process.
That the full Fire Authority be updated on progress at its meeting on 15
October 2021.

29. DATE OF NEXT MEETING
The date of the next meeting would take place on 10 December 2021 at 10.30am.

-----------------------------------------------------------------Chair

The meeting ended at 3.20 pm
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AVON FIRE AUTHORITY

MEETING:

People and Culture Committee

MEETING DATE:

10 December 2021

REPORT OF:

Chief Fire Officer/Chief Executive

SUBJECT:

Culture Survey Update 2021

1.

08

SUMMARY
This report provides an update on results from the second culture survey and
details the next steps in evolving the culture change in Avon Fire and Rescue
Service.

2.

RECOMMENDATIONS
The Committee is asked to:
a)

Note the content of the report

3.

BACKGROUND

3.1

Since the statutory inspection in 2017 which highlighted particular concerns
regarding the culture at Avon Fire and Rescue Service (AF&RS), the Service
has committed to explore the reality of the culture and implement a
programme of change which aims to create a better place to work.

3.2

In 2018 the Service carried out a cultural review which included a survey
followed by a qualitative review consisting of focus groups and one-to-one
interviews. The findings identified four key themes below:
o A strong Command & Control management style – with low empowerment
of staff at all but the most senior levels
o Staff feeling overstretched, undervalued and mistreated
o Dominance of the (male) wholetime workforce – with deeply entrenched
divisions
o Professional and close-knit teams
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3.3

We launched our culture change programme in 2019 and published, 'Making
Avon Fire & Rescue Service a Better place to Work', from which the culture
change action plan was formed. We also released a set of revised
organisational values and a behavioural framework to support the work on
culture change. There has been a consistent programme of work to
implement the recommendations from the first cultural review and we have
delivered on many key actions which are broadly recognised across the
Service.

3.4

A second culture survey was conducted in June this year to provide the
Service with a snapshot on progress since the initial survey and the roll out of
the culture change programme. We commissioned an external provider,
Opinion Research Services (ORS) to carry out the online survey which
went out to all existing staff for two months.

3.5

A total of 298 questionnaires were completed, giving a 35% response rate,
which was 50% less than previously achieved, but provided sufficient
data
and information for us to measure our progress against the
recommendations from the first culture survey.

3.6

A brief analysis of the draft report in August highlighted some key findings
which were presented to People and Culture Committee members in
September prior to sending out the final version.

4.

FINANCIAL IMPLICATIONS

4.1

This report has no financial implications.

5.

KEY CONSIDERATIONS

5.1

ORS and the culture survey working group agreed that while this quantitative
survey has effectively provided a ‘snapshot’ of progress since 2018,
including some positive improvements and areas of high performance, the
Service would benefit from further research into the areas which need
improvement. We have therefore instructed ORS to undertake some
qualitative research with employees using focus groups with a start date in
late January 2022 to be confirmed.

5.2

The survey results have shown that the majority of statements have seen
significant increases in agreement notably a 17 percentage point increase in
those who feel positive about the future direction of the Service. Equally
encouraging findings show high performance ratings for statements regarding
managers across a range of areas such as job flexibility, response to needs of
teams and behaviour that is consistent with the Service values and behaviour
framework.

5.3

There are however, four key areas for consideration that have been identified
and require further research to understand the underlying issues associated
with responses to the statements. These are:
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1. Low level of agreement that employees feel confident challenging
unacceptable behaviour amongst senior staff.
2. Employees with over 10 years' service with AF&RS are more likely to
show low levels of agreement across a variety of different statements.
3. 25% of respondents reported personal experiences of discrimination,
prejudice, harassment or bullying, with Gender/Race/Colour/Ethnic
origin and nationality featuring as highest reasons.
4. 28% of respondents disagreed that senior leaders demonstrate the
service values and live by the Values and Behaviour Framework.
5.4

We have instructed ORS to undertake some qualitative research into the
above key areas for concern and deliver four focus groups to explore the
findings in more detail. The planning for this will begin in December with the
issuing of a registration of interest questionnaire and a topic guide. ORS
intend to follow up with invitations to be sent to volunteers early in the New
Year, with a potential start date towards the latter end of January 2022.

5.5

The qualitative information collected from these focus groups will be analysed
and in addition to the findings from the quantitative review, will be used to
assist with the revision of 'Making Avon Fire & Rescue Service a Better
Place to Work' and updating the associated culture change action plan.

5.6

The DICE unit will also use the information to update and/or create new
objectives for the revised DICE Strategy and the second phase of the
DICE training programme in 2022.

6.

RISKS

6.1

There are no risks identified within this report.

7.

LEGAL/POLICY IMPLICATIONS

7.1

There are no legal or policy implications in this report.

8.

BACKGROUND PAPERS
People and Culture Committee - Culture Survey 2021 (17th September 2021).
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9.

APPENDICES
None

10.

REPORT CONTACT
ACFO Simon Shilton, ext. 234
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AVON FIRE AUTHORITY

MEETING:

People & Culture Committee
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REPORT OF:

Chief Fire Officer / Chief Executive

SUBJECT:

Human Resources and Recruitment Update

1.

09

SUMMARY
This report provides an update on recruitment, establishment and succession
planning.

2.

RECOMMENDATIONS
The People & Culture Committee is asked to:
a) Note the content of the report.

3.

BACKGROUND

3.1

An external Firefighter recruitment and selection process was conducted
earlier this year to fill two training schools, each with 24 places allocated, in
January and April 2022. The final stages of the pre-appointment checks are
underway resulting in 48 Firefighter job offers.

3.2

The Fire Authority have been updated on the impacts of the national Pension
Employment Tribunal ruling which will significantly increase the number of
operational staff retiring in 2021 onwards. Succession planning meetings
take place on a quarterly basis with stakeholders across the organisation to
ensure planning assumptions are accurate and review a range of options to
fill vacancies. It is anticipated that a minimum of 30 staff will retire over the
next 12 months. It is not possible to absolutely predict retirements as there
are a range of complexities and factors which impact upon this. In the
majority of cases those retiring are age 50 plus with 30 years’ service and
planning assumptions are made on this basis. The planning data also
includes worst case scenarios; those age 50 plus with 25 years’ service,
those who have pension protection or have retired and been re-employed.
This data is kept under regular review and employees are encouraged to
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advise the Service of their intentions to retire in advance to help educate the
succession planning modelling.
The total funded establishment for
operational staff is 487 and the headcount is currently 471 (as at 10
November 2021).
4.

FINANCIAL IMPLICATIONS

4.1

This report has no direct financial implications for the People & Culture
Committee to consider. Regular updates on the overall staffing budget and
savings resulting from vacancies is reported to the Fire Authority as part of
the financial updates.

5.

KEY CONSIDERATIONS

5.1

The impact of increased retirements presents the Service with a risk in
relation to loss of experience and specialist skills. In addition to the external
recruitment process, an external transfer advertisement remains open on the
National Fire Chief Council (NFCC) website. The Service employed 6
competent trained Firefighters through this process in October and there are a
further 12 Firefighters currently on-hold pending a selection process. This
situation will be reviewed in early 2022 to consider employing further
transferees if required.

5.2

An On-Call to Wholetime Transfer process resulted in 6 staff transferring duty
systems in October. There is a small reserve list and the potential to run a
further transfer process next year if the number of retirees exceeds the
expected level. In addition as part of the review of the degradation plan in
response to the Covid-19 pandemic a range of options were introduced
including pre-planned overtime, using day duty operational managers to fill
shortfalls on Station and the opportunity for On-Call Firefighters to undertake
a Wholetime contract on a temporary basis (initially 2 months with the option
to extend until 31 March 2022). These measures have been successful in
improving resilience.

5.3

Whilst there are issues associated with the high volume of retirements this
also provides opportunities to offer a large number of Firefighter vacancies to
the local community and this in turn could have a positive impact upon the
diversity of our workforce and enable the recruitment of candidates who bring
with them a range of different skills, approaches, experience and knowledge.
This significant intake of new staff is likely to also impact upon our culture.
The Service values are a fundamental aspect of the recruitment and selection
process.

5.4

The loss of Managers due to retirements has generated a number of
promotion and career development opportunities at all levels within the
Service. The promotion processes undertaken have resulted in sufficient high
calibre candidates to fill all available vacancies, mitigating any potential risks
associated with not back-filling these critical leadership posts.
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5.5

A further recruitment campaign is planned to fill up to 24 places on a training
school in February 2023. Planning has commenced and community outreach
has launched to build upon engagement with under-represented groups and
seek to further increase the diversity within the applicant pool, focussing
specifically upon female and BAME candidates. It is likely the recruitment
campaign will launch around May 2022.

5.6

There are a number of corporate staff vacancies which have proved difficult to
fill. These are predominantly within the Technical Centre at Nova Way. This
is due to a number of factors, including public sector pay levels making it
difficult to compete with private sector companies, a significant skills shortage
especially for mechanics and HGV drivers and a lack of movement in the local
labour market with significantly more vacancies than suitably qualified job
seekers in many professional or technical specialist areas. A number of
measures are being considered to mitigate these issues. This is an area of
risk which is captured within our corporate risk register and will be discussed
further by the Service Leadership Team to explore alternative resourcing
options. This issue is both local and national and not specific to Avon Fire
Authority.

5.7

It has been requested that an update is provided in relation to the number of
leavers and reasons for leaving. The table below shows the number of
leavers since 1 April 2021 and the reasons for this.
Staff category

Number of Reasons
leavers
Operational – Wholetime
32
22 retirement
3 Ill Health Retirement
3 Transferred to another FRS
4 other reasons*
Operational On-Call
13
1 death in service
1 Ill Health Retirement
2 alternative employment
9 other reasons*
Corporate staff
10
2 retirement
1 Ill Health Retirement
2 end of temporary contract
2 alternative employment
3 other reasons*
Control
0
Total
55
*Other reasons include relocation, personal reasons and undisclosed reasons
for leaving
5.8

All leavers are actively encouraged to complete an exit questionnaire and/or
have an exit interview with a member of Principal Management, line
management or Human Resources. The information provided enables any
issues or trends to be identified, explored and mitigated where possible.
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6.

RISKS

6.1

There are risks associated with vacancies within the operational
establishment as this directly impacts upon resilience and meeting our
statutory responsibilities.

6.2

There is an increasing risk in relation to the ability to fill a number of corporate
staff posts including Technician/Mechanic roles which require an HGV licence
and professional roles such as Finance, IT and others. This relates to a
number of factors including public sector pay rates, significant skills shortages
in the local area and nationally and a highly competitive labour market.

6.3

These risks are covered within the Corporate Risk Register (CR04) which
details the measures in place to mitigate this risk through our degradation
plan and appropriate recruitment and succession planning. This risk is
reviewed on a monthly basis by the Risk Owner (Head of Human Resources)
and the Service Leadership Team.

7.

LEGAL/POLICY IMPLICATIONS

7.1

The legislative framework governing recruitment is covered within the
Employment Rights Act 1996. The operational establishment has a direct
impact upon our strategic priorities of making our communities safer and our
service stronger.

8.

BACKGROUND PAPERS
None

9.

APPENDICES
None

10.

REPORT CONTACT
Karen Shiel (Head of Human Resources) 07776 164946
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10 December 2021

REPORT OF:

Chief Fire Officer / Chief Executive

SUBJECT:

AF&RS Ethnicity Pay Gap 2021

1.

10

SUMMARY
This report provides an update on the Ethnicity Pay Gap 2021

2.

RECOMMENDATIONS
The Committee is asked to:
a) Note the content of the report.

3.

BACKGROUND

3.1.

The 2018 ‘Ethnicity pay gaps in Great Britain’ report by the Office for National
Statistics (ONS) presented analysis of ethnicity pay gaps for the first time
using a new earnings weight on the Annual Population Survey, that allowed
for more detailed analysis of ethnicity and pay than was not previously
possible.

3.2.

The ethnicity pay gap is calculated as the difference between the average
hourly earnings of White British ethnicity group and other ethnic groups as a
proportion of average hourly earnings of White British earnings.

3.3.

In England and Wales, there are 18 ethnic groups recommended for use by
the government when asking for someone’s ethnicity. These are often
grouped into 5 ethnic groups, each with an ‘Any other’ option where people
can write in their ethnicity using their own words. However, some
organisations and governmental bodies use the 10 category breakdown to
allow them to observe differences between different ethnic groups which
would otherwise be lost using a more combined ethnicity classification.
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3.4.

To report on our 2021 ethnicity pay gap, Avon Fire and Rescue Service
(AF&RS) has included uniformed and non-uniformed staff data and used the
ONS five and two category breakdowns as follow:
Five category ethnicity breakdown
White
•

English, Welsh, Scottish, Northern Irish or British Irish

•

Gypsy or Irish Traveller

•

Any other White background

Mixed or Multiple ethnic groups
•

White and Black Caribbean

•

White and Black African

•

White and Asian

•

Any other Mixed or Multiple ethnic background

Asian or Asian British
•

Indian

•

Pakistani

•

Bangladeshi

•

Chinese

•

Any other Asian background

Black, African, Caribbean or Black British
•

African

•

Caribbean

•

Any other Black, African or Caribbean background

Other ethnic group
•
•

Arab
Any other ethnic group

Two category ethnicity breakdown
•

White (White British and White Other)
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•

Ethnic minority group 1

4.

FINANCIAL IMPLICATIONS

4.1

This report has no financial implications.

5.

KEY CONSIDERATIONS
Legislation

5.1

There is currently no mandatory requirement to publish information on the
ethnicity pay gap however MPs have called on the government to make
ethnicity pay gap reporting mandatory. In the absence of legislation, the
Chartered Institute of Personnel and Development (CIPD) believes that
employers should aim to voluntarily compile ethnicity pay reports as part of
their organisation’s approach to improve inclusion and tackle inequality in the
workplace. This year the CIPD reported that just 13 of the UK’s top 100 listed
companies currently report their ethnicity pay gap, which has led to experts to call
for mandatory ethnicity pay gap reporting to be introduced in the next two years.
AF&RS 2021 Ethnicity pay gap results

5.2

In this second report on AF&RS’s ethnicity pay gap, data analysis has shown
a negative pay gap of 4.28% between White British and BAME staff
compared to a negative pay gap 8.2% from 2020. Overall staff salaries were
used to produce this figure. Deeper analysis of the data can confirm the
reduction can be attested to the promotion of a BAME staff member in 2020.

5.3

A further breakdown of the ethnicity pay analysis into uniformed and nonuniformed staff reveal a negative pay gap of 6.34% between White British and
BAME firefighters and a negative gap of 2.3% between White British and
BAME corporate staff.

5.4

We are encouraged to see a reduction in the overall ethnicity pay gap across
the Service this year, however this figure remains higher than the 2019
national average of 2.3% as reported in the ‘Ethnicity Pay Gaps’ report
published by the office for national Statistics 12th October 2020.
Next Steps

5.5

1

Our next steps towards reducing the current ethnicity pay gap includes
continuing to use positive action and an inclusive, values based recruitment
and selection process to not only encourage BAME candidates to apply for
positions at AF&RS but successfully pass all stages of the recruitment
process.

AF&RS record this group as BAME
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5.6

We have taken specific steps to identify and remove any potential barriers
that may have a disproportionate impact on people from BAME communities
for example; we no longer require candidates to have a driving licence before
applying for firefighter roles.

5.7

We are also continuing our investigations into the 'clean shaven policy' which
has been enforced in the UK Fire and Rescue Service for many decades. The
policy stipulates that no facial hair should be worn as this can affect the seal
around the face and increase the risk of dangerous airborne chemicals
entering the face mask. However, there is currently no identifiable written
policy to support this.

5.8

In 2020, a New York judge ruled that the Fire Department New York (FDNY)
must accommodate four firefighters with a medical condition that makes
shaving painful. Pseudo folliculitis barbae is a condition which causes beard
hairs to curve back and into the skin.

5.9

Research has shown that about 60% of men from African and African
Caribbean descent are prone to experiencing this condition and therefore the
policy has the potential to disproportionately impact many thousands of
people within our communities.

5.10 We have also attended three BAME targeted recruitment events over the past
three months working in partnership with our external partners, The
Department for Work and Pensions (DWP), Bristol City Council and Avon &
Somerset Police Constabulary. All of the events were well attended by a
diverse audience and we were able to inform the public of the many varied
roles that we are currently have on offer. Our presence at these events will
help to raise awareness of Avon Fire & Rescue Service ahead of our 2022
wholetime recruitment campaign.
6.

RISKS

6.1

There are no identified risks.

7.

LEGAL/POLICY IMPLICATIONS

7.1

There are no legal or policy implications.

8

BACKGROUND PAPERS
a) DICE Audit - 17th September 2021
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9

APPENDIX
1. Ethnicity Pay Gap report 2021

10

REPORT CONTACT
Richard Stokes, Culture & Inclusion Manager, 07909 891163
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ITEM 10 – APPENDIX 1

Ethnicity Pay Gap Report 2021
Date of publication: 11 October 2021
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Statement by the Chair of Avon Fire Authority and Chief Fire Officer

Avon Fire Authority is committed to developing a culture which puts diversity, inclusion,
cohesion and equality (DICE) at the heart of all our work. Ethnicity equality and ensuring
people are paid fairly for the work they do is a key aspect of this. Currently, companies
with over 250 employees must publish their gender pay gap by law. There is no
mandatory requirement to publish information on the ethnicity pay gap, but some
companies and organisations choose to publish it voluntarily. This is our second
ethnicity pay gap report.
We are encouraged to see that Avon Fire & Rescue Service (AF&RS) has an ethnicity
pay gap which has reduced from last year, but remains higher than the 2019 national
average 1. We will continue to strive towards creating an organisation that better reflects
our diverse communities, is truly inclusive for Black Asian and Minority Ethnic (BAME)
staff and achieves full ethnicity pay parity.
We confirm that AF&RS has prepared this ethnicity pay gap report based on 2020 pay
data.

Signed:

_____________________________
Councillor Brenda Massey
Chair to the Fire Authority

_____________________________
Mick Crennell
Chief Fire Officer/Chief Executive
Dated: 11 October 2021
1

2.3% for employees median hourly earnings in October 2019. “Ethnicity Pay Gaps: 2019”. Office for
National Statistics. 12 October 2020.
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Introduction
Avon Fire Authority are pleased about the progress that we have made over the past
few years to reduce our gender pay gap through a variety of corporate initiatives
including a more flexible and inclusive values based recruitment process, a suite of
development programmes such as Spring Forward, Navigator and Stepping Up and a
series of open discussions through our Staff Engagement Network and WeR1 talks. The
recruitment of four executive level female staff and natural attrition in the workforce over
the past two years has also contributed to the significant reduction in the pay gap.
We are committed to ensuring that we continue to work to close the gender pay gap
further, and additionally feel that it is now important to build on this work by considering
our ethnicity pay gap.
In this ethnicity pay gap report, we have used the same principles that are applied to
statutory gender pay gap reporting. The ethnicity pay gap shows the difference between
the average (mean and median) earnings of the BAME employees and non-BAME
employees. Similar to gender pay reporting, this report shows the proportions of BAME
and non-BAME full-time relevant employees in four quartile pay bands.
As with many organisations, a significant driver of our ethnicity pay gap is a simple
structural reason: we still have too few BAME staff in Service and in particular at senior
levels. This situation is not sustainable and cannot continue, and we recognise that we
must improve in this area.
We continue to promote Avon Fire and Rescue Service as an employer of choice
across our communities and especially within those with high densities of diversity
populations who may not consider the fire service as a viable career choice.
To support this we removed the prerequisite for a driving licence as part of the eligibility
criteria, which research has shown can adversely impact those who are at a
disadvantage due to their socio-economic status, race religion and culture.
We have also created the Service’s first BAME forum which has been well attended
over the past 8 months and which has proven useful for discussions on recruitment,
progression and promotion and training in addition to more sensitive and emotive topics.
During our last recruitment campaign in 2020, we delivered three BAME focused
recruitment and discovery workshops to attract people from our diverse communities to
apply for work with us and we are currently looking at the possibility of permitting beards
whilst wearing breathing apparatus (BA) as again research and case law has shown
that the existing ‘clean shaven’ rule can cause inequalities particularly on the basis of
religion and race and may discourage underrepresented groups from joining the
Service.
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The AF&RS Workforce
In terms of pay and conditions AF&RS employees are broadly split into two main
groups, generally referred to as uniformed and non-uniformed.
Uniformed staff are wholetime firefighters (who work full time in that role), on call
firefighters (who work part time and respond via a pager system) and control staff (who
co-ordinate AF&RS work from our control room). Pay and conditions for uniformed staff
are negotiated nationally.
Non-uniformed staffs are those who provide specialised functions, such as Human
Resources, Finance and Technical Services. They are non-operational, generally
working a 37-hour week. Their conditions of service are negotiated locally and their
salaries are determined through the Hay Job Evaluation System.

Methodology and calculations
In the absence of statutory guidance relating to calculation of the Ethnicity Pay Gap, we
have analysed the following data in the same way as for our Gender Pay Gap
calculations, but with reference to ethnicity rather than gender. The Ethnicity Pay Gap
therefore shows the difference between the average earnings of ‘White British' and
‘Black’, ‘Asian’, ‘Mixed’ or ‘Other’ Staff, expressed as a percentage of the earnings of
White British staff.
We have used similar methodology to calculate our ethnicity pay gaps as we did with
this year’s gender pay gap, however we have not used the median in our ethnicity data
as it is less reliable for ethnic groups with smaller numbers of respondents.

AF&RS ethnicity pay gap data on the snapshot
date of 11 October 2021
Number of staff by White British/BAME
AF&RS all staff by ethnicity
Total

%

White British

707

84.67%

BAME

21

2.53%
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Mean and median calculations
White
British
Average hourly rate of pay

15.74

BAME
15.07

Gap £

Gap %

-0.67 -4.28%

The mean average ethnicity pay gap is 4.28%
This is the ethnicity pay gap at AF&RS on the snapshot date of 11
October 2021.
Salary quartile bands
Salary quartile calculations in the Gender Pay gap report shows the proportions of male
and female employees in four quartile pay bands, which is done by dividing the
workforce into four equal parts. Unfortunately due to the low numbers of BAME staff in
the Service we are unable to present this data due to confidentiality and our
commitment to follow GDPR guidelines in sharing data.
Next steps
The mean ethnicity pay gap at AF&RS is relatively small which indicates that BAME
staff at AF&RS are not significantly disadvantaged compared to their 'White British'
colleagues on the issue of pay. However, we still remain around 2% above the national
average and therefore we will continue to improve the methods we use to attract more
BAME candidates to join our Service.
The DICE unit and Corporate Communications are currently working on refreshing our
recruitment and external engagement events display materials to better reflect the
diverse range of roles and positions we have in the Service. We hope that will assist in
attracting a broader range of potential candidates and help challenge and dispel deeply
entrenched stereotypes the public may often hold in terms of the nature of the job and
who is eligible to apply or not.
We will continue to analyse the results from the 2021 culture survey to identify
responses indicating existing barriers to progression and promotion and behaviour
witnessed or experienced that constitutes as bullying harassment or victimisation and/or
any form of inequity that could disproportionately impact negatively on
underrepresented groups in our workforce.
We are committed to continuously improving race equality and equity within our
workforce primarily as it is morally the right thing to do but to also ensure we are living
by our Service values, the NFCC Core Code of Ethics and fulfilling our Public Sector
Equality Duties (PSED). We have made considerable progress in signing off all actions
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within the HMICFRS and Culture Change action plans and will continue the drive for
successful outcomes against objectives in the Service Delivery Strategy.
An ethnicity pay gap analysis and reporting objective will be included in the 2022
Diversity, Inclusion, Cohesion and Equality strategy and will involve working closely with
BAME staff within AF&RS, our data delivery and finance teams and external partner
organisations to improve our organisational culture and processes.
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AVON FIRE AUTHORITY

11

MEETING:

People and Culture Committee

MEETING DATE:

10 December 2021

REPORT OF:

Chief Fire Officer / Chief Executive

SUBJECT:

Bristol Race Equality Strategic Leaders Group

1.

SUMMARY
The Bristol Race Equality Strategic Leaders Group (BRESLG) agreed an
action plan with a number of deliverables for the year 2021/2022. This report
provides an update on progress against the key objectives and the role of
Avon Fire and Rescue (AR&RS) in contributing to the action plan.

2.

RECOMMENDATIONS
The Fire Committee is asked to:
a)

Note the agreed actions and AF&RS’s contribution towards its delivery.

3.

BACKGROUND

3.1

In 2017 AF&RS was invited to become a member of a newly formed Bristol
Race Equality Strategic Leaders Group. The group was established to tackle
social inequalities within the city in relation to race.

3.2

Initially the group was established with a small membership of public sector
employers across the City of Bristol including membership of the voluntary
sector directly involved in racism issues across the City.

3.3

The groups’ initial focus was to respond to a number of national and local
reports and to support the Race Equality forum in improving outcomes and
tackling race inequality across the City of Bristol embodying a one city
approach to opportunity and service delivery.
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4.

FINANCIAL IMPLICATIONS

4.1

This report has no financial implications.

5.

KEY CONSIDERATIONS

5.1

The BRESLG focused on employment and leadership across the City
considering inequalities in social and economic standings in relation to
demographic and ethnicity status. In its initial objectives a City wide report
was produced which considered employment and salary data across the
membership. This data report was the first of its kind within the UK and
attracted recognition and a national award for its innovation.

5.2

The BRESLG have been developing an annual action plan since 2019 with its
current action plan in operation spanning the time frame from April 2021 to
March 2022. The key outcomes from this plan are as follows:
•
•
•
•
•
•
•

Transparency: Delivery of Bristol Race data product 2021 (v3)
Connecting and engaging the City through a one City approach: Including
race in the City 2
Development of our communications and online presence
Recruitment: Co-ordinated City wide recruitment events as part of ongoing
targeted approach
Action focused: Ensuring the delivery of the Race data action plans
Engaging with City wide stakeholders and key new initiatives and
developments
Engagement with our wider sectors: Voluntary, community and social
enterprise (VCSE) sector progression
Fire Service Involvement

5.3

The Service has been a consistent member of the BRESLG and their sub
group, the HR leaders group, to ensure that we are able to influence and
engage with tackling race inequality within our communities.

5.4

The Service has supplied our ethnicity and employment data for publication.
In contributing to the plan members of HR and the DICE team have attended
two City wide targeted recruitment events talking with BAME members of the
community about recruitment opportunities within the Service.

5.5

The Service has also attended the Race in the City events to network and
engage with partners and stakeholders across the City area.

5.6

Part of the objectives of the BRESLG have been to support a City wide
programme of personal development for under represented employees
through the establishment of a development program called Stepping Up.
This program is to develop and inspire employees from underrepresented
groups in their career development. The Service has had a number of
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employees who have undertaken the program including two employees who
are currently enrolled on the course. The Culture and Inclusion Manager has
also been a course delegate and now forms part of the delivery staff and a
coach and mentor to current and future delegates. The Assistant Chief Fire
Officer, Service Delivery Support (ACFO SDS) is a member of the Stepping
Up governance board.
5.7

As a result of the Services continual support and engagement in the program
a certificate of appreciation and recognition will be presented to the Service in
January 2022.

6.

RISKS

6.1

There are no operational or financial risk associated with this paper

7.

LEGAL/POLICY IMPLICATIONS

7.1

As an equal opportunities employer the Service is aware of its duties under
the Equality Act 2010 and the Public Sector Equality Duty 2011

8.

BACKGROUND PAPERS
People and Culture Committee 10th December 2020 – Item 10 Race Equality

9.

APPENDIX
1. PowerPoint presentation

10.

REPORT CONTACT
ACFO Simon Shilton Ext 234
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ITEM 11 - APPENDIX 1

RESL Annual Work Plan 2021
/ 2022
6 month progress highlight
report
34

Recap on agreed Priorities
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36

• Formally began on Monday 20th September with Spotlight
on Health & COVID-19 event
• Over 70 attendees for this first event – extremely positive
feedback from attendees
• Eventbrite page managing bookings for all 5 of the events
• Excellent early booking numbers for the remaining 4 events
– all events being free
• Significant promotion and comms work through this group,
wider Race Equality Gathering network, Mayor posts, social
media channels of leaders and more
• Sub-groups working behind the scenes for
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Race & the City 2 - A spotlight on Health & COVID-19
Monday 20th September 2pm-4pm Online

Race & the City 2 – Our City – Your Jobs – Recruitment
Opportunities
Thursday 7th October 4pm-6pm at City Hall, Bristol, BS1

Race & the City 2 - A Focus on Muslims in Bristol and
their Diversity
Thursday 9th December 10:30am - 12 noon Online

Race & the City 2 - A spotlight on Education
Tuesday 15th March 2022 - 10am -12noon Online

Race & the City 2 - A spotlight on Criminal Justice
Date TBC Online
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Recap on agreed Priorities
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