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Item No. 3 

TYNE AND WEAR FIRE AND RESCUE AUTHORITY 
HUMAN RESOURCES COMMITTEE 

Minutes of the Meeting held on Monday 22 July 2024 at 10.30am at Fire and 
Rescue Authority Headquarters 

Present: 

Councillor Welsh in the Chair. 

Councillors Bell, Dodds and Wood. 

Part I 

Apologies for Absence 

Apologies for absence were received from Councillors Blackburn, Hunter and 
Patterson.  

Declarations of Interest 

There were no declarations of interest. 

Minutes 

1. RESOLVED that the minutes of the Human Resources Committee held on 5
February 2024, Part I, be confirmed as a correct record.

Apprenticeship Provision 

The Chief Fire Officer/Chief Executive (Clerk to the Authority), the Director of 
Finance, Estates and Facilities and the Personnel Advisor to the Authority submitted 
a joint report providing a summary of the apprenticeship provision within the Service 
and an overview of the recent Ofsted monitoring visit. 
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The Director of People Services reported that the Service had started full delivery of 
the Level 3 Operational Firefighter apprenticeship in February 2023 following the end 
of a supporting provider contract with New College Durham. The Service had a full 
Ofsted inspection in August 2023 and was one of the first fire and rescue services to 
be inspected and it was unusual for Ofsted as they were used to inspecting purely 
educational establishments.  
 
During the inspection, the area of Leadership and Management had been found to 
require improvement, and this had led to an Overall Effectiveness judgement of 
‘Requires Improvement’. There were a number of positive comments arising from the 
inspection, including that apprentices benefitted from a positive culture, they enjoyed 
their learning, valued the knowledge and skills that they acquired and that leaders, 
managers and instructors placed a high focus on their mental wellbeing.  
 
A Quality Improvement Plan was created to review the actions to be taken to make 
the required improvements detailed in the inspection as well as other self-identified 
improvements.  
 
The Service received an Ofsted monitoring visit in May 2024 to review progress 
against the areas which had been judged to require improvement. The visit had a 
focus on the following themes: - 
 
• How much progress have leaders and managers made in ensuring that 

apprentices’ starting points are assessed accurately and used to plan training? 
• What progress have leaders and managers made in ensuring that they have a 

thorough oversight of the quality of teaching that apprentices receive? 
• How much progress have leaders and managers made in ensuring that 

instructors are fully supported to carry out their roles effectively? 
 
The Service was judged to be making Reasonable Progress against all three themes 
and the final report had been published on 10 July 2024 and was available for 
Members to read. 
 
At this juncture, the Director of People Services introduced Niamh who managed the 
apprentices and Neil who was part way through his apprenticeship.  
 
Councillor Dodds noted that Ofsted should change their language around 
inspections as rating Safeguarding as ‘effective’ did not really give a true reflection of 
what was happening. He went on to ask Neil how he had found the apprenticeship 
process and Neil said that it had been a good experience, he had found the 
shadowing and e-learning useful and a good add-on to his day job.  
 
Councillor Bell asked if there were any particular differences since the change from 
New College to in-house apprenticeship provision. Niamh said that the changes had 
been positive; there had been a good working relationship with the college but they 
had not been able to retain staff for individual recruits and now there was a 
dedicated member of staff to see a learner through the process.  
 
Councillor Wood expressed surprise that Ofsted did not have anyone with 
experience in the fire service to be part of an inspection team. He queried if 
apprentices with aptitude in certain areas would be directed towards those roles. 
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Niamh highlighted that there were firefighter apprentices moving towards specialisms 
and career conversations had been introduced to help people move towards the next 
steps in their career and any development opportunities. 
 
Councillor Dodds commented that there had been a difference in Ofsted’s 
expectations and what the Service did and that if this was to come up as part of an 
HMI inspection then it would be important to explain these differences in 
understanding.  
 
The Director of People Services said that it had been difficult to explain the role of 
watch and crew managers on stations as Ofsted had expected that all people 
involved in tuition would be teachers. As more services started to grow from the 
apprenticeship level then there would be more matters like this to be addressed. HMI 
had not yet linked in to this but that could happen in the future. 
 
ACO McVay explained that the Service had its own Fire Control apprentices and 
firefighters had gone through New College. The contract with the college had been 
coming to a natural end and it had been decided to run the apprenticeship process in 
house. Within a few months of beginning firefighter apprenticeships, the Service was 
inspected and it was noted that instructors were not being RAG rated and quality and 
improvement was not being monitored. ACO McVay emphasised that these matters 
sat entirely with the leadership, not the instructors. 
 
The monitoring visit had observed that learning had been taken from that initial 
inspection and improvements had been made. Moving forward it was for Ofsted to 
gain a better understanding of how the Service operated and for leaders to ensure 
that crew and watch managers were providing instruction. ACO McVay felt that the 
apprenticeship provision was unlikely to fall within the realms of HMI but as long as 
the Service could show that the training delivered was of a high standard then this 
should satisfy inspectors. 
 
Councillor Dodds commented that once a trainee was placed at a station, a watch 
manager may often delegate instruction to a crew manager. The Director of People 
Services said that this could also be complicated by the individual learning styles of 
firefighters. There was a Fire Chiefs Council programme for watch and crew 
managers to demonstrate that they had the skills to deliver professional training. 
 
Councillor Bell asked if the Service could be assured that there was consistency and 
that crew managers were getting training at an early stage. The Director of People 
Services advised that crew managers would undertake the National Fire Chiefs 
Council Supervisory Leadership Development or Middle Management Programme 
and cascade this down. ACO McVay added that all managers were on the pathway 
for leadership and management and took part in training days. Firefighters were still 
assessed independently in the training centre.  
 
ACO McVay highlighted that apprenticeships were being offered for Control Room, 
Finance, Prevention and Education, Firefighter and LGV Technicians and the 
Service was trying to expand the remit as far as it could with support from the 
apprenticeship levy.  
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Having thanked Niamh and Neil for coming along to the meeting, it was: - 
 
2. RESOLVED that: - 
 

(i) the contents of the report be endorsed; and 
 

(ii) further reports be received as appropriate. 
 
 
Workforce Planning 
 
The Chief Fire Officer/Chief Executive (Clerk to the Authority), the Director of 
Finance, Estates and Facilities and the Personnel Advisor to the Authority submitted 
a joint report which had arisen from a Workforce Planning meeting which had given 
consideration to firefighter recruitment and promotion processes for the remainder of 
2024/2025 and for the financial year 2025/2026. 
 
ACO McVay advised that previously all recruitment and promotion processes had sat 
within her role and she had been keen to develop some governance on this and 
demonstrate that decisions were made based on evidence. 
 
As of June 2024, the overall firefighter establishment was minus 69 and the Service 
was constantly playing catch up and balancing new firefighter recruitment with the 
previous cohort achieving certain competencies. Once the September 2024 course 
was concluded and the predicted 24 firefighters went out to station, together with 
four competent recruit firefighters brought into the service, this would still result in an 
establishment of minus 41, however, due to an additional ten predicted retirements, 
this figure would increase to minus 51. 
 
A further two courses were due to take place in 2024/25 and the resulting 48 recruits 
would result in an establishment position of minus 27, taking into account the 
predicted leavers and retirements during this period. ACO McVay stated that transfer 
requests were always open. 
 
Promotion processes took place every 12 – 18 months and the crew manager 
process had been the most successful the last time around; people were 
encouraged to put themselves forward for this and another process would take place 
in the Autumn. There were not the same volume of vacancies and turnover of staff 
on the Green Book side of the organisation and different ways of recruiting to these 
positions were being developed.  
 
Firefighter recruitment was a draw on resources and there were a number of Grey 
Book vacancies to be recruited to in the near future. The Director of Finance, Estates 
and Facilities was informed of the recruitment requirements for budget setting 
processes.  
 
Councillor Dodds asked if employees who came in through an inter-service transfer 
reverted to a firefighter role and ACO McVay said that individuals were offered all 
roles available and crew and watch manager positions were opened up, however 
there had been managers who had come into the Service at firefighter level.  
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Councillor Bell queried the logic of beginning a firefighter recruits course in 
December when it would be interrupted by the festive period and potentially bad 
weather.  
 
ACO McVay explained that courses did usually conclude in December following a 
September or October start but there was a need to give instructors the opportunity 
to take leave over the summer period and when the courses were at the same time 
each year it meant that the 12 month reviews would also happen at the same time as 
new courses. The Director of People Services added that the Service was trialling 
different course timings to allow for a break for instructors and trainees. 
 
Councillor Bell commented that he could see the benefit of having a break during the 
course but if an individual was struggling then a break may not always help and it 
was important that support was there. 
 
ACO McVay said that there were people who struggled on every course and 
individual coaching and mentoring came to the fore here. Instructors were very 
experienced and could spot those who might not be able to complete the course. 
Instructors did accumulate extra hours which was as result of the additional work 
which they put in. 
 
Upon consideration of the report it was: -    
 
3. RESOLVED that: - 
 
 (i) the contents of the report be endorsed; and 
 
 (ii) further reports be received as appropriate. 
 
 
Culture and Values Sessions 
 
The Chief Fire Officer/Chief Executive (Clerk to the Authority), the Director of 
Finance, Estates and Facilities and the Personnel Advisor to the Authority submitted 
a joint report summarising the culture talk process conducted with employees across 
the entire service. 
 
ACO McVay advised that the report summarised all the work that had taken place 
since the independent cultural review commissioned by the Service. The outcomes of 
the staff survey and the report from Jagtar Singh Associates highlighted six areas to 
celebrate and six to focus on. The Service should celebrate: - 
 
• We are proud to work for Tyne and Wear Rescue Service 
• The close relationships we have with our colleagues 
• Our strive to deliver continuous improvements 
• The pride we take in our work 
• We are proud to part of a team 
• Our positive relationships 
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The areas to focus on were: - 
 
• Reviewing how we effectively communicate with each other 
• Improving our training and development opportunities 
• Increasing our trust and transparency with each other 
• Creating a safe and inclusive environment for all 
• Reviewing our uniform 
• Improving our health and wellbeing 
 
The Service wanted to go to staff and ask them to come up with answers and every 
single watch and department had been spoken to in relation to their specific feedback 
and asked ‘what do you think we should do as a Service?’. All feedback had been 
received and a draft action plan drawn up. As well as staff feedback there were things 
that the Executive Leadership Team could add; the action plan would be signed off 
within the next week, published on the intranet and provided to Fire Authority 
Members. 
 
There had been a lot of work carried out by Kevin from Inclusion and Jane from 
Organisational Development. They had attended the National Fire Chiefs Council 
Culture Seminar the previous week where the London Fire Brigade had talked about 
their culture work and it was clear that Tyne and Wear was further along in their 
journey. The Director of People Services reiterated that the team had been out to all 
watches and departments and the feedback had been great and put Tyne and Wear 
in a really good place. 
 
ACO McVay said that it had seemed like a long time since the Jagtar Singh 
Associates report and this demonstrated the breadth of work that had been going on 
since then. It had now got to a point where the Service knew what needed to be done 
and where it was going. 
 
Accordingly it was: - 
 
4. RESOLVED that the contents of the Culture Talks background and the next 
 steps of the process be noted. 
  
 
  
 
(Signed) J WELSH 
  In the Chair 
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TYNE AND WEAR FIRE AND RESCUE AUTHORITY  Item No. 4 
 
MEETING:     HUMAN RESOURCES COMMITTEE 
 
SUBJECT:  CULTURE REVIEW UPDATE 
 
JOINT REPORT OF THE CHIEF FIRE OFFICER/ CHIEF EXECUTIVE (THE CLERK 
TO THE AUTHORITY) AND THE PERSONNEL ADVSIOR TO THE AUTHORITY 
 
 
 
1 INTRODUCTION 

 
1.1 This paper provides a progress update on the Services culture review and an 

update on the 2024 HIVE Staff Survey. 
 

1.2 During 2022, the Service committed to undertaking a full cultural review and 
during late 2022 and early 2023 due process was followed to commission two 
independent companies to support the Service to achieve this aim. The two 
companies appointed were Jagtar Singh Associates (JSA) and Hive. 
 

1.3 In October 2023 the Hive Staff Survey report was published and in December 
2023, the service published the full report written by JSA. This report 
documented 10 main recommendations, coupled with sub recommendations. 
This work complimented the feedback already received from the full staff survey 
independently facilitated by the Hive platform. 
 

1.4 Themes were identified from both reports and Culture Talks were facilitated by 
managers and delivered to all staff, which enabled staff to help us establish 
action that would support the areas where it was highlighted by staff that 
improvements could be made, alongside considering how we could further 
improve areas where it is perceived we perform well.    

 
1.5 Along this journey a number of papers have been brought to various internal 

boards and Fire Authority Committees, focused ,on this subject to ensure 
regular progress updates were provided.  
 

1.6 A Visual overview of our Cultural Review Activity to date is as below; 
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2 CULTURAL REVIEW ACTION PLAN 

 
2.1 We have now analysed all feedback from the Culture Talks and we have 

published the Service Action Plan. 
 

2.2 The action plan consists of 14 actions, progress against which will be monitored 
by the People and Culture Board over the next 12 months.  
 

2.3 All the actions have been captured within one of the 6 themes and many are 
already in progress. This plan allows us to prioritise those actions that have 
been identified by the workforce and complement those actions already 
completed through the HMI action plans. ( Appendix A ) 

 
3 CULTURE CHAMPIONS 

 
3.1 The Culture Talks was also used as an opportunity to identify Culture 

Champions across the Service. These employees want to play an active role in 
helping to shape the future of the culture, and to bridge the gap between service 
delivery and SHQ. 
 

3.2 A total of 10 culture champions were identified through the Culture Talks. These 
staff members are a mixture of both Green and Grey book. There are plans to 
develop the role of Culture Champions following the conclusion of the 2024 Hive 
survey.  

 
4 2024 HIVE STAFF SURVEY 

 
4.1 On 2nd September, the 2024 HIVE independent staff survey was launched, and 

all staff received a personal invite, via email, to complete the survey.  
 

4.2 Participation rates are being monitored to identify engagements rates across 
the service. 
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4.3 A full communications plan has been developed and there are a number of 
engagement and communication activities underway to encourage the 
workforce to participate and complete the survey. 
 

4.4 Working time is also being assigned to all staff to encourage and allow for the 
survey to be completed. 
 

5 NEXT STEPS 
 

Culture Talks / Action Plan 
 

5.1 Regular meetings are to be held with the Director of People Services and ACFO 
to routinely monitor the service wide action plan and identified initiatives 
alongside monitoring at the People and Culture Board.   
 

5.2 Local Action Plans are also to be created, where applicable, and each head of 
station/department will be able to see the feedback received for their area. 
(confidentially and anonymity upheld). 
 

5.3 Regular updates on progress will also be provided to ELT and Fire Authority HR 
Committee.   

 
HIVE Staff Survey 
 

5.4 Further engagement activities are planned including, Comms Pieces, weekly 
email reminders from HIVE and WM/SM/HOD to continue to encourage their 
teams to complete the survey. 

 
5.5 Once the survey closes, HIVE will produce a Deep Dive report which provides 

the service with an in depth look at any themes that may be prevalent. 
 

5.6 During November HIVE are meeting with ELT to hold an Executive Insights 
Review, where the outcomes of the survey will be discussed in more depth.  
 

5.7 Following this, the HIVE results will be shared with the rest of the Service.  
 
6 SUPPORTING TWFRS VISION AND VALUES 

 
6.1 The Culture Talks, Culture Champions, and HIVE Survey, supports a number 

of the services vision and values, as well as our Core Code of Ethics. We value 
all of our employees and commit to the  improvement of the Service whilst 
developing and maintaining an inclusive workforce that is professional, resilient, 
skilled, flexible, and diverse. Our leaders will be role models, providing positive 
leadership in line with our values. The health, safety, and welfare of our staff 
and our community is paramount, and is built into all that we do. 
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7 RISK ANALYSIS 
 

7.1 Completing these culture talks involves did involve inherent risks, primarily 
concerning our reputation, as they may have highlighted existing gaps within 
our operations that require attention and rectification. However, the feedback 
received indicates that these identified risks were minor compared to the 
overwhelmingly positive feedback and appreciation for conducting these talks. 
 

8 PEOPLE IMPACT ASSESSMENT 
 
8.1 Initial EIA screening shows that this process is positive for all protected 

characteristics with no significant impacts identified at this stage.  

9 RESOURCE IMPLICATIONS 
 
9.1 Initially, resource implications arose from the need for sufficient staff to facilitate 

the culture talks and manage feedback. Through coordination between trained 
personnel and the cultural review team, these talks were successfully 
conducted without major resource constraints. 

 
9.2  Resource implications are anticipated from the outcome of the Action Plan, and 

these implications will subsequently extend to all service areas, to some degree. 
 
10 CONCLUSIONS 

 
10.1 The Culture Talks sessions have highlighted the strengths of the organisation 

and areas for improvement. The positive feedback from staff demonstrates a 
strong foundation of trust, respect, and pride in their roles. By addressing the 
suggested solutions and continuing the actions already in development, the 
organisation can further enhance its culture and performance. Regular follow-
ups and feedback mechanisms will be essential in maintaining progress and 
ensuring continuous improvement. 

 
 

 
BACKGROUND PAPERS 
 
The action plan below is the outcome of the cultural talks.  
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Action Details Action Status & Update 

Action 
No.  Action Details Theme  Action 

Lead 
Target 

Completion 
Date 

Direct link and 
comments Status Evidence Measurables 

1 

A standard 
approach and 
subsequent 
standard 
feedback form to 
be created for 
completion by 
ELT member, 
along with the 
creation of a 
central repository 
where feedback 
from all ELT 
engagement 
events are kept.  

Increasing 
trust and 

transparency 
with each 

other 

Director 
Corporate 
Services 

01-Nov-24 

This falls under 
the area of 
improving 
communications  
within the Hive 
survey and  
improving your 
experince at 
work 

In progress 
ELT Listening 

event feedback 
form 

 

A list of common 
themes that are 
brought up at 
events are to be 
published with 
answers and 
information 
provided. 

2 

Publish both 
informal and 
formal discipline 
figures and 
themes, on a 
regular basis. 
Once agreed, a 
comms piece will 
be produced to 
signpost people to 
their figures. 

Increasing 
trust and 

transparency 
with each 

other / 
Creating a 
safe and 
inclusive 

environment 

Director 
People 

Services 
01-Nov-24 

  

In progress 

  

Discipline figures 
and themes 
published at JCF 
and HR 
Committee  
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3 

Review and 
monitor a reward, 
recognition, and 
benefit framework 

Creating a 
safe and 
inclusive 

environment 

Director 
People 

Services / 
Corporate 
Services 

01-Sep-24 

The action 
addresses 
those 
comments 
made 
within the Hive 
survey 
around feeling 
valued and 
recognised. It 
would improve 
the experience 
of work 

Complete 

  

A full framework 
established 
and 
communicated to 
the workforce. 
Reward and 
recognition 
details to be 
recorded at HR 
Committee 

4 

Ensure 
signposting is in 
place to the  
agendas and 
minutes of all 
board and ELT 
meetings.  

Creating a 
safe and 
inclusive 

environment 

Director 
Corporate 
Services 

01-Nov-24 

Better 
communications 
to 
improve your 
experience  
at work as 
captured in Hive 
survey 

In progress   Agenda and 
comms around 
decisions made 
at boards and 
ELT to be 
published within 
1 week of 
meeting. 

5 

Deliver ongoing 
performance, 
conduct and 
capability training 
to all managers to 
help support 
addressing 
inappropriate 
language, 
behaviours and 
underperformance 
within the service.  

Creating a 
safe and 
inclusive 

environment 

Director 
People 

Services 
01-Jun-25 

Feedback from 
the culture  
talks is that 
Managers do  
not have the 
skills to  
recognise signs 
of stress 
and therefore 
struggle to 
provide support 

Partially 
complete 

Hr Lifecycle 
SDLP 

Review of current 
training available, 
source additional  
training, establish 
a schedule for 
regular/ongoing 
training. Monitor 
attendance at 
training. Monitor 
feedback and 
any links to 
discipline and 
grievances. 
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6 

Estates to 
produce regular 
bulletins detailing 
key works that are 
being undertaken, 
planned, and live 
defects. 

Creating a 
safe and 
inclusive 

environment 

Director 
Finance, 
Estates 

and 
Facilities  

01-Nov-24 

The action 
addresses 
thearea of the 
Hive 
surveyaround 
facilities and 
equipment and 
what would 
improve your 
experience 
atwork 

  

  

Quarterly 
bulletinsproduced 
and publishedby 
estates detailing 
allworks being 
undertaken. 
Estates to 
produce Local 
Indicators 
detailing 
timescales and 
worksthat are 
outstanding. 

7 

Schedule comms 
covering the 
outcomes of 
selection 
processes 
throughout the 
stages. Further 
promote the 
Development 
Pathways and 
PDR processes 
as part of these. 

Improving 
our training 

and 
development 
opportunities 
/ Increasing 

trust and 
transparency 

with each 
other 

Director 
People 

Services 
01-Oct-24 

The suspicion 
around the 
lack of 
transparency  
and fairness 
during  
promotion and 
selection  
processes is 
seen 
throughout the 
Hive survey and 
cultural audit. 
This action 
looks to 
address that. 

In progress 

Career 
Conversations  

Specific comms 
piece is to be 
produced 
detailing 
selection 
processes along 
with the 
development  
pathway process 
FAQ. 
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Middle 
Management 
Development 
pathway  

 

     

  

SLDP  
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8 

L&D to update the 
current training 
procedure that 
addresses course 
nominations and 
development to 
include an easy to 
understand 
flowchart / 
process. 

Improving 
our training 

and 
development 
opportunities 

Director 
People 

Services 
01-Nov-24 

This action 
looks to 
address the 
area of within 
the Hive survey 
that talks  
about 
development 
and what 
would improve 
your 
experience at 
work.  

  

  

Full flow chart 
produced within 
existing 
procedures and 
comms produced 
detailing the 
processes that 
are used to 
request 
development and  
courses 

9 

Review our 
promotion 
process - consider 
CPD, APL, 
evidence based 
portfolios, 
evidence provided 
by externals and 
Temp. 
performance  

Improving 
our training 

and 
development 
opportunities 

Director 
People 

Services 
01-Apr-25 

This is covers a 
combination of 
areas within 
Hive including 
development 
and 
transparency 
around  
promotions  

  

  

Full review of the 
promotion 
process to be 
undertaken and 
implemented by 
Jan 25 
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10 

An evaluation to 
be undertaken to 
help identify the 
most effective 
methods to 
communicate with 
the workforce 

Reviewing 
how we 

communicate 
effectively 
with each 

other 

Director 
Corporate 
Services 

01-Mar-25 

    

  

Business 
improvement to 
undertake an 
evaluation of 
communication 
methods and 
identify what is 
most effective.  
This method 
should then be 
used as a basis  
to provide 
comms to the 
workforce. 

11 

Establishment of 
a full occupational 
health and well 
being department. 

Improving on 
our health 

and 
wellbeing 

Director 
People 

Services 
01-Jan-25 

  In progress 

New Head of 
Dept 
appointed along 
with 
2 other new 
members of 
staff. Trial of 
satelitte 
OHU Hub 
underway at 
Stn A  

A full OHU team 
to be in  
place by Jan 
2025 
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12 

Source and 
schedule stress 
awareness 
training for all 
managers 

Improving on 
our health 

and 
wellbeing 

Director 
People 

Services 
01-Mar-25 

    

  

L&D to work with 
OHU to 
identify stress 
awareness 
training and enrol 
all Managers on 
the course. 

13 
Undertake an 
evaluation of Staff 
Network Groups  

Improving on 
our health 

and 
wellbeing 

Director 
People 

Services / 
Corporate 
Services 

01-Mar-25 

  In progress 

  

A paper to be 
produced by the 
business 
improvement 
team which will 
provide direction 
on all network 
groups. This to 
be agreed by 
ELT and 
communicated to 
the  
workforce.  
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14 Review our 
uniform  

Reviewing 
our uniform 

AM 
Service 
Delivery 

01-Apr-25 

  In progress 

Commencement 
of Uniform 
Review Article  

Uniform contract 
to be 
awarded by June 
25 
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TYNE AND WEAR FIRE AND RESCUE AUTHORITY  Item No. 5 
 
MEETING:     HUMAN RESOURCES COMMITTEE 
 
SUBJECT:  DEVELOPMENT PATHWAYS PROGRESS UPDATE 
 
JOINT REPORT OF THE CHIEF FIRE OFFICER/CHIEF EXECUTIVE (THE CLERK 
TO THE AUTHORITY) AND THE PERSONNEL ADVSIOR TO THE AUTHORITY 
 
 
 
1 INTRODUCTION 

 
1.1 This paper will provide the HR committee with an update of the progress being 

made in the implementation of the Development Pathways work being carried 
out by L&D and OD.  

2 BACKGROUND 

2.1 This briefing note is intended to provide an update to the committee on the 
progress being made to develop future leaders in the Service to develop via our 
Development Pathways project.  
 

2.2 Developing staff was an area identified by the HMI in 2 previous inspections 
and has been a key area of focus for both L&D and the Service over the past 
year. The L&D team carried out a full review of the development process for 
both operational and non-operational staff within the Service. This included how 
we identify future leaders, those who are ready for development for their next 
role and those who are underperforming.  
 

2.3 Utilising the NFCC Core Learning Pathway, the L&D team created a framework 
which outlines the development an individual will undertake whilst moving 
through to their next role. This framework identified 3 levels of development for 
staff with the criteria of ‘Supervisory Managers’, ‘Middle Managers’ and 
‘Executive Managers’ being embedded across the Service, with this being 
applicable for both grey and green book roles.  

2.4 As part of this development each individual will undertake leadership 
development, managerial development and also role specific department 
depending on their role within the organization. 
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2.5 The team also developed a ‘Career Conversation’ process whereby managers 
were able to identify what their team aspires to and what they are capable of 
reaching in the future. Career conversations play a key role in providing L&D 
with the vital information required to identify and enroll individuals throughout 
TWFRS who are ready for development to take the next steps in their career. 

2.6 The Development Pathway process and Career Conversations are now both 
embedded within the Service and this paper will summarise the progress to 
date. 

2.7 In 2023/2024 588 individuals have had a career conversation across the 
organisation, with the areas and numbers of submissions to date falling into the 
talent grid in Appendix A. L&D have reviewed all career conversations submitted 
to date and mapped out development for these individuals who have completed 
the conversations. 

 
2.8 Following their career conversations people identified as high potential and 

advancing talent have been nominated for the relevant development through 
the appropriate channels and areas.  
 

2.9  Following its introduction and feedback a review of the career conversation 
process has been carried out, with the L&D department updating the Career 
Conversation Guidance and talent grid, with submissions for the 2024/25 PDR 
year showing in Appendix B. To date, 132 individuals have had a career 
conversation. 

 
2.10 Leadership Development 
 

This development/training takes the form of Leadership development (NFCC 
Programmes), Management Development and role specific training. The roll out 
of this learning is detailed below - 

 
2.11 Supervisory Leadership Development Programme (SLDP) – 
 

• Cohort 1 of the Supervisory Leadership Development Programme 
learners have completed their development, with 20 learners finishing 
the programme.  

• Cohort 2 were enrolled in April 2024 with 26 starting their programme.  
• Cohort 3 were enrolled in July 2024 
• Cohort 4 will be enrolled in November 2024.  

 
2.12 Middle Leadership Programme (MLP) –  
 

The MLP was released in April 2024. Two cohorts of aspiring or existing middle 
managers have been identified via career conversations data. 

• Cohort 1 were enrolled in June, with 17 learners taking part in the course 
• Cohort 2 to be enrolled in October, with 18 learners awaiting enrolment 
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2.13 Executive Leadership Programme (ELP) – 
 

The NFCC have opened the gateway for applications for the ELP and L&D have 
notified 4 potential applicants within TWFRS. L&D have budgeted for 2 people 
to take part in the course. 

 
2.14 2024 Leadership development delivery summary - 
 
Month Activities 
May  • SLDP enrolment and inductions completed for cohort 2  

• Contact with first MLP cohort to be made to introduce MLP 
June • MLP cohort 1 enrolment and induction 
July • SLDP cohort 3 enrolment and induction  

• ELP applications open 
October  • MLP cohort 2 enrolment and induction 
November • SLDP cohort 4 enrolment and induction 

 
2.15 Management Development Course  
 

Management development is divided into the Management Development 
course and a Supervisory Commander course. 
 
The Management Development course is a 2-day programme with content 
relevant to all supervisory and middle managers throughout the organisation 
(Green and Grey book).  
 
The Supervisory Commander course is a further 2-day programme which 
covers all areas of Service Delivery management for Crew and Watch 
Managers. 
 

• Management Development –  
o 59 learners have completed this programme 
o A further 40 learners are nominated for dates throughout 2024 
o 89 learner have been identified as requiring this development and have 

been identified through the outcome of their Career Conversation 
(identified in High Potential and Advancing Talent). 
 

• Supervisory Commander –  
o 55 learners have competed this programme 
o A further 55 learner have been identified as requiring the course following 

career conversations. 
 

2.16 SMG Sessions  
 

Throughout 2023/24 a number of SMG sessions and middle manager level 
learning events have taken place or are planned with a range of topics covered. 
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2022/23 
o Performance Management, Leadership insights in a post pandemic 

World, EDI – Unconscious Bias, Allyship, Psychological Safety and 
Courageous Conversation, Organisational Culture, Miss Menopause 

 
 

2024 
o January  Show Racism the Red Card  
o March  Inclusive Leadership  
o July  The Value of Diversity 
o September Values Based Leadership 
o November Emotional Intelligence 

 
2.17 Leadership Development course - Sunderland University (ESF Funding) 
 

Leadership and Management development sessions were delivered by 
Sunderland University over the course of 3 months with a total of 68 staff 
attending the sessions. These sessions explored development of leadership 
skills for existing leaders across the Service. Topics included leadership styles, 
inclusive leadership, communication, equality and diversity.  

 
2.18 Examples of Feedback Received so far 
 

“I thought the informal element of the training was much preferred as it promoted 
some great discussion with other managers in the Service. I think the training 
benefited from being interactive and not being reliant on PowerPoint.” 

 
“Good refresher for Leadership and Manager principles. Something we have 
been missing as a service for a number of years.” 

 
“There was a wide range of learning activities that helped keep me engaged 
and support understanding of the content.” 

 
“The size of the cohort was ideal to encourage participation and meaningful 
discussion, while I was very familiar with the subject matter covered it was really 
interesting to hear other peoples opinions and take on the subject of leadership. 
I think it would of been of value to go deeper into leadership theory and cover 
leadership styles in more detail.....smaller cohorts like this are really useful for 
people to get to know each other a bit more and feel that they are in a safe 
space to share their views.” 

 
“The whole course was extremely positive and beneficial.” 

 
“Every member of staff who gave us training was great. They allowed us to ask 
questions and really understand the subjects and what we have to do in our 
role.” 

 
“It was beneficial to understand the experiences of all of the individuals on the 
course.” 
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“Very interactive with good group sessions to encourage participation.” 

 
“I was a little apprehensive at first having experienced some coaching in the 
past however the instructors knowledge and delivery was superb and engaging 
and will most definitely help me in my role as a manager.” 
 

 
3 PEOPLE IMPACT ASSESSMENT 

 
3.1 Enrolling individuals on these courses will have an effect on their workloads, 

however the result to the Service in providing leadership and management 
training to staff should realise significant benefits for both the individual and the 
Service over time. 

4 RESOURCES AND FINCANIAL IMPLICATIONS 
 

4.1 This training has all been provided within budget during the 24/25 financial year. 
Continued development into 24/25 will also incur a financial implication which 
will likely mirror 23/24. 
 

5 CONCLUSION 

5.1 The introduction of a development pathway for all individuals in the Service is 
crucial to give all staff a clear and transparent pathway to guide the skills and 
attributes an individual requires to progress in their career. 

5.2 Current and aspiring leaders within TWFRS have been identified via Career 
Conversations and the data is actively being used to identify those individuals 
who are ready for leadership and managerial development from the Service. 
Upon evaluation it has also given L&D direction on how we can improvement 
our internal department processes 

5.3 The process has also allowed L&D and OD identify some changes and 
improvements to be made to the Career Conversation process and talent grid. 
These improvements have been worked on by the teams and the changes will 
be released later in the year. 

 
 
 
 
 
 
 

23 of 54



24 of 54



 

Appendix A - Career Conversation Submissions 
 
  Readiness for move  

  
  Potential for upwards move  

(1-3 years)  
Ready for upwards move  

(0-12 months)  
Ready for upwards move and potential for further 

progression  

Develop  
  
Exceeding 
Expectations  

  
Emerging Talent (112) 
  

• High performer in own area  
• Role model for behaviours  
• Consistently bringing added 

value  
• Upward potential – may be 

less ambitious at this time  

  
Advancing Talent (79) 
  

• Consistent high performer 
across a variety of tasks  

• Adds value beyond own area  
• Role models behaviours  
• Ambitious to move upwards  
• Likely to move one level 

upwards  
  

  
High Potential (64) 
  

• Role model highest level of performance, 
potential and ambition  

• High performance, commitment and role 
models behaviours  

• Potential capacity of immediate advancement 
and higher  

Nurture  
  
Meeting Expectations  

  
Key Contributors (262) 
  
• Fundamental to the service – our teams would fall apart without these individuals  
• Behaves professionally in line with role  
• Happy doing the job they are doing  
• May show potential for progression but less ambitious for upwards move or move outside of field  
• Mastery and/or expertise in field or role and committed to continuous improvement  

Improve  
  
Partially Meeting 
Expectations  

  
Not reaching potential (4) 
  
• Lower level of performance and or 

behaviour  
• Strengths and values may be misaligned  
• May be bored, under-used or in the wrong 

place  

  
Developing in new role (67) 
  
• Recently started role (0-12 months)  
• Still developing, no expectation to be expert  
• Future performance will allow assessment of where they fall in grid longer 

term  

 
 
Appendix B – 2024/25 Career Conversation Submissions to date (Updated talent grid) 
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TYNE AND WEAR FIRE AND RESCUE AUTHORITY Item No. 6 

 
MEETING: HUMAN RESOURCES COMMITTEE 30 SEPTEMBER 2024 

 
 

SUBJECT: ANNUAL EQUALITY DATA AND GENDER PAY GAP REPORT 
2023/24 

JOINT REPORT OF THE CHIEF FIRE OFFICER/CHIEF EXECUTIVE 
(CLERK TO THE AUTHORITY) AND THE PERSONNEL ADVISOR TO 
THE AUTHORITY 

 

 
1. PURPOSE OF REPORT 

1.1 The purpose of this report is to present the Authority’s Annual Equality Data 
and Gender Pay Gap report 2023/24 (attached) prior to its publication. 

2. BACKGROUND 

2.1 The Authority has specific duties to publish equality data under the Equality Act 
2010, covering Annual Equality Data and Gender Pay Gap Data. 

 
2.2 The Equality Act 2010 simplified and replaced all previous equality legislation 

and included a new general duty for all public bodies which came into force on 
5 April 2011, followed by the introduction of the Gender Pay Gap Reporting in 
2017. 

2.3 The duties incorporated nine protected characteristics (age, disability, gender 
reassignment, marriage and civil partnership, pregnancy and maternity, race, 
religion and belief, sex, and sexual orientation) and requires the Authority to 
have due regard to the need to: 

• eliminate unlawful discrimination, harassment and victimisation; 
• advance equality of opportunity between people who share a protected 

characteristic and those who do not; and 
• foster good relations between people who share protected characteristic and 

those who do not. 

3. EQUALITY DATA REFRESH/OBJECTIVES UPDATE 
 
3.1 As required under the Public Sector Equality Duty, the Authority’s Annual 

Equality Data Report 2023/24 is required to be published internally and 
externally before 31 January 2025. The Gender Pay Gap report is required to 
be published by 30 March 2025. As the requirements are combined into one 
report, the report will be published shortly after consultation with HR Committee, 
and well within the legislative deadline of 31 January 2025. 
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4. FINANCIAL INFORMATION 

4.1 There are no financial implications in respect of this report. 

5. EQUALITY IMPLICATIONS 

5.1 By continuing to support the work around achieving equality objectives, the 
Authority demonstrates a clear commitment to equality for all. Progress made 
towards achieving equality objectives will lead to positive equality outcomes for 
employees and the communities that we serve. 

6. HEALTH AND SAFETY IMPLICATIONS 

6.1 There are no health and safety implications in respect of this report. 

7. RECOMMENDATIONS 

7.1 Members are recommended to: 

a) Review the Authority’s draft Annual Equality Data and Gender Pay Gap 
Report 2023/24 (attached). 

b) Receive further reports as appropriate. 
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3ANNUAL EQUALITY DATA AND GENDER PAY GAP REPORT  2023-2024

Welcome to Tyne and Wear Fire and Rescue Authority’s Annual 
Equality Data and Gender Pay Gap Report for 2023/24. 

At Tyne and Wear Fire and Rescue Authority equality, diversity and inclusion are at the heart of the 
services we provide to our communities. The Fire Authority play an important role in setting direction 
and supporting the Chief Fire Officer to lead the Service and driving improvement and inclusivity 
throughout the workplace. Together this sets out our shared ambition for fair, just and compassionate 
workplace in support of both staff and the communities we serve. 

Delivering services that meet the needs of our communities through a workforce that is committed, 
representative and engaged is paramount to achieving our vision of ‘Creating the Safest Community’.

As a team, we strive to ensure equality is embedded across the whole organisation by continuously 
promoting inclusive principles, through the work of our elected members, our leadership teams, our 
partners and our exceptional employees and volunteers. We see equality as a fundamental part of each 
of our core values.

Our aim is to deliver a service that is innovative, a service that is transparent and inclusive, and a 
service that embraces the diversity of our communities. To achieve these aims, we work hard together 
to remove inequalities, eliminate discrimination and promote equality of opportunity through positive 
working relationships between our workforce and our communities.

We want to continually ensure that the services we provide are accessible to everyone and that we 
have a workforce that reflects the unique diversity of Tyne and Wear’s communities. As a Service,
we are on a journey of continuous improvement and we would appreciate any comments that you may 
have in relation to this report.

In writing this report, we can confirm that the published information contained within it is accurate.

Our Equality Commitment

Peter Heath KFSM
Chief Fire Officer and Chief Executive
Clerk to Tyne and Wear
Fire and Rescue Authority

Phil Tye
Chair of Tyne and Wear
Fire and Rescue Authority
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The Annual Equality Data and Gender Pay Gap Report provides data 
and information about our employees and the people who we provide 
a service to within Tyne and Wear. The findings enable us to identify 
equality priorities and development areas which inform our equality 
objectives.

This combined report also helps us to ensure we are meeting the requirements of the Equality Act 2010 
and the Public Sector Equality Duty (PSED) which require us to have due regard to the need to:

•  eliminate unlawful discrimination, harassment and victimisation
•  advance equality of opportunity for people with protected characteristics and
•  foster good relations between people who have a protected characteristic and those who do not.

Public authorities are required to publish information to demonstrate their compliance with the PSED 
annually. Data and information has been collated for the period 1 April 2023 to 31 March 2024.
The Authority is also required to publish Gender Pay Gap data under The Equality Act 2010 (specific 
Duties and Public Authorities) Regulations 2017 and for this, the data is collated for a snapshot at 31 
March 2024.

His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS) undertakes a 
regular, formal inspection programme which our Service is assessed against. The programme and 
framework focuses on three main themes:

•  how effective each Fire and Rescue Service is at preventing, protecting against, and responding to fire 
     and other risks;
•  whether the Fire and Rescue Service provides value for money; and
•  how well the Fire and Rescue Service looks after its people and ensures fairness and diversity.

On our last assessment in 2021-22, we were confirmed as a “Good” service, across each of the three 
inspection pillars of Effectiveness, Efficiency and People. The Full report can be accessed through the 
following link:

Effectiveness, efficiency and people 2021/22 – Tyne and Wear Fire and Rescue Service - HMICFRS 
(justiceinspectorates.gov.uk)

Introduction
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5ANNUAL EQUALITY DATA AND GENDER PAY GAP REPORT  2023-2024

Our commitment to equality, diversity and inclusion is central to our 
culture, behaviours and core values.

Our elected Fire Authority Members are also supported with understanding the Service’s core 
values. The Service ensures the strategies, plans and processes we use enhance the delivery of our 
vision and embeds equality, diversity and inclusion within our Service and community.

We have made positive progress to further diversify the workforce, particularly through 
Operational Firefighters and Corporate Employee recruitment. The Service ensures diversity has 
continued to enhance our workforce; and by developing the talent of existing employees, we have 
provided development opportunities that benefit both individuals and the Service. Our Community 
Volunteers support employees in the delivery of fire safety messages and assist our Community 
Advocates in their work with community groups.

Our positive culture and active promotion has continuously improved, helping to embed equality 
and diversity within our Service. The feedback from the previous report has allowed us to focus on 
our inclusion outcomes, challenging us to improve upon an already impressive body of achievement 
in this field and will help to shape our priorities and set the direction of travel going forward. 

Following the level 3 Disability Confident Leader Award in August 2019, the Service has been 
successful in maintaining this accolade after collating and submitting evidence to support the 
renewal in early 2024.  

In March 2024, we successfully met the criteria for renewal as an Endometriosis Friendly Employer. 
We were the first UK Fire & Rescue Service to sign up and therefore hoped to inspire our peers in 
recognising how this illness affects our employee’s. 

The Service continues to support our employees, creating an inclusive workplace by maintaining 
our Stonewall Diversity Champions, Women in the Fire Service and the Asian Fire Service 
Association Champion memberships. Actively engaging in these national memberships highlights 
our consistent commitment to promote inclusion and further improve the diversity within our 
sector.

Our long history of collaborative working with Partner Organisation’s is a key aspect of our 
continuous improvement to drive towards all areas. We actively promote and enhance diversity, 
through supporting and attending events such as Pride, Diwali and the Mela.

This year also saw the continued support for employees within our existing employee network 
groups; Disability & Wellbeing (formerly Disability), LGBTQ+ (Lesbian, Gay, Bisexual, Transgender 
and Queer), Gender, Multicultural (formerly BAME Black, Asian and Minority Ethnic) and 
Diversity of Thought. The network groups work to champion our ongoing commitment to greater 
employee involvement in the decision-making process and further increase personal development 
opportunities.

Equality Developments in 2023/24
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We have continued to demonstrate our commitment to equality and inclusion with the groups 
hosting online awareness conferences events to promote and gain a greater understanding of 
underrepresented groups and the protected characteristic they represent.

The introduction of the Policing and Crime Act 2017 promoted collaborative working with other 
Emergency Services sharing best practice in all areas of health and wellbeing.

Building upon this, we have continued to develop partnership and collaboration between 
Emergency Services and stakeholders, creating a multi-agency approach to equality to support 
shared delivery of key community safety themes at events and initiatives.

In Summer of 2023, the Service undertook a comprehensive cultural review, commissioning an 
independent evaluation by Jagtar Singh Associates. The review combined with the feedback from 
our independent staff survey facilitated by Hive yielded valuable recommendations, prompting 
us to advance our cultural journey with the implementation of “The Culture Talks.” This initiative, 
developed by the Inclusion and Organisational Development team, engaged all employees across 
the Service to better understand their concerns and gather their input on potential solutions.
As a result of these discussions, we have formulated a Service-wide action plan that has informed 
both departmental and organisational initiatives, allowing us to address key issues and drive 
meaningful change.

The Occupational Health Unit (OHU), Health & Safety Department, Health and Fitness Advisor 
and Human Resources functions, work in collaboration to support the health and wellbeing of 
individuals in the workplace which include aspects such as pre-employment medical assessments, 
health surveillance, fitness for work advice, support with employee absences from work and 
providing advice in relation to reasonable adjustments which can be considered and they also 
provide onwards referrals to supportive services such as counselling, physiotherapy and DSE 
assessments.

The specific aim of the OHU Service is to provide evidence based medical advice pertaining to 
fitness for work, management guidance on supporting individuals in work and advice pertaining to 
reasonable adjustments to enable an individual to return to and/or remain at work.  

The Health and Fitness Advisor contributes and supports the Service and its employees by 
collaborating and holistically working with HR, OHU, Learning and Development (L&D), 
Operational employees and line managers, to create individual fitness and health programming for 
employees that have returned from periods of sickness absence. The advisor provides continued 
and tailored support on health and fitness areas such as weight management, injury prevention, 
injury recovery and fitness testing for operational fire fighters.  

The Fitness Advisor is primarily focussed on improving the return to work and attendance of those 
employees with injuries or returning from periods of sickness absence, whilst supporting the need 
to assure fitness levels of Operational Fire fighters and managers. They also have oversight of the 
wider management of station fitness equipment and gymnasiums. The Health and Fitness Advisor 
is the Service lead for the design, delivery and programming of Trainee Fire Fighter physical 
training and conditioning.

Health Promotion and Wellbeing Sessions continue to be delivered to all TWFRS employees. 
Each year the topic delivered is developed from the feedback from those attending the previous 
round of sessions.  The topic for April 2023 to March 2024 was ‘Mental Health,’ this included 
information about some common mental health conditions, a case study, self help and further 
resources available for support.
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Mental Health First Aid (MHFA) training courses are also being delivered regularly to both TWFRS 
employees as well as external organisations.  These courses equip attendees with the skills to;

•  Recognise poor mental health and provide first-level support
•  Encourage someone to access professional help and other support
•  Practice active listening and empathy
•  Converse with improved mental health literacy
•  Understand boundaries and confidentiality
•  Practice self-care

Annual refresher training is also provided to all TWFRS trained and qualified MHFA’s.

The Trauma Support Team (TST) is made up of volunteers from across the Service. 
Following any incident involving a fatality, the TST will make contact with both Operational and 
Control employees to offer Trauma Support Sessions. 

Trauma Support Sessions give employees the opportunity to share their thoughts and feelings, 
following exposure to a potentially traumatic incident, to educate and prepare them for any future 
reactions and to signpost them, both internally and externally, to further support services,
if required. Annual Refresher Training is also provided for all of the TST members.

We are committed to improving the health and wellbeing of our employees both physically and 
mentally. Evidence has shown that providing high quality health promotion to employees leads to 
positive attitudes about workplace equality, diversity and inclusion.

Work Force Data 

Throughout the year, the Service has taken a more evolved approach to the collection of equality 
data to encourage and allow employees to identify themselves with more descriptive and relevant 
terms.

Our employee management information system enables employees to update their own personal 
information using a self-service system. All employees have access to the system to enable them to 
amend their own data when required. All employees are encouraged to declare and update their 
protected characteristics on the self-service system.

In compiling this report, TWFRS has used the approved head count of 904 employees as of 31 
March 2024, as the baseline comparator.

Each characteristic is reported below:

Gender

Female

Male

Prefer not to say

Not stated

Total

2022 / 23

221

673

0

0

894

2023 / 24

230

674

0

0

904

Age

17-24

25-35

36-45

46-55

56-65

66+

Total

2022 / 23

41

187

301

271

87

7

894

2023 / 24

40

195

300

272

92

5

904
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Sexual Orientation

Bi

Gay

Heterosexual

Lesbian

Prefer not to state

Not stated

Total

2022 / 23

6

8

771

9

87

13

894

2023 / 24

8

8

787

8

81

12

904

Religion

Atheist

Buddhist

Christian

Hindu

Islam

Judaism

None

Not Stated

Other

Prefer Not To Say

Spiritualist

Total

2022 / 23

149

2

345

1

3

1

217

18

20

129

9

894

2022 / 23

146

2

344

1

3

1

240

18

19

122

8

904

Disability

No

Not Stated

Yes

Total

2022 / 23

639

221

34

894

2023 / 24

652

209

43

904

Ethnicity

Arab

Asian Or Asian British - Indian

Asian Or Asian British - Pakistani

Asian Or Asian British - Bangladeshi

Black Or Black British - African

Black Or Black British - Caribbean

Gypsy Or Traveller

Mixed - White And Asian

Mixed - White And Black African

Mixed - White And Black Caribbean

Not Known

Other Asian Background

Other Mixed Background

Other White Background

Prefer not to say

White - British

White - Irish

Not stated

Total

2022 / 23

2

2

2

1

0

1

1

4

2

2

6

1

3

12

26

817

2

10

894

2023 / 24

2

2

2

1

1

1

1

4

2

1

6

1

4

12

24

827

3

10

904
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Authority Members 

Tyne and Wear Fire and Rescue Authority (TWFRA) is the democratically accountable body that 
oversees the activities of Tyne and Wear Fire and Rescue Service (TWFRS). The Authority is 
comprised of 17 members, 16 of which are elected members, nominated by the five constituent 
councils of Tyne and Wear, the seventeenth being the Police and Crime Commissioner for 
Northumbria. The members of the Authority have provided their equality data:

Age

36-45

46-55

56+

Not stated

Total

2023 / 2024

1

2

9

5

17

Sexual Orientation

Bisexual

Gay / Lesbian

Heterosexual

Not stated

Total

2023 / 2024

1

1

10

5

17

Ethnicity

White British

Not stated

Total

2023 / 2024

12

5

17

Religion / Faith

Atheist

None

Christian

Not stated

Total

2023 / 2024

3

1

8

5

17

Disability

No

Yes

Not stated

Total

2023 / 2024

9

3

5

17

Gender

Female

Male

Not stated

Total

2023 / 2024

3

9

5

17
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In addition to the Public Sector Equality Duty reporting requirements, 
the Authority is also required to publish Gender Pay Gap data under The 
Equality Act 2010 (specific Duties and Public Authorities) Regulations 
2017.  

In addition to the Public Sector Equality Duty reporting requirements, the Authority is also 
required to publish Gender Pay Gap data under The Equality Act 2010 (specific Duties and Public 
Authorities) Regulations 2017.

The gender pay gap differs from equal pay. Equal pay deals with the pay differences between 
differing genders who carry out the same jobs, similar jobs or work of equal value. The gender pay 
gap shows the differences in the average pay between genders.

For the purposes of gender pay gap reporting, the definition of who counts as an employee is 
defined in the Equality Act 2010, in this case all of our employees and volunteers are included.
The information is a snapshot as of 31 March 2024. Our report includes the following calculations:

•  The mean pay gap
•  The median pay gap
•  The proportion of males and female employees in each salary quartile band
•  The mean bonus pay gap
•  The median bonus pay gap
•  The proportion of males and females receiving a bonus payment

Following a review of the guidance, detachments and over time payments are included in this 
calculation. For the purposes of this report, ordinary pay includes the following information before 
tax and any deductions for employee pension contributions:

•  Basic pay (pay attributed to responsibilities of the role of which is applied equally)
•  Allowances (additional responsibility over and above the basic responsibilities of the role)

	 - Instructors allowance
	 - Continuous professional development
	 - Flexible duty officer rota allowance
	 - Strategic rota allowance

For the purposes of calculating the hourly rate of our employees the following hours per week 
have been utilised:

•  Employees in roles governed by the ‘National Joint Council for local government services 
     National agreement on pay and conditions of service’, (The ‘Green Book’) - 37 hours
•  Firefighter to Watch Manager roles including day crewing - 42 hours
•  Firefighter to Area Manager day shift conditioned roles - 42 hours
•  Officers conditioned to the flexible duty rota – 48 hours
•  Area Manager roles conditioned to the executive rota - 48 hours
•  Principal Officers conditioned to the executive rota continuous cover pattern - 78 hrs.

Our approach to Gender Pay Gap Reporting

- Essential car user allowance
- Urban search and rescue allowance
- Detachment and acting up payments.
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Grey Book Employees

Male

Female

Grey Book Employees - Control

Male

Female

Green Book Employees

Male

Female

Total

Male

Female

No. Employees

554

48

No. Employees

8

24

No. Employees

107

152

No. Employees

669

224

Mean

£18.10

£16.87

Mean

£16.22

£16.56

Mean

£18.14

£16.00

Mean

£18.08

£16.25

Mean Pay Gap

6.79% (*7.52%)

Mean Pay Gap

-2.12% (*-16.14%)

Mean Pay Gap

11.82% (*16.04%)

Mean Pay Gap

10.17% (*11.19%)

* Figures relate to previous year.

For all of our Green Book roles, a grade structure that uses the National Joint Council Pay Scales. 
This year has seen a decrease in the mean pay gap of for these roles, this can be attributed to 
amendments to department structures and a number increases in grades for current post holders 
arising from increased responsibilities.  

The data has shown that for our Grey Book (Control) employees, there is negative pay gap, 
meaning females are paid more than males. This is due to the amount of females in higher paid 
roles within the department and our focus on positive action recruitment.

With females occupying only 19% of higher level management posts, compared to 81% occupied 
by male employees, this helps to explain the gender pay gap within our Service.

Mean and Median pay gap

As of 31 March 2024, we employed a total of 904 employees however due to the reporting 
requirements, the actual number of employees who were paid in March 2024 was 893; 224 (25%) 
were female and 669 (75%) were male.

The mean pay gap is 10.17% (*11.19%), equating to an hourly rate difference of £1.83 (*£1.91), 
and the median pay gap is 4.84% (*9.08%).

To explore the gender pay gap difference, further analysis of the data is required.
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Salary Quartile Bands

The quartile distribution detailed below gives an indication of the proportion of females and males 
and in each quartile band.

Top

Mid Upper

Mid Lower

Lower

Female

43

39

46

96

% Female

19% (*17%)

17% (*16%)

21% (*23%)

43% (*42%)

Male

180

184

177

128

% Male

81% (*83%)

83% (*84%)

79% (*77%)

57% (*58%)

* Figures relate to previous year.

The high quartile salary band consists of 81% male employees, indicating they are the highest 
earners within the organisation. The composite of the salary bands for these employees are 
disproportionate to non-operational roles due to allowances attributed to Grey Book operational 
roles, resulting in our operational employees being paid at a higher rate of pay from entry 
(Firefighter) level through to strategic leaders (Chief Fire Officer).

Bonus Payments

We do not offer a bonus scheme and do not make bonus payments; therefore, the following 
calculations are not applicable:

•  The mean bonus pay gap
•  The median bonus pay gap
•  The proportion of males receiving a bonus payment
•  The proportion of females receiving a bonus payment
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Our commitment to equality and inclusion is central to our culture, 
behaviours and core values.

This is delivered through the Service’s strategic plans, supported through our Leadership, which 
supports our employees, managers and members in understanding the behaviours that enable our 
core values. The focus of our strategy and plan is to ensure that the processes we use enhance the 
delivery of our vision to embed equality, diversity and inclusion within our Service and community.

Employee Network Groups

Our Employee Network groups aim to help the Service continue to improve our position with 
regard to equality and diversity and improve the position as an employer of choice. 

It is important to ensure that the services TWFRS provide are reflective of the needs of all 
employees and of the wider community we serve.

A network champion has been appointed from the Executive Leadership Team to each employee 
network group. This is crucial in offering strategic advice and guidance, as well as progressing 
projects.

Multicultural Network Group

The Multicultural Network Group was established in 2015 and was launched to provide advice 
and support to Employees, the organisation and stakeholders on all multicultural related matters.

This includes a diverse range of areas including how we support multicultural employees, how 
we engage with our communities and how we strive to improve our understanding of the diverse 
make-up of Tyne and Wear. 

Members of the Network Group have attended many awareness sessions and celebrations 
including:

•  Diwali 
•  Ramadan 
•  Refugee week
•  Vaisakhi
•  Holocaust Memorial
•  Eid Celebrations

The group have also created and translated Basic Fire Safety booklets in the following languages, 
including Arabic, Farsi, Kurdish Surani, Ukrainian, Polish, Chinese, Spanish, Bangla.

Creating an inclusive workforce
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Disability and Wellbeing Network Group

The Disability and Wellbeing network group (DNG) supports employees and visitors across the 
Service in respect of disability awareness, education, access, reasonable adjustments and general 
support as required.

Working in partnership with other employee network groups and the Inclusion team, the DNG 
trialled an employee Menopause peer support group. The aim of the group is to provide support 
all employees experiencing menopause issues either directly or indirectly. The group have also 
introduced practical adjustments and equipment to align with the Service Menopause Policy.

The DNG is also continuing work on Endometriosis with individual information pages  set up on 
the intranet.

As part of Endometriosis awareness month in March 2024, a Tea for Endo fundraising bake sale 
was held in SHQ which was well attended and enabled greater awareness to be shared.

Gender Network Group 

The Gender Network continues to proactively promote gender equality in the Service, raise 
awareness of key issues, support the decision making process and develop the knowledge and 
skills of its members.

The Service has been a long time supporter of the White Ribbon Campaign and there is a huge 
desire for this to continue. This was demonstrated on the 25Th November when the service 
helped to achieve the goals White Ribbon Day through awareness sessions. 

This year our newly appointed Chief Fire Officer, Peter Heath and Deputy Chief Fire Officer, 
Stewart Nicholson both signed the White Ribbon Pledge.

Chief Fire Officer Heath, said: “As Chief Fire Officer, I was proud to once again sign the pledge as it 
highlights the importance of White Ribbon Day, and shows just how serious I regard the values of 
the campaign, and as chief will look to promote them.”

Chief Fire Officer Heath, continued: “Inclusion, safety and feeling valued are central to our Service 
and across the whole workforce, I want an environment that supports this. We all have a vital 
part to play in promoting the values of the White Ribbon campaign and together we can make a 
difference.

“White Ribbon Day isn’t about solely singling out men and boys as such, as we are committed 
to look at the wider issues across society as a whole, and by doing so it allows us to implement 
change.”

Deputy Chief Fire Officer Stewart Nicholson, said: “It’s imperative that we use the national 
platform of the White Ribbon Day to address the important issues being raised on Saturday.

“As an organisation where our primary focus is to help keep people safe from harm, we must 
look to continue our support towards the campaign and use it as an opportunity to identify its 
key priorities, and see where we can further implement it within our day-to-day operations as a 
Service.”
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In some situations behaviours and words in the home, workplace, or across society as a whole may 
seem harmless but normalising them ignores the short- and long-term effects on women and can 
lead to more extreme violence.

The work of White Ribbon UK is aimed at encouraging everyone, especially men and boys, to make 
the White Ribbon Promise to never use, excuse or remain silent about men’s violence against 
women. A promise that over the years has already been taken up by tens of thousands of people 
across Europe.

The Service continues to be an accredited organisation, supported by our Executive and Senior 
Leadership Teams.

International Women’s Day 2024 

To celebrate International Women’s Day a lunch and learn event was organised by our Prevention 
& Education Team (P&E) supported by the Gender Network group.

The event took place over teams on Wednesday 6 March 2024, the Director of Corporate Services 
was a keynote speaker alongside the Chief Executive of North East Ambulance Service NHS 
Foundation Trust and the Deputy Chief Constable of Northumbria Police.

The event, Inspiring Inclusion, aimed to collectively forge a more inclusive world for women.

On Friday 8 March 2024 employees from across the Service came together to celebrate 
International Women’s Day, highlighting the essential work being delivered all year round by our 
TWFRS Gender Network Group.

The Gender Network provides advice and support to employees, the organisation and our 
stakeholders on all gender-related issues, including maternity and paternity provisions, work-life 
balance arrangements and equal pay.

LGBTQ+ Network Group 

The LGBTQ+ network group aim to create an environment where people can be themselves at 
work, allowing them to perform at their very best. This means employees feeling empowered to 
bring their whole-selves to the workplace. 

The network group continue to demonstrate commitment to LGBTQ+ employees and wider 
community by continuing to be a ‘Diversity Champion’ member of Stonewall.

The network group has ensured continued support to our employees and their family members, 
providing confidential and practical support to a number of individuals and their families around 
LGBTQ+ issues. The employee network has an X Account and a confidential email address and 
the growing confidence in the network co-chairs has contributed towards this objective. This 
essential and primary provision continues to form a significant and crucial part of the work. This 
also includes work around mentoring and supporting our LGBTQ+ allies, as well as increased cross 
network collaboration, both internally and with our blue light partners.
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The network group works hard to promote the Service as a fully inclusive employer, and in July 
2023 the network members took part in Northern Pride.   Events kicked off with the 5km run on 
the Friday evening, followed by the Pride Blue Light Breakfast with our peers and colleagues, which 
leads into the march through Newcastle upon Tyne city centre, before finishing at the event ground 
for the rest of the weekend.

The group has taken part in various engagement events and online lunch and learn sessions, 
as well as actively supporting LGBTQ+ visibility and remembrance days. In February 2024 the 
members organised and attended and LGBTQ+ engagement event alongside Northumbria Police on 
Scotswood road in Newcastle.

In March 2024, the network group and the Service supported the 13th Hadrian Cup at Percy Park 
in North Shields. This is an annual rugby 10’s tournament organised by the Newcastle Ravens which 
is the biggest inclusive rugby tournament in Europe, celebrating the LGBTQ+ community. A total 
of thirty-six teams attended from across the UK and Europe, including Norway, Plymouth, London, 
Aberdeen and Brighton, as well the first ever Trans-gendered team. To promote inclusivity, a touch 
tournament was included which facilitated the event to be opened up to mixed groups, allowing 
females to take part. The network group and the Service were proud to provide and sponsor the 
match balls and referee shirts for all games, showing our ongoing support for equality, diversity and 
inclusion.

Diversity of Thought Network Group

The Diversity of Thought Network Group encourages individuals to embrace their authentic selves 
at work. Employees feel more valued when they are able to voice their opinions without fear, even 
when their perspectives differ from others. 

As we work together towards the TWFRS 2025 Vision Programme, with Inclusion, an All-Hazards 
Approach, and Data and Digital at its core, we recognise that innovation, fresh thinking, and diverse 
approaches to emerging challenges are essential. Imagine what we can achieve if every individual 
feels empowered to bring their whole self to work.

The Network provides peer support while fostering an environment that encourages and explores 
new ideas. One of its key objectives is to raise awareness by demystifying neurodiversity and 
emphasising the benefits of diversity of thought.

The Network recently hosted a successful celebration of Neurodiversity Week from 18th to 24th 
March, offering webinars on various neurodiversity topics. This event was well-received and 
allowed both members and the wider workforce to engage with valuable resources, showcasing the 
Network’s ability to drive meaningful discussions and awareness within the organisation.

Recruitment and Promotion

From 01 April 2023 to 31 March 2024, the Service has been actively recruiting for permanent, 
temporary and fixed term posts. The Service is promoted as an employer of choice, encouraging 
applicants from underrepresented groups to apply, across all recruitment campaigns, ranging from 
managerial roles to a variety of support roles.

The Service has undertaken promotion processes at varying levels including Crew, Watch, Station, 
Group and Area Manager filling current vacancies and creating candidate pools to furnish future 
vacancies.
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Firefighter Recruitment 

The recruitment of Firefighters is crucial to ensuring the effective management of operational 
deployment in line with budget and risk critical activities to support the delivery of the Strategic 
Community Safety Plan. 

Fire and Rescue Services from across the United Kingdom continue to face challenges in the 
diversification of their workforce, in particular within operational roles, i.e. Firefighters.

Since 2018 when TWFRS resumed Firefighter recruitment for the first time after a period of 9 
years, the Service has continued to strive towards having a workforce that reflects the communities 
we serve. The Service acknowledges that there is some way to go in achieving this aim and there are 
continuing development plans on how we can attract candidates from diverse backgrounds. 

An Inclusion team has been established who continue to assess the effectiveness of current Positive 
Action activities.

From 01 April 2023 to 31 March 2024, 1 trainee course has taken place, the diversity of the trainee 
Firefighters in terms of our under-represented groups appointed onto the course was as follows:-

•  Sexual Orientation: 22% of trainees identified as gay, lesbian, bisexual or in another way.

•  Sex: 18% were female.

•  Ethnicity: 9% were from an ethnic minority background.

•  Disability: 18% of recruits had a disability.

Appointments and Promotion

Throughout 2023/24 we have recruited for various roles across all departments resulting in 60 new 
appointments and 49 internal promotions.

Applicant Information

Gender

Female

Male

Unknown

Total

No. of Applicants

252

416

13

681

Age

16-24

25-35

36-45

46-55

56+

Total

No. of Applicants

67

245

196

132

41

681
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Sexual Orientation

Bi

Gay

Lesbian

Heterosexual

Prefer not to say

Prefer to use my own term

Total

No. of Applicants

29

16

10

594

30

2

681

Disability

No

Prefer not to say

Yes

Total

No. of Applicants

592

41

48

681

Religion

Athiest

Buddhist

Christian

Hindu

Islam

Sikh

None

Other

Prefer not to say

Spiritualist

Total

No. of Applicants

70

4

273

16

9

2

265

8

26

8

681

Ethnicity

Asian Or Asian British - Bangladeshi

Asian Or Asian British - Indian

Asian Or Asian British - Pakistani

Black Or Black British - African

Black Or Black British - Caribbean

Chinese

Mixed - White And Asian

Mixed - White And Black African

Mixed - White And Black Caribbean

Not Known

Other Asian Background

Other Black Background

Other Ethnic Group

Other Mixed Background

Other White Background

Prefer Not To Say

White - British

White - Irish

Total

No. of Applicants

3

25

3

18

2

2

5

4

4

2

9

1

1

1

9

7

574

11

681
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Age

16-24

25-35

36-45

46-55

56-65

Total

No. of Applicants

1

3

23

11

1

39

Gender

Female

Male

Total

No. of Applicants

5

34

39

Religion

Athiest

Christian

Judaism

None

Other

Prefer not to say

Spiritual

Not Stated

Total

No. of Applicants

7

19

1

5

1

4

1

1

39

Ethnicity

Mixed - White And Asian

White - British

Prefer not to say

White - Irish

Asian or Asian British - Pakistani

Total

No. of Applicants

1

34

2

1

1

39

Sexual Orientation

Heterosexual

Bisexual

Prefer not to say

Total

No. of Applicants

31

1

7

39

Disability

None

Not stated

Total

No. of Applicants

24

15

39

Promotion Information

Training and Development Opportunities

The Learning and Development Department continues to support all employees, to promote high 
performance and continuous improvement. Working collaboratively and inclusively, ensuring 
our employees and their performance is the best it can be. By supporting employees to acquire, 
maintain and continuously develop the appropriate technical and professional skills and underpin 
knowledge specific to their role. Creating the right learning environment and investment in 
appropriate resources will continue to be the foundation to our training and education success. 
Blended learning and digital technology will be integral to our learning and development delivery 
model.
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Key areas of focus from 01 April 2023 to 31 March 2024 were:

•  Introduction of ‘Development Pathways’ to ensure Leadership and Management development 
     for all those identified as future leaders via Career Conversations and PDR. These Development 
     Pathways are modelled on the NFCC Core Learning Pathways and the NFCC Leadership 
     Framework. 
•  Introduction of improved evaluation system for all learning activity across the Service, allowing 
     easier access for people. This has resulted in increased feedback rates from 9% in 2023 to 95% 
     in 2024. 
•  Introduction of Operational Competency Recording system which is aligned to National 
     Operational Guidance training specifications. 
•  Continued development of trainee Firefighters, trainee Control employees and Community 
     Safety via the use of TWFRS led Apprenticeships
•  Development of training our employees in the delivery of adult education
•  Review of training facilities to facilitate an ‘all hazards’ approach to training and therefore 
     improve Firefighter safety.

Gender Reassignment

We are unable to publish specific employee data to ensure anonymity. Members of our LGBTQ+ 
network group have continued to assist us in developing our policies, procedures and training in 
conjunction with our Gender network group.

We have provided advice and guidance for managers and employees with the publication of our 
transgender policy and revised guidance.

This supports information in other Service policies such as the Equality and Diversity Policy and 
Dignity at Work Policy.

We have also actively supported Trans Awareness week, raising our Trans flag at Service 
Headquarters, and our employees showed their support by displaying their Trans epaulettes.

Pregnancy and Maternity 

Feedback from our employees has shown that our flexible approach has enabled them to continue 
to have a rewarding career with Tyne and Wear Fire and Rescue Service. We had seven employees 
take maternity leave during this reporting period, all of which have returned to their respective 
roles within the workplace. 

This is very positive and can be attributed to our work-life balance policies and flexible working 
options, available to all employees. Our overall package supports employees to return to work 
with flexibility and balance.

Shared parental leave is available to our employees, this enables eligible mothers, fathers, partners 
and adopters to choose how to share time off work to care for their child. The policy allows 
parents more flexibility in how to share the care of their child in the first year following birth or 
adoption. This provides a wider range of options for our employees and their partners in managing 
the demands of both the workplace and home.
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Flexible working applications and success rates 

The scheme of flexible hours for employee’s forms part of the Employee Friendly Work/Life 
Balance policy, integral to the Authority’s Diversity and Equality Policy. This is part of a range of 
areas including formal schemes of flexible working hours, job sharing, part-time working, term 
time working, seasonal working, home working and, in some instances, combinations of these 
arrangements, which are kept under constant review.

The ultimate aim of these schemes is to address the needs of employees and the Authority in 
providing a service to the community that we serve. Within the period of 2023/24, 12 employees 
requested flexible working, 8 of these have been successfully implemented. All of which were 
Green Book conditioned employees.

Reasonable Adjustments 

During 2023/24 our Health and Wellbeing team facilitated 47 alternate duties, phased return to 
work and/ or reasonable adjustment assessments, enabling employees to be present at work or 
return to work sooner following an absence or injury. Our experienced Health and Wellbeing team 
take a proactive approach to reasonable adjustments, with each individual assessed on a case by 
case basis and bespoke support provided.

To ensure that all employees and managers have an understanding of reasonable adjustments, a 
flow chart has been published highlighting each individual’s role. This includes how access to work 
applications are conducted.  Our employees have successfully completed these applications and 
their requirements have been implemented.

Grievances and Dismissals 

There were 18 grievances recorded in 2023/24, which is an increase in comparison to seven 
recorded in 2022/23. Of the grievances raised, these were in relation to pay, bullying, harassment 
and discrimination. Of all the grievances heard, one was upheld, seven were not upheld, six were 
partially upheld, and four were no further action required. 

Out of the 18 grievances, six appeals were received. Four were not upheld and two were partially 
upheld. There were 18 disciplinary cases recorded in 2023/24 with one dismissal following a 
disciplinary process.

Leavers from the Organisation 

The Service collects and monitors leaver information enabling us to continue to address any 
possible equality imbalances within the workplace and ensures compliance with the Public Sector 
Equality Duty requirements.

Our employee’s views are important to us, with suggestions or feedback being considered to 
continually improve the Service. Leavers are invited to complete an online questionnaire and 
are also invited to undertake an exit interview with their line manager which provides us with 
important feedback.
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Gender

Male

Female

Prefer not to say

Not stated

Total

No. of Leavers

42

21

0

0

63

Ethnicity

Any Other White Background

Mixed or Multiple Ethnic Group -

White and Black Caribbean

White British

Ethnic Origin Not stated

Total

No. of Leavers

2

1

54

6

63

Sexual Orientation

Gay

Heterosexual

Lesbian

Not stated

Total

No. of Leavers

1

47

2

13

63

Disability

Not stated

Not Disabled

Disabled

Total

No. of Leavers

14

46

3

63

Religion

Christian

None

Not stated

Other - please specify

Total

No. of Leavers

24

14

13

12

63
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Fire Safety Visits by Ethnicity

The aim of our Fire Safety Department is to undertake a programme of engagement with the 
business community within Tyne and Wear. This engagement focuses on the building risk, 
occupancy type and previous compliance within the built environment and not on the ethnicity
of those that operate, own or use a certain premises type.  

The Fire Safety Department is driven by the Services risk based inspection programme, which 
assesses the known risks within the built environment to ensure workload is directed to those 
most at risk or those most likely to be non-compliant. However, so that we address the most 
immediate risks within our community we undertake a substantial amount of reactive work,
which is driven by concerns raised by partner agencies, members of the public or internally from 
other departments.

We also attend every commercial premises following a fire and engage with the local area so that 
they are aware of any new risks. We have also undertaken a large programme of engagement 
with those responsible for high rise residential premises. The main aim was to ensure that they 
were compliant following the Grenfell Tower Inquiry outcomes, and to provide assurances to the 
National Fire Chiefs Council that TWFRS are aware of the buildings and risk from fire in these 
buildings. This work still continues. 

The activities of the Fire Safety Department are delivered in accordance with the Services 
Enforcement and Engagement policy, which is underpinned by the Regulators’ Code, to ensure all 
enforcement action is delivered fairly and in a transparent manner relative to the risk identified.

Home Safety

In 2023/2024 Prevention and Education activities have almost returned to pre-pandemic levels, 
including the delivery of our Safe and Well visits. Over the last year, we have reviewed how we 
identify and engage with those residents at greater risk from fire. As a result of those evaluations, 
we have introduced new procedures and working practices that enable us to better support the 
most vulnerable residents of Tyne and Wear. 

Although the Service no longer records ethnicity as part of a Safe and Well check, the Service does 
record details of the vulnerabilities of occupiers and this is pertinent to our equality recording. 
88% of Safe and Well visits were delivered in premises with at least one vulnerability.

Community Engagement 2023/24

51 of 54



24ANNUAL EQUALITY DATA AND GENDER PAY GAP REPORT  2023-2024

Community Engagement

The Community Engagement Team (CET) has made strides in creating new relationships with 
vulnerable and hard-to-reach groups as well as re-connecting with groups they have worked with 
previously.

Continuing the work they did last year, the CET has had their ‘Basic Fire Safety’ booklet translated 
into 6 languages including Ukrainian, Polish, Arabic, Farsi, Kurdish and Romanian. These booklets 
are key for spreading Fire Safety messages across multiple communities. 

The Service has been actively involved in community events over the last year, such as Pride, 
Mela, Chinese New Year, Vaisakhi, Passover and Eid. These events have provided opportunities 
to engage with a wide variety of community members and continue to deliver key fire safety 
messages.

Safe and Well Checks

Overall visits conducted

Premises where a vulnerability was encountered

Vulnerabilities recorded*

65 and over

Cognitive loss

Dementia

Frailty / falls

Hearing loss

Heart / Lung disease

Immobile

Language

Learning disability

Mental Health / illness

Physical disability

Restricted mobility

Sight loss

2022 / 2023

19,778

9,346

7,743

423

428

801

1,328

1,009

424

116

260

491

512

2,996

460

* There may be more than one vulnerability per household.

2023 / 2024

20,762

18,192

11,749

859

909

1,587

2,522

2,380

595

134

432

907

1,574

5,268

924

% Difference

+ 5%

+ 95%

52%

103%

112%

98%

90%

136%

40%

16%

66%

85%

207%

76%

101%
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During 2023/24 we have made positive progress to further diversify the 
workforce, particularly through Operational Firefighters, Corporate 
employees and Community Volunteer recruitment.

The Service ensures diversity has continued to enhance our workforce; and by developing the 
talent of existing employees, we have provided development opportunities that benefit both 
individuals and the Service. Our Community Volunteers adapted their roles to support the most 
vulnerable community members across Tyne and Wear.

We will continue to monitor our recruitment processes to ensure that they assess key skills, 
assessing the candidate’s suitability for the role. This ensures fairness across all candidates, 
showing transparency throughout the recruitment process with objective and evidence-based 
decisions.

Our senior leaders champion flexible working and job sharing, with this benefit being available to 
all employees. We will continue to enable our employees to work more flexibly, creating a better 
work/life balance for all.

Our core values guide all of our employees to promote and embrace inclusivity and foster positive 
working relationships. We continue to support our employees with our five employee network 
groups; Disability & Wellbeing, LGBTQ+, Gender, Multicultural and Diversity of Thought.

We continue to support our network groups work to champion our ongoing commitment to 
greater employee involvement in the decision making process and further increase personal 
development opportunities.  

From the development of an Inclusion Policy, the Service has specifically improved the equality, 
diversity and inclusion of our workforce.

The inclusion objectives will help to further diversify our workforce to ensure we reflect the whole 
community; to have clear, fair and transparent routes to both employment and progression and to 
have a positive culture where everyone is valued and takes pride and ownership of their actions 
and behaviour.

Conclusions and Objectives
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