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PART | - NON-CONFIDENTIAL FACTS AND ADVICE TO THE DECISION-MAKER

Executive Summary

The report provides detail on a range of people data including workforce composition, absence and
recruitment. It sets out the challenges presented by the data and improvements since the previous
report and sets out areas of focus and action going forward. Following a request from November 2021
People Board, the Q4 report also contains data on self-isolation rates and vaccine statuses.

Recommended decision(s)

That the Commissioner's Board notes the performance data in this report together with the
supplementary data in Appendix 1 and 2.

The report is presented to the Deputy Mayor for information.
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Introduction and Background

This bi-annual report provides information and commentary on a range of key performance
outcomes for the six months to the end of Q4 2021-2022. Data referred to in the body of the
report can be found in Appendix 1 — Key People Data unless referenced to Appendix 2.

Further to the Q1-Q2 2021 — 22 report, London Fire Commissioner (LFC) continues to work to
end the use of the acronym '‘BAME'. Following discussion between People Services, the Fire
Brigades Union (FBU) Black and Ethnic Minority Members (BEMM) representative, the Chair
of Fairness and Employee Support Groups, a preferred term of 'minority ethnic' has been
proposed to the Greater London Authority (GLA) for progression with their own networks.

Objectives and Expected Outcomes

The purpose of this report is to update the Board on performance against various key People
Services' areas.

Establishment and Vacancies (Table 1)

Operational staff vacancies have increased over the year due to the firefighter recruitment
freeze (lifted in January 2022) and higher than usual retirements. Establishment Board closely
monitors operational vacancies. Future forecasts show that vacancy levels will begin to
improve from June 2022 onwards, as trainees and firefighter transferees start to be posted to
station. Agreement of the pension framework is likely to see high numbers of staff retiring
(between 180 and 260 depending on the implementation date) which will offset some of these
gains. However, agreed savings targets require vacancies of 296 to be maintained for
operational staff in 2022-23.

Improvement in the number of fire and rescue staff (FRS) vacancies has slowed down since
2021-22 Q3, in part due to an increase in permanent FRS staff leaving the brigade with joiners
failing to keep pace.

Commensurate pay is also a factor in filling vacancies as the organisation does not offer market
rates for specialist roles such as General Counsel's Department (GCD) and Information
Technology (IT). This can result in posts taking longer to recruit to and being filled with agency
staff. A review of FRS pay structure has been committed to, with high level options to be
presented by the end of 22/23.

Workforce Composition (Tables 2-4)

The percentage of operational staff from under-represented groups has increased slightly over
the year (Table 2). However, staff numbers across all groups have decreased over the year due
to retirements and other leavers (apart from an increase of 1 for the staff identifying as lesbian,
gay or bisexual (LGB)). In the same period there have only been 49 joiners. As the majority of
leavers are white men the workforce composition has changed leading to increases in the
percentages of under-represented groups.

With firefighter recruitment restarting, an improvement in firefighter numbers should be seen
in 2022-23. Outreach activity has also restarted with people attending online information
sessions to then be progressed to assessment. 783 individuals have been passed through to
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the LFC assessment centre via Outreach - of these 42 percent are women and 46 percent are
people from BAME groups.

As shown in Table 3 there have been small increases for some FRS under-represented groups.

For Control staff (Table 4) there has been a small increase in BAME workforce composition
from 13.5 percent to 14.3 percent. Due to concerns about workforce composition in Control,
the Equity, Change and Togetherness Panel was formed in 2021 to identify ways to improve
diversity. Further detail is provided in 11.6.

In the draft Community Risk Management Plan (CRMP) the gender and ethnic diversity
targets, plus stretch targets, have been agreed for trainee firefighter intakes. Stretch targets for
gender and ethnicity have also been agreed for the FRS Top Management Group. These
targets will be reflected in the Corporate Performance reporting.

Workforce composition: comparison data (Table 5)

People Board previously requested that benchmarking and comparator data is included in this
report. Therefore, a range of data is provided in Table 5 for the London working age
population census data, English Fire and Rescue Services (FRS), the Metropolitan Police (MP)
and the Greater London Authority (GLA).

The information in Table 5 shows that the percentage of lesbian, gay and bisexual staff (LGB) in
the Brigade compares favourably with the London working age population percentage of
people from this group, with all staff groups exceeding the London figure of 3.8 percent. For
BAME outcomes, LFC staff representation in all staff groups is below the London population
(37 percent). The FRS group is closest to the London population figure, at 29.3 percent.

When compared to other FRS, London has the highest representation across all under-
represented groups for operational staff.

Comparators to the Metropolitan Police (MP) are provided. This shows a higher percentage of
women in their police officer group at 31 percent compared to LFC at 9.4 percent if compared
to LFC's operational workforce (all ranks). Although the barriers to joining LFC will be different
to the MP, it does demonstrate the continued work required by LFC to attract more women.

The MP Control staff group has a more diverse ethnic make-up (36.4 percent), compared to
LFC Control (14.3 percent).

If comparing GLA data to LFC's FRS workforce, given the roles will be broadly similar, the GLA
has slightly better outcomes for BAME and LGB under-represented groups but a lower
representation of disabled staff. Their workforce is 60 percent female compared to LFC at 50.7
percent.

Workforce composition: senior management (Tables 6 — 8)

The percentage of BAME operational staff in senior management has decreased slightly. Four
employees have retired from this group and whilst there were positive outcomes in the Group
Commander process in this period, the Station Commander round saw no BAME staff being
appointed from 4 applicants (86 applicants in total and 28 appointed).
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There has been an increase in the percentage of FRS BAME staff in senior management from
11.8 percent to 15.3 percent.

There are no BAME staff reported in Control senior management; a group of 12 people.

Action being taken to improve these outcomes is detailed in the Recruitment section at 12.

Sickness absence (Tables 9-13)

Sickness rates have increased for operational staff (5.34 percent to 8.21 percent) and FRS staff
(2.88 percent to 3.71 percent). Control staff sickness has remained between 6.3 to 6.7
percent. All sickness levels are above target, with one of the main reasons being Covid-19.

Table 12 shows that there has been a greater increase in short-term sickness than long-term
sickness. It has doubled for operational staff (1.5 percent to 3.3 percent) and FRS staff (0.6
percent to 1.1 percent). This is likely due to Covid sickness resulting in short-term absences.

Sickness due to stress, anxiety and depression (SAD) (Table 13) has decreased over the last 12
months for all staff groups particularly for FRS and Control (40.72 percent to 27.92 percent for
FRS, 35.4 percent to 13.27 percent for Control).

This is believed to be a result of a range of influences, including the government/media
coverage "normalising” Covid-19 so people feel less anxious; the LFC new Working with
Choice policy; having more Mental Health First Aiders (100 +); communications to the
workforce about mental health awareness information and a general better understanding of
mental health by managers.

Comparison data

Comparison data has been provided by the Metropolitan Police (Table 14). The rolling 12-
month sickness rate for police officers is 4 percent, 11.6 percent for MP Control, 4.9 percent
for MP support staff and for PCSO it is 6.8 percent. LFC FRS and Control sickness is therefore
lower than MP and operational sickness is higher if compared to police officers or PCSOs.

The National Fire and Rescue Service Sickness Absence Report Q3 2021-22 reports that LFC
has the 3™ highest operational sickness rate (out of 38 reporting FRS). LFC's sickness rate is
15% out of 30 reporting FRS for Control and 22" out of 38 for FRS staff. This shows that there
is scope for improvement when compared to other FRS. However, it is noted that some FRS
have not reported Covid sickness in their returns which makes a direct comparison difficult.

Covid-19 information

At the previous People Board on 25 November 2021, it was requested that data be included in
this report on employee vaccine status and self-isolation numbers. Current figures show that
949 staff are fully vaccinated and 13 have responded that they are not. Therefore, most staff
have chosen not to disclose this information.

Self-isolation data is provided on page 12, Appendix 2 and shows that peak levels of self-
isolation in 2021-22 were in Q2 and Q3 (8553 and 8179 lost working days). Q4 saw a reduction
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(4922) although still higher than Q1 (3010). The only staff now expecting to be self-isolating is
prior medical procedures.

Grievance and Discipline (Appendix 2, p 14-15)

25 percent of grievances (2 of 8) raised by operational staff in the period were by BAME staff
(all men). This is higher than the BAME workforce composition of 14.8 percent. All other
grievances from operational staff were from white men.

Discipline cases for BAME operational staff were 19 percent of cases (4 out of 21) which is a
higher percentage than BAME operational workforce composition. However, this has reduced
since the Q2 report where this figure was 30.1 percent.

Recruitment

Firefighter (Table 15)

Three processes are reflected in Table 16 (with a detailed breakdown on p.17 of Appendix 2).
A small number of candidates are still completing final stages in each one. The majority of
outcomes for under-represented groups were less than the applicant representation. Some
differences were small, whereas other outcomes dropped off more. For example, in Process
FFOO08 female applicants represented 31.5 per cent of the total but only 17.6 per cent of
successful candidates.

LFC has engaged consultants to carry out an external review of the current firefighter process
(particularly for adverse impacts to any protected characteristic), and to support the re-design
of a new, up to date selection process. It is estimated this project will be ready to implement
from September 2022.

Junior officer
There were no junior officer processes in the period. Leading Firefighter and Sub Officer
processes are currently in progress. Station Officer will be advertised in May.

Senior officer (Table 16)

There were recruitment processes at Station Commander, Group Commander, Deputy
Assistant Commissioner and Assistant Commissioner in the period. Outcomes for female
applicants were positive; 5.1 percent of applicants being female, and 5.5 percent successful.
There was a slight drop for BAME and LGB applicants compared to the percentage successful
and a greater drop off for disabled applicants with 11.8% applying and 4.4% successful.

Control (Table 17)

There were a small number of appointments in the period. Outcomes for LGB and Disabled
applicants were positive with 8.1 percent of applicants from both groups and 12.5 percent
appointed. BAME applicants represented 47.6 percent of applicants but only 25 percent of
those appointed.

The Equity Change and Togetherness Panel (ECTP) has carried out positive action with the
Outreach team for recent recruitment rounds which will result in a more diverse group of
recruits starting in June. The ECTP is looking at how to continue this engagement, improve on
positive action and support individuals once they have joined, such as providing a MHFA
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buddy and exploring some of the barriers for new people such as a 9-5 training course for a
shift-based job.

FRS (Tables 18-19)

Overall, for grades FRS B to FRS E, the number of females appointed was less than applicant
representation; 44.7 percent of applicants compared to 37.6 percent appointed. BAME
outcomes dropped off more with 49 percent applying and 29 percent successful. The outcome
for BAME was better at FRS B with applicants of 45.6 percent with 47.6 percent appointed.
Therefore, a drop off of applicants, when compared to appointments, was at FRS D and FRS E.

At the senior level of FRS F to Director, outcomes for female applicants, LGB and disabled
applicants were excellent. For example, 31.4 percent of applicants were female with 56
percent appointed. BAME applicants had a less positive outcome with 36.2 percent applying
and 24 percent appointed.

Recruitment action and performance measures

People Services is currently recruiting to its Head of Recruitment and Resourcing role. This
post will be key in leading on the recruitment and resourcing strategy for the LFB, working with
stakeholders to design and deliver recruitment campaigns to ensure the Brigade attracts and
retains diverse talent at all levels of the organisation. This role will put in place strategies to start
to address under-representation in various parts of the organisation.

The LFC Risk Register includes a new risk on workforce planning for FRS and Control and will
be a focus going forward, with controls put in place to better manage this risk.

Over the next few months, the new People Partners will be taking up their roles and will be a
working with departments to look at their diversity. They will work closely with the
Recruitment and Resourcing manager using data analysis to ensure better diversity outcomes.

Going forward People Services will be establishing a set of performance measures which will
include a set of key performance indicators (KPIs) against the recruitment plan. These will be
put in place once the Head of Recruitment and Resourcing is in role.
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Equality comments

The LFC and the Deputy Mayor for Fire and Resilience are required to have due regard to the
Public Sector Equality Duty (section 149 of the Equality Act 2010) when taking decisions. This
in broad terms involves understanding the potential impact of policy and decisions on
different people, taking this into account and then evidencing how decisions were reached.

It is important to note that consideration of the Public Sector Equality Duty is not a one-off task.
The duty must be fulfilled before taking a decision, at the time of taking a decision, and after
the decision has been taken.

The protected characteristics are: age, disability, gender reassignment, pregnancy and
maternity, marriage and civil partnership (but only in respect of the requirements to have due
regard to the need to eliminate discrimination), race (ethnic or national origins, colour or
nationality), religion or belief (including lack of belief), sex, and sexual orientation.

The Public Sector Equality Duty requires decision-takers in the exercise of all their functions, to
have due regard to the need to:
e eliminate discrimination, harassment and victimisation and other prohibited
conduct
e advance equality of opportunity between people who share a relevant protected
characteristic and persons who do not share it
o foster good relations between people who share a relevant protected characteristic
and persons who do not share it.

Having due regard to the need to advance equality of opportunity between persons who share
a relevant protected characteristic and persons who do not share it involves having due regard,
in particular, to the need to:

e remove or minimise disadvantages suffered by persons who share a relevant
protected characteristic where those disadvantages are connected to that
characteristic

e take steps to meet the needs of persons who share a relevant protected
characteristic that are different from the needs of persons who do not share it

e encourage persons who share a relevant protected characteristic to participate in
public life or in any other activity in which participation by such persons is
disproportionately low.

The steps involved in meeting the needs of disabled persons that are different from the needs
of persons who are not disabled include, in particular, steps to take account of disabled
persons' disabilities.

Having due regard to the need to foster good relations between persons who share a relevant
protected characteristic and persons who do not share it involves having due regard, in
particular, to the need to:

e tackle prejudice
e promote understanding.

As part of ongoing CRMP discussions, LFC is introducing stretch targets which will expand on
the current diversity targets around recruitment.



14 Other Considerations

Workforce comments

14.1  The subject of this report is Workforce data. As this is an information report there has been no
prior staff side consultation on its contents. There is ongoing staff side engagement on a
number of themes within this report, e.g. establishment and vacancies, recruitment, Covid
sickness, and the report will be shared with staff side in advance of Fire and Resilience Board
on 28 June 2022.

Sustainability comments
14.2  There are no sustainability implications associated with this report.

Procurement comments
14.3  There are no procurement implications associated with this report.

Financial comments
14.4  This report provides an update on performance across the People Services department. This
includes vacancy levels set out at paragraph 3 of this report.

14.5  The report sets out a number of issues that will impact and be considered as part of the regular
financial position reporting. These include the impact of FRS and Operational staff vacancies
and increasing staff absences due to sickness, which has a direct impact on overtime levels.

Legal comments
14.6  Thisis a performance monitoring report for information only, therefore no direct legal
implications arise.

14.7  Under section 9 of the Policing and Crime Act 2017, the London Fire Commissioner (the
"Commissioner”) is established as a corporation sole with the Mayor appointing the occupant
of that office.

14.8  Section 327A (5) of the Greater London Authority Act 1999 (‘GLA Act') requires the
Commissioner to secure that the London Fire Brigade is efficient and effective. The Mayor
must hold the Commissioner to account for the exercise of its functions in accordance with
Section 327A (8) of the GLA Act.

14.9  The Performance Report (Q4 2021/22) sets out in detail how key areas of the People Services
Department including workforce composition, attendance and discipline and grievance are

performing,.
List of Appendices
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1. Key People Data - People Services Bi-Annual Performance | Open
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Appendix 1: Key People Data

All data referred to in the body of the report is contained in this appendix.

Table 1: Vacancies by occupational Q4 2020-21 to Q4 2021-22
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Table 3: FRS Workforce Composition, from Q4 2018-19
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Table 4: Control Workforce Composition, from Q4 2018-19
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For display purposes female Control is not shown. Female composition is 76.8 percent compared to 76.9 percent in Q4

20/21.
Table 5: Workforce Comparison Data
England England
London Working FRSs - FRSs - all Met Police - | Met Police - Met Police -
Age Pop. operational | staff Officers support staff Control GLA - all staff
BAME 37.0% 4.7% 5.3% 16.3% 25.3% 36.4% 31.0%
Disabled 16.0% 4.0% 5.1% 0.1%* 1.9% 1.2% 7.0%
Female 49.5% 7.5% 18.0% 31.0% 56.5% 72.1% 60.0%
LGB 3.8% 3.4% 3.4% 2.8%* 1.2% 1.5% 8.0%
Source: ONS Source: GLA
Annual Population | Source: Fire and Rescue Workforce
Survey 2019 (LGB) | Workforce and Pension Report Sept
and 2020 Statistics March 2021 Source: HR Dept, Met Police Mar. 22 21
Table 6: Workforce Composition Senior Management: Operational
12% -
10% 10.2% 10.2% 10.9%
9.8% 9.8% 8.6%
o 9.0% 9
8% - - &
(y7 =05 :U.To v 7.0/
o 5.0% 5.5%
4% - ) 4.3% 3°9%
2%
0%
2018-19 Q4 2019-20 Q4 2020-21 Q4 2021-22 Q4
—o—\Women BAME staff Disabled staff LGB staff
Table 7: Workforce Composition Senior Management: FRS



60% -
50% - L *—48-0% . 49.5% 4 50.0%
40% - o
30%
20% 11.8% 11.7% 13.1% 15.3%
10% - Y53% o 9e% — 3% 2 oo%
0% 5.0% : 5.3% : 5.1% ‘ 5.0% ‘
2018-19 Q4 2019-20 Q4 2020-21 Q4 2021-22 Q4
—&—Women —#i—BAME staff —A—Disabled staff LGB staff
Table 8: Workforce Composition Senior Management: Control
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Table 9: Operational sickness, rolling 12 months
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Table 10: FRS sickness, rolling 12 months
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Table 11: Control sickness, rolling 12 months
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Table 12: Sickness by long-term/short-term: all staff groups
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Table 13: Sickness due to Stress, Anxiety and Depression (SAD) by occupational group
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Table 14: Metropolitan Police rolling 12-month sickness

% Time lost
Rolling 12 months sickness total
Police Officers 4.0%
Police Control Staff 11.6%
Other Support Staff 4.9%
PCSO 6.8%

Table 15: Firefighter recruitment outcomes

Process FF0007 (August 2019), Process FF0008 (March 2020), Process FF0009 (August 2020)
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Table 16: Senior officer recruitment outcomes
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Table 17: Control staff recruitment outcomes
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Table 18: FRS staff B-E recruitment outcomes
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Table 19: FRS staff F — Director outcomes
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A further breakdown by individual grade and rank can be found in Appendix 2. Some LGB outcomes have been
removed due to small numbers of declarations.
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WORKFORCE COMPOSITION - OPERATIONAL STAFF - ETHNICITY, GENDER, DISABILITY & SEXUAL ORIENTATION
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Q4
31.03.21

8.9%

428

14.3%

691

6.4%

307

5.5%

266

4802

YEAR END
2020/21

8.9%

14.3%

6.4%

5.5%

4802

Q1
30.06.21

9.0%

426

14.4%

684

6.8%

322

5.8%

276

4742

Q2
30.09.21

9.1%

424

14.5%

674

6.7%

314

5.8%

271

4656

Q3
31.12.21

9.2%

422

14.6%

670

6.7%

306

5.9%

269

4595

Q4
31.03.22

9.4%

425

14.8%

673

6.6%

300

5.9%

267

4545

YEAR END
2021/22

9.4%

14.8%

6.6%

5.9%



CX10B

CX11B

CX12B

CX13B

WORKFORCE COMPOSITION - FRS STAFF - ETHNICITY, GENDER, DISABILITY & SEXUAL ORIENTATION

Workforce composition - FRS
staff - women

Workforce composition - FRS
staff - BAME staff

Workforce composition - FRS
staff - disabled staff

Workforce composition - FRS
staff - LGB staff

Workforce - FRS staff

%

number

%

number

%

number

%

number

number

Q1
30.06.19

50.7%

420

29.8%

247

14.4%

119

5.1%

42

829

Q2
30.09.19

50.4%

424

29.6%

249

14.3%

120

5.2%

44

846

Q3
31.12.19

50.8%

431

29.4%

249

14.0%

119

4.8%

41

848

Q4
31.03.20

50.7%

446

29.0%

255

14.0%

123

5.0%

44

879

YEAR END
2019/20

50.7%

29.0%

14.0%

5.0%

879

Q1
30.06.20

51.3%

449

29.3%

256

14.2%

124

5.0%

44

875

Workforce FRS

Q2
30.09.20

51.6%

452

29.0%

254

13.7%

120

5.0%

44

876

Q3
31.12.20

52.6%

474

28.6%

258

13.1%

117

5.4%

49

892

Q4
31.03.21

51.9%

475

28.9%

264

13.0%

120

5.6%

51

915

YEAR END
2020/21

51.9%

28.9%

13.0%

5.6%

9215

Q1
30.06.21

51.7%

484

28.9%

271

13.1%

123

5.7%

53

937

Q2
30.09.21

51.1%

485

29.2%

277

13.3%

126

5.7%

54

949

Q3
31.12.21

50.6%

484

29.6%

283

13.2%

126

5.9%

56

956

Q4
31.03.22

50.7%

478

29.3%

276

13.1%

123

6.1%

57

943

YEAR END
2021/22

50.7%

29.3%

13.1%

6.1%



CX10C

CX11C

CcX12C

CX13C

WORKFORCE COMPOSITION - CONTROL STAFF - ETHNICITY, GENDER, DISABILITY & SEXUAL ORIENTATION

Workforce composition - control
staff - women

Workforce composition - control
staff - BAME staff

Workforce composition - control
staff - disabled staff

Workforce composition - control
staff - LGB staff

Workforce - control staff

%

number

%

number

%

number

%

number

number

Q1
30.06.19

77.1%

81

10.5%

11

12.4%

13

4.8%

105

Q2
30.09.19

77 .4%

82

12.3%

13

11.3%

12

5.7%

106

Q3
31.12.19

77.1%

81

12.4%

13

10.5%

1

6.7%

105

Q4
31.03.20

78.0%

85

12.8%

14

10.1%

1

6.4%

109

YEAR END Q
2019/20 30.06.20

78.0% 77 1%
81

12.8% 13.3%
14

10.1% 9.5%
10

6.4% 5.7%
6

109 105

Workforce control

Q2
30.09.20

77.7%

80

13.6%

14

9.7%

10

5.8%

103

Q3
31.12.20

77.6%

83

14.0%

15

9.3%

10

5.6%

107

Q4
31.03.21

76.9%

80

13.5%

14

9.5%

10

5.8%

104

YEAR END
2020/21

76.9%

13.5%

9.5%

5.8%

104

Q1
30.06.21

77 .6%

83

13.1%

14

9.3%

10

5.7%

107

Q2
30.09.21

76.4%

84

12.7%

14

10.9%

12

5.8%

110

Q3
31.12.21

76.1%

86

14.2%

16

10.6%

12

6.5%

113

Q4
31.03.22

76.8%

86

14.3%

16

10.7%

12

6.7%

112

YEAR END
2021/22

76.8%

14.3%

10.7%

6.7%



WORKFORCE COMPOSITION - OPERATIONAL STAFF - SENIOR MANAGEMENT- ETHNICITY, GENDER, DISABILITY & SEXUAL ORIENTATION

CX15A Top earners - operational staff -

women
oxsD P
s T et
CX15G Top earners - operational staff -

LGB staff

Workforce - operational staff - top earners

%

number

%

number

%

number

%

number

number

Q1
30.06.19

6.9%

17

9.8%

24

10.6%

26

4.1%

10

245

Q2
30.09.19

6.9%

17

10.5%

26

11.3%

28

3.6%

247

Q3
31.12.19

6.6%

17

9.7%

25

11.2%

29

5.4%

14

258

Q4
31.03.20

6.7%

17

9.8%

25

10.2%

26

4.3%

11

254

YEAR END
2019/20

Q1

30.06.20
6.7% 6.8%
17
9.8% 9.2%
23
10.2% 10.4%
26
4.3% 4.8%
12
254 249

Senior mgmt ops

Q2
30.09.20

6.9%

18

8.5%

22

10.8%

28

4.6%

12

259

Q3
31.12.20

7.3%

18

8.9%

22

11.3%

28

4.0%

10

248

Q4
31.03.21

7.0%

18

9.0%

23

10.9%

28

3.9%

10

256

YEAR END
2020/21

7.0%

9.0%

10.9%

3.9%

256

Q1
30.06.21

6.8%

18

9.9%

26

10.3%

27

4.9%

13

263

Q2
30.09.21

7.3%

19

8.5%

22

10.0%

26

5.0%

13

260

Q3
31.12.21

7.6%

19

8.4%

21

9.2%

23

5.6%

14

251

Q4
31.03.22

7.5%

19

8.2%

21

8.6%

22

5.5%

14

256

YEAR END
2021/22

7.5%

8.2%

8.6%

5.5%

256



WORKFORCE COMPOSITION - FRS STAFF - SENIOR MANAGEMENT - ETHNICITY, GENDER, DISABILITY & SEXUAL ORIENTATION

CX15B Top earners - FRS staff - women

CX15E Top earners - FRS staff - BAME
staff

CX15K Top earners - FRS staff - disabled
staff

CX15H Top earners - FRS staff - LGB

staff

Workforce - FRS staff - top earners

%

number

%

number

%

No.

%

No.

number

Q1
30.06.19

46.7%

79

11.2%

19

8.9%

15

5.9%

10

169

Q2
30.09.19

47.0%

79

11.3%

19

9.5%

16

6.0%

10

168

Q3
31.12.19

47.7%

82

11.6%

20

9.3%

16

5.2%

172

Q4
31.03.20

48.0%

82

11.7%

20

9.9%

17

5.3%

171

YEAR END
2019/20

Q1

30.06.20
48.0% 49.7%
87
11.7% 11.4%
20
9.9% 10.9%
19
5.3% 5.1%
9
171 175

Senior mgmt FRS

Q2
30.09.20

49.7%

90

12.2%

22

10.5%

19

5.0%

181

Q3
31.12.20

51.4%

95

11.9%

22

10.8%

20

5.4%

10

185

Q4
31.03.21

49.5%

98

13.1%

26

11.1%

22

5.1%

10

198

YEAR END
2020/21

49.5%

13.1%

11.1%

5.1%

198

Q1
30.06.21

49.0%

97

13.1%

26

10.1%

20

4.5%

198

Q2
30.09.21

49.0%

99

14.9%

30

9.9%

20

4.5%

202

Q3
31.12.21

49.5%

99

15.0%

30

9.5%

19

5.0%

10

200

Q4
31.03.22

50.0%

101

15.3%

31

9.9%

20

5.0%

10

202

YEAR END
2021/22

50.0%

15.3%

9.9%

5.0%

202



WORKFORCE COMPOSITION - CONTROL STAFF - SENIOR MANAGEMENT - ETHNICITY, GENDER, DISABILITY & SEXUAL ORIENTATION

CX15C TOp earners - control staff -

women
CX15F Top earré;rlsv\-Ec;r;tfrfol staff -
st
XI5l Top earners - control staff - LGB

staff

Workforce - control staff - top earners

%

number

%

number

%

number

%

number

number

Q1
30.06.19

61.5%

0.0%

15.4%

7.7%

13

Q2
30.09.19

66.7%

0.0%

16.7%

8.3%

12

Q3
31.12.19

66.7%

0.0%

16.7%

8.3%

12

Q4
31.03.20

66.7%

0.0%

16.7%

8.3%

12

YEAR END
2019/20

Q1

30.06.20
66.7% 66.7%
6
0.0% 0.0%
0
16.7% 22.2%
2
8.3% 9.1%
1
12 -

Senior mgmt control

Q2
30.09.20

72.7%

0.0%

27.3%

8.3%

12

Q3
31.12.20

66.7%

0.0%

16.7%

8.3%

12

Q4
31.03.21

66.7%

0.0%

16.7%

8.3%

12

YEAR END
2020/21

66.7%

0.0%

16.7%

8.3%

12

Q1
30.06.21

66.7%

0.0%

16.7%

8.3%

12

Q2
30.09.21

66.7%

0.0%

16.7%

8.3%

12

Q3
31.12.21

75.0%

0.0%

16.7%

8.3%

12

Q4
31.03.22

83.3%

10

0.0%

25.0%

8.3%

12

YEAR END
2021/22

83.3%

0.0%

25.0%

8.3%

12



SICKNESS ABSENCE - OPERATIONAL STAFF

CO6A rolling year to end: Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar target
2017/18 5.58% 3.65%
Working days lost due to {22181 2-61% 3.65%
. ) 2019/20 5.71% 3.65%
sickness - operational staff [5020/21 5.36% 3.65%
2021/22 7.80% 3.65%
Working days lost to sickness - operational staff (%) —target
o
. R i A A A A A A e e O A R s i s e A B A B R R e T s R A S R S S S R B S B,
S
B e e e
5%
4%
3%
2%
1%
0% t I { } } } t I { } } } } I I } } {
- - = 2 2 = = < = = = & & & & & &~ & &~ S
¢ 3 8 5 ¢ = 8 L - 8 5 ¢ R 5 5 ¢ R 8 5
Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4
HoHRM YEAR END YEAR END YEAR END
30.06.19  30.09.19 311219 31.0320 2019/20 30.0620 30.09.20 311220 31.0321 2020/21 300621 30.0921 311221 31.0322 2021/22
E'{'}':ﬁjj 5.7% 5.6% 5.6% 5.7% 5.7% 5.4% 5.2% 5.2% 5.3% 5.3% 5.7% 6.5% 7.3% 8.2% 8.2%
(o]
Working days lost to
CO6A sickness - operational % for quarter 5.6% 5.9% 5.9% 5.6% 4.1% 5.2% 6.1% 5.8% 5.9% 8.2% 9.5% 9.4%
staff (%)
number for
rolling 12 10.5 10.3 10.3 10.5 10.5 9.8 9.5 9.6 9.6 9.6 10.4 11.8 13.4 15.0 15.0
months

Sickness ops




SICKNESS ABSENCE - FRS STAFF

Coé6B

Sickness FRS

rolling year to end: Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar target
2017/18 2.48%
Working days lost due to ;ggi > S
sickness - FRS staff 2020/21 2.48%
2021/22 2.48%
Working days lost to sickness - FRS staff (%)
—target
G - e S o Ao e S n e S oo oA oA oenSnSen oA S oS oo Ao oo onSAmesSmemeAmnsaneAoAsoeeoemememmesemeamssnsmesinesmimiimimessesoemsoeememmnimessestosioesmeeoesimisfisiietiossoioimesissieiisisiisissoissesoessisisiisisiisississoissessesisissisiisissisiisissi-iisissisiisisesii-issisioes
7 L2 M
3 HE-H NN EEEEEEEEEEEEEEEEEEEEEEEEEEEEEEREEEEREDEEEEE
2% +
1% +
0% i t t t t f : t ' f t f f t t : ' ' ' !
< = < 2 = 2 < T < < < N & & & & N & & N
2 3 3 5 2 2 3 5 2 2 3 X £ 2 3 L g 2 3 5
Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4
T~ YEAR END YEAR END YEAR END
30.06.19  30.09.19 311219 31.0320 2019/20 30.06.20 30.09.20 31.12.20 31.03.21 2020/21 30.06.21 30.0921 311221 31.03.22 2021/22
r0|llng12 0, (o) O, (o) O, O, 0, 0, [0) O, (o) 0, (o) 0, 0,
e 3.3% 3.5% 3.8% 41% 4.1% 3.9% 3.6% 3.1% 2.9% 2.9% 3.1% 3.3% 3.6% 3.7% 3.7%
Working days lost to
CO6B . 0 % for quarter 3.3% 3.7% 5.0% 45% 2.5% 2.5% 2.9% 3.6% 3.2% 3.7% 4.0% 4.0%
sickness - FRS staff (%)
number for
rolling 12 8.6 9.1 10.0 10.7 10.7 10.2 9.4 8.1 7.5 7.5 7.9 8.7 9.4 9.6 9.6
months




SICKNESS ABSENCE - CONTROL STAFF

CO6C rolling year to end: Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar target

2017/18 7.38% 4.70%

Working days lost due to 221812 9.29% a.70%
. 2019/20 6.90% 4.70%
sickness - control staff 2020/21 2 30% 2.70%
2021/22 6.45% 4.70%

Working days lost to sickness - control staff (%)

—target
FOT Jmmmmmmmmmm e e eneeeeeeeeeeeeeesseeseeeeeeeeessseeeeeseeessseeeeeeesesessssesseseeseseeees
O dm-ecceeemcscemcceiccscscsssssessessessessssssssssssssessssssssasssnssssnssanssssnnssssssssssscsse [T - T - - - B - B - R - B - - oo eeeeiesssessssssssesssssssssssssssssessssssssssssssessessssssssssesssessssssssesssssssssssssssssssssssssssssssssssesssssessssssssssssssssssssssssssessssssses
e T T
F T | e T
L
5% -
4% -
3% A
2% -
1% 4
0% } ' f | | } } t } | } | } } } } } } } |
™ = = e = b 2 2 - 2 z = & 2 R S & S b N
2 2 3 5 g = 3 S g = 3 S 3 2 3 5 g = 3 5
Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4
e YEAR END YEAR END YEAR END
30.06.19 30.09.19 31.1219  31.0320 2019/20 30.06.20 30.09.20 311220 31.03.21 2020/21 30.06.21 30.0921 311221 31.03.22 2021/22
r0|||ng12 0, 0, 0, (o) 0, 0, (o) 0, 0, O, 0, 0, 0, 0, 0,
B 9.2% 8.2% 7.5% 6.8% 6.8% 6.8% 6.8% 7.2% 7.0% 7.0% 6.7% 6.7% 6.5% 6.7% 6.7%
Working days lost to
CO6C . % for quarter 6.4% 5.8% 6.7% 8.3% 6.5% 5.7% 8.3% 7.6% 5.2% 5.7% 7.6% 8.3%
sickness - control staff
number for
rolling 12 16.8 15.0 13.7 124 12.4 12.5 124 13.1 12.8 12.8 12.2 122 1.9 12.3 12.3
months

Sickness control




SICKNESS ABSENCE - Comparison of long term (over 28 days) and short term absence (less than 28 days).

Operational Staff - as at quarter

2019/20
Q1 Q2 Q3
30.06.19 30.09.19 31.12.19
% Short Term 1.78% 2.16% 2.11%
% Long Term 3.81% 3.72% 3.67%
TOTAL 5.59% 5.88% 5.78%

SICKNESS ABSENCE - Comparison by Substantive Grade

Operational Staff - rolling 12 months sickness

2019/20
Q1 Q2 Q3
30.06.19 30.09.19 31.12.19
% SC & above 3.33% 3.54% 4.73%
% StnO & below 5.77% 5.65% 5.65%
FRS Staff - rolling 12 months sickness
2019/20
Q1 Q2 Q3
30.06.19 30.09.19 31.12.19
% FRS E & above 2.98% 3.10% 3.34%
% FRS D & below 3.34% 3.61% 3.99%

2020/21
Q4 Q1 Q2 Q3
31.03.20 VEAR 30.06.20 30.09.20 31.12.20

1.55% 1.95% 0.78% 1.44% 2.12%
3.99% 3.79% 3.29% 3.75% 3.99%
5.54% 5.74% 4.07% 5.19% 6.11%

2020/21
Q4 Q1 Q2 Q3 Q4
31.03.20 30.06.20 30.09.20 31.12.20 31.03.21
4.08% 3.45% 3.88% 4.01% 4.10%
5.76% 5.39% 5.18% 5.20% 5.23%

2020/21
Q4 Q1 Q2 Q3 Q4
31.03.20 30.06.20 30.09.20 31.12.20 31.03.21
3.35% 2.91% 1.77% 1.91% 1.74%
4.44% 4.42% 4.06% 3.81% 3.60%

Sickness by grade |-term s-term

2021/22
Q4 Q1 Q2 Q3 Q4
31.03.21 VEAR 30.06.21 30.09.21 31.12.21 31.03.22 VEAR

1.73% 1.54% 1.98% 3.06% 4.08% 4.26% 3.35%
4.03% 3.75% 3.89% 5.11% 5.45% 5.09% 4.86%
5.76% 5.29% 5.87% 8.17% 9.53% 9.35% 8.21%

2021/22
Q1 Q2 Q3 Q4
30.06.21 30.09.21 31.12.21 31.03.22
4.62% 4.72% 4.89% 5.20%
5.65% 6.43% 7.30% 8.23%

2021/22
Q1 Q2 Q3 Q4
30.06.21 30.09.21 31.12.21 31.03.22
1.65% 1.83% 2.52% 2.61%
3.41% 3.71% 4.15% 4.20%



SICKNESS ABSENCE - Stress, Anxiety & Depression as a % of total sickness absence

Operational FRS Control
SAD Sickness as % of  YearEnding  YearEnding YearEnding YearEnding YearEnding YearEnding YearEnding YearEnding  Year Ending
total sickness absence 31.03.20 31.03.21 31.03.22 31.03.20 31.03.21 31.03.22 31.03.20 31.03.21 31.03.22
% Short Term sickness 3.00% 2.88% 2.30% 10.72% 15.47% 4.85% 9.94% 8.56% 7.02%
% Long Term sickness 30.26% 33.61% 31.16% 15.47% 47.03% 15.47% 46.75% 45.95% 18.34%

% of total sickness 21.36% 21.36% 19.40% 31.52% 40.72% 27.92% 33.07% 35.40% 13.27%



Operational Staff
FRS Staff

Control Staff

Total

number

number

number

number

SELF ISOLATION - Total shifts lost

YEAR END ol o &
2019/20 30.06.20 30.09.20 31.12.20
4036 9513 3854 10485
167 326 146 148
79 164 69 196
4282 10003 4069 10829

Lost working days as recorded as Self Isolation (SI) on LFC Time and Attendance System (StARS)

Self Isolation

Q4
31.03.21

8203

81

78

8362

YEAR END
2020/21

32055

701

507

33263

Q1
30.06.21

2618

39

2665

Q2
30.09.21

7761

97

73

7931

Q3
31.12.21

7649

64

33

7746

Q4
31.03.22

4377

47

18

4442

YEAR END
2021/22

22405

247

132

22784



DRUG AND ALCOHOL TESTING

Data was not available to meet the People Board deadline. It will be added to the report prior to the report going to Commissioner's Board.

Q1 Q2 Q3 Q4 YEARTO Q1 Q2 Q3 Q4 YEARTO
30.06.19 30.09.19 31.12.19 31.03.20 DATE 30.06.20 30.09.20 31.12.20 31.03.21 DATE
.06. .09. 2. .03. 2019/20 .06. .09. 2. .03. 2020/21
Total number tested number 420 583 540 436 1979 391 150 0 0 541
Total failed drug test at
RPM/HAE* number 1 3 7 7 18 3 0 0 0 3
Total failed alcohol test number 0 0 0 0 0 0 0 0 0 0
number 1 3 7 7 18 3 0 0 0 3
Total failed
% 0.24% 0.51% 1.30% 1.61% 0.91% 0.77% 0.00% 0.00% 0.00% 0.55%

Q1
30.06.21

0.00%

Q4 2020/21 HML were not undertaking this as part of the medicals as they had either been delivered remotely, or excluded from face to face assessments in line with Covid guidance.

Q2
30.09.21

0.00%

Q3
31.12.21

0.00%

Q4
31.03.22

623

0.64%

YEAR TO
DATE
2021/22

623

0.64%

*RPM is Routine Periodic Medical. This is the medical that all operational staff are required to undertake on a three-yearly basis. HAE is Health Assessment at Entry and therefore covers new entrants whereas the RPM is for our existing

workforce.

Drug & alcohol testing



GRIEVANCE

Grievance (Sick Pay Only) - Final outcomes including any appeal, 12 month period ending March 2022

Operational Staff

Gender & Ethnicity

Female, White
Male, BAME
Male, White
TOTAL
Female %
BAME %

FRS Staff

Upheld

11
9.1%
27.3%

Part Upheld

0.0%
0.0%

Not Upheld

;
4

5
0.0%
20.0%

There were no sick pay grievance cases for this group, over this period.

Control Staff

There were no grievance cases for this group, over this period.

Resolved Pending* Total
.
4
12
0 0 17
0.0% 0.0% 5.9%
0.0% 0.0% 23.5%

* Pending relates to cases that are on-going which were not concluded at the end of the period.

Grievance (excluding Sick Pay) - Final outcomes including any appeal, 12 month period ending March 2022

Operational Staff

Gender & Ethnicity

Male, BAME
Male, White
TOTAL
Female %
BAME %

FRS Staff

Gender & Ethnicity

Female, White
Male, BAME
TOTAL
Female %
BAME %

Grievance

Upheld

0.0%
20.0%

Upheld

50.0%
50.0%

Part Upheld

0.0%
0.0%

Part Upheld

0.0%
0.0%

Not Upheld

1
1

2
0.0%
50.0%

Not Upheld

0.0%
0.0%

Resolved

0.0%
0.0%

Resolved

0.0%
0.0%

Pending*

0.0%
0.0%

Pending*

0.0%
0.0%

Total
2
6
8
0.0%
25.0%
Total
.
.
2
50.0%
50.0%

Female %
BAME %

Female %
BAME %

workforce composition as at

31.03.2022

9.4%
14.8%

workforce composition as at

31.03.2022

50.7%
29.3%



DISCIPLINE

Discipline - Conduct, Final outcomes including any appeal, 12 month period ending March 2022

Operational Staff

Gender & Ethnicity

Male, BAME
Male, White
Male, Unknown
TOTAL

Female %
BAME %

FRS Staff

Gender & Ethnicity

Female, BAME
Male, White
TOTAL
Female %
BAME %

Control Staff

Gender & Ethnicity

Male, White
TOTAL
Female %
BAME %

helon Flan Formal Action
Informal

3

1 13

1

1 17

0.0% 0.0%

0.0% 17.6%

helon Pl Formal Action
Informal

1

2

0 3

0.0% 33.3%

0.0% 33.3%

helion e Formal Action
Informal

1

0 1

0.0% 0.0%

0.0% 0.0%

Dismissal

0.0%
33.3%

Dismissal

0.0%
0.0%

Dismissal

0.0%
0.0%

Total

0.0%
19.0%

Total

25.0%
25.0%

Total

0.0%
0.0%

Female %
BAME %

Female %
BAME %

Female %
BAME %

workforce composition as at
31.03.2022

9.4%

14.8%

workforce composition as at
31.03.2022

50.7%

29.3%

workforce composition as at
31.03.2022

76.8%

14.3%

Discipline — Performance, Final outcomes including any appeal, 12 month period ending March 2022

Operational Staff

There were no discipline - performance cases for this group, over this period.

FRS Staff

There were no discipline - performance cases for this group, over this period.

Control Staff

There were no discipline - performance cases for this group, over this period.

Discipline



WORKFORCE COMPOSITION - Staff Age Profile by Occupational Group

Operational Staff

Age Group

Under 20
20-29
30-39
40-49
50-54
55-59
60-64
65+

FRS Staff

Age Group

Under 20
20-29
30-39
40-49
50-54
55-59
60-64
65+

Control Staff

Age Group

Under 20
20-29
30-39
40-49
50-54
55-59
60-64
65+

YEAR END YEAR END

2019/20

0.13%
11.57%
32.69%
37.80%
14.68%

2.84%

0.27%

0.02%

YEAR END
2019/20

0.23%
11.72%
20.14%
21.96%
14.90%
16.38%
10.58%

4.10%

YEAR END
2019/20

0.00%
13.76%
19.27%
29.36%
11.93%
14.68%

8.26%

2.75%

2020/21

0.21%
11.58%
31.89%
37.55%
15.00%

3.33%

0.42%

0.02%

YEAR END
2020/21

0.11%
11.69%
20.98%
22.51%
14.32%
15.85%
10.49%

4.04%

YEAR END
2020/21

0.00%
13.46%
19.23%
25.96%
12.50%
16.35%

7.69%

4.81%

Q1
30.06.21
0.19%
11.20%
31.75%
37.95%
14.99%
3.46%
0.44%
0.02%

Q1
30.06.21
0.21%
12.49%
20.81%
23.05%
13.55%
15.69%
10.35%
3.84%

Q1
30.06.21
0.00%
14.95%
18.69%
27.10%
10.28%
16.82%
8.41%
3.74%

Age profile

2021/22
Q2 Q3
30.09.21  31.12.21
0.11% 0.07%
10.89% 10.64%
31.44% 30.86%
38.67% 39.30%
14.84% 14.93%
3.50% 3.61%
0.52% 0.54%
0.04% 0.04%
2021/22
Q2 Q3
30.09.21 31.12.21
0.21% 0.10%
12.54% 12.03%
20.55% 21.23%
23.29% 23.33%
13.38% 13.28%
16.12% 15.79%
10.01% 10.25%
3.90% 3.97%
2021/22
Q2 Q3
30.09.21  31.12.21
0.00% 0.00%
17.27% 18.58%
19.09% 20.35%
27.27% 25.66%
8.18% 8.85%
15.45% 13.27%
9.09% 9.73%
3.64% 3.54%

Q4
31.03.22
0.04%
10.34%
30.72%
39.44%
15.01%
3.83%
0.55%
0.07%

Q4
31.03.22
0.11%
11.80%
21.36%
23.70%
12.75%
15.73%
10.73%
3.83%

Q4
31.03.22
0.00%
17.86%
21.43%
24.11%
8.93%
14.29%
9.82%
3.57%



RECRUITMENT AND SELECTION INFORMATION October 2021 - March 2022

Operational - Firefighter

FFO007 - October 2019

No. Applications

Still in Process

Successful/Appointable

FFO008 - March 2020

No. Applications

Still in Process

Successful/Appointable

FFO009 - August 2020

No. Applications

Still in Process

Successful/Appointable

No.

%

No.

%

No.

%

No.

%

No.

%

No.

%

No.

%

No.

%

No.

%

Female

72

36.5%

100.0%

24

32.0%

Female

95

31.5%

0.0%

18

17.6%

Female

53

37.1%

50.0%

15

34.9%

Female
Transgender

0.5%

0.0%

0.0%

Female
Transgender

0.0%

0.0%

0.0%

Female
Transgender

0.0%

0.0%

0.0%

Gender
Male Trar:\s/\gelzider
123 0
62.4% 0.0%
0 0
0.0% 0.0%
51 0
68.0% 0.0%
Gender
Male Trar:\s/\gelzider
207 0
68.5% 0.0%
1 0
100.0% 0.0%
84 0
82.4% 0.0%
Gender
Male Trar?;\;:;der
87 1
60.8% 0.7%
3 0
50.0% 0.0%
28 0
65.1% 0.0%

Other

0.0%

0.0%

0.0%

Other

0.0%

0.0%

0.0%

Other

0.0%

0.0%

0.0%

Undisclosed

0.5%

0.0%

0.0%

Undisclosed

0.0%

0.0%

0.0%

Undisclosed

1.4%

0.0%

0.0%

BAME

95

48.2%

50.0%

29

38.7%

BAME

137

45.4%

100.0%

43

42.2%

BAME

58

40.6%

50.0%

16

37.2%

Ethnicity
White
96

48.7%

50.0%
43

57.3%

Ethnicity
White
154

51.0%

0.0%
57

55.9%

Ethnicity
White
82

57.3%

50.0%
27

62.8%

Undisclosed

4.6%

0.0%

4.0%

Undisclosed

11

3.6%

0.0%

2.0%

Undisclosed

2.1%

0.0%

0.0%

Sexual

Orientation

LGB

26

13.2%

50.0%

13

17.3%

Sexual

Orientation

LGB

36

11.9%

0.0%

13

12.7%

Sexual

Orientation

LGB

20

14.0%

33.3%

9.3%

Disability
Disability
13

6.6%

50.0%

2.7%

Disability

Disability

13

4.3%

0.0%

3.9%

Disability

Disability

4.9%

0.0%

4.7%

Total

197

75

Total

302

102

Total

143

43



RECRUITMENT AND SELECTION INFORMATION October 2021 - March 2022

Operational - Supervisory Manager
Completed October 2021 - March 2022

No completed processes in the period



RECRUITMENT AND SELECTION INFORMATION October 2021 - March 2022

Operational - Senior Manager
Completed October 2021 - March 2022

Station Commander

No. Applications

Successful/Appointable

Group Commander

No. Applications

Successful/Appointable

No.

%

No.

%

No.

%

No.

%

Female

5.8%

7.1%

Female

5.6%

9.1%

Female
Transgender

0.0%

0.0%

Female
Transgender

0.0%

0.0%

Gender
Male
e Transgender
80 0
93.0% 0.0%
26 0
92.9% 0.0%
Gender
Male
e Transgender
66 0
93.0% 0.0%
29 0
87.9% 0.0%

Other

1.2%

0.0%

Other

0.0%

0.0%

Undisclosed

0.0%

0.0%

Undisclosed

1.4%

3.0%

BAME

4.7%

0.0%

BAME

8.5%

12.1%

Ethnicity
White
79
91.9%
28

100.0%

Ethnicity
White
65
91.5%
29

87.9%

Undisclosed

3.5%

0.0%

Undisclosed

0.0%

0.0%

Disability

Disability

13

15.1%

7.1%

Disability

Disability

12.7%

6.1%

Total
86
28
Total
71
33



RECRUITMENT AND SELECTION INFORMATION October 2021 - March 2022

Operational - Brigade Manager
Completed October 2021 - March 2022

Deputy Assistant Commissioner

No. Applications

Successful/Appointable

Assistant Commissioner

No. Applications

Successful/Appointable

No.

%

No.

%

No.

%

No.

%

Female

3.8%

0.0%

Female

0.0%

0.0%

Female
Transgender

0.0%

0.0%

Female
Transgender

0.0%

0.0%

Gender
Male
e Transgender
25 0
96.2% 0.0%
7 0
100.0% 0.0%
Gender
Male
e Transgender
12 0
100.0% 0.0%
4 0
100.0% 0.0%

Other

0.0%

0.0%

Other

0.0%

0.0%

Undisclosed

0.0%

0.0%

Undisclosed

0.0%

0.0%

BAME

7.7%

0.0%

BAME

16.7%

25.0%

Ethnicity
White
23

88.5%

85.7%

Ethnicity
White
10

83.3%

75.0%

Undisclosed

3.8%

14.3%

Undisclosed

0.0%

0.0%

Disability

Disability

3.8%

0.0%

Disability

Disability

0.0%

0.0%

Total
26
7

Total
12
4



RECRUITMENT AND SELECTION INFORMATION October 2021 - March 2022

Control Staff
Completed October 2021 - March 2022

Sexual

Gender Ethnicity Orientati Disability
Control Room Officer ez
Female Male . L
Female Male Other Prefer not to say BAME White Prefer not to say LGB Disability Total
Transgender Transgender
No. 67 0 87 0 0 1 72 78 5 13 15 155
No. Applications
% 43.2% 0.0% 56.1% 0.0% 0.0% 0.6% 46.5% 50.3% 3.2% 8.4% 9.7%
No. 4 0 2 0 0 0 2 4 0 1 1 6
Successful/Appointable
% 66.7% 0.0% 33.3% 0.0% 0.0% 0.0% 33.3% 66.7% 0.0% 16.7% 16.7%
Gender Ethnicity Disability
Operations Manager Fernal Mal
Female emaie Male ae Other Prefer not to say BAME White Prefer not to say Disability Total
Transgender Transgender
No. 10 0 20 0 0 0 16 13 1 0 30
No. Applications
% 33.3% 0.0% 66.7% 0.0% 0.0% 0.0% 53.3% 43.3% 3.3% 0.0%
No. 1 0 1 0 0 0 0 2 0 0 2

Successful/Appointable
% 50.0% 0.0% 50.0% 0.0% 0.0% 0.0% 0.0% 100.0% 0.0% 0.0%



RECRUITMENT AND SELECTION INFORMATION October 2021 - March 2022

FRS & TMG (Non-operational)
Completed October 2021 - March 2022

FRS B

No. Applications

Successful/Appointable

Jobs Advertised
Vacancies

FRS B/C

No. Applications

Successful/Appointable

Jobs Advertised
Vacancies

FRS C

No. Applications

Successful/Appointable

Jobs Advertised
Vacancies

FRS C/D

No. Applications

Successful/Appointable

Jobs Advertised
Vacancies

FRS D

No. Applications

Successful/Appointable

Jobs Advertised
Vacancies

No.

%

No.

%

No.

%

No.

%

No.

%

No.

%

No.

%

No.

%

No.

%

No.

%

13
24

17
4

21
40

Female

217

54.7%

12

57.1%

Female

20.0%

50.0%

Female

224

45.6%

13

33.3%

Female

10.5%

0.0%

Female

57

27.9%

30.8%

Female
Transgender

0.0%

0.0%

Female
Transgender

0.0%

0.0%

Female
Transgender

0.0%

0.0%

Female
Transgender

0.0%

0.0%

Female
Transgender

0.0%

0.0%

Gender

Male

175

44.1%

42.9%

Male
Transgender

0.3%

0.0%

Gender

Male

12

80.0%

50.0%

Male
Transgender

0.0%

0.0%

Gender

Male

263

53.6%

26

66.7%

Male
Transgender

0.0%

0.0%

Gender

Male

16

84.2%

100.0%

Male
Transgender

0.0%

0.0%

Gender

Male

141

69.1%

17

65.4%

Male
Transgender

0.0%

0.0%

Other

0.3%

0.0%

Other

0.0%

0.0%

Other

0.2%

0.0%

Other

5.3%

0.0%

Other

0.0%

0.0%

Undisclosed

0.8%

0.0%

Undisclosed

0.0%

0.0%

Undisclosed

0.6%

0.0%

Undisclosed

0.0%

0.0%

Undisclosed

2.9%

3.8%

BAME

181

45.6%

10

47.6%

BAME

33.3%

25.0%

BAME

261

53.2%

12

30.8%

BAME

47.4%

0.0%

BAME

96

47.1%

15.4%

Ethnicity
White
184
46.3%
10

47.6%

Ethnicity

White

46.7%

50.0%

Ethnicity
White
206
42.0%
27

69.2%

Ethnicity

White

47.4%

100.0%

Ethnicity
White
91
44.6%
21

80.8%

Undisclosed

32

8.1%

4.8%

Undisclosed

20.0%

25.0%

Undisclosed

24

4.9%

0.0%

Undisclosed

5.3%

0.0%

Undisclosed

17

8.3%

3.8%

Sexual

Orientation

LGB

30

7.6%

4.8%

Sexual

Orientation

LGB

6.7%

0.0%

Sexual

Orientation

LGB

37

7.5%

2.6%

Sexual

Orientation

LGB

10.5%

0.0%

Sexual

Orientation

LGB

20

9.8%

15.4%

Disability
Disability
19

4.8%

0.0%

Disability

Disability

6.7%

0.0%

Disability
Disability
17

3.5%

7.7%

Disability

Disability

0.0%

0.0%

Disability
Disability
13

6.4%

11.5%

Total
397
21

Total
15
4

Total
491
39

Total
19
3

Total
204
26



RECRUITMENT AND SELECTION INFORMATION October 2021 - March 2022

FRS & TMG (Non-operational)
Completed October 2021 - March 2022

FRS E
Female
No. 35
No. Applications
% 36.5%
No. 8
Successful/Appointable
% 66.7%
Jobs Advertised 14
Vacancies 14
FRS F
Female
No. 20
No. Applications
% 35.7%
No. 5
Successful/Appointable
% 62.5%
Jobs Advertised 9
Vacancies 9
FRS G
Female
No. 5
No. Applications
% 22.7%
No. 1
Successful/Appointable
% 33.3%
Jobs Advertised 4
Vacancies 4
TMG
Female
No. 5
No. Applications
% 22.7%
No. 0
Successful/Appointable
% 0.0%
Jobs Advertised 3
Vacancies 3
Director
Female
No. 0
No. Applications
% 0.0%
No. 0
Successful/Appointable
% 0.0%
Jobs Advertised 1
Vacancies 1

Female
Transgender

0.0%

0.0%

Female
Transgender

0.0%

0.0%

Female
Transgender

0.0%

0.0%

Female
Transgender

0.0%

0.0%

Female
Transgender

0.0%

0.0%

Gender
Male
hiEE Transgender
57 0
59.4% 0.0%
4 0
33.3% 0.0%
Gender
Male
hiEE Transgender
35 0
62.5% 0.0%
3 0
37.5% 0.0%
Gender
Male
Male Transgender
16 0
72.7% 0.0%
1 0
33.3% 0.0%
Gender
Male
Male Transgender
16 0
72.7% 0.0%
2 0
100.0% 0.0%
Gender
Male
Male Transgender
0 0
0.0% 0.0%
0 0
0.0% 0.0%

Other

0.0%

0.0%

Other

0.0%

0.0%

Other

0.0%

0.0%

Other

0.0%

0.0%

Other

0.0%

0.0%

Undisclosed

4.2%

0.0%

Undisclosed

1.8%

0.0%

Undisclosed

4.5%

33.3%

Undisclosed

4.5%

0.0%

Undisclosed

11

100.0%

0.0%

BAME

37

38.5%

16.7%

BAME

27

48.2%

50.0%

BAME

27.3%

0.0%

BAME

22.7%

0.0%

BAME

0.0%

0.0%

Ethnicity
White
52

54.2%

75.0%

Ethnicity
White
27

48.2%

50.0%

Ethnicity
White
14

63.6%

66.7%

Ethnicity
White
14

63.6%

100.0%

Ethnicity

White

0.0%

0.0%

Undisclosed

7.3%

8.3%

Undisclosed

3.6%

0.0%

Undisclosed

9.1%

33.3%

Undisclosed

13.6%

0.0%

Undisclosed

11

100.0%

0.0%

Sexual
Orientation

LGB

4.2%

16.7%

Sexual
Orientation

LGB

0.0%

0.0%

Sexual
Orientation

LGB

0.0%

0.0%

Sexual
Orientation

LGB

9.1%

50.0%

Sexual
Orientation

LGB

0.0%

0.0%

Disability

Disability

5.2%

16.7%

Disability

Disability

3.6%

0.0%

Disability

Disability

9.1%

33.3%

Disability

Disability

0.0%

0.0%

Disability

Disability

0.0%

0.0%

Total
96
12

Total
56
8

Total
22
3

Total
22
2

Total
11
0



