Agenda Item 7

TO:

Policy and Finance Committee 

FROM:
Director of Community Safety 

DATE:
24th January 2008

CONSULTATION RESPONSE TO NATIONAL FIRE AND RESCUE SERVICE EQUALITY AND DIVERSITY STRATEGY 2008 – 18 

1. PURPOSE

1.1 To provide the Policy and Finance Committee with information about the draft national strategy for equality and diversity in the Fire and Rescue Service. 


1.2 To provide the Policy and Finance Committee with background to the Service’s response to consultation on the national equality and diversity strategy. 

1.3 The Service response to the consultation on the national equality and diversity strategy is attached at Appendix A.  


1.4 A matrix showing the overlap between the national strategy, our Corporate Equality Plan and Service objectives is attached at Appendix B.  

2. RECOMMENDATIONS

2.1 The Policy and Finance Committee is asked to approve the response to Communities and Local Government consultation on equality and diversity strategy for the Fire and Rescue Service. 

3. RISK ASSESSMENT

3.1 Economic
The national strategy specifically states that Fire Authorities must ensure resources for equality and diversity functions are sufficient to deliver fair employment practices.  However resources and capacity building to deliver the remainder of the strategy (concerning service planning, procurement, service delivery, training, outreach work, impact assessment, community engagement, monitoring systems etc) are not addressed and will need to be planned.   
3.2 Environmental


Nil

3.3 Legal


Any strategy, national or local, needs to dovetail with the legislative requirements which have dominated our equality agenda over the last 5 years. 

3.4 Political


Strategy adopted by Cambridgeshire and Peterborough needs to take account 
of the positive working relations between Services across East Region and 
the merits of increased capacity and creativity inherent in working together. 

3.5 Social



Adopting the national strategy as a guidance document while ensuring local 
equality plans are lined up with Service priorities will enable the Service to 
respond more effectively to the needs of local people.   

3.6 Technological


Nil

4. BACKGROUND

4.1 The draft Fire and Rescue Service Equality and Diversity Strategy acknowledges that equality and diversity is central to effective protection of the public through fire prevention and emergency response.   It also notes that in 2006 the Communities and Local Government Select Committee was critical of the Service performance on equality and diversity and of Central Government’s lack of leadership on these issues.   

4.2 The Strategy’s vision is to create by 2018 a service which can demonstrate that it serves all communities equally to the highest standards, building on a closer and more effective relationship with the public and creating a more diverse workforce which better reflects the local working population.  It aims to do this by providing a framework for action which will drive change at a faster pace than previously.   The Strategy requires action by Fire Authorities in 5 priority areas: 

· Leadership

· Service Delivery

· Employment Practice

· Evaluation & dissemination of good practice

· Accountability 

It sets out a number of actions at national, Authority, and individual level for each of the priorities and identifies outcomes for each. 

4.3 The draft Strategy also reviews the workforce composition targets for women in operational roles (previously 15 per cent by 2009) and black and minority ethnic staff (previously 7 per cent by 2009).    At March 2006 only 2.8 per cent of operational roles were filled by women nationally (currently 3.8 percent in Cambridgeshire and Peterborough) and 3 per cent of all staff were from minority ethnic backgrounds (currently 2.2 per cent in Cambridgeshire and Peterborough). 

4.4
The purpose of the consultation is to seek views on whether a national 
strategy is required and whether it sets out the actions that will drive change.  


Additionally it seeks views on target levels and monitoring.  

	Source Document
	Location
	Contact Officer



	Communities and Local Government Consultation:  Fire and Rescue Service Equality and Diversity Strategy 2008-18

Race Equality Scheme 2005-08

Disability Equality Scheme 2006-09

Equality and Diversity Policy 2007

Draft Single Equality Scheme 


	Hinchingbrooke Cottage

Brampton Road

Huntingdon


	Diversity Adviser

Alison Scott

01480 444537

alison.scott@cambsfire.gov.uk  


APPENDIX A

RESPONSE TO CONSULTATION ON FIRE AND RESCUE SERVICE EQUALITY AND DIVERSITY STRATEGY 2008 – 2018
1.
National Strategy – General  
1.1
Central Government commitment to improving performance in equality and diversity in the Service is welcomed and the strategy provides a useful benchmark for our existing equality plans and activities.   However our corporate equality plan additionally takes account of local priorities in a way that a national strategy cannot.  

1.2 
Monitoring, evaluation and reporting feature strongly in the Strategy but it does not relate these to the current standard used to measure progress (Local Government Equality Standard).  This is regrettable since existing and potential partners in the public service use the LGES. 

1.3
The Strategy mainly identifies the same priorities and required actions as our own Equality Plan but would be improved by making an explicit case for why we should be a diverse organisation.  This is fundamental in increasing understanding and winning commitment to diversity from everyone in the organisation. 

1.4
Recognition of the additional capacity and/or resources required to make the strategy a reality would be welcomed.  

2.
Targets and Monitoring 

2.1
A review of the existing workforce composition targets is welcome although we would prefer to measure progress with reference to desired outcomes.   The terminology of “targets” has often been misunderstood and gives rise to concerns over quotas and supposed lowering of standards.  

2.2
The revised target for women (12% of operational fire fighters by 2013) is still unrealistic for some services where recruitment demand is low.   For Cambridgeshire and Peterborough, this target would represent an operational workforce comprising 78 women by 2013 – an increase of 53 in 5 years.  Given current resourcing, it is unlikely that we will need to recruit this number of firefighters in total in the next 5 years.   

 2.3
Our preferred approach would be to aim for increasing numbers of women and BME applicants with each recruitment process, consistent with actual requirements, and in the case of BME applicants, the relevant local population.     Parity with white male applicants in rates of success through the selection process and in retention and progression through the service would also be a more significant desired outcome.   

3.
Guidance 
Current legislation, codes of practice, regional and national sharing of good practice via diversity specialists and HR functions already provide plenty of guidance.    
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	RELATIONSHIP BETWEEN NATIONAL EQUALITY AND DIVERSITY PRIORITIES, 
	
	
	
	
	

	CAMBRIDGESHIRE AND PETERBOROUGH CORPORATE EQUALITY PLAN AND SERVICE PRIORITIES
	
	
	
	
	

	National E&D Priorities                                                                                                                            
	CFRS CEP
	Service Priorities
	
	
	

	Priority 1  - Leadership and Promoting Inclusion 
	
	
	
	
	

	Have an action plan compatible with national strategy and legislation                                   
	4.2
	3
	
	
	

	Report progress annually to Fire Authority                 `                                                                                                 
	9.4
	3
	
	
	

	Review progress against Equality Schemes                                                                       
	4.2, 9.3
	3
	
	
	

	Ensure staff understand requirements of Core Values                                                          
	5.2
	2
	
	
	

	FA members and CFOs to have appropriate training to promote  equality                                     
	4.4, 5.6, 5.7
	2
	
	
	

	and diversity and to provide leadership in this area. 
	
	
	
	
	

	Ensure those with leadership potential have opportunity & encouragement to develop skills.    
	6.4
	2
	
	
	

	Provide all staff with training in equality and diversity including bullying and harassment          
	5.5. 5.6, 5.7;  8
	2
	
	
	

	Ensure resources in HR and equality and diversity functions are sufficient to do the job.         
	4.6?
	2
	
	
	

	Ensure managers are aware of need to promote equality through all policies, plans,
	4.3
	1
	
	
	

	 practices and procedures and impact assessing 
	
	
	
	
	

	Ensure equality is covered in goods and services procurement                                             
	4.7
	3
	
	
	

	Engage in full consultation with representative bodies.                                                        
	6.8
	2
	
	
	

	
	
	
	
	
	

	Priority 2 - Effectice Service Delivery and Community Engagement 
	
	
	
	
	

	Ensure equality of service to all sections of the community                                                  
	1.1, 1.2, 1.3
	1
	
	
	

	Identify and take account of needs of full range of communities                                             
	2.1, 2.2, 2.3
	1
	
	
	

	Assess impact of all new policies, plans, procedures and practices to ensure 
	2.1, 2.2, 2.3
	1
	
	
	

	effective service delivery to all communities tailored to their needs. 
	
	
	
	
	

	Review all policies, plans, procedures and practices regularly                                                
	1.1, 1.2;  6
	1, 2
	
	
	

	Ensure IRMP takes account of local community and impact assess                                      
	2.1, 2.2, 3.1 
	1
	
	
	

	Ensure progress review for service delivery in IRMP                                                               
	3.1, 4.6, 4.7
	1
	
	
	

	Communicate progress to local communities                                                                      
	2.2, 3.1, 9.4
	1
	
	
	

	Complaints dealt with quickly and transparently                                                                     
	4.6
	1
	
	
	

	Work with partner agencies and community advocates to create new ways of communicating with community 
	3.1
	1
	
	
	

	Monitor and take action on community perceptions and satisfaction                                      
	1.1, 2.3
	1
	
	
	

	Provide staff with appropriate training and development  to ….meet needs of local communities 
	8.1, 8.2, 8.3 
	1
	
	
	

	Communicate consistently with staff to raise awareness & understanding 
	3.1, 4.5, 4.6
	1
	
	
	

	of local community issues and action needed
	
	
	
	
	

	
	
	
	
	
	

	Priority 3  - Employment and Training 
	
	
	
	
	

	Undertake awareness campaigns and positive action to support and encourage 
	7.1, 7.2, 7.3
	1, 2
	
	
	

	applicants from under-represented groups
	
	
	
	
	

	Use national processes for recruitment, development and promotion of staff                             
	6.1, 6.4
	2
	
	
	

	Review and impact assess employment practices and policies                                                
	6.1 - 6.9
	2
	
	
	

	Assess all aspects of working environment to ensure all staff receive support 
	1.2, 5.4, 6.10
	2
	
	
	

	and resources necessary to work to best of their ability 
	
	
	
	
	

	Carry out annual individual performance reviews, (up to &  including CFO), including 
	6.7, 6.9
	2
	
	
	

	equality objectives, to provide evidence of fair progression 
	
	
	
	
	

	Provide training for managers and members on handling grievance, discipline and tackling bullying and harassment. 
	4.3, 4.4,  5.6, 
	2
	
	
	

	Communicate regularly with staff to raise awareness/understanding of workforce equality issues 
	4.5
	2
	
	
	

	and actions necessary to achieve them 
	
	
	
	
	

	
	
	
	
	
	

	Priority 4  - Evaluation and Sharing Good Practice 
	
	
	
	
	

	Collect & submit to CLG evidence of improvements to service delivery for inclusion in annual Equality and Diversity report 
	9.1 - 9.4 
	
	
	
	

	Collect & submit to CLG evidence of improvement to employment practices, including progress against employment targets. 
	9.1 - 9.4
	1
	
	
	

	Review, monitor and evaluate effectiveness of procedures and processes for 
	5.1, 6.9, 9.2, 
	2
	
	
	

	dealing wiuth bullying, harassment, unacceptable behaviour
	
	
	
	
	

	Undertake robust equality impact assessment                                                                     
	1.1 - 1.3 
	1, 2
	
	
	

	Undertake staff and community surveys to assess perceptions of staff and community of FRS 
	2.3, 3.1
	1, 2
	
	
	

	Recognise & celebrate local/achievements                                                                          
	9.4
	?
	
	
	

	Work with local partners to promote and share good practice                                                 
	3.2, 4.7
	3
	
	
	

	Communicate consistently with staff on progress made and detail of success                       
	4.5
	2
	
	
	

	
	
	
	
	
	

	Priority 5  - Accountability 
	
	
	
	
	

	Report annually to members on Equality Strategy and Scheme 
	9.4
	3
	
	
	

	Report annually to CLG on improvements to service delivery,  employment practice & employment targets
	9.4
	3
	
	
	

	Make evidence of progress in service delivery and employment practice available to public via website.   
	9.3, 9.4 
	3
	
	
	

	Ensure all staff including CFO have annual appraisal with annual objectives including equality objectives
	4.7
	2
	
	
	

	Demonstrate compliance with equalities legislation, (specifically public duties 
	9.1 - 9.4 
	3
	
	
	

	for disability, race and gender) and review progress in SIP 
	
	
	
	
	

	Ensure bullying and harassment are dealt with fairly, quickly and transparently
	5.1
	2
	
	
	

	Seek regular (3 yearly) peer review. 
	9.1
	3
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