Agenda Item 3

TO:

Community Safety Committee 

FROM:
Director of Community Safety 

DATE:
15 October 2008 

EQUALITY UPDATE 2007 - 08

1. 
PURPOSE

1.1 To inform Community Safety Committee on equality progress in the year 2007-08 (and comparison with 2006-07) as measured by the requirements of equality legislation, national performance indicators and local activity.

2.  
 RECOMMENDATION

2.1
The Community Safety Committee is asked to consider the report and comment on progress.

3.
RISK ASSESSMENT

3.1
Economic
Nil

3.2
Environmental


Nil

3.3
Legal

Equality legislation requires annual reporting of our workforce diversity profile.  To meet this requirement the quantitative data in this report will be made available to the public via the Service’s website. 

3.4 Political
When measured against quantitative criteria, our progress in equality and diversity appears slow, partly because of low recruitment needs.  This needs to be balanced against the more qualitative achievements in the areas of emerging community engagement, improved awareness and internal cultural change. 

3.5
Social


The publication of our diversity profile as an organisation has the potential to either attract or discourage applicants from under-represented groups in the future, dependant on our progress.

3.6     Technological

Nil

4.
EQUALITY IMPACT ASSESSMENT
4.1
Not required; paper reporting information only. 

5.
BACKGROUND

5.1
A number of national and legal quantitative measures exist to assess progress on equality and diversity in Cambridgeshire Fire and Rescue Service.  This update provides statistical data on workforce diversity 
and equality in employment for 2006-07 and 2007-08 and complies with standards set by Communities and Local Government for annual returns.  It also aims to provide members with qualitative information about equality initiatives in community safety.  

6.
WORKFORCE DIVERSITY  


Key to abbreviations
	M/F
	Male/Female

	RDS/WT
	Retained/Wholetime Duty System 

	WhB/Oth
	White British/White Other 

	BME
	Black and Minority Ethnic

	NS 
	Not stated


6.1 
Gender Distribution 

	
	March 2007
	March 2008

	Staff Group 
	M 
	F
	Tot 
	F as %

of tot 
	M 
	F
	Tot 
	F as %

of tot 

	Control
	2
	26
	28
	92.9%
	2
	25
	27
	92.6%

	RDS 
	350
	15
	365
	4.1%
	340
	14
	354
	4.0%

	WT 
	270
	7
	277
	 2.5%
	268
	10
	278
	4.0%

	Support 
	61
	72
	133
	54.0%
	69
	80
	149
	53.7%

	Tot
	683
	120
	803
	14.9%
	679
	129
	808
	16%


There is an overall increase in the number of women in operational and support roles. 

6.2 Ethnicity Distribution 

	
	2006-07
	2007-08

	Staff Group 
	WhB & Oth
	BME
	NS
	BME as % of tot stated
	WhB & Oth
	BME
	NS
	BME as % of tot stated

	
	M
	F
	M
	F
	
	
	M 
	F 
	M
	F
	
	

	Control 
	2
	26
	0
	0
	0
	0
	2
	25
	0
	0
	0
	0%

	RDS  
	337
	15
	0
	0
	13
	0
	325
	14
	1
	0
	14
	0.3%

	WT  
	248
	7
	10
	0
	12
	3.7%
	250
	8
	11
	0
	9
	4.1%

	Support 
	56
	72
	4
	0
	1
	3.0%
	63
	76
	4
	1
	5
	3.5%

	Tot
	643
	120
	14
	0
	26
	1.8%
	640
	123
	16
	1
	28
	2.2%


While there is a steady increase in proportion of BME staff this is mainly among men with very little ethnic diversity among women staff.

6.3 
Disability 

6.3.1
2006- 07


Disability figure was estimated from Occupational Health and HR held information.  This amounted to 20 members of staff with a DDA defined disability or 2.5% of workforce. 
6.3.2
2007- 08

A confidential questionnaire was distributed to all staff in December 2007,   asking them to declare voluntarily if they had a condition that came within the Disability Discrimination Act 2005.  Returned questionnaires were anonymous to maintain confidentiality.   60% of staff completed questionnaires with 37 reporting a DDA defined condition.  This amounts to 4.5% of the whole workforce.
7.
DIVERSITY IN RECRUITMENT (06- 08)

7.1
A wholetime recruitment campaign was run in 2006.  This used the new National Firefighter Selection Tests for the first time and attracted 820 applicants.  The proportion of women to men applicants was 11.1% and 25% of those who were appointed in 2006-07 were women. 

No further wholetime recruitment was needed in 2007-08 and newcomers are either transferees or come from the existing holding list of successful applicants. Retained and support staff recruitment are ongoing. Overall operationally, women continue to make up a small percentage of recruits and this reduced in 2007-08.   Of concern is the low number of minority ethnic recruits into either operational or support groups and our equality plans aim to address this
7.2
Gender Distribution of New Recruits

	
	2006-07
	2007-08

	Staff Group
	M
	F
	Total
	F as % of tot
	M
	F
	Total
	F as % of tot

	Control 
	1
	0
	1
	0%
	0
	3
	3
	100%

	RDS 
	11
	1
	12
	8.3%
	15
	1
	16
	6.6%

	WT 
	12
	4
	16
	25.0%
	8
	1
	9
	11%

	Support  
	5
	14
	19
	73.6%
	9
	10
	19
	53%

	Total
	29
	19
	48
	39.6%
	32
	15
	47
	31.9%


.  
7.3
Ethnic Distribution of New Recruits

	
	2006-07
	2007-08

	Staff Group 
	WhB & Oth
	BME
	NS
	BME as % of tot stated
	WhB & Oth
	BME
	NS
	BME as % of tot stated

	
	M
	F
	M
	F
	
	
	M
	F
	M
	F
	
	

	Control
	1
	0
	0
	0
	0
	0%
	0
	3
	0
	0
	0
	0

	RDS
	11
	1
	0
	0
	0
	0%
	13
	1
	0
	0
	2
	0

	WT
	11
	4
	1
	0
	0
	6.3%
	8
	1
	0
	0
	0
	0

	Supp
	5
	14
	0
	0
	0
	0%
	8
	8
	0
	1
	2
	5.9%

	Tot
	28
	19
	1
	0
	0
	2.1%
	29
	13
	0
	1
	4
	2.3%


7.4
Disability Distribution of New Recruits

In 2006-07, three new staff declared a DDA defined disability amounting to 6.3% of all recruits. 

No staff with disabilities were recruited into any area of the workforce in 2007-08.   However we are offering temporary work placements (mainly in administration) to suitable staff who have a disability, in partnership with Papworth Trust.  

8.
 DIVERSITY IN PROMOTION (2006 - 08)

8.1
The promotions are for both Wholetime and Retained Duty System staff.  The data shows no women being promoted although at present it is not clear why.  This will be an area of further research later this year.  

	
	2006-07
	2007-08

	Promoted to
	WhB & Oth
	BME
	NS
	WhB & Oth
	BME
	NS

	
	M
	F
	M
	F
	
	M
	F
	M
	F
	

	Brigade Manager 
	0
	0
	0
	0
	0
	1
	0
	0
	0
	0

	Group Manager 
	1
	0
	0
	0
	0
	1
	0
	0
	0
	0

	Watch Manager 
	1
	0
	0
	0
	1
	0
	0
	0
	0
	0

	Crew Manager 
	4
	0
	0
	0
	1
	14
	0
	0
	0
	0


9. 
BEST VALUE PERFORMANCE INDICATORS

9.1
The national indicators below were reported quarterly to CLG during 2006-07 and 2007-08.  
The increase and reduction in BVPI 11a & b respectively represents movement of one person.  In the case of 11b this was due to a promotion of one officer to another Service.  With this exception a small but steady increase is shown.  

	BVPI
	Description 
	2006-07
	2007-08

	11a
	% of top 5% earners – women 
	0
	4.5%

	11b
	% of top 5%earners – minority ethnic 
	9%
	4.5%


	16
	% employees meeting DDA definition  
	2.5%
	4.5%

	17a
	% of ethnic minority uniformed staff
	1.5%
	1.8%

	17b
	% of economically active population from ethnic minority communities in the authority area.
	6.1%

	6.1%

	210
	% of women 
	3.5%
	3.9%


10.
EQUALITY STANDARD FOR LOCAL GOVERNMENT 

10.1
This standard was adopted by the Authority in 2003 as a tool to support the mainstreaming of equality and diversity objectives into all aspects of the Service’s policies, procedures and practices.   
The Standard is made up of 5 levels of achievement, each with requirements under: 

· Leadership and Corporate Commitment 

· Consultation, Community Development and Scrutiny 

· Service Delivery/Customer Care

· Employment and Training 

Achievement of each level is based on self-assessment initially. We currently self - assess at level 2 and in 2008/09 we aim to invite peer assessment against level 3.  Self assessment indicates we meet 85% of level 3 criteria. 

10.2 
Future Framework

The requirements of the Standard have been reviewed nationally and will be revised in April 2009 to become the Equality Framework for local government.  It is anticipated that a bespoke framework specifically for Fire and Rescue Services will also be developed for implementation in April 2009.  The revised Framework aims to be simpler, less burdensome and resource intensive, focusing on assessment by peers and sharing good practice.  

There will be 3 levels – Emerging, Achieving and Excellent and existing achievements will transfer over to the new levels.  

11. PROGRESS THIS YEAR 
11.1
Evidence of diversity progress in community safety, engagement and improved awareness can be seen through the following examples. 

Community Safety, Engagement and Inclusion 

· Home Fire Safety Checks carried out at Traveller Sites in East Cambridgeshire and Fenland.  

· Teenagers involved in developing awareness leaflet aimed at their age group through Peterborough Action Against Arson team. 

· Language translation cards developed to support communications with non-English speakers in emergencies. 

· Participation in Huntingdon’s “Unity in the Community” event to encourage community cohesion. 

· Community safety talk aimed at Polish community living in high risk accommodation.   

· Sprinkler system fitted in residential care home for young adults with physical and learning disabilities. 

Communication & Support

· New website designed to ensure access to information by non-English speakers and those with visual disabilities.  

· Emergency calls using “Typetalk” tested by member of the public who is deaf. 

· Dyslexia Support Group established by interested staff members.  Assessment for Dyslexia supported by service in partnership with Dyslexia Action.  

· Service policies on equality, bullying and harassment and disability all reviewed and launched. 

Learning and Development 

· A series of articles to raise staff’s awareness of different ethnic groups and cultures has featured in Sharp End News.  

· Training to prevent and manage incidents of bullying at work completed at Cambridge City and rolled out to rest of Service. 

· Islam awareness training delivered at Peterborough.  

· Specific training to deal with non-English speakers in an emergency.

· Migrant worker awareness training delivered to operational; staff from Huntingdon and Control Room. 


Audit and Review 
· Introduced monitoring where Home Fire Safety checks are done so we can better understand our clients. 

· Continued to equality impact assess policies and procedures and provide appropriate training. 

	Source Document
	Location
	Contact Officer



	Race Equality Scheme 2005-08

Disability Equality Scheme 2006-09

Equality and Diversity Policy 2007

Disability Equality Policy 2007

Preventing Bullying and Harassment Policy 2007


	Hinchingbrooke Cottage

Brampton Road

Huntingdon


	Diversity Adviser

Alison Scott

01480 444537

alison.scott@cambsfire.gov.uk  


� 


� ONS Census Data 2001
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