Agenda Item 4

TO:

Community Safety Committee 

FROM:
Director of Community Safety 

DATE:
15 October 2008 

DIVERSITY RECRUITMENT TARGETS 2008-13

1. 
PURPOSE

To outline new diversity recruitment targets as given in the National Strategy for Equality and Diversity and to propose that the Fire Authority consider committing to “higher” targets.   


2.
RECOMMENDATIONS

3.1 The Community Safety Committee is asked to consider a recommendation to Policy and Finance Committee to commit to the higher recruitment targets of: 

· by 2013, minimum of 18% of new entrants to operational sector to be women.

· by 2013, minimum of 12 – 15 % of new entrants to the workforce to be from a minority ethnic background (including “white other” category). 

3.
RISK ASSESSMENT

3.1
Economic
A minimum of £42,000 in capital grant will be allocated in 2009/10 or 2010/11 to Authorities who make a “genuine commitment” to the higher targets described below.  While Communities and Local Government (CLG) have indicated money will not be taken back if targets are not reached, outcomes will be recorded along with explanations of what effort has been made and why targets have not been reached. 

3.2
Environmental


Requirement in the next 4 years will be for Retained Duty System staff and support staff recruitment.   No recruitment for Wholetime Duty System staff is expected in this period.   Limitations on where we can recruit for retained staff will restrict the breadth of activity we might take to encourage a more diverse spread of applicants.  The target figure derived below is based on population of local authority area but in reality our catchment area will be a five-minute footprint around retained stations.  Data for such a specific area is not available and so the actual ethnic composition of population in those areas is not known.   

3.3      Legal

Positive action measures may be taken to encourage applicants for types of work where they are specifically under-represented.  Without this kind of intervention it is unlikely the targets can be attained.   The use of positive action will need to be clarified and transparent to staff, members and the public in order to avoid concerns that the service is discriminating unlawfully. 

3.4      Political

Nil

3.5      Social


The rationale for increasing the diversity of the workforce is to improve engagement with “hard to reach groups” in the community who are often the most vulnerable.  Improved engagement should lead to better penetration of community safety messages further reducing fatalities and injuries as a result of fires and road traffic collisions. 

3.6
Technological

Nil

4.
EQUALITY IMPACT ASSESSMENT
4.1
Not required. 

5.
BACKGROUND

5.1 The National Strategy for Equality and Diversity in the Fire and Rescue Service sets out measures by which Fire Authority’s performance on equality and diversity will be measured. One of the quantitative measures is an assessment of progress against recruitment targets. This will replace the present indicators which measure the percentage of women working in operational roles and the percentage of minority ethnic staff in the workforce.  

6.
TARGETS
6.1
The general recruitment targets given in the strategy are: 

· By  2013 minimum of 15% of new entrants to the operational sector to be women
· By 2013 recruitment of minority ethnic staff across whole organisation to be the same percentage as minority ethnic representation in the local working population.   (For the first time this will include those who categorise themselves as “White Other” and so will cover, for example,  migrant workers from other parts of Europe.)

· Minority ethnic representation for Cambridgeshire FRS is estimated as being 10% in the areas where we are likely to recruit in this period (Huntingdonshire, South Cambridgeshire, East Cambridgeshire and Fenland).  This is based on ONS mid-year population estimates and is averaged across all four Districts.    CLG have recommended use of Labour Force Survey to calculate local minority ethnic targets and this information, when available, will also be taken into account.  

· Authorities with very low minority ethnic working age populations and low recruitment requirements may set a target in terms of individuals recruited over the 5 year period rather than a percentage of recruitment.  Although our need to recruit to Wholetime Duty System will be very low in this period, recruitment to Retained Duty System and for support staff will be ongoing and it is unlikely our recruitment requirements would be considered as low.  

· By 2013, parity in retention and progression between minority ethnic and white British/Irish employees and men and women. 
7.
HIGHER TARGETS

7.1
A minimum of £42,000 in capital grant will be allocated in 2009/10 or 2010/11 (likely to be £21,000 each year) to Authorities who make “genuine commitment” to higher targets viz: 

· 18% of new entrants to operational service to be women by 2013.

· Recruitment of minority ethnic staff across organisation to be 2 – 5% above minority ethnic representation in local working population.   This would amount to a minority ethnic target of 12 – 15% for Cambridgeshire FRS.  

7.2 Commitment needs to be given to both targets and expressed in a letter from the Chief Fire Officer and Chairman of the Fire Authority to CLG explaining how they intend to reach targets. This is likely to be required by the end of November 2008.  

7.3
Targets for minority ethnic staff and an explanation of how these have been calculated need to be supplied to CLG whether normal or higher targets are being aimed for. 
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