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1. Background

This report is a summary of the findings of a Diversity Peer Challenge organised by the Improvement and Development Agency (IDeA) and carried out by its trained peers. The report satisfies the requirements of the Equality Standard for an external assessment at level 3.  The Peer Challenge is designed to validate a fire and rescue service’s own self-assessment at level 3 of the Equality Standard, by considering documentary evidence and by carrying out a series of interviews and focus groups with employees and other stakeholders.

The basis for the Peer Challenge is a benchmark which incorporates the set criteria of the Equality Standard at level 3.  The benchmark focuses on four key areas: Leadership and Corporate Commitment; Community Engagement and Accountability; Service Delivery and Customer Care and Employment and Training.

The Peer Challenge is not an inspection; rather it offers an external assessment of an organisation’s own judgement of itself against the Equality Standard benchmark, by critical friends who have experience of delivering an equality/diversity agenda in their own organisations.

Peers were:

	Kevin Lee – Gloucestershire County Council

	Maria Tonks — West Yorkshire Fire and Rescue Service

	Councillor John Whelan —  London Borough of Lambeth


The team appreciates of the welcome and hospitality provided by the FRS and would like to thank everybody that they met during the process for their time and contributions.
2.  Overall conclusion

Following this Diversity Peer Challenge, we have reached the following conclusion: 

Cambridgeshire  Fire and Rescue Service has completed a satisfactory self-assessment against the criteria for level 3 of the Equality Standard. Strengths and any areas for improvement identified by peers are highlighted in paragraph 3. 

3.  Detailed findings

3.1 Leadership and corporate commitment

Strengths: 
· Councillor leadership is effective with cross party ‘buy-in’ to service objectives on E&D

· FRS strengthening member scrutiny through new leadership of Scrutiny and Performance Committee with proposed work programme including policy review, monitoring and single issue panels.

· CFO and Deputy Chief actively promote E&D awareness through partnership and events such as  LGBT Conference, Networks for Women in the Fire Service, Asian Fire Service Conference event.

· Members have supported a high level of resourcing for wards with 80% of risk of fire injury and death.
· Diversity officer role clearly understood within the FRS and effectively communicating E&D policies to operational and support staff
· The FRS actively seeks resident’s views and responds effectively to feedback about preventative work
· Members and officers are engaged with high level partnerships e.g. Cambridgeshire Together thus ensuring a focus on the needs of vulnerable communities and individuals

· Members and senior staff engage actively with ‘at risk’ communities such as young people, travellers, students and migrant workers living in communal accommodation.
· Watches are monitoring E&D data to develop action plans in their own areas and understand why action needs to be developed that meets the specific needs of their communities
· Equality initiatives monitored quarterly through business planning process

· The review of HR to link into the wider business and take a strategic view of service improvement.
Areas for improvement:

· More work required to share good practice on community engagement between districts building on more informal links already established. Whole service approach to these initiatives needs more work.

· There is a need for more data sharing with and by other agencies to help determine shared priorities
· Need to use EIA process more consistently to inform policy decisions

· Consider strategies to ensure that all managers buy in to E&D issues

· Diversity Network could be better utilised i.e. in consultation and input to EIAs.

‘”There has been a sea change in our approach to diversity – we’ve moved to a performance culture.’’

‘All managers recognise the role they have in taking E&D forward.’
3.2 Community engagement and accountability

Strengths:

· Community engagement initiatives are aligned with FRS National Indicators and LAA priorities ensuring efficient and effective use of available resources.

· District managers work collaboratively with members and district councillors to focus better engagement with the community around FRS priorities.
· Operational staff at station and watch level effectively engage with Neighbourhood Panels and develop better community awareness and contacts with partners, CDRPs, and community leaders.
· Partnership work used effectively to gain access to hard to reach communities such as traveller sites leading to positive outcomes i.e. caravan fire safety checks.
· Youth intervention projects target children out of school and young offenders in areas of high deprivation
· Amber Centre – example of successful youth diversion project delivered in partnership. At present targeting young drivers but arson risks to be added

· Social marketing techniques used to create greater awareness of fire risk among students in Cambridge City – a transient population prone to vulnerability

· ‘Positive Action’ successfully rolled out to young women in the community and in education to encourage interest in working for FRS

· ‘Mosaic’ used in Peterborough to identify 8,000 addresses in socially deprived categories – 6 months on a significant drop in fire incidents
Areas for Improvement:

· Need for an agreed consultation process on EIAs with stakeholder groups
· Need to create process for  feedback to stakeholder on impact of initiatives

‘Would like to see positive role models particularly LGB – maybe website links. FRS could use appropriate Web sites to promote best practice.’
3.3. Service Delivery and Customer Care

Strengths:
· Diversity Steering Group driving implementation of Single Equalities Scheme and actively monitoring performance and outcomes – planning to engage members as “sponsors” for service improvements.
· Access to services is improving e.g. free phone service / HFSC 
· The importance of data collection via E&D monitoring to inform future delivery is recognised.
· Effective leadership at station and watch level of initiatives to involve other partners in making derelict houses and industrial units safe from arson.
· FRS works with disabled people to test new service for the deaf

· Good local delivery in response to identified needs which is communicated with innovative techniques i.e. story boards.
· Disability access reviews have been completed and for the first time are included in asset management plan.

· Employee stakeholder group set up for purchase of new uniforms

· Procurement adopting best practice through collaboration with Chamber of Commerce in 'meet the buyer' events to involve more local businesses in tender process.
“There is never a problem with equality and diversity when we are delivering our services in the community.”

Areas for Improvement:

· FRS could do more to “join up” examples of good practice and share them throughout the organisation and within the region.
· Some improvements emerge from other sources than EIAs e.g. D.E.S. and require co-ordination for follow through.
· Good practice by watches in individual districts need to be effectively shared with other districts

· More needs to be done  to track evidence about E&D through to action plans and monitoring
· FRS needs to develop a collaborative approach with other statutory partners to reduce risk at home for people with disabilities
· Ongoing need for better communication channels across the whole organisation

Employment and Training

Strengths:

· Appraisals in place for all staff and equality objectives set

· ‘Professional Behaviour’ at work training extended throughout FRS for managers, retained and other staff via workshops  and seen as effective in extending awareness of E&D issues

· Communications around E&D policies and projects have improved in raising staff awareness and reducing inappropriate behaviour at station level

· Engagement of representative bodies is improving service delivery
· Leadership Charter adopted for staff focused on behaviours.

· Effective use of “awareness days” to raise knowledge of operational staff about minority communities i.e. migrant workers and the Muslim community in Peterborough. 
‘We are making an impact on people’s behaviour when outside fire service role. IODA training on professional conduct at work has been brilliant’

Areas for Improvement:

· Equal Pay Review is a significant requirement of the Level 3 Standard. Good work around job evaluation and rank to roll but the service must establish a clear action plan for full equal pay audit.
· Professional Behaviour at Work training requires clarity as to who it is intended for.

· E&D awareness to be integrated into member training and personal development and agreement. FRA could consider external validation of personal development of members via LGA/IDeA charters.
· Ongoing work and more to do with retained – culture change

· Need for consistent and regular  monitoring across the 6 strands

· Consider using LGB website to promote fire safety and recruitment and ways  to recruit Muslim people into FRS as performance on women and BME recruitment needs to be addressed
‘Need to consider targeting of  mother and toddler groups to raise awareness and for recruitment.’
‘Need more informal E&D meetings where people can raise issues’

3.5 Main Challenges
- Equal Pay Review requires urgent production of action plan and delivery timetable

- Need to develop whole service approach to E&D initiatives in the community
- Process required to ensure regular feedback on community safety initiatives to partners

- FRS needs to build on the knowledge of existing staff as part of its consultation procedures.
