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Equality and Inclusion Report

April 2010 – June 2011
1.
Introduction 
Where relevant, Cambridgeshire Fire and Rescue Service monitor information about the diversity of those at risk from fire or other emergency incidents and those who receive services from us, including prevention, protection and operational response.    This information is used to assess the impact of our services on different risk groups in the community and to ensure that services are provided in an accessible and appropriate way for them.

Data on the diversity (age, ethnicity, gender, disability, sexual orientation and religion or belief) of job applicants and employees is also analysed for trends and reviewed annually.   We do this to assess our progress in attracting and retaining a diverse workforce as well as ensuring that employment and development policies are being fairly applied to all groups of current employees in compliance with Equality Act 2010.     

 2.
Diversity in Service Delivery  

Our equality strategy states our commitment to improving performance by ensuring we pay due regard to the needs of different communities in all our decisions, policies and practices. 

We do this by analysing outcomes of our main functions and policies to check they don’t appear to disadvantage any group of people who share a protected characteristic. We also assess potential impact of new or revised activities. This allows us to amend our decisions or policies to avoid discrimination against any specific group and to ensure we are advancing equal opportunity between different groups.   

This process is also applied to those policies and decisions affecting staff. 

In 2010/11 initial equality impact assessments were carried out on 22 policies, procedures and practices (see Appendix 1 for details and outcomes).    
Operational response  

Operational crews attend all emergency calls irrespective of personal characteristics.  Ongoing diversity awareness, training and information support crew members in dealing appropriately with all victims of an emergency.  In 2010 we launched a resource which provides firefighters and other public-facing staff with relevant cultural, ethnic and religious information to equip them to deal with a wide range of people. Crews also make use of a Fire and Rescue phrasebook in 40 languages to help communications in emergency situations where English is not the first language spoken.    

Information relating to the age, gender, ethnicity of victims is collected in the case of fatalities and serious injuries where CFRS attend incidents (table 1).  Although disability is not collected, other relevant circumstances – e.g. mobility – is and is used to identify those most at risk.   Since these numbers are small, details are from April 08-June 11.  This information - along with the geographical location and socio-economic circumstances - helps us prioritise our prevention work.  
Table 1 – Fatalities and serious injuries 01/4/08 – 30/6/11
	Fatalities 
	Gender 
	Non-fatal casualties 
	Gender 

	
	
	F
	M
	
	
	F
	M

	Ethnicity 
	White British
	4
	8
	Ethnicity 
	White British
	25
	48

	
	Not stated 
	1
	5
	
	Not stated 
	4
	7

	
	Other Black
	
	1
	
	Other Black
	 
	 

	
	Other White
	
	2
	
	Other White
	5
	4

	
	
	
	
	
	Caribbean
	
	1

	
	
	
	
	
	Indian
	1
	

	
	
	
	
	
	White & Black Caribbean
	1
	

	
	
	
	
	
	Any Other
	4
	2

	Total 
	
	5
	16
	Total 
	
	40
	62

	
	
	
	
	
	
	
	

	Age 
	0 - 15
	
	
	Age 
	0 - 15
	6
	6

	
	16 - 64
	2
	11
	
	16 - 64
	28
	48

	
	65 +
	3
	5
	
	65 +
	6
	8

	Total 
	
	5
	16
	Total 
	
	40
	62

	
	
	
	
	
	
	
	

	Mobility  
	Immobile 
	1
	2
	Mobility 
	Immobile 
	1
	2

	
	Other disability 
	
	
	
	Other disability 
	1
	


Community Safety - Prevention 
Domestic Fires. 

Home fire safety checks are offered to those at highest risk as identified through incident data, national data and information from partners. At present this is older people and those who are known to Adult Social Care.  The diversity profile of those who take up a home fire safety check offer is also collected. The data for 10/11 is still to be analysed  and will be available in 2012.    “Customer conversations” carried out after fires will also supply us with diversity about those having domestic fires. While this data is being collected it has not yet been collated and analysed.    
Arson Prevention.

At present diversity data of victims is not collected by FRS but is by Police Service. This is used to identify whether hate crime is an issue.  Diversity data is collected by Police Service for perpetrators where an arrest is made and where relevant shared with FRS.  
Road traffic collisions.

Fatalities in RTCs are included in the data at Table 1. Four of these fatalities were as a result of an RTC. This data only reflects RTC incidents attended by FRS crews.  Data set is too small to merit further analysis without compromising confidentiality.   National statistics indicate that young, inexperienced drivers and motorcyclists are most at risk.  In Cambridgeshire, road traffic collisions account for 68 per cent of accidental deaths in males aged 15 – 34. 
Community Safety - Protection 

Fire Protection Officers are responsible for auditing and – if necessary - enforcing compliance with the Fire Safety Order.   

During risk-based audits and audits following a fire, the diversity profile of those visited (who may be employees, managers, owners or “responsible persons”) is collected along with relevant information about premises type.  This is compared to outcome of the audit to identify any different impact.  

In the year April 2010-March 11, 87 premises were audited following a fire.  Diversity data was obtained for 33 of these and is given in Table 2. 

 Table 2 Fire protection post-fire audits
	Characteristic 
	Number 
	%ge satisfactory 

	Gender 
	Male 
	26
	38%

	
	Female 
	6
	66%

	
	Not stated 
	1
	

	
	
	
	

	Ethnicity 
	White British 
	28
	43%

	
	Other white 
	1
	0

	
	Indian 
	2
	0

	
	Chinese 
	1
	0 

	
	Other ethnic group
	1
	100%

	
	
	
	

	Age 
	25-39
	9
	33%

	
	40-59
	23
	43%

	
	>60 
	2
	50%

	
	
	
	

	Disability 
	None stated 
	
	


The factor considered most significant is ethnicity since language barriers and lack of awareness are most likely to contribute to different outcomes.   The proportion of BME businesses visited is proportionate to the number of people of BME origin in the county generally. 
From Jan - Sept 10,   18 prohibition notices were issued.  This is the highest level of enforcement and means that the premises concerned is limited in its use and activity. 

Restaurants and take away outlets with an ethnic identity were disproportionate in receiving prohibition notices and this has led to the development of education initiatives with BME business owners to help them meet compliance standards.  
Customer Satisfaction 
Twenty five complaints from the public were received in 2010/11.  Of these, diversity information was received from 20 per cent.  This data set is too small to further report and maintain confidentiality.  

A public perception survey of residents in Cambridgeshire and Peterborough was carried out in 2010/11 by postal questionnaire and phone calls. This resulted in a 21 per cent response rate from an initial 5,400 questionnaires.   625 phone interviews were also completed.  

Information about the diversity of respondents was collected and results analysed and can be found on www.cambsfire.gov.uk. 
3.
Workforce Diversity  

An objective from our previous equality plan was to extend the collection and gathering of diversity data from present employees. This became possible with the introduction of a self service approach to registering and updating personal data on the HR/Payroll database Resourcelink.   Since the collection of this data completed in June 2011 the data provided below for workforce is at 30 June 11 and compared with workforce at 31st March 2010. 
	M/F
	Male/Female

	RDS/WT
	Retained/Wholetime Duty System 

	WhB/Ir
	White British/Irish  

	BME
	Black and Minority Ethnic (includes White Other category) 

	NS 
	Not stated or monitoring form not completed 


Key to abbreviations
Table 3  Gender Distribution 
	
	31/3/10
	30/6/11 

	Staff Group 
	M 
	F
	Tot 
	F as %

of tot 
	M 
	F
	Tot 
	F as %

of tot 

	Control
	3
	32
	35
	91.4%
	3
	30
	33
	91%

	RDS FF
	375
	14
	389
	3.6%
	323
	11
	334
	3.3%

	WT  FF
	260
	11
	271
	4.0%
	254
	13
	267
	4.9%

	Support 
	69
	91
	160
	57%
	60
	90
	150
	60.0%

	Tot
	707
	148
	855
	17.3%
	640
	144
	784
	18.4%


The proportion of women firefighters has stayed fairly static with a small increase in WT balanced by a decrease in RDS and is consistent with the national average (4.1%).   The decrease in women RDS FFs is explained by 1 resignation (to take up a development opportunity as a WT FF elsewhere) and 2 ends of contracts (no longer able to meet availability needed).  There are no operational women in roles above Crew Commander. 

Table 4 - Ethnicity Distribution
	
	31/3/10
	30/6/11

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

	
	M
	F
	M
	F
	
	
	M 
	F 
	M
	F
	
	

	Control 
	2
	26
	0
	1
	6
	3.6%
	3
	28
	0
	1
	1
	3.1%

	RDS  
	319
	10
	2
	0
	58
	0.6%
	302
	11
	6
	0
	15
	1.8%

	WT  
	230
	9
	9
	0
	23
	3.8%
	230
	12
	12
	0
	13
	4.7%

	Support 
	53
	58
	4
	1
	12
	4.3%
	50
	77
	5
	2
	16
	5.2%

	Tot
	604
	103
	15
	2
	131
	2.4%
	585
	128
	23
	3
	45
	3.5%


The increase in number of BME staff is thought to be partly because of more accurate data recording since this is now on a self-service basis.  This is also reflected in the decrease in number of those not stating ethnicity.  Proportion of staff from a BME background - while increasing - is still small compared to the percentage of working age BME population in the county – around 16%.  However it is acknowledged that restrictions on where we can recruit RDS firefighters makes targeting BME populations difficult.   
Table 5 - Disability Distribution 
	30/6/11
	Mobility 
	Sensory 
	Specific learning difficulty  
	Other 
	None  
	Not disclosed  
	Total
	% with disability of those declaring  

	Staff Group 
	
	
	
	
	
	
	
	

	Operational (WT/RDS) 
	0
	0
	19
	0
	213
	369
	601
	8%

	Control & Support 
	2
	1
	2
	1
	97
	80

	183
	5.8%


Dyslexia is known to be an issue for some staff and to date the service has supported 18 assessments for staff to support reasonable adjustments.     

Sexual orientation and religion or belief 
This is the first year of monitoring religion or belief and sexual orientation of staff and – as was expected – there are a significant number who opt not to share this information as shown below.  
Table 6a – sexual orientation declared 

	30/6/11
	Not declared %
	Heterosexual (as % of those declaring) 
	Lesbian, Gay or Bisexual (as % of those declaring) 

	Staff Group 
	
	
	

	Operational (WT/RDS) 
	73%
	98%
	2%

	Control & Support 
	52%
	99%
	1%


Table 6b religion or belief declared
	30/6/11
	Not declared % 
	No religion (as % of those declaring) 
	Christian (as % of those declaring)
	Other religions or beliefs (as % of those declaring)

	Staff Group 
	
	
	
	

	Operational (WT/RDS) 
	71%
	36%
	58%
	6%

	Control & Support 
	44%
	24%
	70%
	7%


4.
Recruitment Diversity 
Previous national targets for recruitment no longer exist with indiviudal FRSs seen as being in best place to set realistic local targets.  

Given the current low recruitment activity and geographical restrictions on where RDS firefighters can be recruited from, the Service plans not to set percentage targets for women recruits to operational firefighter roles or recruits from BME backgrounds.  Instead it believes that an aspirational aim of seeing a year on year increase in both proportions of women (into firefighting role) and BME recruits generally is more realisitc. 

There was no whole time recruitment campaign in 10/11 although 5 firefighter transferees from other services were accepted.  We continue to recruit to RDS stations where needed.  Recruits must live or work within 5 minutes of their local fire station and so the ethnic diversity of applicants is not expected to correspond to the county as a whole since a higher proportion of population from BME backgrounds live within towns and cities – not where we have RDS stations.  Table 7a below shows the make up of applicants for RDS firefighting role and 7b those actually selected.   
Table 7a - attraction to RDS FF role 10/11
Gender, age, ethnicity, disability  
	Total number of applicants giving diversity data 
	133
	
	

	Characteristic 
	
	
	
	

	Gender 
	
	Male 
	Female 
	Total 

	Age 
	17-25 
	61
	7
	68

	
	26-35
	37
	5
	42

	
	36-45
	16
	1
	17

	
	>46
	3
	0
	3

	
	Not stated 
	1
	2
	3

	
	Total 
	118
	15
	133

	Ethnicity 
	
	
	
	

	White 
	White British 
	110
	12
	122

	
	White  Irish 
	1
	
	1

	
	Other white 
	5
	1
	6

	Mixed 
	White and Black African 
	1
	0
	1

	
	White & Black Caribbean 
	1
	0
	1

	
	Not stated 
	0
	2
	2

	
	Total 
	118
	15
	133

	Disability 
	Disability 
	5
	0
	5

	
	No disability 
	107
	13
	120

	
	Not stated 
	6
	2
	8

	
	Total 
	118
	15
	133


Table 7b SO & Religion – Applicants 
	Sexual orientation 
	
	Religion or belief 
	
	

	Heterosexual 
	112
	No religion 
	61
	

	Gay 
	2
	Christian 
	56
	

	Lesbian 
	2
	Other religion 
	2
	

	Bisexual 
	0
	Not stated
	14
	

	Not stated 
	17
	
	
	

	Total 
	133
	
	133
	


Recruitment to RDS role 10/11 

Although women made up 13% of all applicants, and people from BME backgrounds 7%,  none were succesful through selection process and this remains a focus in trying to achieve a more diverse workforce. 

Table 7b selection for RDS FF role 10/11

Gender, age, ethnicity 
	Characteristic 
	
	
	

	Gender 
	
	Male 
	Female 

	Age 
	17-25 
	5
	0

	
	26-35
	6
	0

	
	36-45
	8
	0

	
	>46
	0
	0

	
	
	
	

	Ethnicity 
	White British 
	15
	0

	
	Not stated
	4
	0

	
	
	
	

	Disability 
	Disability 
	0
	0

	
	No disability 
	13
	0

	
	Not stated 
	6
	0

	Total 
	
	19
	0


Data set is too small to provide other diversity data.  
Attraction to support staff roles 

During the year a total of 8 support roles were recruited to- many of them fixed term appointments.  
Table 8a applicants for support roles
	Total number of applications giving diversity data 
	125 
	
	

	Characteristic 
	
	
	
	

	Gender 
	
	Male 
	Female 
	Total  

	Age 
	17-25 
	8
	29 
	37

	
	26-35
	4
	14
	18

	
	36-45
	8
	17
	25

	
	>46
	23
	22
	45

	
	Total  
	43
	82
	125

	Ethnicity 
	White British 
	33
	74
	107

	
	White other
	3
	1
	4

	
	Asian Indian 
	2
	1
	3

	
	Asian Pakistani 
	0
	3
	3

	
	Asian other 
	3
	1
	4

	
	Wht/Black Caribbean 
	
	1
	1

	
	Black British 
	
	1
	1

	
	Not stated 
	2
	
	2

	
	Total 
	43
	82
	125

	Disability 
	Yes 
	6
	6
	12

	
	Not stated
	3
	2
	5

	
	
	
	
	   

	Sexual orientation  
	Heterosexual 
	40
	77
	117

	
	Gay/lesbian
	0
	2
	2

	
	Bisexual 
	0
	0
	0

	
	Not stated 
	3
	3
	6

	
	Total 
	43
	82
	125

	Religion or belief
	Christian 
	27
	41
	68

	
	No religion 
	10
	26
	36

	
	Muslim 
	3
	3
	6

	
	Other 
	2
	3
	5

	
	Not stated 
	1
	9
	10

	
	Total 
	43
	82
	125


Table 8b - recruitment to support staff roles 
	Characteristic 
	
	
	
	

	Gender 
	
	Male 
	Female 
	

	Age 
	17-25 
	
	1
	

	
	26-35
	
	1
	

	
	36-45
	
	3
	

	
	>46
	1
	1
	

	
	Not stated 
	
	1
	

	Ethnicity
	White British 
	1
	6
	

	
	Not stated 
	
	1
	

	
	
	
	
	

	Disability 
	Data set too small to publish 
	

	Sexual orientation 
	Data set too small to publish 
	

	Religion or belief 
	Data set too small to publish 
	


5. Leavers Diversity 
75 staff left in the course of year for reasons given below. 

Table 9a Leaving distribution 

	  
	Voluntary resignation 
	Retirement 
	Redundancy 
	End of Contract 
	Dismissed 
	Other 
	Total 

	Control & Support 
	10
	3
	1
	10
	
	1
	25

	WT Ops 
	
	4
	
	
	2
	
	6

	RDS Ops 
	35
	6
	
	2
	1
	
	44

	Total 
	45
	13
	1
	12
	3
	1
	75

	
	
	
	
	
	
	
	


Table 9b Diversity in voluntary resignation 
	Support & Control 
	
	
	Operational staff 

	Gender 
	
	Male 
	Female 
	Gender 
	
	Male 
	Female 

	Ethnicity 
	White British 
	4
	4
	Ethnicity 
	White British 
	28
	1

	
	Not stated 
	
	2
	
	Not stated 
	6
	0

	
	
	
	
	
	
	
	

	Disability 
	Insufficient data 
	
	Disability 
	Insufficient data
	


 Dismissals 

Of the three dismissals, 2 were for “some other substantial reason” and 1 resulted from discipline. All staff dismissed were male and of white British background. 











Appendix 1 
Equality Assessments 2010 -11





	Plan, policy, procedure or practice assessed 
	Group Responsible 
	Impact, changes and outcomes 

	Enforcement of Fire Safety Order 
	Community safety  (fire protection) 
	Identified that restaurants and take away outlets with ethnic identify were more likely to have some level of enforcement action taken.  

A programme to engage and educate this business community is underway.  

	Use of South Cambs/Camb City crime reduction partnership vehicle 
	Community safety (prevention) 
	No adverse impact identified but usage to be monitored. 

	Junior fire setting intervention 
	Community safety (prevention) 
	Scheme is specifically developed to be appropriate for different age groups.  No adverse impact identified but referrals to be monitored. 

	Access to translation/interpreting services
	Community safety (prevention) 
	Positive impact on those whose first language is not English or who have a preferred language other than English e.g. BSL.  

	Safeguarding Policy 
	Community safety (prevention) & HR 
	Positive impact on young people and vulnerable adults only.  

	Drive2Arrive road safety education campaign 
	Community safety (prevention) 
	Aimed at teenagers accessed through schools.  May miss those not in education including young people from Gypsy or travelling communities.  Proposals to use CS vehicle to take message to communities being put to Road Safety partnership.   

	Parkside, Cambridge Redevelopment 
	Estates and Property Management 
	Disabled access and parking provided. Plans for changing/showering areas are for individual provision meeting dignity requirements on grounds of gender, religion etc. 


	Relocation to Coldhams Lane 
	Estates and Property Management 
	Identified need for staff with dyslexia to have access to office space to ensure quiet surroundings for work/study. Agreed with Station Commander.  

	Equality Strategy 2011-14  
	Diversity Steering Group  
	Strategy should bring about positive outcomes for groups where specific need had been identified.   

Establishing a women’s network for operational staff would need  careful communication to ensure all male colleagues in full support.    

	Redundancy of IT development role 
	Human Resources
	Loss of dyslexia knowledge and assessment experience.  This part of role to be allocated elsewhere.  

	Uniform replacement 
	Project Team 
	A number of potential adverse impacts were identified and taken into account in sourcing new uniform.  

	Replacement or rebuild of shower units 
	
	Potential for adverse impact on grounds of gender, sexual orientation and religion taken into account in deciding whether to refurbish or rebuild existing provision. 

	Assessment and development centre – supervisory management 
	Learning and development 
	Changes made to accommodate staff with dyslexia. 



	Incident command and control procedure 
	Learning and development
	Increase in “logging” at incidents to national standards could impact staff with dyslexia.  All formats to be in line with CFRS dyslexia friendly branding and guidance.  

	The following policies were assessed and found to have no different impact. 

	Sickness Absence Management Policy 
	Human Resources 
	

	Ill-health capability 
	Human Resources 
	

	Grievance policy and procedures 
	Human Resources 
	

	Appraisal process -  paperwork Review 
	Human Resources
	

	Cessation of employment 
	Human Resources
	

	Career break policy 
	Human Resources
	

	Time off policy 
	Human Resources
	

	Management of contractors 
	Estates & Property 
	

	
	
	


For further details of any of the equality impact assessments contact Alison Scott, Equality and Diversity Adviser on 01480 444537 or alison.scott@cambsfire.gov.uk
� Black and Minority Ethnic which includes “White Other”.  
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