	SYFR Template for Equality Impact Assessments 

	Introduction
You may find it helpful to read Equality Impact Assessments: Guidance for Conducting Assessments.  Examples of assessments and other useful information can be found in the Equality & Diversity section of the intranet.

Remember that the outcome of any equality impact assessment (EIA) should be service improvement. At the conclusion of the assessment these improvements should be documented in the action plan and added to your business plan.

This document is a standard template designed to make you consider the needs of all kinds of people in the community.


	NB: Please highlight and overtype all italic writing ONLY in the following boxes.


Title of EIA – Name of Service or Policy EIA conducted on:
 SYFR Duty Press Officer System ________________________________________________________________________________

Part 1 – What are the aims of the service/policy you are assessing? 

	1.1 What is being assessed? Is it new or is it an existing service/policy?                                                                                                            What is the main aim or purpose of the service/policy

	An existing procedure for the operation of the Service’s duty press officer system.

	1.2 Who is responsible for the service/policy? Who are the members of the assessment team? Who is responsible for the assessment?

	The Head of Corporate Communications is responsible for it. The duty press officer is mainly responsible for day-to-day implementation, based on information supplied by control and firefighting staff.  The Head of Corporate Communications carried out the assessment and is responsible for it.


	1.3 Who implements the service/policy? Is the service/policy provided solely by the team/service/directorate or in conjunction with another team/service/directorate, agency or contractor? If external agencies are involved, what actions are going to be put in place to ensure that they comply with the Authority’s Equality and Diversity policies?

	The aim of the policy is to provide an accurate, reliable and consistent media information service for the local media. The aim of the procedure is to stipulate the way in which the policy will be implemented, and outlines responsibilities for duty press officers, control staff and incident commanders.



	1.4 To what extent does the service/policy have an impact on people? Who is affected by the service/policy and how?

	The main impact is upon duty press officers, who must follow instructions for the time which they are on duty – e.g. they must have access to a car, their ID badge, mobile phone, keys and other work items, they must be in close proximity to South Yorkshire and be in a suitable condition for driving.

There is minor impact on control and firefighting staff in requiring them to provide information to duty press officers.

	 1.5 How has the service/ policy been promoted or explained to these groups of people?  What analysis has been done to identify if the service/policy is meeting the needs of ALL these groups of people?

	Through a booklet and memo to staff and through e-mails and conversations with journalists. Occasionally it has become apparent that some journalists and staff are not aware of how the policy operates; however, this is rectified once the situation becomes known.


Part 2 – What data and research do you need to consider?

You need to assess whether certain groups of people may be experiencing a barrier to accessing your service and /or be disadvantaged by your policy. This section should help you identify the sort of information that will help you to do this.

	2.1 What data, information or results of consultation exercises are available to you to use in your assessment?

	An annual survey of key journalist contacts

Monitoring reports of media coverage

Ad hoc discussions with duty press officers, control and firefighting staff


	2.2 What does the information tell you about the value of the service/policy to those intended to benefit from it? What complaints have been made about the service/policy and have they been from minority groups of staff/customers?

	The diversity profile of journalists is not considered – information is provided to them in line with the requirement of their role as a journalist.

Control and firefighting staff have diversity profiles which are recorded by the Service.
Complaints have related not to equality issues, but to the fact that journalists are now being discouraged from ringing-round stations.

Control staff initially complained that the procedure was too difficult to implement but changes were made and these have been welcomed.

Firefighting staff occasionally complain that they are not sure what they should be doing in relation to the media. However, there is no evidence anywhere of discrimination of any kind.

	2.3 Does the information suggest that this service/policy could have a differential impact on certain groups of people? 

	No



Part 3 – Assessment of impact

Testing of differential (adverse, neutral or positive) impact of service/policy on groups of people.

This section asks you to assess the impact of the service/policy in relation to people across the six strands of diversity covered by the Equality Standard for Local Government and SYFR Equality and Diversity Scheme, along with any impacts on other groups which may be relevant to our services.
3.1 Using the information available, identify the effects on this service/policy on the following groups
Note: that you may be able to justify a positive differential impact on grounds of promoting equal outcomes for under represented or disadvantaged groups within the law
See glossary of terms in guidance to assist you.

(Please tick the appropriate box)







        
	
	Adverse
Impact
	Neutral
Impact
	Positive
impact
	Explain your answer

	RACE


	
	Y
	
	

	GENDER
(Men, women, transsexual people)


	
	Y
	
	

	DISABLED PEOPLE

	
	Y
	
	There may be some issues with the requirement for duty press officers to have access to a car, early-morning working and occasional remote working. None of the current duty press officers are affected and this is something that would be considered individually as part of a normal management process.


	AGE
(Across the whole age spectrum)
	
	Y
	
	

	SEXUAL ORIENTATION
(Heterosexual, bisexual people. Lesbians, Gay men)


	
	Y
	
	

	RELIGION/BELIEF
(and Faith)

	
	Y
	
	The social constraints of the role as a duty press officer may affect some religious activities such as prayer times. None of the current duty press officers are affected and this is something that would be considered individually as part of a normal management process.

	OTHER
(Additional groups that may experience impacts)

	Y
	Y
	
	Feedback from most journalists is positive, control staff are reporting a vast reduction in ring-round calls, and duty press officers have reported satisfaction in seeing their work published appropriately.
There may be issues for duty press officers in requiring access to a car, early morning working, and some remote working. However, any issues posed so far have been addressed without complaint.


Part 4 – Identifying the changes & improvements you need to make
For any area of adverse impact you will need to consider making changes. If sufficiently adverse to amount to illegal discrimination you will need to consider the option of abandoning the policy/service approach causing the adverse impact.
	4.1 In Section 3, did you identify any adverse impact? Could it be illegal?

	OTHER: The role of duty press officer requires some constraints on the duty officer’s lifestyle to be fit for purpose. 


	4.2 How can the barriers be removed or disadvantage minimised? How can you make sure that this situation is avoided in the future?

OTHER: Through the Service’s flexible working policies and sensible line management, any constraints should usually be resolved easily.


	4.3      What equality monitoring, evaluation, review systems will be set up to carry out regular checks on the effects of the policy/service?

	Quarterly Functional reviews of Business Plan containing E&D objectives and action plans. Review of process when new staff are appointed.


	Date completed

	14/08/08
	Signed by (Manager conducting the EIA)
	Steve Chu


Part 5 – Equality impact assessment action plan

Please use this section to develop an Action Plan to implement the key recommendations of the equality impact assessment:

Please note that this Action Plan should address any concerns or issues related to equality and diversity that have been identified in the equality impact assessment 

This plan should be integrated into your Service/Business Plan.

	Recommendations


	Actions Required
	Timeframe
	Resources required / Costs
	Lead Officer
Responsible
	Relevant Outcome/Performance Indicator

	
	
	
	
	
	

	
	
	
	
	
	


Part 6 – Equality impact assessment summary report
The results of equality impact assessments must be presented to the Fire & Rescue Authority & published on SYFR website.  Please complete this summary, which will be used to report the EIA to the Fire and Rescue Authority.  Please return the completed Equality Impact Assessment to the Equality & Diversity Manager.
	Date of assessment
	14/08/08

	

	Manager’s name
	Steve Chu
	Role
	Head of Corporate Communications

	

	Service/ policy that was impact assessed
	SYFR Duty Press Officer System

	

	

	Summary of findings recommendations and key points of action plan
	The procedure is in place to ensure the service we provide is fit for purpose. The main potential negative impact is upon duty press officers but is a requirement of their role and should usually be overcome through sensible line management. No actions identified.
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