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Pour demander une traduction de cette publication, ou pour obtenir davantage d’informations sur South Yorkshire Fire & Rescue, veuillez envoyer un e-mail à customercare@syfire.gov.uk ou téléphoner à : 0114 253 2209
Disability Access

This document is available in Braille, audio tape and large print upon request.
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Foreword from Cllr Alice Cave, Lead Member of SYFRA Equality and Fairness Forum
I am pleased to be presenting SYFR draft Equality and Inclusion Strategy to you.  We are publishing it as a draft so that employees, partners, groups and communities have an opportunity to read and discuss it, and get involved in helping to implement the priorities identified.  If we have missed priorities important to you please tell us.  We will be using all the feedback people give us to revise the final Strategy in January 2012.  We are very pleased that new legislation in the Equality Act helps to provide protection for groups who experience discrimination but who have not been protected before.  We are aware also that other groups who have had legal protection still face challenges and unequal outcomes in access to jobs and services.
I know how difficult it is for many families and communities just now managing through an economic recession.  There are many challenges for families and people living on limited incomes.  Some people have lost their jobs or homes; others are struggling to keep up with bills or to heat their homes.  Across the public sector cuts to services are affecting vulnerable people most.  For these reasons at South Yorkshire Fire & Rescue we are determined to continue to prioritise services to vulnerable people and communities most at risk.  We hope that through working on the priority areas identified in this Strategy we can make a difference to marginalised and vulnerable communities across South Yorkshire, ensuring people who need our services get them, bringing down risks of fire and emergencies and improving community safety.
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Foreword from Jamie Courtney, Interim Chief Fire Officer, SYFR

This is the second integrated Equality Strategy that has been produced by SYFR and it focuses on how we are going to support employees to improve our services, particularly those needed by vulnerable or marginalised communities.  Through this Draft Equality and Inclusion Strategy and also SYFR Service Plan we describe how we are working, over the next 2 years, to reduce the risks of fire and emergencies, provide accessible prevention services and help strengthen communities’ ability to keep themselves safe. 

Through these Strategies the service tries to identify groups and communities who have most need of our prevention services and target resources to meet their needs.  The Strategy, through education and awareness raising, also helps our response service provide culturally appropriate services when people are involved in fires and accidents.  Through a focus on people working for SYFR we aim to develop and support a workforce reflective of the communities we serve.  Over the past 3 years we have improved our performance across the service in equality and inclusion reaching an achieving level of the Equality Framework.  We want to continuously improve our services to vulnerable and at risk communities and so we are aiming to reach excellent level by 2012.

Like other public services SYFR are facing challenging cuts to budgets and we have to find imaginative ways of doing more with less.  Senior Managers and Members on the Fire and Rescue Authority have decided that continuing to focus on equality across our services is vital if we are to serve well the people of South Yorkshire.  We hope that you will take the opportunity to read, comment on and work with us to deliver the Strategy over the next two years.

SYFR EQUALITY AND INCLUSION POLICY

Purpose of the Policy

The Purpose of this statement is to make staff, authority members, contractors or consultants supplying services, users and customers, communities, partners and stakeholders aware of the rights and responsibilities which they in relation to this Policy and in law.  This statement of policy should be read carefully and fully observed by members, employees, users, partners, contractors and consultants supplying services to SYFR.  
As a major supplier of emergency services to the diverse communities in South Yorkshire and a major employer providing quality employment opportunities to these communities, SYFR has important responsibilities in promoting equality and respect for diversity.  Our focus is geared towards supporting communities and individuals to prevent, and keep themselves safe from, fire and other emergencies as well as providing a response service to all communities.  To succeed we need to work closely with people, understanding the risks they face and how different groups and communities want to be involved and engaged in community safety.
Our Commitment to Equality and Inclusion

We will actively strive to implement the new equality duty on public service organisations which says we must go about all our activities having due regard to the need to eliminate discrimination, advance equality of opportunity and foster good relations between different groups of people.  Our commitment to promoting equality of opportunity, access to services and ensuring equality of outcome through inclusion, as well as fostering good relations between different groups, in relation to community safety and other services, is core to our success in serving our diverse communities.  
SYFR is determined to ensure that no job applicant, employee, service user or stakeholder receives less favourable treatment on the grounds of race, ethnicity or nationality, sex, gender reassignment or marital or civil partnership status, disability, age, sexual orientation, religion or belief, trade union activities or political belief, or is disadvantaged by conditions or requirements which cannot be shown to be justified.  We will uphold peoples human rights in work and when providing services.  We will seek to support employees with caring responsibilities, along with providing reasonable adjustments for disabled employees, and we will actively seek to ensure that employees are not subject to harassment and that their dignity at work is upheld.  Robust dignity at work and complaints procedures are available for employees or service users to ensure speedy redress if things go wrong.
In order to ensure inclusive service delivery, fair employment opportunities and comprehensive engagement with communities SYFR will endeavour to reflect the communities we serve in the composition of our workforce and top management layers.  
This will be done whenever possible through to recruitment, retention and promotion, with the aim of increasing the proportion of under-represented groups in our workforce and we recognise that innovative and clearly communicated positive action is required to implement this policy.

Our Priorities
Along with many other public services SYFR is facing demands on our services at a time when we have to make significant cuts in budgets.  SYFR are fully committed to ensuring that services are prioritised to ensure that where risks to communities are highest resources and services will be focused on bringing down those risks.

We are continually assessing changing community needs and in the development of our prevention, protection and response services we are ensuring we target our resources to those individuals, groups and communities most vulnerable and at risk of fire and emergencies, along with providing a service to the whole community.  We will continue to develop innovative ways of consulting with, engaging and involving our communities.  We will also undertake equality and community needs assessment, along with mapping the risks to communities to understand more about the factors which contribute to making individuals and groups vulnerable.

Promoting Equality and Inclusion through Our Strategy

SYFR is continuing to improve how we work to embed, mainstream and integrate equality and diversity into all we do, working inclusively with communities. We are proactively implementing the provisions of the Equality Act 2010 and promoting equality through our equality public duty. Along with our wider commitment to uphold equality, inclusion and human rights, our Equality and Inclusion Strategy 2011-13 provides an accessible framework across eight of the protected characteristics to turn our commitment into outcomes for employees and communities.  Our approach to equality and inclusion will include an approach to upholding peoples human rights at work and when providing services.  We will ensure managers and staff are aware of how the fundamental freedoms enshrined in the Human Rights Act 1998 direct and impact on what do and our approach to employees and customers.
We will continue to build on our ‘achieving’ status within the Fire and Rescue Service Equality Framework by aiming for ‘excellence’ level.  Our aim is to employ a diverse and supported workforce and bring down additional risks of fire and emergencies faced by vulnerable communities to provide equal access to services and more equal outcomes.
OUR STRATEGY 

Introduction

SYFR has developed this two year draft Strategy which includes a policy statement along with details of our strategic approach to promote equality and inclusion.  It also describes for each of eight equality areas (or protected characteristics) SYFR equality objectives.  For each protected characteristic several priority themes are identified which will steer work across SYFR Departments over the next two years.  Using these themes Departments will identify actions to contribute to achieving the overall equality objectives.  These objectives and themes have been identified through consultation with under-represented groups of staff and staff working directly with vulnerable communities.  Our aim is to consult widely with people interested and affected by SYFR services and seek feedback to improve this draft Strategy so that it will become increasingly relevant to employees and communities across South Yorkshire.
Background: our Journey so far
This two year Strategy follows on from SYFR First Integrated Equality and Diversity Strategy 2007-2010 which aimed to make equality ‘everyone’s everyday business’, and helped SYFR to reach the ‘achieving’ level of the Fire and Rescue Service Equality Framework.  During the implementation of that approach SYFR undertook equality impact assessments, brought employees together, consulted with communities, shared learning with other services and contributed to debate on changes to equality legislation and learnt more about our vulnerable communities to promote equality of opportunity and equal outcomes.  Outcomes from that Strategy have been described in an Annual Report 2010. Since 2007 the context in which SYFR works has changed significantly, including a change in government, equality legislation in the context of public sector budget cuts and an international recession. 
Equality Duties

The Equality Act 2010 provides enhanced protection from discrimination, victimization and harassment for people across 9 protected characteristics including race, sex, disability, sexual orientation, pregnancy and maternity, marriage and civil partnership, gender reassignment, age and religion or belief.  The Act also replaces three public duties with a single equality duty across 8 protected characteristics (not marriage and civil partnership).  SYFR has a responsibility under the Act’s general duty to: eliminate discrimination, harassment and victimisation; advance equality of opportunity and foster good relations between different groups.  
SYFR also has a duty to ensure, through the way we manage contracts, that all organisations working for us uphold and know has to comply with these legal responsibilities and uphold our commitments and standards to equality and inclusion.  

New specific duties guide public sector organisations in fulfilling their responsibilities and say states that SYFR must continue to undertake equality analysis of our activities and publish accessible information about how we are complying with the equality duty by 31st January 2012 related to employees and others affected by our operations, and that by April 2012 and then regularly SYFR need to publish our, specific and measureable, equality objectives. 

Changed and financial context

SYFR wish to do everything within our powers to actively promote equality and will actively meet both the general and specific equality duties.  We will also go beyond these to use, generate and share best practice in equality and inclusion. 
This draft Strategy provides information about our approach and commitments along with our equality objectives across the relevant protected characteristics.  It complements a wider range of plans, strategies and information which show how we are meeting our commitments and which integrate with SYFR Service Plan and People Strategy for 2011 to 2013.
Our Service Plan explains how, in the changed national context of reducing funding and economic recession affecting our service and community, SYFR aim to provide community safety services to respond to, protect against and prevent fires and emergencies.  It also explains how SYFR are prioritising research to understand the needs of vulnerable people and design appropriate targeted services.   While SYFR will find it very challenging to maintain and improve services and workforce morale in these challenging time we are committed to making sure that we can target our resources where they are most needed.  
Our People Strategy also explains how we will be working in new ways to maximize efficiency and effectiveness while also ensuring SYFR has an increasingly positive workplace culture which values people and nurtures the talent and abilities of all employees to provide quality services. 
How progress will be measured

We are committed to assessing equality impacts and mapping our changing diverse communities to improve equality of outcomes.  We are modernizing our ways of working by piloting and evaluating new approaches to measure success and we know from assessing community needs that it’s not just about how many people we reach but the quality and appropriateness of services which make a difference.  
SYFR have reviewed performance management following national changes giving more local control and as we consult on the equality objectives in this Strategy we will be developing a range of ways of measuring progress, including consultation and evaluation approaches and benchmarking, along with identifying some performance indicators where appropriate.  Annual Departmental Business Plans will turn SYFR Equality and Inclusion Strategy objectives and thematic priorities into actions needed to achieve outcomes and these will be monitored for progress as part of our corporate performance management.  
Continued active scrutiny from SYFRA Equality and Fairness Forum and Fire Authority Elected Members will steer SYFR equality and inclusion work.  In keeping with changed national and local context SYFR will review and update approaches to achieving equality and inclusion.  
Through a comprehensive training programme will ensure employees are trained and equipped with the understanding and skills to work in diverse teams, for diverse communities. SYFR staff, volunteers, communities and Elected Members have been essential in helping the service promote equality and inclusion and SYFR are committed to harnessing the talents of all stakeholders to sustain progress.

Excellence within the Fire and Rescue Service Equality Framework

We are maintaining our commitment to use national benchmarking schemes including Two Ticks for Disability, Stonewall Workplace Equality Index and the Fire and Rescue Service Equality Framework (FRS EF).  The FRS EF is the fire sectors self-regulatory framework used to ensure continued progress of each Fire and Rescue service.  SYFR is aspiring to achieve ‘excellent’ level within this Framework, having reached ‘achieving’ level in 2009.  
SYFR will publish an annual report on progress on the Equality and Inclusion Strategy.  We will also use Peer Reviews to evaluate overall progress with the Equality Framework.  We will both learn from others and share learning within SYFR, across the Fire and Rescue Sector and with local partners to improve community outcomes.

Race Equality

The Equality Act 2010 refers to this protected characteristic as referring to “a group of people defined by their race, colour, and nationality (including citizenship) ethnic or national origins”. 
Although the UK has had race equality legislation since the 1970’s there is still evidence of significant race inequality in society.  The services provided by SYFR need to be accessible to all and meet the needs of swiftly changing multi-cultural communities across South Yorkshire.  Risks of fire and emergencies will vary across ethnic minority and majority communities and may relate to a broad range of needs in different circumstances such as for newly arrived communities, or people who are refugees or asylum seekers.
	Equality Position - Current Picture at SYFR
SYFR Equal Pay Audit for 2011 identifies that there is an overall disability pay gap of 17% which needs further research to identify whether there are unequal outcomes within grades.
SYFR Annual Workforce Profile 2011 shows the following current picture in SYFR:
· 4% of Operational staff are from black and minority ethnic backgrounds
· 2% of Retained staff are from black and minority ethnic backgrounds

· 7% of Corporate staff are from black and minority ethnic backgrounds
· 4% of SYFR total workforce is from black and minority ethnic backgrounds
· The figure for overall South Yorkshire black and minority ethnic Communities is 18% of the working population  (CLG Equality & Diversity 2010 report).



Equality Objectives
· Improve our effectiveness by having a workforce which is reflective of SY communities

· Identify, create and use diverse leaders, from inside and outside, to re-shape the future for SYFR
· Understanding our communities better  in relation to labour market profile, and also vulnerability and barriers to access

· Create culturally appropriate services to improve access

Employment Themes
· Positive Action for retention & progression

· Identifying and using talents of diverse staff and volunteers for services to staff and communities

· Promoting good relations - workforce and community cohesion

· Partnership with the Asian Fire Service Association
Community Themes
· Exploring culture and language as skills to overcome barriers to access

· Auditing and getting to grips with exclusion processes and barriers to reaching groups of people at risk

· Understanding and raising awareness of new communities

· Identify East & West priorities though auditing, identifying and targeting community risks

· Skilling up community members to support community safety
· Promoting/sharing news ways of reaching/gaining access to vulnerable communities 

Sexual Equality

The Equality Act 2010 changed the designation gender to sex to describe this protected characteristic.  Despite the UK having had sex equality legislation for over 30 years there are still significant workplace inequalities related to job segregation, pay differentials, and lack of women in top jobs.  In communities experiencing deprivation there are challenges around the role of men and the need for positive gender role models for boys and girls.  Economic recession may increase this range of challenges with a lack of opportunity to openly recruit from communities across the public sector requiring a focus on retaining diversity through retention and progression.  

Communities dealing with increased poverty and deprivation may experience an increase in gender inclusion focused issues identified in SYFR’s Community Needs Assessment such as family and single parent poverty, isolation and risks for elderly people, domestic violence and anti-social behaviour amongst boys.  How SYFR responds will make an impact on how strong and cohesive communities are across the South Yorkshire area.

	Equality Position - Current Picture at SYFR

· SYFR Equal Pay Audit 2011 shows that currently the overall gender pay gap at SYFR is 27% with on average men earning £29,700 per annum and women earning £21,800 per annum.  Much of this is caused by women being concentrated in lower level jobs and having worked less time at SYFR.
· SYFR’s First Workforce Profile shows that SYFR employ 16% females and 84% males but within operational roles women are in a minority of 5% showing SYFR still has a gender segregated workforce. Women are also concentrated in lower level posts with 18% in grades 1-3, predominantly administrative roles. The fact that only 3% of these grades are occupied by men also shows a lack of opportunity at the corporate entry level for men into administrative roles at SYFR.
· Within the top 5% of officers at SYFR there are 63 men but only 13 females and no female employees at senior Firefighter management grades.


Equality Objectives
· Being aware of and owning a range of appropriate leadership styles
· Working towards workplace equality between men and women through equal pay and diversity at all levels

· Building stronger communities by supporting men and women, girls and boys

Employment Themes
· Knowing our facts of workplace inequality and ensuring diversity through retention and progression at all levels with strong leadership to create a more diverse senior management.
· Exploring and valuing different leadership styles and developing women into leadership roles

· Innovative positive action and talent management – harnessing the creativity of all our staff
· Suitable premises for and work equipment appropriate for both sexes

· Maximising the potential of Women’s Networking –locally and nationally

Community Themes
· Identifying and tackling ‘vulnerability’ in relation to single parents, elderly women, domestic violence and arson
· Using staff as roles models – women in non traditional careers, men and women Firefighters as support for boys and girls
· Reducing risks caused by isolation in relation to older women, single men, homeless men
· Creatively using the gender and age facts around Road Traffic Collisions and arson to change behaviours
· Deliver outcomes in partnership around domestic violence and in work with poorer families

Equality in relation to Pregnancy and Maternity

Protection from discrimination on the grounds of pregnancy and maternity has always been included in sex discrimination.  This was as protection from indirect discrimination but due to significant evidence of widespread discrimination, the Equality Act has now bolstered this protection by giving pregnancy and maternity the full status of a protected characteristic.
The Equality Act defines pregnancy is the condition of being pregnant or expecting a baby. Maternity refers to the period after the birth, and is linked to maternity leave in the employment context.  In the non-work context, protection against maternity discrimination is for 26 weeks after giving birth, and this includes treating a woman unfavourably because she is breastfeeding.
	Why the law is needed - facts around pregnancy and maternity discrimination

“Greater Expectations: Equal Opportunity Commissions Investigation into Pregnancy Discrimination” in June 2005 found that:

· On the current trends one million pregnant women are likely to experience discrimination at work over the next 5 years.
· Each year 30,000 pregnant women are forced out of their jobs.
· Women who loose their jobs miss out on £12 million in statutory maternity pay each year, on average return to hourly earning 5% lower than they could have expected, and 14% less for those on a lower incomes.
· These women are six times more likely than others to consider never going back to work.
· This level of discrimination contributes to widespread negative stereotypes around employing any women of childbearing age.
This form of discrimination can jeopardise women’s financial security and career prospects for the rest of their life.  It can also contribute to the gender pay differentials between men and women, child poverty in single parent households and female pensioner’s poverty.


Equality Objectives
· Promoting equality by evaluating and sharing good practice
· Maximizing the retention of women when returning from maternity
· Promoting equality through best practice around work life balance
Employment Themes
· Review of Maternity policy with quality consultation
· Ensuring a safe and supportive working environment for pregnant employees
· Best practice communication – with managers guidance, and a quality keeping in touch process
· Knowing our workforce-consulting with past and future employees on support and experience, modified duties and equal and unequal outcomes
· Using research in SYFR to learn and generate better practice for operational and corporate staff, through process mapping the journey of experience and case studies
Community Themes
· Piloting school education initiatives and partnerships with teenage mothers and families with young children
· Promoting and supporting breast feeding as an employer and provider of community services and venues
Disability Equality

A disabled person is defined under the Equality Act 2010 as a person who has a physical or mental impairment which has a substantial and long-term adverse effect on his or her ability to carry out normal day-to-day activities. 
SYFR have adopted the ‘social model’ of disability which recognises that people are not disabled by their impairments but by the barriers that exist within society which ignore the needs of disabled people.  The social model identifies barriers, negative attitudes and types of exclusion found within our society which highlight that society itself as a key factor disabling people.  

SYFR are committed to understanding and removing barriers that may disadvantage disabled people from accessing SYFR services or jobs or to fully participate in South Yorkshire communities.  Disabled people have diverse needs and are known to experience barriers to accessing services and jobs.  Within the diverse range of disabled people are groups at a higher risk of fire and emergencies.

	Current Position with Disability Profile at SYFR

SYFR Equal Pay Audit for 2011identifies that there is an overall disability pay gap of 6% which needs further research to identify whether there are unequal outcomes within grades.
SYFR Workforce Profile for 2011 identified that due to almost half of all employees (46%) having not declared whether or not they have a disability, it is difficult to determine whether disabled people are under-represented in SYFR workforce.

Amongst operational staff 51% did not declare data on this characteristic compared to 31% of non-operational employees.
Almost 30% of the senior managers did not declare their disability status.
It may be that in a predominantly operational service with ‘fitness’ requirements staff do not feel confident in how disclosing a disability will be responded to, either in terms of anonymity or receiving support if openly declared.  This is worthy of further research and analysis via such methods as a staff survey or comparative FRS research.



Equality Objectives
· Continue to embed understanding of the social model of disability throughout SYFR workforce

· Value our disabled staff as talented by providing opportunities

· Reduce risks disabled people face in relation to fire and other emergencies

· Gain and use a better understanding of disability and vulnerability to improve community safety

· Promote and prioritise accessible services

Employment Themes
· Utilise national standards and networks to implement best practice – including two ticks for disability and National Disabled Fire Association (NDFA)
· Targeted and role relevant education for staff to generate appropriate skills and understanding 
· Publishing and using our Workforce Profile of disabled people and the actions in it to improve disability diversity 
· Promoting and providing Reasonable Adjustments for disabled staff

· Consultation with disabled staff which makes a real difference

Community Themes
· Develop understanding of different disabilities, including mental health, and associated needs and risks

· Training around ‘vulnerability’ for service delivery
· Conducting Equality Analysis to identify and mitigate adverse impacts – achieving real outcomes and change
· Resource and provide appropriate and accessible services for disabled communities in South Yorkshire
· Working with partners to share information and achieve a shared approach to targeting
· Developing opportunities for disabled volunteers – evaluation from the user perspective

· Ensuring a focus on disabled pupils and special schools in SYFR education and community safety initiatives 

· Evaluating our outcomes in relation to reducing risks for disabled people

Sexual Orientation Equality 

‘Sexual Orientation’ refers to a person’s emotional or physical attraction towards another person of either; the opposite sex (heterosexual/straight) same sex (homosexual/gay lesbian) or both sexes (bisexual).  The concept of sexual orientation moves beyond notions of sexual behaviours, and includes a person’s feelings and expressions of sexual identity.
As a Stonewall Diversity Champion SYFR are committed to improving the workplace culture for lesbian, gay and bisexual (LGB) staff and recognise that employees perform better when they can be themselves at work.  As a provider of emergency and prevention services to lesbian, gay, and bi-sexual people and households across South Yorkshire SYFR is committed to ensuring services are appropriate, accessible and accessed by all groups.
	Sexual Orientation at SYFR

In SYFR Workforce Profile 2011:
· 48% of all employees declared that they were either heterosexual (46%) or LGB (2%).

· 49% of all employees did not declare their sexual orientation with a further 3% selecting ‘prefer not to say’

When analysed further, the level of non-completion is 53% within the operational employees (Wholetime & RDS) and 35% within non-operation employees (Corporate & Control).  A further 4% of operational and 1% of non-operational employees selected ‘prefer not to say’.

The 2011 workforce profile suggests that only 2% of employees are LGB in SYFR, which is well below the estimated UK % of between 5-7%.  However, this has to be taken into context against the high level of non-disclosure around sexual orientation across SYFR.
There is a need for further work at SYFR to make the case to employees for equality monitoring before an accurate picture will be achieved.




Equality Objectives
· Effectively retain and increase use of the talents of our LGB staff

· Create a cohesive workplace environment which supports and respects LGB staff and fosters good relations
· Effectively engage with LGB staff and communities to build confidence in SYFR 

· Ensure appropriate provision of services to LGB communities across South Yorkshire

Employment Themes
· Know our workforce and build confidence in disclosure for promoting sexual orientation equality.

· Support and develop strong and confident LGB leaders at SYFR

· Support the development of the voice of LGB staff through engagement, and effective staff survey which acts on feedback
· Targeted and role relevant education for staff to generate appropriate skills and understanding
· Experimenting with initiatives which allow heterosexual colleagues to show support for LGB peers – using Stonewall, senior champions and contact officers
· Utilise national frameworks and benchmarks to implement best practice
Community Themes
· Ensuring services are appropriate, accessible and accessed by LGB communities, individuals and households
· Increase multi-agency working to improve reporting and monitoring of LGB related Hate Crimes

· Develop  and support targeted community engagement initiatives for LGB communities including South Yorkshire Prides

· Pilot new ways of working with our communities on LGB issues including homophobia in schools and hate crime
Religion or Belief Equality

SYFR are committed to continually increasing an understanding of the diverse community it serves, this includes understanding the requirements, traditions and customs of religious and philosophical belief systems and associated risks of fire and other emergencies. 
In recent years laws have been passed to protect beliefs regarding religious and philosophical freedom; the Equality Act 2010 defines Religion or Belief as any religion or any religious or philosophical belief and includes lack of a religion or belief within the scope of protection from discrimination.  This definition is broad and consistent with European Convention on Human Rights, which guarantees freedom of thought, conscience and religion.  
	Religion and Belief at SYFR

SYFR Workforce Profile 2011 shows that:
· 80% of all employees chose not to indicate their religion or belief.

· The figure for non-disclosure in Wholetime employees is 99%, for RDS 57%, Corporate 37% and Control employees 24%.

The very low rate of disclosure across this protected characteristic makes it difficult to undertake analysis or draw comparisons to South Yorkshire population profiles.  This makes it difficult to identify whether SYFR workforce are under-represented in relation to this protected characteristic or therefore whether SYFR’s workforce mirrors the community it serves. 



Equality Objectives
· Promote equality of opportunity for, and good relations between, people with different religious beliefs or philosophical belief
· Advance education and raising awareness regarding Faith & Belief

· Eliminate discrimination, harassment or victimization on the grounds of religion or belief

· Collaborate with partners to share and develop best practice in supporting staff and community members to observe religious practices

· Grow and support diverse visible leaders and harness the creative talents and commitment of staff with a religion or belief to make SYFR better
Employment Themes
· Develop SYFR Workforce Profile method to promote equality around religion and belief

· Develop and utilise SYFR workplace and community spaces and facilities to support staff and community members to observe religious practices
· Develop and utilising workforce cultural, religious and philosophical knowledge to improve service delivery through focus around a calendar of events

· Develop and implement best practice policies and guidance documents for staff and managers including using organisations such as the Asian Fire Service Association
· Target education opportunities to increase understanding of fire risks associated with religious practice and buildings
Community Themes
· Targeted community safety initiatives for faith based communities and religious buildings with appropriate awareness training
· Establish and maintain links with community groups and people who can link to religious and philosophical communities

· Increase partnership working to improve reporting and monitoring of faith based Hate Crimes and extremism to respond and promote community cohesion
· Support development and growing diversity of SYFR Workplace multi-faith chaplaincy
Age Equality

While this is a complex area the Equality Act 2010 updates and integrates recent age discrimination legislation across a range of areas including providing protection from age discrimination in relation to employment and training.

Changing demographics, with people living longer coupled with a declining birth rate in the UK, along with significant evidence of pensioner poverty, especially amongst older female pensioners has led to changes to pension ages, a need for people to work longer and a consequent need to ensure people are not discriminated against at any age in the workforce, through age restrictions or stereotypes about older employees.
Risk of fire and emergency varies across the age spectrum.  There is evidence that poorer families with young children and older, disabled and isolated people are at additional risk.  Young people in their teens and twenties are disproportionately involved in road traffic collisions and a range of anti-social behaviour including arson and SYFR is finding innovative ways to respond to reduce these incidents of harm.

	Picture for Age in SYFR Workforce

From SYFR Workforce Profile 2011 we can see that:
· 4% of SYFR total workforce is 16-25 and a further 32% of the workforce is 46+.
· 40% of SYFR control employees and 28% of Whole time employees are in the age group 46-55.
· 24% of SYFR Corporate employees are in the age group 46-55 and a further 23% are in the age group 56+.
SYFR’s age profile shows an aging workforce which has implications for succession planning and managing the use of scarce skills.  Similarly, the 16-25 age range is likely to be an under-represented age group across SYFR with a need to ensure a flow of younger people into and up through the organisation.

Further research on labour market demographics is required to identify if certain age groups are under-represented at SYFR.




Equality Objectives
· Identify unequal outcomes in employment and service delivery related to age

· Promote age diversity in all that we do 

· Targeted prevention initiatives to reduce risks

Employment Themes
· Supporting workers to develop and raise their voice

· Promote awareness to combat stereotyping for all age groups
· Implement Equality Act 2010 in relation to age equality
· Support staff through all life stages, in health and wellbeing and when preparing for retirement or redundancy
· Understand better SYFR workforce age profile and promote age respectful workforce planning and talent management approaches
Community Themes
· Define groups of young people to work with around careers
· Supporting ‘warmer homes’  initiatives – elderly in fuel poverty

· Age segmented community safety approach to identify and reduce additional vulnerability with older and young people and families etc.
· Work with students building on work around RTC and cooking related fires

· Supporting young men out of work to prevent arson and gang related harm
· Improved partnership work and information sharing to support older, disabled people and reduce risks
Equality in Relation to Gender Reassignment 

The Equality Act 2010 protects people who are proposing to undergo, are undergoing or have undergone a process of Gender Reassignment.  Gender Reassignment describes a personal process from moving away from an individual’s birth sex to the preferred gender, rather than a medical process.  
	It is only in the last decade that trans people have been accorded rights and given protection in law from discrimination.  There is growing recognition of the discrimination, inequalities and social exclusion that trans people face by policy makers and the public.  Much of the progress achieved in the last decade can be attributed to successful campaigning by trans groups such as Press for Change.

Existing evidence suggests that trans people experience, and are badly affected by transphobia in a wide range of forms.  This includes bullying and discriminatory treatment in schools, harassment and physical/sexual assault and rejection from families, work colleagues and friends.


Equality Objectives

· Implement the Equality Act 210 through engaging with and understanding Trans communities and organisations

· Promote equality by using legal guidance along with best practice for this new Protected Characteristic
· Support Trans people-as employees and service users, sensitively and confidently
Employment Themes

· Research and implement best practice around monitoring gender reassignment, using expertise from community organisations
· Research best practice and review of policy and practice regarding support for employees including guidance for managers and interviewers, by harnessing expertise from Trans People’s Organisations appropriately
· Education and awareness specific to Trans issues –using expertise from the community
· Confidently celebrate diversity!

Community Themes 

· Develop links with appropriate community/voluntary organisations

· Understanding risks of emergencies – such as arson
· Supporting hate crime reporting and initiatives
Thematic Priorities in FRS Equality Framework

During 2011 to 2013 SYFR are working within and using the Fire and rescue service equality Framework (FRSEF) to continuously improve performance in this area.  In 2009 SYFR reached Level 3 of the previous Local Government Equality Standard, are now at the ‘achieving’ level of the FRSEF and aiming to reach ‘excellent’ level during implementation of this Strategy.  The revised FRSEF has the following thematic areas and each has criteria at 3 level of developing, achieving and excellent.  In developing equality actions within annual Business Plans SYFR Departments will ensure actions are identified that progress both equality objectives contained within this Strategy and outstanding gaps in these thematic areas at all 3 levels of achievement.
Knowing your communities

· Collecting Information
· Analysis and using information
· Sharing information between partners
Leadership, Partnership and Organisational Commitment

· Leadership, vision and commitment

· Integration into locality partnership working
· Equality analysis

· Equality objectives and legal duties

· Monitoring and scrutiny

· Communication and promoting commitments

· Procurement

· Fostering good relations

Community engagement and satisfaction

· Community engagement structures
· Effective engagement

Responsive services

· Integration of equality analysis into service review

· Integration into service planning and delivery

· Risk management
· Access to services

· Human rights

· Evaluation and sharing good practice

A Skilled and Committed Workforce

· Workforce strategy
· Local labour market and positive active

· Workforce monitoring

· HR policies and practices
· Staff engagement

· Promoting a positive working environment

· Equal pay review

· Harassment and bullying

· Appraisals

· Learning and development
Priorities for Equality and Diversity Education
The table below outlines suggested areas for Equality & Diversity training as set out in the Equality & Diversity Training & Development Strategy 2011-13.  
	Training Group
	Training Course
	Delivery Method

	Leadership & Management training

(Station Managers/Middle Management)
	· Managing Equality & Diversity / Managing Bullying & Harassment

· Crew & Watch Managers Development 

· Equality Impact Analysis 

· Recruitment & Selection 

· HR/E&D Policy

· Train the trainers
	· Blended Learning

· Blended learning

· Blended Learning

· Class room/Blended Learning

· Class room/Blended Learning

· Class Room

	Specialist Leadership training 

(e.g. SMT, Champions, E&F Forum Members, First Contact officers, HR advisors)
	· Equality & Diversity Leadership (SMT & FA Members)

· First Contact Officers programme

· Managing Bullying & Harassment

· LGBT Awareness  

· Peer Mentor
	· Blended Learning

· Class room 

· Blended Learning

· Class Room

· Class Room

	Operational Staff
	· Understanding Equality, Diversity and Culture – operational roles
· Supporting Crews at Pride

· Understanding Protected Characteristics
	· Blended Learning or LearnPro

· Class Room

· Blended Learning

	Corporate Staff
	· Understanding Equality, Diversity and Culture – Corporate Staff
· Understanding Protected Characteristics
	· Blended Learning or LearnPro

· Blended Learning

	Staff Groups
	· Staff Group Development Programme 
	· Class Room


The suggested training courses below are currently being prioritised.  SYFR aim to continue to mainstream Equality & Diversity through education initiatives and to maintain inclusive ways of working ,ensuring a range of SYFR staff have roles and responsibilities in developing and implementing Equality related training.  
Glossary and References
	SYFR
	South Yorkshire Fire & Rescue

	FRS
	Fire and Rescue Service

	ICFO
	Interim Chief Fire Officer

	Wholetime
	Duty system for full-time Firefighters

	Retained Duty System (RDS)
	Duty system for part-time Firefighters

	Retained
	As above, part-time Firefighters

	Operational
	Employees involved in operational incidents (eg fire and rescue)

	Non-operational
	Employees not involved in operational incidents

	Corporate
	Employees that carry out a range of support functions

	SYFRA
	South Yorkshire Fire and Rescue Authority

	FRSEF
	Fire and Rescue Service Equality Framework (a self regulatory framework)

	CLG
	Communities for Local Government

	Community Needs Assessment
	A means of gathering information about a community’s opinions, needs, challenges, and assets used to determine which services will meet the real needs of the community

	Equality Impact Assessment
	An assessment of the likely or actual effects of policies or services on people in respect of a protected characteristic –now called Equality Analysis

	Protected Characteristic
	A characteristic or trait that if held by an individual affords them protection from discrimination, harassment and victimisation within the Equality Act 2010 (Race, Sex, Disability, Age, Sexual Orientation, Gender Reassignment, Pregnancy & Maternity and Marriage and Civil Partnership)

	Two Ticks for Disability
	Scheme which demonstrates a commitment to employ, retain and develop the abilities of disabled staff

	National Disabled Fire Association (NDA)
	Organisation offering support for disabled people working in the fire service, those wanting to join the fire service and fire service employers.

	Reasonable Adjustments
	A means to make sure that, as far as is reasonable a disabled worker has the same access to everything that is involved in doing and keeping a job as a non-disabled person

	Stonewall Workplace Equality Index
	Annual benchmarking exercise that ranks the best employers for lesbian, gay and bisexual people in Britain

	LGB
	Lesbian, Gay and Bi-sexual

	RTC’s
	Road Traffic Collisions
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