	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:
Workforce Development Section – Promotion Policy – Uniformed Staff ____________________________________________________________________________________

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

	The promotion policy is a new document and its purpose is to clearly define the process for promotion and provide a standard framework for all uniformed employees. It aims to achieve a fair and consistent approach to eliminate discrimination and support the services commitment to equality and diversity.

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

	The Director of Service Development is responsible for the Services provided by the Workforce development section (WDS). 

The Assessment Team comprised of the Workforce Development Section with input from the Head of Service Training and Development and approved by the Director of Service Development.  
The Workforce development manager is responsible for the conduct of this assessment.

	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 policy is implemented by the Head of Service Training and Development in line with the requirements of IPDS and compliance with the current legal framework relating to recruitment and selection. 
The policy document is applicable to all uniformed permanent promotion appointments including Whole time duty system, Retained duty system and Control room staff.



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

	Individuals who are competent in current role and are applying for promotion within the following bands.
Supervisory – Fire-fighter to Crew Manager and Crew Manager to Watch Manager

Middle – Watch Manager to Station Manager and Station Manager to Group Manager

Strategic – Group Manager to Area Manager 

	 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?

	The policy has been agreed at the Corporate Management Board and is out to consultation with the representative bodies, Fire Brigades Union (FBU). The policy standardises the promotion process and details the requirements at each level of the process.


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?

	(a) Very small numbers of fire service employees are from minority ethnic backgrounds: 3.2% compared to a national average working population of over 12% (Source: Fire and Rescue Service Equality and Diversity Strategy 2008 – 2018).  

(b) The breakdown of female employees within the organisation (Source: Fire and Rescue Service Equality and Diversity Strategy 2008 – 2018). Whole time totals 40 – 4.72%, Retained totals 3 – 3.9%, Control staff 31 – 72.09%
(c) Members of the organisation who may have learning disabilities, dyslexia,dispraxia and are participating in the promotion process should advise the workforce development section so that additional assistance or information can be provided. 

(d) Individuals who are aware of any conditions that may impact on their ability to participate in the promotion process should make workforce development section aware, so that additional assistance, information or support may be considered.


	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 policy lays down the promotion process and informs individuals who wish to apply for promotion across the organisation of all the stages involved and the types of assessment  that they will be required to participate in.

No formal complaints have been received regarding the policy, although it has not been implemented in its entirety at the entry level at stage 1.



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

	As no complaints have been received about this provision of service the differential impact on certain groups of people is likely to be minimal yet every eventuality needs to be considered.
Differential impact on some sections of the organisation that could be improved but with very little cost implications. 



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


	
	(
	
	Access to promotion is open to all members of service if competent in current role, no complaints received to date

	GENDER
(Men, women, transsexual people)


	(
	
	
	Access to promotion may disadvantage certain groups in relation to pregnancy, career breaks or long term sickness

	DISABLED PEOPLE

	(
	
	
	Minor impact on individuals if learning may be a difficulty, provision for assistance is available.

	AGE
(Across the whole age spectrum)
	
	(
	
	Access to promotion open to all members of service who are competent in current role, no complaints received to date

	SEXUAL ORIENTATION

(Heterosexual, bisexual people. Lesbians, Gay men)
	
	(
	
	Access to promotion open to all members of service who are competent in current role,  no complaints received to date

	RELIGION/BELIEF
(and Faith)

	(
	
	
	Access to promotion may disadvantage groups who may wish to consider a career break or if process occurs around faith festivals

	OTHER
(Additional groups that may experience impacts)

	(
	
	
	Failure to provide access to career development and promotion opportunities would have an adverse impact to all sections of the organisation due to equality and diversity, increased risk. External candidates may not be tested as rigorously as internal candidates under stage 1 of the policy


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?

	Additional tests may need to be undertaken in relation to external candidates to ensure that the policy is applied fairly and consistently. Ensure Internal candidates are not treated less favourably due to the requirements of stage 1 of the policy.



	4.2 How can the barriers be removed or disadvantage minimised? How can you make sure that this situation is avoided in the future?
The validity of evidence gathered during the application stage must fulfil the requirements of stage 1 of the promotion process for external candidates to ensure fairness and equality. 


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

	Give details, identify date for review of policy/service
The services provided by the Workforce development section will be monitored and reviewed on a regular basis, will liaise with users of the policy to address any recommendations or when any equality and diversity issues arise.


	Date completed

	18 / 11 / 09
	Signed by (Manager conducting the EIA)
	M. Elliott


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

	1. Navigator system on ‘LearnPro’  to be populated with IFE materials 
	ICT and WDS  to implement  
	November 09
	LearnPro to build navigator site – copyright of manuals etc
	Mick Elliott
WDS manager
	

	2. Psychometric tests to be piloted during Control Crew manager promotion process
	SHL to provide tests for service IT 
	October 09
	Open learning centre computers, unit costs per test
	Mick Elliott
WDS manager
	

	3. Station manager promotion process will test stages for  any inconsistencies
	WDS to administer process
	October 09
	WDS staff and dedicated interviewers during each process
	IPDS Implementation Officers
	


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
	18th November 09

	

	Manager’s name
	Mick Elliott
	Role
	Workforce Development Manager

	

	Service/ policy that was impact assessed
	Promotion Policy

	

	

	Summary of findings recommendations and key points of action plan
	a) Policy to be agreed by Corporate management board and forwarded for consultation with representative bodies.

b) Pilot the use of psychometric tests and IFE examinations. 

c) Migration of remaining uniformed promotion process from recruitment to Workforce Development section
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