	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:  Coaching Scheme
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

	Coaching Scheme
Coaching is a new process within South Yorkshire Fire and Rescue (SYFR), that is a highly personalised learning process, which aims to identify a person’s strengths and reveal obstacles.  It recognises the vast potential of human capability, understands what restrains this and how to unleash it.  Coaching is an enabling process to increase overall performance.  The focus is on helping an individual to maintain the energy, optimism, balance and clarity of direction necessary for effective organisational performance and for personal satisfaction and well-being. 



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

	This EIA was undertaken by Dawn Kellett  (Organisational Development Officer) and Jason Richford (HR Officer – Policy and Projects)
The overall responsibility for the process lies with the Head of Human Resources


	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?

	HR Policy and Project team
An external coaching consultant/specialist



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

	Coaching is open to all employees (uniformed and corporate) 


	 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?

	· Promotional emails sent and a handbook designed to explain coaching and the processes involved

· Weekly Bulletins


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?

	The groundwork and research behind the scheme was carried out by the Head of Human Resources


	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?

	SYFR employs a total of 1178 people across both the uniformed and corporate sectors of the organisation, with 86% being male and 14% being female.  The workforce is between the ages of 17yrs and 65yrs, with the biggest majority (36%) being between the ages of 36yrs and 45yrs.

There is a mixture of ethnic backgrounds across the organisation, with the vast majority (96.5%) being White British.  The other 3.5% is made up of:  White Irish (0.4%), White Other (0.6%), White/Black Caribbean (0.4%), White/Black African (0.2%), White/Asian (0.1%), Other Mixed (0.1%), Pakistani (0.1%), Other Asian (0.2%), Black Caribbean (0.7%), Black African (0.2%), Black Other (0.1%), Chinese (0.1%), Other (0.2%), Not Stated (0.1%)
Coaching is available to all employees within SYFR.

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

	It is expected that the main issue that may need to be resolved is that it may be more difficult for uniformed, operational employees, or those in control may have to take advantage of the coaching scheme within their own time, whereas it is easier for corporate staff to take part in the process during their core working hours. 



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


	
	YES
	
	

	GENDER

(Men, women, transsexual people)


	YES
	
	
	It is possible that someone may prefer a coach of their own gender.  With only one female coach currently available, this may prove difficult.

	DISABLED PEOPLE


	YES
	
	
	It is possible that an employee with hearing impairment or problems with communication may be excluded due to having only one coach who may (or may not) have BSL (British Sign Language), or other specialist abilities.


	AGE

(Across the whole age spectrum)
	
	YES
	
	

	SEXUAL ORIENTATION

(Heterosexual, bisexual people. Lesbians, Gay men)


	
	YES
	
	

	RELIGION/BELIEF

(and Faith)


	
	YES
	
	

	OTHER

(Additional groups that may experience impacts)
	YES
	
	
	There is a possible adverse impact in that operation / control employees may experience difficulty in participating during work time due to the rota system.


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?

	There have been no illegal adverse impacts identified


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

Should an issue arise with regard to a disability making it difficult for an employee to participate in the scheme, reasonable adjustments, such as finding an alternative, suitable coach, would be looked into.  Similarly, should it be necessary for another reason, alternative coaches could be identified.



	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


	Date completed


	09/01/09
	Signed by (Manager conducting the EIA)
	


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

	Review annually
	Review policy and EIA as part of the established annual review process
	09/01/10
	Employee Time
	Jason Richford
	N/A


	
	
	
	
	
	


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
	09/01/09

	

	Manager’s name
	Jason Richford
	Role
	HR Officer – Policy and Projects

	

	Service/ policy that was impact assessed
	Coaching Scheme

	

	

	Summary of findings recommendations and key points of action plan
	It was found that whilst there was possibility for some groups being adversely impacted upon by the Coaching Scheme, these could be remedied by finding alternative coaches if required.
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