	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:_ The Provision of Training at TDC for Operational 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

	Training courses and facilities at Training and Development Centre for operational staff.  This is existing training provided for all uniformed operational staff at Training and Development Centre.  The main aim of this training is to ensure that operational staff receives the highest quality training in all phases of their career. This will enable them to acquire the relevant knowledge and understanding to maintain competence to deliver a safe and effective emergency response. 

	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 Service for Training and Development is responsible for all training provided at the Training and Development Centre 
The assessment team comprises of the training team managers, the centre manager and the relevant course instructors.

Station Manager M.Mason 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?

	This is implemented by the 3 training team coordinators and is overseen by the Head of Training and development.  It is solely provided by the Service and Development team.
External training providers will be obligated to provide an EIA in line with SYFR policy.  If necessary a training team coordinator will carry out an equality impact assessment if one cannot be provided.
All training at TDC will be externally assessed by ISO 9001 for quality assurance



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

	The service impacts on a wide range of individuals and groups attending TDC for training.  Members of staff, stakeholders, external agencies and customers may be impacted .
The degree of impact will depend on an individuals circumstances in relation to the training being delivered 

  

	 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 Training and Development policy is placed on the intranet and is available for all SYFR employees to access.   In addition to the generic policy and departmental plan, training policies for each individual course can also be accessed by staff and will detail the course requirements and activities to be undertaken.
EIA’s have not been performed previously therefore it is not possible to confirm if the training courses meet the needs of all groups.  EIA’s will be initiated for all areas of service training at TDC and will inform the assessment teams if the needs of all groups are being met, and highlight the need for any possible reasonable adjustments that can be made in order to facilitate training to all groups.


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) External statistics:

· South Yorkshire population 1.28 million, of whom 117,000 (9%) are ethnic minorities (2006). 

· Well-established minority populations include people of Pakistani, Punjabi, Somali, Chinese, Polish and Gypsy/Traveller origin. Newer communities of immigrant workers from eastern Europe including Latvia, Lithuania and Russia, as well as people who have sought asylum or refugee status from Iraq, Iran, Somalia and Yemen, among others (Source: South Yorkshire Police Single Equality Scheme 2008 – 2011)
· BME populations:  Barnsley approx. 8,200, Doncaster approx. 16,400, Rotherham approx. 15,700, Sheffield 76,800 (Source: Office for National Statistics EE1: mid 2006)

· Faith: Christian 75%; No faith 14%; not stated 8%; Islam 2.5%; Hinduism 0.2%; Sikhism 0.2%; Buddhism 0.2% (2001 Census)
· Sheffield MBC: 
             Ethnic Group Number                                            %

All People 525,800                                                100.0%

White 449,000                                                         85.4%

Mixed/Dual heritage 8,228                                        1.6%

Asian or Asian British: 23,382                                   4.6%

Black or Black British: 9,142                                      1.8%

Chinese or Other Ethnic Group: 4,265                       0.8%

            Gender

Sheffield’s overall population has more females than males. This is due to the higher

female life expectancy leading to a higher proportion of women in the older population.

For the most of the minority ethnic groups in Sheffield, there are more males than females.

This is particularly true for the Other Asian group of whom 58 percent are male.

This is in part due to a younger age profile among minority ethnic groups, but for some of

these groups there are also more males even in the older (70 and over) population.
            Age Groups

The age structures of the different ethnic groups in Sheffield vary considerably. The

average age of Sheffield’s population is 39. For each of the black or minority ethnic

groups, the average age is at least ten years younger and for the Mixed groups even

younger still – the White and Black Caribbean group has an average age of just 16.
            (Source: Sheffield City Council Corporate Policy Unit report Ethnic Origin, Sept 2003) 
            Disability

In April 2001, 6.2% of Sheffield’s population aged 16 to 74 defined themselves as

permanently sick or disabled (Source: Sheffield City Council Corporate Equality Scheme 2005-2008. The 2001 Census estimated that 22% of the South Yorkshire population considered themselves to have a long-term illness or disability.

Students

53,000 in the 2 universities from over 100 countries.

(b)    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).  53% of visitors to SYFR TDC are fire service members.

(c) Relevant SYR Statistics gathered:

· Numbers of visitor passes issued: over a period of 50 working days for which records were available between Oct and Nov 2008, a total of 200 visitors were issued with passes, daily average of 4. Total number of Visitors attending Training Courses 2007/2008, 8649. The total number of fire service personnel attending Training Courses 2007/2008, 17604.

· In addition to this there are a number of personal callers to TDC Reception who are not admitted to the building and are dealt with at Reception. These are not currently counted. 
· Number of phone calls received

· % of calls answered within target time (8 seconds) and passed on within a further 12 seconds

· Origin (location)  of internal calls to switchboard are logged and analysed, but not external calls

· Number of complaints received about switchboard call handling/front desk staff and as % of total calls/visits. None have been received.

· Number of compliments received about switchboard call handling/front desk staff and as % of total calls/visits.  None have been received.

(b) Staff perceptions:

· Staff involved say that dealing with callers with communication difficulties (eg Limited English Speakers) means those calls take longer to be transferred to the right person. However these calls represent a very small proportion of total calls.

©  Working arrangements:

· At the TDC staff answer the phone/greet people within earshot and sight of their colleagues and supervisor, therefore any inappropriate or discriminatory behaviour would be immediately obvious and dealt with. 

· All reception staff (training has been requested) have attended a minimum of 1 day’s Equality and Diversity Awareness AND Customer Service Training.  


	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?

	We do not currently record the diversity profile of the people who utilise the facilities at the TDC. The facilities are available and are utilised by the local community, our partners, stakeholders and the Fire Service. 

3 people have utilised the Prayer room over the past 12 months.

No complaints have been received regarding the Front End services in the past 4 years.  



	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 minimal.




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


	
	(
	
	Analysis has identified that although 53% of visitors are non fire service personnel, no complaints about the service provided have been received.


	GENDER
(Men, women, transsexual people)


	(
	
	
	Both changing facilities for student and instructors are uni sex.  Some individuals may feel uncomfortable in this environment.  Female generally tend to suffer with strength issues in relation to equipment carrying and ladder extending

	DISABLED PEOPLE

	(
	
	
	Access to certain training areas may be difficult to individuals who are wheelchair bound.  No disabled toilet facility on the lower ground floor.  People with Dyslexia may find the course work materials difficult to follow.


	AGE
(Across the whole age spectrum)
	
	(
	
	Due to the retirement policy for operational staff age should not be an issue in relation to the training courses provided.


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


	
	(
	
	No complaints have been received.  All new trainees are inducted in E&D issues and are made familiar with the fairness at work policy

	RELIGION/BELIEF
(and Faith)

	(
	
	
	An individual of certain religious believes may have difficulty with certain items of PPE. This may include people of Islamic faith with respect to facial hair or Sheiks required wearing a turban.

Also individuals observing a religious fast may compromise their own health and safety during certain training.



	OTHER
(Additional groups that may experience impacts)

	(
	
	
	People with certain physical stature may have difficulty reaching equipment lockers or operating cylinder valves on Breathing Apparatus.  In addition to this the shape of an individuals face may compromise the face seal on breathing apparatus.


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?

	A number of adverse impacts was identified but none could to be deemed illegal due to the health and safety implications


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

Barriers will be identified following completion of the EIA’s.  However, it is expected that certain operational training policies may identify barriers due to health and safety legislation.  All future policies will be subject to EIA prior to introduction to allow the opportunity to address barriers proactively instead of reactively.


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

	The services provided to operational staff will remain under continuous monitoring and a regular review will take place of all equality impact assessments


	Date completed

	3/3/09
	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

	Signage in all changing areas reminding individuals of dignity at work and the need to use individual changing cubicles
	Signs
	March 09
	minimal
	SM Mason
	

	Provision of alternative facemasks for individuals with small faces
	Purchase of suitable masks
	Ongoing
	Facemask 
	SM Strelzchenie
	

	Alter course nomination forms to allow individuals to state if they are observing any religious practice 
	Identify individuals who may be fasting and nominate for safety critical courses at a later date
	April 09
	Minimal
	SM Toovey
	

	The provision for different dietary requirements
	Course nomination form to have dietary requirements section
	Ongoing 
	Individual cost of the meal
	SM Mason
	

	Provision of a ramp to allow access into the incident command facility
	Purchase or construction of a ramp
	Sept 09
	TBD
	SM Toovey
	

	
	
	
	
	
	


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
	3/3/09

	

	Manager’s name
	M.Mason
	Role
	Station Manager

	

	Service/ policy that was impact assessed
	Operational Training at TDC

	

	

	Summary of findings recommendations and key points of action plan
	Operational staff attending TDC must identify any issues relating to E&D that may have an impact on their ability to perform operational training safely so reasonable adjustment can be made where ever possible
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