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EXECUTIVE SUMMARY
1. SYFR is committed to the requirements within the Equality Act 2010 in relation to equality monitoring and reporting and have produced this report to:

· Provide an accurate picture of the workforce composition within SYFR.

· Establish a baseline to use in future profiles 
· Analyse the workforce profile to:

· Implement actions within SYFR’s People Strategy

2. This first basic profile, for SYFR, takes account of legislative requirements of the Equality Act 2010 including the general and specific equality duties and covers six of the nine protected characteristics.   Further work is required to identify appropriate indicators of progress against recruitment, promotion and retention measures.

3. The protected characteristics not scoped in this report are Marriage and Civil Partnership, Gender Reassignment and Pregnancy and Maternity-reasons are provided within the Profile of these exclusions.  Future reports will also give consideration to including a range of non-pay areas of employment reward.

4. Analysis within the Profile explains the rates of non-disclosure in three of the characteristics, the current outcome inequalities across SYFR along with identifying under-representation, segregation and glass ceilings.  The summary of findings is as follows:-
· Significant gender inequality and segregation in SYFR, with a glass ceiling at senior management level for women.

· Under-representation of BME groups in SYFR’s workforce.

· A higher level of unwillingness to disclosure disability status in the workforce than would be expected.

· An aging workforce with fewer young employees.

· Under-representation and a need to focus on improved rates of disclosure for sexual orientation within SYFR’s workforce, but with good representation at Head of Function level.
· Significant unwillingness within the workforce to disclose in relation to religion and belief; with a disclosure rate of just 20%.

5. The profile includes a broad range of actions required to improve the quality of the workforce profile to be produced in 2012, this includes research around the local labour market and community profiles and a data cleanse exercise.

6. The profile also suggests actions to help SYFR achieve a more representative workforce; these include the use of positive action approaches within promotion and retention together with a need to develop strong positive leadership around disclosure and diversity within talent management.

7. Actions will be taken forward by implementation of SYFR People Strategy, including consultation with a range of stakeholders to identify best practice.  Progress will be measured annually starting with the Workforce Profile for 2012.

INTRODUCTION

8. SYFR is committed to the requirements within the Equality Act 2010 in relation to equality monitoring and reporting.  SYFR acknowledges that doing so will aid the organisation in taking a common sense approach to ensuring its services are equitable and appropriate to the needs of the communities we serve.
9. The purpose of this report is to:-

· Provide an accurate picture of the workforce composition within South Yorkshire Fire & Rescue (SYFR).

· Establish a baseline to use in future profiles to highlight any changes around diversity across the equality protected characteristics.

· Analyse the workforce profile to:

· identify areas of inequalities, under-representation and glass ceilings (in relation to employment, promotion and retention)

· consider underlying causes 

· consider any adverse impacts and mitigating actions to improve diversity in SYFR
· Implement actions within SYFR’s People Strategy

LEGAL CONTENT & BACKGROUND 

10. The Equality Act 2010 extends protection from discrimination, harassment and victimisation in the nine protected characteristics (Race, Sex, Disability, Age, Sexual Orientation, Gender Reassignment, Pregnancy & Maternity and Marriage and Civil partnership).  It also extends to the public sector equality duties from the current separate ones for gender, race and disability, to a single one for all the protected characteristics (with the exception of marriage and civil partnership).  These general duties cover the need for due regard to advance equality aims and guidance states that it is essential for all public authorities to understand the effect of their policies and practices on equality to assist them to comply with the general equality duty.  In addition, the specific duties require the preparation and publication of equality objectives and state that SYFR must publish (annually) sufficient information to demonstrate their compliance with the general equality duty.  This includes information on workforce composition across the protected characteristics.
11. Until recently progress against annual targets across a range of recruitment and promotion activities were reported through Best Value Indicators (BVI’s).  These were used as a means to assess how SYFR was performing against its aim to have a workforce that reflects the communities served.  More recently (2009) a commitment to achieving a range of stretch targets qualified SYFR to a grant of approximately £68K over two years and identified a further range of measures to assess progress in increasing diversity within SYFR.
12. The ability to attain our targets was impacted on by the recent budget cuts across the public sector and the consequent halt to wholetime recruitment.  This also limited corporate recruitment at SYFR and removed the opportunity to influence the workforce profile through targeted recruitment.  Efforts then focussed on recruitment for part-time firefighters which resulted in more applications being received from females and Black and Minority Ethnic (BME) candidates than in the previous campaigns.  
cont.
The subsequent halt to all recruitment currently means that efforts to increase diversity are being focussed within retention and progression and with a priority around maintaining diversity through a corporate restructure.

SCOPE OF PROFILE

13. This is a first basic workforce profile which covers six of the nine protected characteristics; Race, Sex, Disability, Age, Sexual Orientation and Religion or Belief.  It contains profiles which show the overall composition of these characteristics across SYFR’s workforce.  Secondary profiles display more detailed analysis of each of these six characteristics, which enables comparisons across grades or work groups.  The protected characteristics not covered in this workforce profile are Marriage and Civil Partnership, Gender Reassignment and Pregnancy and Maternity. 

14. Where comparisons to local or national populations, or where more relevant working age populations are available, they have been used to identify whether SYFR workforce is reflective of the wider community served by the organisation.
15. Profiles have also been displayed in relation to the top 5% of earners in SYFR’s workforce.  One aim of this is to identify glass ceilings and under-representation of any protected characteristics at higher leadership levels of the organisation; another is to highlight areas where representation in the top tier out performs that of the rest of the organisation.
OUTSIDE SCOPE / FUTURE AREAS

16. Within the protected characteristic Marriage and Civil Partnership, marriage is defined as a 'union between a man and a woman'.  Same sex couples can have their relationships legally recognised as 'civil partnerships' and civil partners must be treated the same as married couples on a wide range of legal matters.  SYFR ensures that all policies and procedures, where there is a focus or reference to marriage, refer equally to both to civil partnership and partners in general thus affording equal treatment in relation to this protected characteristic.

17. Gender Reassignment is defined as the process of transitioning from one gender to another and is a now a fully protected characteristic within the Equality Act 2010.  Prior to this Act, the Sex Discrimination (Gender Reassignment) Regulations 1999 required and regulated non-discrimination.  It has not been felt useful by Trans Peoples organisations for public sector bodies to undertake equality monitoring of this characteristic.  For that reason, SYFR has not undertaken equality monitoring in relation to gender reassignment.  SYFR is aware of its new public sector duty in relation to gender reassignment and has a policy for supporting Transsexual Employees.  SYFR has also set equality objectives in relation to this protected characteristic.  Prior to each annual workforce profile, we will monitor and review best practice in this area and give consideration to whether or not equality monitoring is useful or recommended by organisations of trans people.

18. Within the characteristic pregnancy and maternity, pregnancy is the condition of being pregnant or expecting a baby and 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.
cont.
SYFR has set a range of equality objectives and thematic priorities to promote equality in relation to pregnancy and maternity within its draft Equality and Inclusion Strategy: 2011-2013.  This includes qualitative research and evaluation of the experience of female employees at SYFR to identify best practice and improvement.  SYFR will utilise this research to consider how to undertake workforce profiling of this protected characteristic within the second workforce profile in 2012.

19. It is established best practice to include profiles of non-pay areas of employment conditions or outcomes in an attempt to provide a broad picture of equality and inequality and differential outcomes.  Areas commonly profiled include training opportunities and take-up, grievances, disciplinary and harassment cases and outcomes, the result of promotion exercises or restructures along with analysis of customer complaints and exit interviews (including uptake and categories).  SYFR will research best practice across the public and the FRS sector in planning its second workforce profile in 2012 and will profile a wider range of employment and community areas.

Actions for Improvement – Outside Scope

i)
Prior to each annual workforce profile, we will monitor and review best practice around gender reassignment and give consideration to whether or not equality monitoring is useful or recommended by organisations of trans people.

ii)
Undertake qualitative research around pregnancy and maternity and evaluate the experience of female employees at SYFR to identify best practice and potential improvement possibilities.

iii)
SYFR will research best practice across the public and the FRS sector to profile a wider range of employment and community areas.  Possible areas to be profiled include training opportunities and take-up, grievances, disciplinary and harassment cases and outcomes, the result of promotion exercises or restructures along with analysis of customer complaints and exit interviews (including uptake and categories). 

iv)
To undertake consultation on this draft profile, specifically with SYFR’s staff groups.

DATA & DISCLOSURE

20. The raw data used to compile this report is taken from SYFR’s HR Management Information System (MIS) as at 31st March 2011 and is the same data used to complete the IRMP returns.  Within the profile, data for both operational and corporate staff is captured and mapped across in broad pay bands to enable comparisons to be drawn.
21. All extractions of data will be documented and verified to ensure that the method of analysing data is robust and repeatable.  Any assumptions made will be stated together with any analysis or conclusions. 

22. Best practice suggests that data used to produce workforce profile documents should be refreshed on an annual basis.  Letters to the workforce along with an equality monitoring form is used to reassure anonymity and to encourage increased disclosure, which is a significant issue for SYFR.  
cont.
Although work is continuing to review the most appropriate methods of collecting data with a view to increasing levels of disclosure (including consultation with staff groups around the best approach to undertake any data cleanse exercise); data quality is a key concern.

23. As the last data cleanse exercise took place in 2009; data has not been refreshed prior to compiling the figures for this report.  This means that no additional data has been captured in the areas where rates of non-disclosure are highest (Disability 48%, Sexual Orientation 48% and Religion or Belief 80%) and that any changes in an individual’s personal circumstances will not have been captured.  The data does however capture any movements in personnel whether starters, leavers or any promotions so the data is current in these areas.
24. It has proved difficult to readily source up to date community profiles across the protected characteristics profiled.  There is therefore a need to do further work within SYFR on community mapping.  This will help identify suitable population comparisons for basing assessments on whether SYFR workforce is reflective of the wider community and whether some protected characteristics are under-represented.  This becomes important when making decisions about positive action initiatives.

Actions for Improvement – Data and Disclosure
(i)
Initiate work in time for the workforce profile for 2012 within Policy, Performance and Programmes to undertake community equality mapping and source useful data for workforce / community comparisons.  Where possible, to include comparisons to other Fire and Rescue organisations.
(ii)
Undertake a data cleanse exercise including a promotion exercise to explain the purpose of equality monitoring, assure anonymity and encourage increased disclosure ahead of and in the planning for each annual workforce profiling exercise.  To include consultation with equality staff groups on the format of the data cleanse exercise.  This will include exploring the possibility of using an external body to carry out this exercise.
(iii)
Commission research on understanding our local labour markets and the barriers faced by those sharing protected characteristics, to enable positive actions by SYFR.

(iv)
Raise awareness amongst leaders and senior managers of the value of equality monitoring to increase disclosure rates.  This work is to be promoted across the organisation.

(v)
Identify a method to document and verify data used within the profile, to include guidance when making assumptions together with any analysis or conclusions.  

1.
RACE

1.1
The definition of Race in this workforce profile is the one used in the Equality Act 2010, “a group of people defined by their race, colour, and nationality (including citizenship) ethnic or national origins”.  The tables below categorise individuals by their stated ethnic origin or ethnicity.
Table 1 Ethnicity of Workforce (%) by Work Group
	
	Control
	RDS
	Corp
	WT
	All Employees

	% Majority Group (White British)
	100
	98.13
	92.98
	96.16
	95.81

	% Minority Ethnic Group (Black & Minority Ethnic)
	0.0
	1.87
	7.02
	3.84
	4.19


1.2
Table 1 shows that at 95.81% the majority ethnic group for all employees in SYFR is White British.  The highest % of BME employees is in corporate staff at 7.02% and the lowest is in control where all employees are White British.  There are no ethnic minority groups at the highest level in SYFR (Dir / CFO / DCFO / ACO).
Table 2 Ethnicity of Total Workforce
	
	Asian /  Asian British - Indian
	Asian or Asian British - Other
	Asian or Asian British - Pakistani
	Black or Black British - African
	Black or Black British - Caribbean
	Black or Black British - Other
	Chinese
	Mixed - Other

	%
	0.09
	0.26
	0.35
	0.09
	0.61
	0.09
	0.26
	0.09


	
	Mixed - White & Asian
	Mixed - White & Black African
	Mixed - White & Black Caribbean
	Not completed
	Other
	Prefer not to say
	White - British
	White - Irish
	White - Other

	%
	0.09
	0.17
	0.52
	0.17
	0.44
	0.09
	95.81
	0.52
	0.35


Table 3 Majority / Minority Ethnic Group (%)
	Grade / Role
	Majority Ethnic Group (White British)
	Minority Ethnic Group
	Not completed
	Prefer not to say

	Dir / CFO / DCFO / ACO
	100
	0
	0
	0

	HOF / AM / GM
	95
	5
	0
	0

	9 - 11 / SM
	98
	2
	0
	0

	7 - 8 / CM / WM
	98
	2
	0
	0

	6 / FF
	96
	4
	0
	0

	4 -5
	93
	6
	1
	0

	1 - 3
	92
	8
	0
	0


1.3
The disclosure rate for this protected characteristic is 99.74% which provides sufficient data for analysis to be made.  Table 3 shows that % of minority ethnic employees at the HOF level is 5%.  This is a positive exception to the trend which suggests that the % of employees in minority ethnic groups decreases the higher up the organisation.  This could be due to the number of individuals in each grade / role so further work is required to identify the ratios of employees in minority ethnic groups to examine this trend more closely. 

Chart 1 Ethnicity Top 5% of Earners in Workforce
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Chart 1shows that the % majority ethnic group of the top 5% varies slightly from the overall workforce figure of 99.74%; 98% for grades 9-11 and SM and 95% for HOF / AM / GM
· Further data is required around the composition of the top 5% of earners across South Yorkshire organisations to enable more meaning full comparisons to be made.
Table 4 % of Resident Population of South Yorkshire by Ethnic Group

	
	Indian
	Pakistani
	Bangla-deshi
	Other Asian
	Black Caribbean
	Black African
	Other Black

	%
	0.9
	2
	0.3
	0.5
	0.5
	0.9
	0.1


	
	Chinese
	Other
	White & Black Caribbean
	White & Black African
	White & Asian
	Other Mixed

	%
	0.7
	0.5
	0.5
	0.2
	0.4
	0.3


Source: Office for National Statistics, Annual Population Survey

1.4
It is not possible to draw out direct comparisons between the figures for SYFR and the community of South Yorkshire across all the minority ethnic groups as the categories used in the ONS Annual Population Survey in Table 4 above are different from the ones used in SYFR, however there is a correlation for White & Black Caribbean (0.5%) and White & Black African (0.2%).  Further work is required to make a more detailed comparison of employees in SYFR and the communities we serve.

Race – Analysis
(i)
This is one area where almost all employees appeared comfortable with providing data.  Only 0.26% of employees selected ‘prefer not to say’ or did not complete this protected characteristic.  The data shows that the majority ethnic group across SYFR is White British at 95.81% and the minority ethnic groups make up 4.19% of the organisation. 
(ii)
The Fire and Rescue Service Equality and Diversity Report 2010 states that the % of the minority working age population in South Yorkshire during 2008-2009 was 11.7%.  
cont.
The workforce composition figure for SYFR during this period and reported in this document was 3%.  Analysis in this workforce profile shows that the figure for SYFR is now 4.19%; however, this is still not comparable to the % of the minority working age population of 11.7% and shows a significant level of under-representation of BME groups in SYFR.
(iii)
When SYFR signed up to the ‘stretch’ targets offered with the CLG grant in 2009; our goal was for 13.1% of all recruitment to be from minority ethnic communities.  Clearly the halt to all recruitment means that effort is now being focused in other areas, i.e. retention and progression and with a priority around maintaining diversity through the corporate restructure.
(iv)
This profile therefore identifies a baseline for assessment of the impact of processes on racial composition of SYFR and it will be used to identify any impacts from the restructure on the racial composition of the workforce during 2012.

Race – Actions for improvement
(i)
As an urgent priority, further work needs to be undertaken to source useful population and working age comparisons for ethnic groups across South Yorkshire.  This is important for making meaningful comparisons on a like for like basis.

(ii)
Positive action in recruitment and progression needs to be undertaken to ensure SYFR moves forward from this picture of under-representation.
(iii)
Analysis around ethnicity needs to be much more in-depth in the SYFR workforce profile for 2012.  More detailed analysis around levels of each ethnic group in each of SYFR’s work groups is required.  This will enable meaningful comparisons against levels in the communities we serve to be drawn; this in turn will help identify impacts more clearly.

2.
SEX

2.1
The Equality Act 2010 changed the designation gender to sex to describe this protected characteristic.  SYFR have a duty to profile and analyse the workforce composition by sex and identify existing inequalities and actions for improvement.

2.2
As at 31st March 2010, the overall composition of the workforce in SYFR was 16% female and 84% male.  Females make up 46% of Corporate, 74% of Control, 7% of RDS and 5% of Wholetime employees; this equates to 16% of the total workforce (188 females and 958 males).
Table 5 Total and % Females / Males all employees
	
	Total Number of Operational Employees (WT & RDS)
	% Operational (WT & RDS)
	Total Non-Operational Employees (Corp & Control)
	% Non-operational (Corp & Control)

	Female
	46
	5
	142
	50

	Male
	816
	95
	142
	50

	Totals
	862
	
	284
	


2.3
Table 5 shows the overall workforce composition broken down by work group.  This shows that while women and men are equally balanced in the corporate workforce, in the operational workforce women are significantly under represented making up just 5%.

Table 6 % Females / Males by Work Group

	
	Control
	Corporate
	Wholetime
	RDS

	Female
	74
	46
	5
	7

	Male
	26
	54
	95
	93


2.4
The further analysis in Table 6 shows that within the Retained Duty System (RDS) women have a slightly higher representation at 7% than the % for Wholetime (5%).  This may be important for positive action approaches in the future and shows that RDS recruitment can enhance gender diversity at SYFR.
Table 7 % of Females / Males by Grade / Role by Work Group
	Grade / Role
	Control
	RDS
	Corporate
	WT

	
	% F
	% M
	% F
	% M
	% F
	% M
	% F
	% M

	Dir / CFO / DCFO / ACO
	0
	0
	0
	0
	1
	0
	0
	0.4

	HOF / AM / GM
	0
	9
	0
	0
	0
	4
	0
	2

	9 - 11 / SM
	3
	0
	0
	0
	8
	9
	5
	4

	7 - 8 / CM / WM
	39
	55
	38
	24
	12
	11
	21
	30

	6 / FF
	58
	36
	63
	76
	9
	24
	74
	63

	4 -5
	0
	0
	0
	0
	40
	27
	0
	0

	1 - 3
	0
	0
	0
	0
	31
	24
	0
	0


2.5
Table 7 shows the workforce composition by sex at each grade and allows patterns to emerge which can identify inequalities and show what is happening at each level.  We can see here that over 70% of corporate females are in grades 1-5; the figure for males in the same grades 51%.   We can also see that in Control there are no male Station Managers and no females above Station Manager. 

2.6
Within the Wholetime work group we can see a glass ceiling (a block to promotion at a certain level) at AM / GM level with no females at or above that level or above.  It is crucial therefore that action is taken specifically to address this barrier to female leadership.  There are sufficient numbers of men and women at the Crew / Watch Manager levels so actions to promote women into Station Manager roles could be successful.

Table 8 Number of Females / Males by Grade / Role
	Grade / Role
	Number of Females
	% of all Females
	Number of Males
	% of all Males

	Dir / CFO / DCFO / ACO
	1
	0.5
	3
	0.3

	HOF / AM / GM
	0
	0.0
	20
	2.1

	9 - 11 / SM
	12
	6.4
	40
	4.2

	7 - 8 / CM / WM
	36
	19.1
	262
	27.3

	6 / FF
	61
	32.4
	566
	59.1

	4 -5
	44
	23.4
	36
	3.8

	1-3
	34
	18.1
	31
	3.2


2.7
Table 8 shows the number of females and males by grade or role.  It indicates a strong glass ceiling exists at HOF/AM/GM level not just for operational females but for all females at SYFR with only 1 female in a higher grade but 23 males in these higher grades (ie HOF / AM / GM / Dir / CFO / DCFO / ACO).  This shows a significant level of inequality at SYFR and it necessitates urgent research (across FRS’s) to identify whether SYFR is alone in exhibiting this level of gender inequality.  

2.8
We see that 40% of female corporate staff in grades 4-5, the figure for males in the same group is 27%.  We can also see that at the other end of the grades (ie grades 1-3) only 3% of males are employed compared to 18% of females; this not only demonstrates a concentration of females in the lower grades but suggests a barrier may exist showing a lack of opportunity for males in administration / entry roles. 
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Chart 2 Females / Males in each Role / Grade (%)

· Over 40% of females are corporate staff in grades 1-5 the figure for males in the same grades is 7%

Chart 3 % of Females / Males by Work Group
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· Men represent only 26% of the workforce in Control 

· Women only 5% and 7% respectively within RDS and Wholetime employees
· The total numbers of females and males are 188 (16%) and 958 (84%) respectively

Chart 4 Number Females / Males in Top 5% of earners
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· There are 13 females and 63 males in the top 5% of earners.  This equates to a % split of 17% female and 83% male
· There are no operational females employed above Station Manager level
Sex - Actions for Improvement

(i)
Leaders at SYFR need to initiate an immediate debate about the near total absence of women in senior management grades in SYFR and to identify a leadership approach to change this situation.

(ii)
SYFR needs to consider an approach to future recruitment of operational staff which enhances RDS along with maximizing the potential to recruit females into this area through appropriate positive action advertising.

(iii)
Given that most of the gender diversity in SYFR resides in the corporate work group there is a need to ensure adequate retention and promotion within the work group.
(iv)
Develop a longer term positive action approach for retention and promotion in corporate and operational areas, utilising the approaches of mentoring and peer mentoring.
(v)
Develop and publish long term positive action approach and strategy to ensure increased diversity in operational roles.

(vi)
Develop an immediate approach to positive action at the point of Station Manager promotion processes and monitor success for women into this level.  There should be long term appropriate mentoring opportunities made available to all females at Crew or Watch Manager level.
(vii)
Identify and implement action to promote females into Area and Group Manager levels using creative positive action that is sensitively and clearly communicated.

(viii)
Use positive action to enhance the leadership profile of women in operational roles.  SYFR’s future talent management strategy should consider the promotion of a mixture of appropriate leadership styles across the operational work group.

(ix)
Initiate research to identify whether the glass ceiling for women at HOF / AM / GM exists across FRS’s or is unique to SYFR.  Also initiate a leadership debate around the implications for SYFR and what can be done to address this issue.

(x)
Ensure open access for both males and females to grade 1-3 and identify any barriers and ensure training for recruiters.

3.
DISABILITY

3.1
The Equality Act defines disability as “a physical or mental impairment which has a substantial and long-term adverse effect on an individual’s ability to perform normal day-to-day activities”.  SYFR however uses the social model of disability where individuals are able to determine if they feel they have a disability rather than one that is defined by legislation.  Therefore figures for disability are based on a self-definition by employees; this is in line with common and best practice for equality monitoring.

Table 9 Disability disclosure of Workforce

	
	Yes
	No
	Prefer not to say
	Not completed

	Number of responses
	51
	541
	29
	525

	% of Workforce
	4
	47
	3
	46


3.2
Given that disability equality monitoring like race and sex has been common practice for decades we would expect to see similar rates of disclosure.  However, 46% of the workforce did not complete this characteristic, indicating there are possibly problems in SYFR with employees not feeling comfortable about disclosing a disability.  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. 

Table 10 % Disability disclosure Operational / Non-operational

	
	Yes
	No
	Prefer not to say
	Not completed

	Operational
	3
	43
	3
	51

	Non-operational
	8
	60
	1
	31


Chart 5 % Disclosure all Employees
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· Almost half of all employees (46%) have not declared whether or not they have a disability

· Amongst operational staff 51% did not complete this characteristic compared to 31% of non-operational employees (Table 10)
Table 11 Disability by Work Group (%)
	
	Yes
	No
	Prefer not to say
	Not completed

	WT
	4
	43
	3
	50

	RDS
	0
	43
	2
	55

	Control
	0
	74
	0
	26

	Corp
	10
	57
	1
	32


3.3
The comments for Table 9 are strengthened with the analysis by work group for rates of non-disclosure, 50% of Wholetime and 55% of RDS employees answered either ‘not competed’ or ‘prefer not to say’.  This equates to 54% of the operational workforce (see Table 10).  The comparable rates for non-operational employees is lower at 32% overall or 26% for control and 38% for corporate employees.
Table 12 Disability by Grade / Role (%)
	Grade / Role
	No
	Yes
	Not completed
	Prefer not to say

	Dir / CFO / DCFO / ACO
	25
	0
	75
	0

	HOF / AM / GM
	60
	5
	35
	0

	9 - 11 / SM
	67
	10
	23
	0

	7 - 8 / CM / WM
	58
	3
	35
	3

	6 / FF
	39
	3
	55
	3

	4 -5
	55
	13
	33
	33

	1 - 3
	51
	8
	42
	0


Chart 6 Disability Disclosure Top 5% of Earners / Rest of Workforce
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· Almost 30% of the top 5% and almost 50% of the rest of the workforce did not state their disability status
3.4
We therefore have an issue in SYFR with employees in top 5% of earners choosing not to disclose their disability status; this indicates that SYFR senior managers do not yet understand the value of equality monitoring.  We can also see from Chart 6 above that almost 50% of the workforce did not state whether or not they had a disability.  When looking at the split between the top 5% of earners and the rest of the workforce these figures are 29% and 47% respectively.  
cont.
Of the employees who did declare that they had a disability in the same grouping the figure for those with a disability in the top 5% of earners is 8% and the lower figure of 4% for the rest of the workforce.

3.5
The figure for those who have declared a disability in SYFR is only 4%.  Once again the high levels of non-disclosure make it difficult to draw any comparisons to the general population of South Yorkshire who declare they have a disability.
Disability Actions for Improvement

(i)
As an urgent priority, further work needs to be undertaken to source useful population and working age comparisons for disability across South Yorkshire.  This is important for making meaningful comparisons on a like for like basis.

(ii)
There is a particular issue around disclosure of disability which could be similar across FRS and is worthy of further research.  There may be a cultural issue within SYFR as an operational service around providing and being trusted to provide a supportive approach to disability.

(iii)
It would be useful to identify and begin again to use previous BVI’s (the % of the top 5% of earners with a disability, the % in the rest of the workforce with a disability) to measure progress in disability diversity within SYFR.

4.
AGE

Table 13 Age Profile as % of Workforce 

	
	16-25
	26-35
	36-45
	46-55
	56+

	% of Workforce
	4
	28
	35
	27
	5


Chart 7 Age Profile as % of Workforce
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· Only 4% of the workforce is 16-25
· A further 32% of the workforce is 46+

Table 14 Age Group by Grade / Role and as % of the Workforce
	Grade / Role
	16-25 Age Group
	26-35  Age Group
	36-45 Age Group
	46-55 Age Group
	56+  Age Group
	% of workforce

	Dir / CFO / DCFO / ACO
	0
	0
	0
	100
	0
	0.35%

	HOF / AM / GM
	0
	10
	35
	50
	5
	1.75%

	9 - 11 / SM
	0
	8
	33
	48
	12
	4.54%

	7 - 8 / CM / WM
	0
	15
	43
	40
	2
	26.00%

	6 / FF
	6
	38
	34
	19
	3
	54.71%

	4 -5
	4
	23
	30
	28
	16
	6.98%

	1 - 3
	8
	22
	20
	20
	31
	5.67%


Chart 8 Age by Work Group (%)
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Over 40% of control employees and almost 28% of Wholetime employees are in the age group 46-55
· Almost 50% of all corporate staff are in the age groups 46-55 and 56+ (24% and 23% respectively)
Age – Analysis

(i)
The CIPD reported in their document Managing an Ageing Workforce (September 2010) that the UK population is ageing.  By 2020 nearly a third of the workforce will be over 50.

(ii)
SYFR age profile shows an aging workforce which has implications for succession planning and managing the use of scarce skills resources.  
(iii)
The 16-25 age range is the minority age group across the organisation demonstrating a need to ensure a flow of younger people into the organisation.
(iv)
There is a need to consider how to use different sources of expertise to manage employee health and well-being.  This will help to maintain a fit and productive workforce. A range of stakeholders, such as unions and occupational health departments, may help maintain well-being amongst older employees

(v)
SYFR needs to make sure a range of flexible working opportunities are available to help meet the organisation’s talent and skill needs.  This is an important employment response to support resource needs in a 21st century environment. 

(vi)
SYFR’s senior managers need to be aware of how an ageing workforce impacts on the available talent pool, SYFR’s approach towards recruitment and the changing legal landscape as a result of the abolishment of the default retirement age.  This includes reviewing training and development opportunities for line managers, to ensure they are up to date with changes to retirement policies and are given training to help them handle age-related issues in an appropriate manner and get the best from older staff.

Age – Actions for Improvement
(i)
Consider equality profiles when moving forward with succession planning and talent management.
(ii)
Consider methods of increasing the younger age range in SYFR through such approaches as apprenticeships etc.

(iii)
Consider an approach to talent management which focuses on skills, experience and knowledge and promotes the value of skilled older employees.

5.
SEXUAL ORIENTATION

5.1
The definition in the Equality Act 2010 for this protected characteristic is whether a person’s sexual attraction is towards their own sex (lesbian or gay), the opposite sex (heterosexual) or both sexes (bi-sexual).  SYFR has been working to promote sexual orientation equality for several years and is a member of Stonewall Diversity Champions, and utilising and participates in the Stonewall Equality Index to benchmark progress on this area of equality.  Where the term LGB is used in the following tables, this refers to employees who are Lesbian, Gay or Bi-sexual.

Table 15 % Sexual Orientation across SYFR
	
	LGB
	Heterosexual
	Not completed
	Prefer not to say

	Total
	2
	46
	49
	3


5.2
The figures in table 15 show a disclosed level of LGB employees in SYFR workforce as 2%.  This is well below the estimated UK % of between 5-7% which shows that SYFR is under-represented in this protected characteristic in the workforce.  However, there is a high level of non-disclosure around sexual orientation with 52% of workforce answering either ‘prefer not to say’ or ‘not completed’.  Amongst the top management (Dir / CFO / DCFO / ACO) the level of non-disclosure is 75%.

Table 16 % Sexual Orientation by Operational / Non-Operational Employees

	
	LGB
	Hetero-sexual
	Not completed
	Prefer not to say

	Operational 
	1
	42
	53
	4

	Non-operational
	3
	61
	35
	1


Table 17 % Sexual Orientation by Grade / Role across SYFR
	Grade / Role
	LGB
	Hetero-sexual
	Not completed
	Prefer not to say

	Dir / CFO / DCFO / ACO
	0
	25
	75
	0

	HOF / AM / GM
	5
	60
	35
	0

	9 - 11 / SM
	2
	73
	25
	0

	7 - 8 / CM / WM
	1
	59
	38
	2

	6 / FF
	2
	36
	58
	4

	4 -5
	3
	54
	41
	3

	1 - 3
	0
	54
	45
	2


Table 18 % Sexual Orientation by Top 2 Tiers / Rest of Workforce

	
	LGB
	Hetero-sexual
	Not completed
	Prefer not to say

	Top 2 Tiers
	4
	54
	42
	0

	Rest of workforce
	2
	46
	49
	3


Chart 9 Sexual Orientation of Top 5% of Earners
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75% of those in the group (Dir / CFO / DCFO / ACO) not complete the section to disclose their Sexual Orientation.  This figure reduces to 42% when comparing the top two tiers in the organisation (Table 18)
Sexual Orientation - Analysis 
(i)
The disclosed levels of LGB staff are low with only 1% of operational and 3% of non-operational staff stating their sexual orientation as either Lesbian, Gay or Bisexual; and 4% of operational and 1% of non-operational staff selected ‘prefer not to say’.

(ii)
Levels of disclosure are generally low for this characteristic.
(iii)
It is difficult to find an accurate average in terms of disclosure rates for this protected characteristic.  One source of data is compiled through organisations participating in the Workplace Equality Index where reporting rates vary between very low (some around 20%) to over 90%.  Stonewall say that most organisations have a disclosure rate on sexual orientation of less than 70%.  When Stonewall talk about declaration rates this means the number of positive declarations of any sexual orientation so it doesn’t include spoils, blanks, or ‘prefer not to say’.
(iv)
In terms of a national benchmark of LGB representation Stonewall quotes the figure of 6% of the population being LGB.  This is the only official government figure on the LGB population and it comes from HM Treasury. http://www.stonewall.org.uk/at_home/sexual_orientation_faqs/2694.asp
(v)
The Government is using the figure of 5-7% of the population which Stonewall feels is a reasonable estimate.  However, there is no hard data on the number of lesbians, gay men and bisexuals in the UK as no national census has ever asked people to define their sexuality.

(vi)
The aim for SYFR is that it becomes the norm to collect data on sexual orientation as with the other protected characteristics.  This will enable us to move to a position where the collection of such data is assumed and taken for granted, as is increasingly the case with gender, race and disability.  The Equality and Human Rights Commission document “Moving forward: putting sexual orientation in the public domain” states that the absence of reliable statistical data is a major obstacle to measuring progress on equality for LGB people. 
Sexual Orientation - Actions for Improvement

(i)
There is a need to conduct an annual data cleanse exercise with a strong and consistent promotion approach giving clear messages about why the organisation wants this information, our commitment to anonymity etc.  The first of these needs to take place in the planning for the 2012 workforce profile.
(ii)
The expertise of the SYFR LGBT Network, SYFR Champion for Lesbians, Gay men and Bi-sexual employees needs to be involved in leading a debate about cultural issues around these low disclosure rates.

(iii)
SYFR need to engage in culture change activities to make the workplace culture more welcoming for existing LGB staff to ensure retention and progression, in the context of significant under-representation.

6.
RELIGION OR BELIEF

6.1
The Equality Act 2010 states that Religion has the meaning usually given to it but Belief includes religious and philosophical beliefs including lack of belief (eg Atheism).  Generally, a belief should affect your life choices or the way you live for it to be included in the definition.

Table 19 Religion or Belief by Grade / Role (%)
	Grade / Role
	Buddhist
	Christian
	Muslim
	Sikh
	Other
	None
	Not completed
	Prefer not to say

	Dir / CFO / DCFO / ACO
	0
	0
	0
	0
	0
	0
	100
	0

	HOF / AM / GM
	0
	5
	0
	0
	0
	15
	80
	0

	9 - 11 / SM
	0
	13
	0
	0
	2
	17
	65
	2

	7 - 8 / CM / WM
	0
	11
	0
	0
	0
	5
	84
	0

	6 / FF
	0
	7
	0
	0
	0
	4
	88
	0

	4 -5
	1
	28
	1
	0
	8
	18
	44
	1

	1 - 3
	0
	22
	3
	0
	2
	28
	43
	3


6.2
Whilst Table 19 shows a breakdown of religion or belief across SYFR, employees have not been given the opportunity to declare what the ‘Other’ category is for them.  This is an action for the next data cleanse which will be carried out in consultation with SYFR’s Religion and Belief Staff Group.  This will allow learning within SYFR about the wide diversity within SYFR workforce which the Religion and Belief Staff group are starting to make the organisation aware of.

Chart 10 % Disclosure for Religion or Belief - Workforce
· 80% of the workforce chose not to indicate their religion or belief
Table 20 % Non-disclosure Rates by Work Group

	
	%

	Control
	23.81

	RDS
	57.01

	Corp
	37.19

	WT
	99.87


· The majority of Wholetime employees did not complete the category indicating religion or belief (99.87%).  This was almost 100% non-disclosure for Wholetime employees
Table 21 % Disclosure Top 5% of Earners / Rest of Workforce

	
	Buddhist
	Christian
	Muslim
	None
	Not completed
	Other
	Prefer not to say

	Top 5%
	0
	11
	0
	16
	71
	1
	1

	Rest of Workforce
	0
	11
	0
	7
	80
	1
	0


6.3
As one of the ‘newer’ equality protected characteristics it might be expected that there would be problems with disclosure.  This is seen to be the case with 71% of the top 5% of earners and 80% of the rest of the workforce not disclosing their religion or belief.  Table 20 suggest that this is a particular issue for Wholetime employees with only 1 out of 755 declaring a religion or belief.

Table 22 % of South Yorkshire Population by Religion

	
	Christian
	Buddhist
	Hindu
	Jewish
	Muslim
	Sikh
	Any other
	None
	Not stated

	South Yorkshire
	75
	0
	0
	0
	3
	0
	0
	14
	8


Religion or Belief - Analysis

(i)
The very low rate of disclosure across this protected characteristic makes it difficult to undertake analysis or draw comparisons to South Yorkshire population profile.  This makes it difficult to identify whether SYFR workforce are under-represented in relation to this protected characteristic.

Religion or Belief – Actions for improvement

(i)
In the data cleanse which will be required in planning for the 2012 workforce profile it will be important to find effective ways of promoting disclosure of religion or belief to employees, using the expertise of the SYFR Religion and Belief Staff Group to suggest approaches.

(ii)
Categories in the data cleanse exercise should allow employees to state their own religion or belief and this to be captured under the ‘Other’ category.  This should then be displayed as a list in the workforce profile to raise awareness around the existing diversity within SYFR.

DISCLOSURE RATES IN SYFR
25. The disclosure rates for each of the protected characteristics covered in this report are shown below:-
	Disclosure Rates %

	Race
	100

	Sex
	100

	Disability
	52

	Age
	100

	Sexual Orientation
	51

	Religion or Belief
	20


26. In SYFR monitoring data is captured on entry to the organisation, during any internal promotion or recruitment exercises, during exit interviews and via data cleanse exercises.  Best practice suggests that data used to produce workforce profile documents should be refreshed on an annual basis.  As indicated in the section on data and disclosure, this is an area that SYFR will be focusing on so that the data used in the next workforce profile has been refreshed. 
27. Analysis of the disclosure rates shows that the categories that have been reported on over a longer period of time are the areas with the highest levels of disclosure.  Therefore this suggests that the levels of disclosure will improve over time, especially when we introduce data cleansing on an annual basis.
CONSULTATION
28. It is important that a wide range of stakeholders are involved in the consultation on this workforce profile.  In particular the specialist expertise of SYFR Equality Staff Groups should be enlisted in considering this workforce profile and making suggestions about how best to plan for the next workforce profile in 2012.

Actions for Improvement - Consultation
(i)
To undertake consultation on this draft profile, specifically with SYFR’s staff groups.

SUMMARY & CONCLUSIONS
29. The tables and charts within this workforce profile show a picture across six of the nine protected characteristics.  Details around how SYFR are approaching equality monitoring on the other three protected characteristics are discussed in the section on the scope of the profile.

30. In producing this profile, a range of data issues were identified and the issue around low levels of disclosure has also been described in this document.  In particular the variability of rates of disclosure across different protected characteristics and work groups indicates there is some culture change work needed within SYFR on the issues of disability, sexual orientation and religion and belief.

31. The profile examines the range of issues identified under each of the six protected characteristics and finds a range of issues for each. 
In summary this profile indicates:

· Significant gender inequality and segregation in SYFR, with a glass ceiling at senior management level for women.

· Under-representation of BME groups in SYFR’s workforce.

· A higher level of unwillingness to disclosure disability status in the workforce than would be expected.

· An aging workforce with fewer young employees.

· Under-representation and a need to focus on improved rates of disclosure for sexual orientation within SYFR’s workforce, but with good representation at Head of Function level.
· Significant unwillingness within the workforce to disclose in relation to religion and belief; with a disclosure rate of just 20%.
32. Given that this is the first workforce profile SYFR has undertaken, there are actions which can be taken to promote disclosure which would be expected to improve future year’s disclosure rates if backed by strong positive leadership steer. 
33. In relation to under-representation SYFR will, in the current financial and recruitment context need to create innovative and creative solutions to maintain and enhance the existing levels of diversity. 

Summary of Actions for Improvement
34. The actions for improvement identified in the profile under each section have been brought together here to provide a clear action plan for improvement over the next year.  By publishing this clear picture of SYFR’s existing workforce profile, SYFR is providing a clear message to employees and South Yorkshire community that while there are challenges around workforce diversity; SYFR’s intention is to be open and transparent about the starting point, allowing the organisation to measure improvements over time.

Outside Scope – Actions for Improvement
1. Prior to each annual workforce profile, SYFR will monitor and review best practice around gender reassignment and give consideration to whether or not equality monitoring is useful or recommended by organisations of trans people.

2. Undertake qualitative research around pregnancy and maternity and evaluate the experience of female employees at SYFR to identify best practice and potential improvement possibilities.
3. SYFR will research best practice across the public and the FRS sector to profile a wider range of employment and community areas.  Possible areas to be profiled include training opportunities and take-up, grievances, disciplinary and harassment cases and outcomes, the result of promotion exercises or restructures along with analysis of customer complaints and exit interviews (including uptake and categories). 
4. To undertake consultation on this draft profile, specifically with SYFR’s staff groups.

Data and Disclosure – Actions for Improvement
5. Initiate work in time for the workforce profile for 2012 within Policy, Performance and Programmes to undertake community equality mapping and source useful data for workforce / community comparisons.  Where possible to include comparisons to other Fire and Rescue organisations. 
6. Undertake a data cleanse exercise including a promotion exercise to explain the purpose of equality monitoring, assure anonymity and encourage increased disclosure ahead of and in the planning for each annual workforce profiling exercise.  To include consultation with equality staff groups on the format of the data cleanse exercise.  This will include exploring the possibility of using an external body to carry out this exercise.
7. Commission research on understanding our local labour markets and the barriers faced by those sharing protected characteristics, to enable positive actions by SYFR.

8. Raise awareness amongst leaders and senior managers of the value of equality monitoring to increase disclosure rates.  This work is to be promoted across the organisation.

9. Identify a method to document and verify data used within the profile, to include guidance when making assumptions together with any analysis or conclusions.  

Race – Actions for improvement

10. As an urgent priority, further work needs to be undertaken to source useful population and working age comparisons for ethnic groups across South Yorkshire.  This is important for making meaningful comparisons on a like for like basis.

11. Positive action in recruitment and progression needs to be undertaken to ensure SYFR moves forward from this picture of under-representation.
12. Further work to source useful population and working age comparisons for ethnic groups across South Yorkshire.

13. Analysis around ethnicity needs to be much more in-depth in the SYFR workforce profile for 2012.  More detailed analysis around levels of each ethnic group in each of SYFR’s work groups is required.  This will enable meaningful comparisons against levels in communities served to be drawn; this in turn will help identify impacts more clearly.
Sex - Actions for Improvement

14. SYFR need to consider an approach to future recruitment of operational staff which enhances RDS along with maximizing the potential to recruit females into this area through appropriate positive action advertising.
15. Given that most of the gender diversity in SYFR resides in the corporate work group there is a need to ensure adequate retention and promotion within the work group.

16. Develop a longer term positive action approach for retention and promotion in corporate and operational areas, utilising the approaches of mentoring and peer mentoring

17. Develop and publish long term positive action approach and strategy to ensure increased diversity in operational roles.

18. Identify and implement action to promote females into Area and Group Manager levels using creative positive action, sensitively and clearly communicated.

19. SYFR should develop an immediate approach to positive action at the point of Station Manager promotion processes and monitor success for women into this level.  

20. There should be long term appropriate mentoring opportunities made available to all females at Crew or Watch Manager level.

21. Positive action should enhance the leadership profile of women in operational leadership roles and SYFR future talent management strategy should consider the promotion of a mixture of appropriate leadership styles across the operational work group.

22. Initiate research to identify whether the glass ceiling for women at HOF / AM / GM exists across FRS’s or is unique to SYFR.  Also, to initiate leadership debate around the implications for SYFR and what can be done to address this issue.

23. Ensure open access for both males and females to grade 1-3 and identify any barriers and ensure training for recruiters.

Disability - Actions for Improvement

24. As an urgent priority, further work needs to be undertaken to source useful population and working age comparisons for disability across South Yorkshire.  This is important for making meaningful comparisons on a like for like basis.

25. There is a particular issue around disclosure of disability which could be similar across FRS and is worthy of further research.  There may be a cultural issue within SYFR, as an operational service around providing and being trusted to provide, a supportive approach to disability.

26. It would be useful to identify and begin again to use previous BVIs (the % of the top 5% of earners with a disability the % in the rest of the workforce with a disability) to measure progress in disability diversity within SYFR.

Age – Actions for Improvement

27. SYFR needs to consider equality profiles when moving forward with succession planning and talent management.
28. Consider methods of increasing the younger age range in SYFR through such approaches such as apprenticeships etc.

29. Consider an approach to talent management which focuses on skills, experience and knowledge and promotes the value of skilled older employees.

Sexual Orientation - Actions for Improvement

30. There is a need to conduct an annual data cleanse exercise with a strong and consistent promotion approach giving clear messages about why the organisation wants this information, our commitment to anonymity etc.  The first of these needs to take place in the planning for the 2012 workforce profile.  The expertise of SYFR LGBT Network, SYFR Champion for Lesbians, Gay men and Bi-sexual employees needs to be involved in leading a debate about cultural issues around these low disclosure rates.

31. SYFR need to engage in culture change activities to make the workplace culture more welcoming for existing LGB staff to ensure retention and progression, in the context of significant under-representation.

Religion or Belief – Actions for improvement

32. In the data cleanse which will be required in planning for the 2012 workforce profile it will be important to find effective ways of promoting disclosure of religion or belief to employees, using the expertise of the SYFR Religion and Belief Staff Group to suggest approaches.

33. Categories in the data cleanse exercise should allow employees to state their own religion or belief and this to be captured under the ‘Other’ category.  This should then be displayed as a list in the workforce profile to raise awareness around the existing diversity within SYFR.
Consultation - Action for Improvement
34. To undertake consultation on this draft profile, specifically with SYFR’s staff groups.
KEY TO ABBREVIATIONS/TERMINOLOGY
	SYFR
	South Yorkshire Fire & Rescue

	FRS
	Fire and Rescue Service

	CFO
	Chief Fire Officer

	DCFO
	Deputy Chief Fire Officer

	ACO
	Assistant Chief Fire Officer

	Dir
	Director

	HOF
	Head of Function

	AM
	Area Manager

	GM
	Group Manager

	SM
	Station Manager

	WM
	Watch Manager

	CM
	Crew Manager

	FF
	Firefighter

	WT
	Wholetime

	Wholetime
	Duty system for full-time Firefighters

	RDS
	Duty system for part-time Firefighters

	Operational
	Employees involved in operational incidents (e.g. fire and rescue)

	Non-operational
	Employees not involved in operational incidents

	Corporate
	Employees that carry out a range of support functions

	BVI’s
	Best Value Indicators

	BME
	Black and Minority Ethnic

	LGB
	Lesbian, Gay and Bi-sexual

	MIS
	Management Information System

	Disclosure
	Where an employee states a particular protected characteristic

	Non-disclosure
	Where an employee chooses not to state a particular protected characteristic

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

	CIPD
	Chartered Institute of Personal Development

	ONS
	Office for National Statistics
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