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Executive Summary
SYFR is fully committed to embedding Equality, Diversity and Inclusion (EDI) at the heart of the delivery of its services and in employing staff in ways which ensure compliance with the Equality Act 2010.  Managers and Heads of Function have been progressing their EDI Action Plans, supported by our EDI Strategy, launched in the summer of 2019.

Our interim EDI strategy for 2022 allows us to reaffirm our focus on EDI whilst affording us the opportunity to carry out meaningful consultation across the organisation.  It enables us to plan our EDI work for the coming years and align our new strategy to documents such as our Annual Plan, People Strategy, CRMP, Fit for the Future, the Core Code of Ethics, the White Paper and our refreshed Our Story. 
Our Annual Plan highlights our priority areas for the coming years and EDI is at the heart of that plan; our interim EDI strategy for 2022 allows us to align the development of our next EDI strategy in line with our People Strategy.  Our People Strategy sets out six inter-related strategic aims, which will support the delivery of our overall strategic priorities and will further embed our aspirations and behaviours.  Our diversity strategic aim states that we “will strengthen our ability to provide an excellent service by diversifying our staff, promoting inclusion and creating a fair and inclusive place to work” and the actions within this document support this aim.
This document, The Workforce Diversity Profile 2021/22, reports on the diversity profiles of SYFR as at 31 March 2022, giving statistics against age, disability, faith & belief, sex and sexual orientation.  It aims to help the organisation better understand the diversity of our workforce, to assess any trends and the key areas of focus going forward.

To ensure the diversity of all employees are captured, the data is collected over a date range.  For 2022 this is 01/04/2021 – 31/03/2022 and for 2021 this is 01/04/2020-31/03/2021.  Each profile includes a range of actions to improve diversity across the organisation.
A key feature of this report is the work that has gone into automating the production of the graphs and charts from our HR reporting system (Dolphin).  Analysis is carried out across the workgroups, Control, Support (Corporate), Uniformed (224, Day Staffing, ORT and Non-rider – CPC system was removed in 2021) and On-call (previously referred to as RDS).  The totals for these workgroups for each of the years are:-

	
	Control
	Corporate
	Uniformed
	On-call
	Total Employees

	2020/21
	31
	277
	582
	125
	1015

	2021/22
	37
	288
	608
	114
	1047


As in previous years, this report excludes contingency, non-employees and agency members of staff but includes casual employees (those on a zero hour’s contract).  This gives a grand total of 1047 employees for 2022, an increase from 1015 in 2021.  This demonstrates our investment in getting the right teams with the right staff to deliver our vision of making South Yorkshire Safer & Stronger.
Where reference is made to 2011 Census data, it should be noted that this is not an up to date reflection of the population in 2021/22.  Census 2021 results will be published late 2022 and we hope to include these in our 2022/23 workforce diversity profile.
Year-on-Year Summary
This data is accurate as of 31 March 2022.
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Age Diversity Profile “A person or persons belonging to a particular age or range of ages”
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	Whole Workforce - Age Range

	.
	16-24
	25-29
	30-44
	45-59
	60+

	2020/21
	3.94%
	7.98%
	44.43%
	40.00%
	3.65%

	2021/22
	4.64%
	9.10%
	44.94%
	37.60%
	3.71%

	ONS Mid 2020 
	11.86%
	7.54%
	18.66%
	19.49%
	23.79%
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	16-24
	25-29
	30-44
	45-59
	60+

	Control – Age Range

	2020/21
	3.23%
	9.68%
	45.16%
	38.71%
	3.23%

	2021/22
	8.11%
	10.81%
	43.24%
	32.43%
	5.41%

	Corporate – Age Range

	2020/21
	6.14%
	11.55%
	32.13%
	39.71%
	10.47%

	2021/22
	6.92%
	12.50%
	30.90%
	37.50%
	12.15%

	On Call – Age Range

	2020/21
	8.80%
	10.40%
	48.00%
	29.60%
	3.20%

	2021/22
	9.72%
	12.50%
	50.69%
	26.39%
	0.69%

	Uniformed – Age Range

	2020/21
	1.89%
	5.67%
	49.48%
	42.44%
	0.52%

	2021/22
	2.14%
	6.58%
	50.33%
	40.63%
	0.33%
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Disability Diversity Profile   A disability is “a physical or mental impairment that has a substantial and long term negative effect on an individual’s ability to carry out normal daily activities”.
	Workforce - Disability Diversity

	.
	Yes
	No
	Prefer not to say
	Not completed

	2020/21
	2.17%
	75.07%
	1.97%
	20.79%

	2021/22
	2.88% (
	92.48%
	1.95%
	2.69% (
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	Yes
	No
	Prefer not to say
	Not completed

	Control – Disability Diversity

	2020/21
	0%
	93.55%
	0%
	6.45%

	2021/22
	2.70%
	94.59%
	0%
	2.70%

	Corporate – Disability Diversity

	2020/21
	2.89%
	88.45%
	0%
	8.66%

	2021/22
	4.51%
	93.40%
	0%
	2.08%

	On Call – Disability Diversity

	2020/21
	0.80%
	80.80%
	1.60%
	16.80%

	2021/22
	2.08%
	93.06%
	2.08%
	2.78%

	Uniformed – Disability Diversity

	2020/21
	2.23%
	66.49%
	3.09%
	28.18%

	2021/22
	2.30%
	91.79%
	2.96%
	2.96%
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Faith & Belief Profile “any religion, including a reference to a lack of religion or any religious or philosophical belief, including a reference to a lack of belief”
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	Workforce – Faith & Belief Diversity

	.
	2020/21
	2021/22

	Agnostic
	0.99%
	0.74%   (

	Atheist
	1.87%
	1.95%   (

	Buddhist
	0.10%
	0.19%   (

	Christian
	30.44%
	30.92% (

	Hindu
	0.10%
	0.09%   =

	Humanist
	0.10%
	0.09%   =

	Jewish
	0%
	0.09%   (

	Muslim
	0.30%
	0.37%   (

	Pagan
	0.10%
	0.09%   =  

	Sikh
	0.20%
	0.09%   (

	Other
	1.48%
	1.58%   (

	No religion
	36.85%
	41.60% (

	Prefer not to say
	5.91%
	5.85%   (

	Not completed
	21.58%
	16.34% (


	Workforce, Census Comparison – Faith & Belief

	
	Census 2011
	SYFR 2021/22

	Christian
	61%
	30.92% 

	Buddhist
	0.3%
	0.19%   

	Hindu
	0.04%
	0.09%   

	Jewish
	0.1%
	0.09%   

	Muslim
	4.3%
	0.37%  

	Sikh
	0.2%
	0.09%   

	Other
	0.3%
	4.45%   

	No religion
	26.8%
	41.60%

	Not completed
	6.7%
	16.34%
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Race Diversity Profile “race refers to a person’s colour, nationality or ethnic or national origin”
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	Workforce - Race Diversity

	.
	Majority
	Minority
	Not completed

	2020/21
	95.27%
	4.33%
	0.40%

	2021/22
	95.64%
	4.18% (
	0.18% (
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	Workforce – Minority breakdown

	.
	Asian/Asian British
	Black/Black British
	Mixed/multiple ethnic groups
	Other ethnic group

	2020/21
	0.49%
	1.18%
	1.97%
	0.69%

	2021/22
	0.37% (
	1.02% (
	1.86% (
	0.93% (
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	Race by Workgroup

	
	2020/21
	2021/22

	.
	Majority
	Minority
	Not Completed
	Majority
	Minority
	Not Completed

	Control
	96.77%
	3.23%
	0%
	97.30%
	2.70%(
	0%

	Corporate
	93.14%
	6.13%
	0.72%
	93.06%
	6.25%(
	0.69%

	On Call
	99.20%
	0%
	0.80%
	98.61%
	1.38%(
	0%

	Uniformed
	95.36%
	4.47%
	0.17%
	96.05%
	3.94%(
	0%


	% Minority by Role

	.
	2020/21
	2021/22

	Principal Officer
	0%
	0%      =

	AM
	0%
	0%      =

	GM
	0%
	0%      =

	SM
	4.00%
	3.70%  (

	WM
	1.80%
	1.80%  =

	CM
	0.85%
	0.86%  =

	FF
	5.02%
	4.47%  (

	Corporate
	6.13%
	6.25%  (

	Total
	4.33%
	4.18% (
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Gender Diversity Profile “refers to a range of identities that includes female, male or another identity”. 
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	Work Force - Gender Diversity

	.
	Male
	Female
	Other
	Not completed

	2020/21
	79.21%
	20.59%
	0%
	0.20%

	2021/22
	78.55%
	21.36% (
	0.09% (
	0%
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	Work Group - Gender Diversity

	
	2020/21
	2021/22

	
	Male
	Female
	Other
	Not completed
	Male
	Female
	Other
	Not completed

	Control
	25.81%
	74.19%
	0%
	0%
	29.73%
	70.27%
	0%
	0%

	Corporate
	51.26%
	48.01%
	0%
	0.72%
	50.35%
	49.31%
	0.35%
	0%

	On Call
	89.60%
	10.40%
	0%
	0%
	89.58%
	10.42%
	0%
	0%

	Uniformed
	93.13%
	6.87%
	0%
	0%
	92.27%
	7.73%
	0%
	0%
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Sexual Orientation Diversity Profile “refers to a person’s sexual orientation towards persons of the same sex, the opposite sex or either sex”.
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	Workforce – Sexual Orientation Diversity

	.
	Heterosexual
	LGBT+
	Prefer not to say
	Not completed

	2020/21
	72.02%
	2.47%
	4.14%
	21.18%

	2021/22
	76.32%
	3.25% (
	4.18%
	16.25%
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	Workforce – Minority breakdown

	.
	Gay man
	Gay woman/lesbian
	Bisexual
	Other

	2020/21
	0.59%
	0.89%
	0.89%
	0.10%

	2021/22
	0.74% (
	1.11% (
	1.21% (
	0.19% (


	Workforce – Disclosure Rates for Sexual Orientation

	.
	Disclosed
	Prefer not to say
	Not completed

	2020/21
	74.68%
	4.14%
	21.18%

	2021/22
	79.57%
	4.18%
	16.25%
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Top 5% of Earners Diversity Profile
This includes the workgroups Group Manager and above for both operational and corporate staff.
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Leavers Diversity Profile 

	Total Workforce Leavers

	.
	Uniformed
	Retained
	Corporate
	Control

	2020/21
	33
	17
	37
	1

	2021/22
	44
	23
	26
	3
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New Starters Diversity Profile

	Total Workforce New Starters

	.
	Uniformed
	On-call
	Corporate
	Control

	2020/21
	59
	21
	20
	1

	2021/22
	59
	35
	46
	7











Discipline & Grievance Profile 













Disclosure Rates Profile 

	Protected Characteristic – Disclosure Rates

	
	2021
	2022

	Age
	100%
	100%    =

	Disability
	79.21%
	97.31% (

	Faith & Belief
	78.42%
	83.66% (

	Race
	99.60%
	99.82% (

	Gender
	99.80%
	100%    (

	Sexual Orientation
	78.82%
	83.75% (



Conclusion and Encompassing Actions
The Workforce Diversity Profile for 2021/22 has highlighted that there is still a lack of diversity and representation across SYFR.  However, in some areas there has been an improvement in representation since 2020/21.  Particularly an increase in females, LGBT+, those with a disability, whilst they are small increases they signify a move in the right direction.  Though it is important to note that racial diversity has decreased slightly from 4.33% to 4.18% and this area will continue to be a key focus for the organisation.
There continues to be a lack of diversity across the Top 5% of Earners in the organisation, with no representation from LGBT+ or ethnic minorities groups.  This is a key area where leadership development and mentorship should be invested in, to retain and develop diverse talent. 

It is important to recognise that disclosure rates have across the board greatly increased, allowing us to have a greater understanding of the diversity of our workforce. 
Whilst there have been actions throughout the report, which are unique to improving representation of a particular characteristic and group, we want to highlight some encompassing actions.  These actions span across the groups and would see improved diversity across the workforce.  We have grouped these actions into three categories; training, leadership and recruitment.  



We hope this diversity profile has highlighted the work still to be done, to make us representative of the South Yorkshire region and the actions required to achieve our diversity strategic aim outlined in our People Strategy.  If you have any questions, queries or feel that something else should be included going forward into 2022/23, please do get in touch with the EDI team.
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Workforce Diversity Profile


2021/22





Age Diversity








Disability Diversity





Faith & Belief Diversity





Race Diversity





Gender Diversity








Sexual Orientation Diversity








Summary 


Across the workforce there is a slight increase in the percentage of employees in the lower age ranges of 16-24 and 25-29 and upper age range of 60+. 





The percentage of employees in the lower age ranges within Control has increased but for Corporate Staff this has remained largely the same.  However, there has been slight increases within the Uniformed and On-call.











Age Diversity Actions 





With age now classified as an under-represented group within our recruitment processes, we will work with our Strategic Influencer to develop priorities against our age profiles.


We will continue with Positive Action to increase the number of younger employees across the organisation, including apprentices, cadets and volunteers.


We will consider our age diversity profiles when reviewing succession planning and talent management within SYFR.


We will consider how we can work more closely with Community Safety to monitor data relating to our cadets and Prince’s Trust, to work more closely with cadets and review our attendance at career events.


We will continue to develop partnerships with colleges/schools to develop a greater awareness of what opportunities we offer.


We will look at how we promote SYFR as a local employer of choice for younger people.








Summary 





The percentages of those who have “Not Completed” has significantly reduced across Uniformed (28.18% to 2.96%) and On Call (16.8% to 2.78%), with small reductions in Corporate and Control. 





These positive increases in disclosure may be as a result of the new IT system allowing employees to update their own personal data and the regular bulletins over the past 18 months encouraging people to input their monitoring data.














Note: The 2011 Census shows that 20.92% of the population of South Yorkshire has a long-term health condition or disability.  











Disability Diversity Actions 


Continue to work with our Disability, Carers and Neurodiversity staff group.


Develop a Neurodiversity Handbook to support the increased education and understanding of the workforce around this area.


Continue our commitment as a Disability Confident employer and communicate the scheme internally and externally.  


Communicate to our employees the support available via our Annual Disability Reviews.


Continue the ongoing work to capturing more specific information around disability and neurodiversity to create a system to allow staff to only have to share disabilities once and then use this information to proactively support individuals when they apply for promotion, recruitment, IFE’s or some other learning event.





Summary 





The disclosure rate for this protected characteristic has increased, meaning less are choosing to ‘not complete’ in 2021/22.  The 2011 Census shows South Yorkshire’s largest faith & beliefs as Christian (61%), No religion (26.8%) and Muslim (4.3%).  For SYFR, these figures are 30.93%, 41.60% and 0.37% indicating that we are not representative.  It will be interesting to compare this to the 2021 Census data.








Faith & Belief Diversity Actions


We will aim to improve the disclosure rates for this protected characteristic, review the resources that we have to help staff understand different faiths and beliefs, and ensure that our cultural calendar of events includes a wide range of faiths and beliefs, including those newly given protection under the Equality Act 2010.


We will ensure that consideration is given to this protected characteristic when carrying out Equality Assessments (EQiA’s).


We will continue with Positive Action initiatives to attract and recruit from faith communities.


We will review our webpage to ensure that our commitment to those of different faiths, and of no faith are kept informed on how SYFR can support them.  This will include working with our Faith & Belief Staff Group and external partners.


We will encourage greater support of our cultural calendar from districts.


We will celebrate Interfaith Week.














Summary 


The Census 2011 records that 9.37% of the population of South Yorkshire are from a Black, Asian or Minority Ethnic (BAME) background.  Following consultation with our Race Network, 2021 brought changes to the terminology used in this area and we no longer use BAME; this has been replaced by the term ethnic minority groups.





Although there is a slight increase in the % of staff from a minority background in our corporate staff, we remain significantly underrepresented in this area. 





Again there is an increase in the completion rates for this characteristic.








This additional chart (above) for 2021/22 displays the breakdown of our staff from a minority background by ethnic group and shows a positive although slight increase in the category “other” ethnic group.





Race Diversity Actions





We will continue to consult with our Race network on key areas such as station refurbishments, uniform changes, policy review and education. 


We will continue with positive action initiatives to increase our representation from under-represented groups; including alternative positive action initiatives and working more closely with local community groups, supported by our Strategic Influencer.


We will develop strategies to improve career progression and retention for under-represented groups.


We will continue Positive Action in the recruitment for on-call stations.


We will review the Recommendations from the Commission on Race and Ethnic Disparities.


We will work towards producing an ethnicity pay gap report.


We will continue to review how we display this date to ensure we provide an improved / more representative picture across our uniformed employees.











Summary 





In 21/22 there has been a very slight increase in females in the workforce to 21.36%.  However, this is still not representative of the population of South Yorkshire, which in the Office for National Statistics (ONS) mid-year estimate for 2020 is 50.39% female. 





For 2022, at just 7.73% of the uniformed workforce females are significantly under-represented, although this is a slight increase on the previous year.  Control shows a slight increase in the number of males from 25.81% in 2021 to 29.73% in 2022, again a positive move towards being representative of the region.





The report for 2022 now includes a more inclusive categorisation within this protected characteristic with the addition of “other”, to include those who do not solely identify as male or female.








Gender Diversity Actions





We will continue to focus on Positive Action to attract and retain females into operational roles and males into control.


We will develop strategies to improve career progression and retention for women in operational roles.


We will work with the women’s staff group to continuously involve them in consultation around events, station refurbishments, uniform changes, policy review and education.


We will work with our staff groups to review best practice around the categorisation within this protected characteristic.


We will carry out further analysis around job segregation for males and females.  Including analysis of our gender pay gap.








Summary 


Due to the lack of research in the area, the exact proportion of Lesbian, Gay and Bisexual (LGB+) people in the UK population is unclear, with studies quoting between 2% and 15%.  In 2021/22 those that identify as LGBT+ at SYFR is 3.25%, although this is within the range provided it is far from 15% and thus we feel there is still significant under-representation within the workforce.





The percentage disclosure rates for 2021/22 suggest that LGBT+ staff, at 3.24% are significantly under-represented within the workforce.  This is another area where the % for “not completed” has reduced.





There is also still a high rate of the workforce choosing to ‘not complete’ or ‘prefer not to say’.  A 2019 Stonewall report found that 35% of LGBT+ employees conceal their sexual orientation at work; these statistics suggest that we may have staff who are not comfortable to be open about their sexual orientation.





The report now includes a more detailed analysis across the LGBT+ categories with the addition of “other”.  Consideration will be given to how this can be used within our positive action campaigns and how we monitor “other”.








Sexual Orientation Diversity Actions


We will continue to deliver Positive Action campaigns, which encourage LGBT+ employees to apply for vacancies with us. 


We will work with our staff group to develop a campaign to increase disclosure rates for this protected characteristic.


We will continue to support events such as LGBT+ History Month to help educate all our employees around this protected characteristic.


We will continue to review the terminology that we use around this protected characteristic.


We will work with Community Safety & Partnerships to increase engagement with LGBT+ groups. 








Summary





There is still a clear lack of diversity amongst the top 5% of earners.  Particularly a complete lack of those from minority ethnic groups and LGBT+. 





However, it is important to note there is a larger proportion of women in the top 5% at 34.78%, in comparison to organisation wide.





Top 5% by Age Group





Top 5% by Disability





Top 5% by Faith & Belief





Top 5% by Race





Top 5% by Gender





Top 5% by Sexual Orientation





Top 5% Diversity Actions





We will incorporate Positive Action interventions into the development of our talent management strategy.


We will incorporate best practice guidance provided by the National Fire Chiefs Council (NFCC) in this area.


We will consider how we incorporate talent management into our Leadership and Development projects.








Summary





In 2021 4.55% of leavers had declared a disability, however for 2022 this reduced to 0%. 


For 2022 there is a slight increase in leavers identifying as LGBT+. 


There was also a reduction in leavers from a minority background, from 5.39% in 2021 to 4.16% in 2022. 


The number of females leaving has also decreased from 25% for 2021 to 12.5% in 2022.





Leavers by Age Group





Leavers by Disability





Leavers by Faith & Belief





Leavers by Race





Leavers by Gender





Leavers by Faith & Belief





Leavers by Sexual Orientation





Leavers Diversity Actions





Continue to monitor exit interview responses to be aware of any patterns emerging in relation to protected characteristics to be investigated.


Consider reviewing leavers by directorate / department to check for patterns.


Review our approach to ensure we retain diverse talent.











Summary


At almost 67%, the number of corporate new starters shows a significant increase. 





For 2022 the increase in new starters continues to be in the age group 30-44, with a slight increase in the group 45-59 at 12.24 % for 2022 from 9.90% in 2021 and a reduction in the younger age group, 16-24 (down from 16.83% in 2021 to 16.33% in 2022).





2022 saw a small increase in the number of new starters declaring a disability, up from 4.55% in 2021 to 6.12% in 2022.





The % of starters from a minority background has decreased from the 5.69% in 2021 to 4.16% for 2022, the number of female starters has increased from 16.83% in 2021 to 27.89% in 2022 and the % of LGBT+ new starters has seen an increase from 2.97% in 2021 to 6.80% in 2022.





New Starters by Age Group





New Starters by Disability





New Starters by Faith and Belief





New Starters by Race





New Starters by Sexual Orientation





New Starters by Gender





New Starters Diversity Actions


We will ensure that we have a robust approach to recruitment and selection that enables us to recruit diverse candidates.


We will make sure our recruitment and on boarding experience is consistent and accessible, supported by our new Applicant Tracking System (being introduced during 2022).


We will continue to make sure that applicants are able to share their disabilities and adjustments are made throughout the recruitment process in a timely manner. 


We will ensure we market ourselves to the whole community, so we do not miss out on valuable skills. 





Summary





This details a breakdown of the formal grievance and discipline cases received during the year, broken down by protected characteristic.





The overall number of disciplines has reduced from 2021 with fewer disciplines for females than males, with none by individuals from a minority background or with a disability for 2021/2022.  The number of grievances in 2022 has reduced from the figure for 2021.  However, whilst there is an increase in grievances raised by individuals from a minority background, the number for those with a disability has remained the same for both years. 





Discipline





By Race





By Gender





By Disability





Grievances





By Gender





By Race





By Disability





Discipline & Grievance Actions





We will continue to deliver training to ensure all managers are familiar with our discipline and grievance procedures. 


We will support Line Managers to create an environment where everyone feels comfortable to discuss day to day issues informally with their Line Manager so that concerns and voices can be heard and responded to as soon as possible.


We will consider whether information around informal disciplines and grievances should be incorporated into this report.











Summary





This details a breakdown of the levels of disclosure for the protected characteristics.  Those who are classified as ‘not disclosing’ are those who are under the category “not completed”.  For the purpose of this report those that “prefer not to say” have disclosed. 





In terms of disclosure rates, there have been great increases across all 6 characteristics.  With the biggest increase being for disability, from 79.21% to 97.31%.  These increases are as a result of a series of communications pieces to raise awareness of the process to fill in the diversity data. 





However, there is still a lack of disclosure of faith & belief and sexual orientation.  More work needs to be done to ensure colleagues feel comfortable to disclose their identities. 











Disclosure Rate Actions





We will work with staff groups and representative bodies to continue our campaign to increase disclosure rates for all protected characteristics.


We will continue to review of the language/terminology used within the protected characteristics to ensure everyone has a category which encapsulates their identity.


We will develop our systems to make disclosure easier for individuals.


We will look for trends / increases in categories such as “other” and “prefer not to say” to check if we are excluding any groups of people.





Training


Enhance our organisational understanding of EDI.


Provide training and resources for all managers and colleagues to support the launch of new employment policies/guidance i.e. neurodiversity.


Make use of the Apprenticeship Levy to fund professional qualifications. 


Improve our guidance and training for staff on completing and implementing meaningful Equality Impact Assessments. 








Leadership


Assess and invest in how we develop leaders and enhance skills of existing employees.


Inspire experienced employees to mentor across the organisation and the sector.


Ensure new managers have all the tools to enable them to lead their teams effectively and in an inclusive manner including when working remotely.








Recruitment


Develop a robust and future-proof approach to recruitment and selection that enables us to recruit diverse candidates.


Ensure our recruitment and on boarding process is inclusive and offers the best candidate experience to support our aim of becoming an employer of choice.


Ensure we attract (and retain) employees from all communities, so we do not miss out on valuable skills.


Continue to review and develop our programme of Positive Action Initiatives to boost the diversity of our workforce.


Link actions to the Fit for the Future Improvement Objectives No7- attracting employees and No 8 Retaining Employees.
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