[image: image2.png]A}
FOL!

g

ol
ESTINENUR AGE!





[image: image3.jpg]“w Norfolik County Counci





	  Norfolk Fire and Rescue Service




Equality Plan
	2009 - 2012


	

	www.norfolkfireservice.gov.uk


Table of Contents

Introduction – Chief Fire Officer 
Page 3
Our Core Values
Page 4
Equality and Diversity in NFRS
Page 5
Our Strategic Goals
Page 6
Leadership and Accountability
Page 6
Promoting Equality and Diversity  
Page 7
Meeting our General Duties
Page 9
Action Plan
Page 10 – 22
Appendices
Appendix One - Equalities Legislation
Page 23
Appendix Two – General and Specific Duties
Page 24
Appendix Three – Employment Monitoring
Page 25
Appendix Four – Equality Impact Assessments
Page 26
Introduction
As a Fire and Rescue Service we are committed to making life safer for everyone in Norfolk by reducing risk and saving lives.  In order to achieve this we need to know who our communities are, listen to them, understand their specific needs, aspirations and the challenges they face.  

Norfolk is made up of people who are younger, older, male, female and transgender, of every racial, ethnic and national origin, who are disabled and non-disabled, lesbian, gay, bisexual and heterosexual, those with religious faiths and those with none.  

As a service provider and an employer we need to shape our services to meet the needs of all the people we serve and employ.   An important part of this is developing a workforce that reflects, understands and respects the diversity of their colleagues and the communities they serve.

Equality and diversity do not work in isolation - they are an integral part of everything we do.  It is about taking practical steps to promote equality and diversity in our employment practice, how we provide or buy services, how we deal with people in our contacts with them and how we work in partnership with others. 

The actions within this plan relate specifically to Norfolk Fire and Rescue Service and sit within Norfolk County Council’s Equality Strategy for Norfolk.  
Richard Elliot

Chief Fire Officer

Our Core Values

Service to the Community


Through:
· Working with all groups to reduce risk

· Treating everyone fairly and with respect 

· Being answerable to those we serve

· Striving for excellence in all we do

· Working in partnerships with colleagues in local government, other emergency services,  the voluntary sector and commercial partners

People


Through:

· Fairness and respect

· Recognition of merit

· Honesty, integrity and mutual trust

· Personal development

· Co-operative and inclusive working

Diversity


By:

· Promoting understanding

· Recruiting, retaining and developing a workforce which reflects the diversity of the communities we serve

· Challenging prejudice and discrimination 

Improvement 


By:

· Accepting responsibility for our performance

· Being open-minded

· Considering criticism thoughtfully

· Learning from our experience

· Engaging with and listening to our diverse communities to provide varying solutions to meet their different needs and expectations 

Equality and Diversity within Norfolk Fire and Rescue Service

Equality and Diversity are key issues for Norfolk Fire and Rescue as a public service provider, an employer, and as a part of Norfolk County Council.

The Council as a public body has general and specific legal duties to promote equality of opportunity and eliminate discrimination and harassment for both service users and employees.  The actions within this plan are linked to Norfolk County Council’s Equality Strategy for Norfolk.  Information about the relevant equalities legislation and legal obligations are detailed in Appendices One and Two.  

However equality is not just about meeting our legal obligations – it makes good business sense because: 

· It gives us a better understanding of the needs of our diverse communities through meaningful engagement and involvement 

· By employing, developing and retaining a workforce that better reflects the increasing diversity of Norfolk to-day we will benefit from a wider pool of talented people 

· We will be most effective as an employer when each member of staff feels valued, respected and able to reach their full potential

· Our staff will develop the knowledge and skills to enable them to understand and meet the needs of all our communities 

· Most important of all it will help us to reduce risk and save lives.
Our Strategic Goal - Making Norfolk Safer

As a Fire and Rescue Service 

Delivering a high quality service that is accessible, meets local priorities and is responsive to risk by working with our:  

· partners to develop services that are appropriate, cost effective and accessible

· communities to identify both risks and priorities, shaping our services to meet them and using the equality indicators within the Local Area Agreement [LAA] to assess our progress   

· staff to provide them with the necessary understanding and skills 

· communities and staff to contribute to community cohesion and eliminate discrimination

As an Employer

To be an employer of choice because:

· we are able to attract, recruit, promote and retain a highly skilled and diverse workforce

· we work together with our staff to create an inclusive culture in which everyone is treated with dignity and respect
· we offer a variety of flexible working options that meet both our operational needs and the needs of our staff

As an Integral Part of the Communities We Serve 

We will engage with and seek to better understand our diverse communities by:  

· Being active members of our local communities

· Helping people understand how they can influence the decisions that impact on them

· Engaging with and listening to our communities

· Valuing and utilising the expertise within our communities

· Ensuring that other agencies, partners and contractors who work with us share our commitment to all aspects of equality and diversity 

Leadership and Accountability

Positive leadership and partnership working at every level of the service is a key component of driving change, maintaining commitment and ensuring accountability for all aspects of this plan.  This plan links with the Three Year Fire and Rescue Service Plan and sits within Norfolk County Council’s Equality Scheme for Norfolk.  

Promoting Equality and Diversity within Norfolk Fire and Rescue
Effective Service Delivery and Community Engagement

In order to deliver services tailored to meet the needs of our increasingly diverse communities we need to:

· Know who they are

· Where they are

· How we can engage with them

· What their needs are

· How we can meet their needs

Employment and Training

Recruitment and Retention

We will work nationally, regionally and locally to undertake awareness campaigns and a variety of positive action initiatives to support and encourage applications from underrepresented groups to join and progress within the service using the national processes for the recruitment, development and promotion of staff. 

We are committed to nurturing an inclusive culture in which everyone treats their colleagues and members of the public with equal dignity and respect.  

We will investigate any allegations of unlawful discrimination, bullying, harassment or inappropriate behaviour taking appropriate action, within agreed procedures, to address the issues and provide any support required.

Training

We will develop the resources and training necessary to give all our staff the information, skills, and confidence they need to enable them to understand and engage with diverse communities and individuals.

We will provide managers and staff with an understanding of the benefits of equality, diversity and fairness and how this is translated into the way in which every member of the Brigade is expected to behave in the workplace.   

Evaluation and Sharing Good Practice

Employment

We are required under equalities legislation to gather, analyse and publish data about all aspects of the employment relationship.  Once the statistical information is available we are required to identify any pattern of inequality and take the action required to remove barriers and remedy inequality. Monitoring will enable us to accurately assess the success of positive action initiatives.  Full details of the monitoring requirements are shown in Appendix Three.

Service Delivery

We will explore ways of monitoring customer satisfaction and engagement activities across the equality strands.  We will work with the other Fire Brigades in the eastern region, Norfolk County Council, our partners in the public and voluntary sectors to maximise resources, share best practice and identify areas for improvement.  

Impact Assessments

We will use the equality impact assessment process to identify and wherever possible address any adverse impact in service provision and employment.

The assessment process provides a structured way to help us examine what we do to make sure that there is not an unintentionally negative impact on a specific group or groups of people in terms of age, disability, gender, ethnic/racial/national origin, religion, and sexual orientation.  Details of the equality impact assessment process are detailed in Appendix Four.

Procurement

The Council as a public body is responsible for ensuring that all functions carried out by external suppliers meet the general duties under equalities legislation.  Ensuring that our contractors and suppliers provide satisfactory evidence of their commitment to equality forms an integral part of the tendering process.

Meeting Our General Duties 

Our action plan details what we will do in year one and how we will go about developing our action plans for years two and three in order to meet our   general and specific duties under current legislation, prepare for the introduction of additional public duties in the Equality Bill and work within the current financial constraints.

Our plan covers the six strands of equality: age, disability, gender and gender identity, race, religion or belief and sexual orientation.   
Currently we have legal obligations under the three general duties to promote equality in the areas of race, disability and gender. To make it clear how each of the actions in our plan is linked to one or more parts of these equality duties, we have numbered each part of each equality duty. Against each action in the plan there is a column showing which part of the general duties, as listed below, it relates to.

The race equality duty gives us the following responsibilities:

1. Eliminate unlawful discrimination

2. Promote equality of opportunity

3. Promote good relations between people of different racial groups

The disability equality duty gives us the following responsibilities:

4. Eliminate unlawful discrimination

5. Eliminate harassment of disabled people that is related to their disabilities

6. Promote equality of opportunity between disabled people and others

7. Take steps to take account of disabled people’s disabilities, even where   that involves treating them more favourably than others

8. Promote positive attitudes towards disabled people

9. Encourage participation by disabled people in public life 

The gender equality duty gives us the following responsibilities:

10. Eliminate unlawful sex discrimination

11. Eliminate harassment

12. Promote equality of opportunity between men and women

The requirements to eliminate unlawful sex discrimination and harassment also include discrimination and harassment on the basis of gender reassignment.

Action Plans
Leadership and Promoting Inclusion 

	Outcomes
	Actions
	General Duty/Strands 
	Deadline
	Lead

	Positive leadership that drives change and takes personal responsibility for equality and diversity


	Ensure that sufficient resources are allocated to fund year one action plans and the development of year two and three action plans 

Actively participate in Stonewall’s Diversity Champions Programme using lessons learned to inform future action plans
	All

Sexual Orientation


	2010/11 budget cycle

Sept. 2009 – submitted – awaiting results


	Senior Executive Team (SET)
Senior Implementation Team (SIT) Equality and Diversity Officer (E&DO) 

	Action Plans for years two and three of the scheme are developed, understood and owned by everyone in the service


	Agree membership and terms of reference for a working group to develop year two and three action plans incorporating the new public duties in line with revised Equality Legislation.
	All
	Feb 2010


	SIT



	Fire and Rescue Service specific equality plans which form part of Norfolk County Councils  Strategic Equality Scheme 
	Equality Strategy Working Group set up to develop, consult and agree the Action Plan for the years two and three -  cross section of staff, managers and representative bodies 

Work with Norfolk County Council (NCC) Equality Lead Officers Group (ELOG) on the revision of NCC’s Disability Equality Scheme 

Outline action plan [supporting LAA, CAA, National Strategies, Fire & Rescue Service Plan, our legal obligations and revised public duties]
	1,2,3,4,6,7,8,9,

10,11,12
	March 2010

On-going 

May 2010 


	SIT
E&DO + NCC ELOG

Working Group

SET/Working Group


	Outcomes
	Actions
	General Duty/Strands 
	Deadline
	Lead

	
	Draft Action Plan sent for formal external and internal consultation 

Outcome of consultation incorporated into the Action Plan

Final Document submitted to SET and SIT for signoff and publication with monitoring, reporting and reviewing mechanisms in place.

Plan Published and incorporated within NCC Equality Strategy
	
	June 2010

Sept.  2010

Oct 2010

Nov 2010


	Working Group + E&DO

	A Fire and Rescue Service Specific Staff Equality and Diversity Group who represent the diversity of all our staff is in place and working well within the Brigade 


	Agree how the group will be funded and what provision will be made for duty time or time off in lieu for the members to participate in both the group and positive action initiatives 

Make personal contact  with potential members seeking volunteers to join the group

Set up group, agree on terms of reference, roles within the group including chairperson 

Terms of reference and work plan  presented to SET/SIT for agreement

Review and report on progress against action plan to SIT
	2,3,6,9,12
	Nov 2009

Jan. 2009

Feb. 2010
April 2010

Oct.  2010
	SET

E&DO and founding  members of group
Chair and E&DO

Chair and E&DO




	Outcomes
	Actions
	General Duty/Strands 
	Deadline
	Lead

	A well supported and publicised multi-faith chaplaincy service in place and working well
	Using existing contacts and with the assistance of the East of England Faiths Council and Norwich Interfaith Link convene a meeting of faith leaders interested in developing a multi-faith chaplaincy service

Explore the most effective way to provide a Multi-faith Chaplaincy Service for the Brigade.

Agree on a way forward for the Chaplaincy service within the Brigade

Raise the profile of the new multi-faith chaplaincy service and set up monitoring procedures.


	3, and faith
	Completed

Jan 2010

Mar 2010

April 2010


	Chaplains

SET/E+DO/Potential Partners

SET/Chaplains E+DO and designated Partner

SET/Chaplains E+DO and designated  Partner




Action Plans
Accountability 

	Outcomes
	Actions
	General Duty/Strands 
	Deadline
	Lead

	All members of staff understand the action plan, the reasons behind it and how they can contribute to its success. 


	Develop a series of management briefings to enable members of SIT to provide information about the plan and how staff can help contribute to its success.

 
	all


	Oct 2010


	SIT/Communications and E&DO

	An effective and meaningful way of involving our diverse staff and communities in the assessing our progress against this plan and identifying areas for future action 
	Work with colleagues in Norfolk County Council to develop and facilitate the involvement of diverse communities.   

    
	2,3,6,9,12
	Ongoing


	E&DO/NCC




Action Plans
Accountability 

	Outcomes
	Actions
	General Duty/Strands 
	Deadline
	Lead

	With our partner agencies we will  identify, report and seek to stop all forms of hate incidents and hate crimes using the Multi-Agency Protocol (MAP)

	We will make a public commitment to stamping out hate crime by becoming signatories to the MAP

In consultation with the representative bodies develop and put in place a clear internal process for the reporting, recording and investigation of  hate incidents/crimes which involve  members of our staff

Ensure our staff are made aware of:

what constitutes a hate incident/crime

the importance of reporting hate incidents

the different ways they can be reported

can access reporting forms and feel confident in making reports 

Provide guidance/training for staff who will be involved in a MAP Case Conferences 


	2,3,5,6,8,11,

12
	Completed

Feb. 2010

Mar 2010

As required
	SET
HR/Communications Officer and E&DO

HR

Community Cohesion Network




Action Plans
Effective Service Delivery and Community Engagement

	Outcomes
	Actions
	General Duty/Strands 
	Deadline
	Lead

	We know that the service we provide takes account the needs of the full range of our communities because we actively engage with them 

	Participate in Norfolk County Council’s mapping exercise to identify the composition of the population within the catchment area for each station.

Within each catchment area draw up contact details for organisations, advocacy groups, voluntary bodies, community centres, Churches, Mosques, Temples etc. with links to specific communities.   

In conjunction with Norfolk County Council Develop a good practice guide to community engagement/ involvement.

Develop links with our diverse communities, to identify their perceptions of our service gaps in both knowledge of our services and access to services can be addressed. 

Work with NCC and Norfolk Coalition of Disabled People to ensure that disabled people are involved in the planning and delivery of our services and finding ways of removing barriers that restrict their access to our services and employment.

With NCC explore a variety of accessible ways of monitoring customer satisfaction with our services across the equality strands.
	2,6,7,9,12
	Dec 2009

Dec 2009 onwards

Mar 2010

Ongoing

Ongoing
Mar 2010
	NCC/ Performance Review
NCC/ Fire Protection and Community Fire Safety & E&DO
NCC/ Fire Protection and Community Fire Safety

NCC/ Fire Protection and Community Fire Safety

NCC/Community Fire Protection and Community Fire Safety

NCC/Performance Review & E&DO



	Outcomes
	Actions
	General Duty/Strands 
	Deadline
	Lead

	Equality Impact Assessments are carried out as an integral part of policy and procedural development 
	Guidance is developed with the involvement of those who will be required to undertake the assessments

Use the existing NCC consultative processes for ‘Reality Checking’ when undertaking Equality Impact Assessments

Revised pro-forma [currently being put on line by NCC] is available for use electronically  

Advice on any aspect of process is available from the E&D Officer

Procedures in place ensuring any revised policy or procedure has a completed assessment prior to publication

All assessments are filed electronically by year and accessible to the public on request

Every six months a report of the impact assessments carried out provided to SIT.


	1,2,3,4,7,8,9,10,12
	Linked to the new 

Electronic process

Linked to the new 

Electronic process

TBA

Ongoing

Jan 2010

Jan. 2010

April 2010 onwards
	E&DO/NCC

NCC/E&DO

NCC

E&DO

Office Services

Office Services

& Web Team

Office Services




Action Plans

Employment and Training

	Outcomes
	Actions
	General Duty/Strands 
	Deadline
	Lead

	We will strive to meet our stretch targets for the recruitment, retention and progression of female firefighters  BME firefighters and support staff  so by 2013 10.8% of new recruits across the service will be BME and 18% of new recruits into operational roles will be women


	Develop recruitment material to raise awareness of the retained fire service amongst women and BME communities

Explore how the cadet scheme can be expanded and marketed to young women and youngsters from BME backgrounds 

Use every community engagement event to raise awareness of employment opportunities in the service for women and BME men and women

Support the attendance of firefighters at career development events aimed at female and BME firefighters    

Develop a series of ‘Access to Fire-fighting’ events to enable potential female and BME applicants to gain a greater understanding of the recruitment process and how they can prepare

Explore the feasibility of establishing a mentoring system for minority recruits in their first year in service

Explore the reason why more women in  operational roles leave the service

Facilitate the participation of minority firefighters in positive action initiatives to encourage suitably qualified women and BME staff to apply for promotion in operational and specialist roles where they are underrepresented    


	1,2,4,6,10,12,
	completed

April 2010

On-going

Dec 2009

Pilot - March 2010
June 2010

Mar 2010

Ongoing
	HR + E&DO

Youth Dev.  + E&DO

Area Managers

Training, HR

Area Managers

Area Mgrs/HR

E&DO

Staff Networks & HR

HR/E&DO

Area Mgrs/HR

E&DO



	
	Explore how welfare facilities can be made available at fire and incident grounds to meet the needs of male and female firefighters

Support staff to become active members of local, regional and national equality networks linked to disability, ethnic origin, gender, sexual orientation and faith. 

Explore ways in which we can respond to requests for religious observance and meet faith based dietary needs within the workplace
Working with colleagues in NCC develop a policy on gender reassignment in employment to ensure managers and staff have the appropriate guidance and support 


	
	Nov 2010

Ongoing

Mar 2010

Mar 2010
	SIT

All Managers

E&DO/HR 

NCC HR/E&DO + HR


	Guidance on reasonable  adjustments in all aspects of recruitment, retention and progression is available, understood and acted upon to enable potential, new and existing staff with impairments to join, remain in the service and maximise their potential


	Raise awareness amongst supervisors and staff of the benefits and practicalities of assessing and reasonable adjustments with the assistance of specialist agencies such as Access to Work.

Working with colleagues in NCC establish ways of encouraging existing staff to declare their disability and access any reasonable adjustments required 

Build in a review of reasonable adjustments into the Appraisal cycle to ensure that they still meet the needs of the individual and the organisation.

Scope and source training and guidance around reasonable adjustments for operational roles 


	4,6,7, 8,9
	Ongoing

Jan 2010

Ongoing

Oct  2010


	HR

HR

HR 

HR/Training




Action Plans

Employment and Training

	Outcomes
	Actions
	General Duty/Strands 
	Deadline
	Lead

	Managers understand 

the relevance of equality and diversity to their staff and their local communities 
	Scope and source appropriate equality and diversity training for our managers in both the whole-time, retained and support services. 

Commence Training of Managers


	1, 4,5,10,11  
	Jan 2010
Mar 2010
	Training and Development Officer/HR Mgr.

Equality and Diversity Officer 



	Our staff have an understanding of different cultures, faiths, life styles, disabilities and feel confident in relating to colleagues and members of the public from a wide range of backgrounds
	Working with the other Brigades in Eastern Region develop a printed ‘Guide to Our Communities’.   While it will not be a definitive guide it will offer an introduction into varying lifestyles, cultures, customs, religions, disabilities etc.

Develop a Diversity Section on the website where staff can get information, ask questions and get answers.

We will explore the feasibility of piloting  voluntary ‘placements’ for front-line staff – Fire-fighters and support staff - in communities groups and organisations that represent diverse people where they can learn about their lifestyle and issues that concern them. 


	2, 3, 6, 8,12
	Mar 2010

Set up July 2009-then ongoing

Oct. 2010
	Eastern Region Fire Brigades Equality Group

EDO

SIT/E&DO/Training/Staff Network




Action Plans

Evaluation, Sharing Good Practice and Procurement

	Outcomes
	Actions
	General Duty/Strands 
	Deadline
	Lead

	Effective Monitoring and Reporting Systems are in place and working effectively 
	With colleagues in NCC review current monitoring systems in terms of all aspects of service delivery and employment against our legal requirements and best practice

Identify any gaps and explore ways that are cost effective [in terms of both technology and staffing] and can be put in place to provide the information we need to evaluate our service and positive action initiatives

Put monitoring and reporting systems in place. 


	1, 2, 4, 5, 6, 9, 10, 11
	Mar. 2010

Mar. 2010

April 2010
	NCC/NFRS Performance Review/Human Resources Team 

	Active membership of the Community Cohesion Network, NCC ELOG and the Eastern Region FRS Equality Forum

provides the opportunity for joint working and sharing of good practice


	Continue to build working relationships and explore opportunities for partnership working  
	All
	Ongoing
	E&DO


	Effective equality indicators are embedded throughout the Procurement and Commissioning Processes
	Work with NCC Corporate Procurement Team to review the equality and accessibility evidence that is required of service providers at tendering and throughout the life of the contract to ensure that these meet our current needs and legal obligations 
	1,2,4,6,7,9,10,12
	March 2010
	NCC/Procurement Manager
	


Appendix One 

Equalities Legislation

Age – Employment Equality (Age) Regulations 2006 – protects both younger and older people in terms of access to employment and training opportunities up to the default retirement age of 65.

Disability – Disability Discrimination Act 1995 protects disabled people in terms of employment and the provision of goods and services.  The Disability Discrimination Act 2005 [DDA 2005] places general and specific duties on public bodies to promote disability equality in policy making, service delivery, regulation and employment with the involvement of disabled people “[nothing about us without us”].

Gender and Gender Identity – Equal Pay Act 1970, Sex Discrimination Act 1975 provide protection for men and women in terms of equal pay, employment and the provision of goods and services.  Sex Discrimination – (Gender Reassignment) Regulations 1999 provide employment protection for people regardless of their gender identity.  Gender Recognition Act 2004 entitles transsexual people to full legal recognition of their acquired gender.  The Equality Act 2006 places general and specific duties on public bodies to promote equality between men and women and prohibits sex discrimination in the exercise of all their public functions – this includes addressing gender pay gaps.

Race – Race Relations Act 1976 protects people of all racial and ethnic origin in terms of employment, education and the provision of goods and services.  The Race Relations (Amendment) Act 2000 [RRAA2000] places general and specific duties on public bodies to promote race equality in policy making, service delivery, regulation and employment.
Religion – Employment Equality (Religion or Belief) Regulations 2003 – provides protection in terms of employment to people with and without religious beliefs.  The Equality Act 2006 extends this protection to include the provision of goods and services and in the exercise of public functions

Sexual Orientation – Employment Equality (Sexual Orientation) Regulations 2003 – provides protection in terms of employment for people on the basis of their actual or perceived sexual orientation.  The Equality Act (Sexual Orientation) Regulations 2007 extends this protection to include the provision of goods and services and in the exercise of public functions.  

Equality Bill – extends the general and specific public duties to include Age, Religion or Belief, Sexual Orientation, pregnant women and women who have just had a baby.  In addition a new Socio-economic Duty [at a corporate level] is included.  The bill is expected to receive Royal Assent in spring 2010 with the majority of the bill coming into force in autumn 2010.  The extension to the public sector duties is likely to come into effect in spring 2011.  
Appendix Two

Promoting Equality – General and Specific Duties – Current Legislation

	Area of

Equality
	Duty to 

Promote
	Duty to 

Eliminate 


	Encouraging

Participation


	Taking 

Account
	Equality

Scheme
	Employment
	Impact

Assessments
	Procurement

	Disability


	equality of

opportunity

between disabled and other persons plus
positive attitudes 

towards disabled persons
	unlawful

discrimination

harassment
	of disabled

people in public life
	Of disabled person’s disabilities

even where that

Involves treating them more favourably 
	develop and publish 

review and revise every 3 years
involving disabled people in process
	required to gather, publish and act upon statistical information on all aspects of employment 
	must undertake with the involvement of people with disabilities
and act upon findings
	external 

suppliers must meet the general duties of the Act

	Gender and Gender Identity


	equality of opportunity
	as above
	-
	-
	as above
but no duty to involve
	as above plus address any gender pay gaps 
	must undertake

and act upon findings 
	as above

	Race
	race equality plus
good race relations between different racial groups
	unlawful racial discrimination
	-
	-
	as above
but no duty to involve
	gather and publish and act upon statistical information on all aspects of employment
	must undertake

and act upon findings
	as above




Appendix Three

Employment Monitoring
	Monitor
	Age


	Disability
	Gender
	Race
	Religion
	Sexual

Orientation

	No. Staff in Post and Distribution within role/grade
	*
	*
	*
	*
	1
	2

	Employment - Recruitment

Those who apply

Those who are short listed

Those passing test procedures

Those who are appointed
	*
	*
	*
	*
	1
	2

	Employment – Promotion

Those who apply for promotion

Those who are short listed

Those passing test procedures

Those who are promoted
	*
	*
	*
	*
	1
	2

	Employment – Retention

Those who leave the service

The reason for leaving
	*
	*
	*
	*
	1
	2

	Employment – Annual Assessment

Those assessed who benefit from and 

Those who suffer a detriment from assessment
	*
	*
	*
	*
	1
	2

	Training and Development Opportunities

Those who apply

Those who receive
	*
	*
	*
	*
	1
	2

	Employment – Discipline and Grievance

Those who are subject to disciplinary procedures and the outcome 

Those who raise grievances and the outcome of the grievance
	*
	*
	*
	*
	1
	2


* - Available and required 

1 – Available but not currently required 

2 – Not currently available or required

Appendix Four

Equality Impact Assessments
The equality impact assessment process provides a structured way to help us examine what we do to make sure that there is not an unintentionally negative impact on a specific group or groups of people in terms of age, disability, gender, ethnic/racial/national origin, religion, and sexual orientation.  It covers everything we do as a service provider and an employer.  

It is not just a legal requirement under equalities legislation or a ‘tick box exercise’ – it makes good business sense and will help us target our resources more effectively.

It is the responsibility of the individual who has ownership of the existing and proposed policies, procedures and practices [both formal and informal] to:

· Check to see if an impact assessment is required using the test for relevance and the initial impact assessment toolkit
· When the potential for an adverse impact is found -  undertake an equality impact assessment using the agreed NCC format and methodology 
· Act to address or reduce any adverse impact found

· Record the findings and actions taken

· Ensure that a formal record of the assessment is filed electronically with the assistance of office services
· No revised policy or procedure will be accepted for publication without proof that the appropriate level of impact assessment has been completed. 

· Office services will arrange for details of the impact assessments carried out on a quarterly basis to be provided to SIT 

All tests of relevance, reality checking and impact assessments will follow the agreed NCC procedures.   
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