


3. Duties Under the Equality Act 2006

The Equality Act 2006 created the Gender Equality Duty for the Public
Sector. The gender Equality Duty has two parts to it, The general duty and
the specific duty.

The general duty places a legal duty on the Fire and Rescue Service to: -
¢ eliminate unlawful discrimination and harassment,
e promote equality of opportunity between men and women

The specific duties differ for Wales, England and Scotland, with the Welsh
specific duties expected to be finalised in April 2008.

In line with our existing stated aim with regard to equality and diversity that
Mid and West Wales Fire and Rescue Service wishes to secure genuine
equality of opportunity, whether required by legislation or not, in all aspects
of its activities as an employer, and the Welsh Assembly Government
advice that a Gender Equality Scheme be developed outlining our gender
equality objectives and the action being taken to achieve them; and that
actions should be prioritised to address the most significant gender
equalities within our remit; this scheme has been drawn up to encapsulate
our work in this field.

4. Impact Assessment
Equality Impact Assessments

A team of three designated officers will have responsibilities in carrying out
Equality Impact Assessments, comprising of the following.

Policy Maker Policy Deliverer Equalities Input
(Representative of  (Service Provider of (Human Resources
Training & at least Group Officer)
Development, Manager Level)

Operational Risk

Management or

Community Risk
Reduction)



Flowchart detailing the procedure to be followed.
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5. Equal Pay

The service completed a job evaluation in July 2006 of all its support staff
utilising the Greater London Provincial Council scheme.

A Rank to Role review was also completed for uniformed staff in July 2006,
where the previous 12 ranks were assimilated into 6 roles utilising the
guidance issues to all fire and rescue services by the National Joint Council
for Local Authorities Fire and Rescue Services.

A impact assessment will be undertaken of the outcome of these reviews to
identify whether any gender bias can be identified.

6. Involvement and Consultation

A Cultural Audit of Mid and West Wales employees has been undertaken
via the issue of a questionnaire to all staff. The questions asked cover the
following areas and will be analysed by gender; General fairness in the
workplace; fairness in management; discrimination, bullying and
harassment; equal opportunities; work life balance and personal and
organisational development.

Future audits will be used to monitor the effectiveness of work carried out
to address the issues identified from the results of the audit.

In the field of recruitment past unsuccessful female applicants have been
identified and have been contacted to identify if they require any help in
preparing for future recruitment opportunities.

7. Information Gathering

Mid and West Wales Fire and Rescue Service is currently liasing with the
Welsh Assembly Government and the other two Fire and Rescue Services
in Wales on the development of revised Human Resource measures and
Performance Indicators both internal and service delivery based. This will
enable the services to compare and benchmark their progress and ensure
that the services’ obligations under all strands of discrimination legislation
are met.

The specific areas, which will be monitored, are as follows:

Female staff in post



Female applicants for employment

Female applicants selected for interview

Successful Female applicants

Female staff that cease employment, broken down by reason

Female staff applicants for training and development

Female staff who receive training and development

Female staff who are promoted

Female staff who suffer detriment as a result of performance appraisals
Female staff who claim harassment and or discrimination on the basis of
their gender

Female staff involved in grievances

Female staff involved in disciplinary action

The return rate of women after Maternity Leave

In addition the Service has undertaken a Cultural Audit of all staff which
includes within the confidential questionnaire questions relating to
individual’'s perceptions of the following areas:

Whether they consider themselves to have been unfairly treated
because of their gender

Whether they have experienced discrimination due to their gender,
How confident they are in the current arrangements for dealing with
issues of discrimination,

What other forms of support do they feel are necessary in this area,
Employee’s views on the suitability of a range of posts within the service
for individuals within various categories, including women,

Opinions of employees if various categories of suitably qualified
individuals were appointed as their line manager, Including a woman,
Whether employees agree that our staff is generally happy to work with

various categories of staff, including women,



o Whether they agree that the under-representation of certain groups
within the Fire Service, including women should be addressed and if so
how,

o Whether they feel that it is easier nowadays for candidates from various
groups to get a job in the Fire Service, including women,

o Whether they consider it fair to provide certain staff with facilities to
assist with their particular needs,

e Do you feel you have been refused training because of your gender, and

e Do you feel you have been unfairly passed over because of your

gender.

The results of this cultural audit will be used to develop a specification for
an organisational development programme to commence in 2007/8, and to
determine areas of training and information provision more specifically
targeted at discrimination issues.

8. Leadership

The Service’s Equality and Diversity Implementation Group will monitor the
progress made against the action plan. This group is chaired by the Deputy
Chief Fire Officer and has the following membership.

Deputy Chief Fire Officer

Corporate Head of Human Resources

Head of Training and Development

Head of Community Risk Reduction

County Commander Representative

Head of Operational Risk Management

Corporate Head of Policy and Member Support

H.R. Manager - Equality and Employment Advice.

The remit of the group is as follows,

e The development and implementation of Equality Schemes,



o The development of policies and procedures relating to equality of
opportunity,

o The practical application of Equality and Diversity legislation to the work
of the Fire and Rescue Service,

o The identification of training and development programs in the field of

Equality and Diversity.

The group reports through to the Service Policy and Performance Board,
chaired by the Chief Fire Officer, and through that body to the Personnel
Committee of the Fire Authority.

9. Key Priorities

The key areas to be covered in this first Gender Equality Scheme listed
below and these are itemised in greater detail in the appendix attached.

e Encourage applications from female or male candidates in areas of
employment where they are underrepresented.

¢ Monitor Employment Data and adopt standard Performance Indicators
to measure progress in employment, retention and promotion of female
or male applicants and employees where they are underrepresented in
the role. This data to be held under the following four categories,
Wholetime uniformed, Retained Duty System, Support Staff and Control
Staff.

o Review arrangements for Initial Firefighter training courses to identify
any adverse impact relating to gender.

e Review service delivery data collection to ensure that information on
gender is collected in all relevant areas.

e Review subsequent data to identify issues relevant to gender in service
delivery where targeted action may be required.

¢ Evaluate the outcomes from the recent Job Evaluation review to identify
whether the impact was gender neutral.



Evaluate the results of the Rank to Role review to identify whether the
impact was gender neutral.

Monitor complaints by gender.

Ensure that equalities considerations are adequately covered within our
policies and procedures relating to procurement and partnership
working.

Develop and introduce policy guidance applicable to gender
reassignment.

Review existing organisational culture utilising a cultural audit
questionnaire, and feed results into identifying training and learning
requirements.

Publish annual statistics and progress against our Action Plan.

Review existing employment policies, including the Anti Harassment and
Bullying policy to see that they are compatible with our objectives of
eliminating unlawful discrimination and harassment, and in the
promotion of equality of opportunity between men and women.





