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HUMAN RESOURCES COMMITTEE

Minutes of the Annual Meeting of the
HUMAN RESOURCES COMMITTEE held in
the Conference Room, Fire and Rescue
Headquarters, Nissan Way, Barmston Mere,
Sunderland on MONDAY, 10" JULY, 2006 at
10.30 a.m.

Present:
Councillor Bollands in the Chair

Councillors Cooney, O’Neil, Anglin, Boyes, Woodwark and Gibson.

Part |

Appointment of Chairman

1. RESOLVED that Councillor Bollands be appointed as Chairman of the Human
Resources Committee for the ensuing period to the next Annual Meeting.

Apologies for Absence

An apology for absence was received from Councillor Mrs. Forbes.

Appointment of Vice-Chairman
2. RESOLVED that Councillor O’'Neil be appointed as Vice-Chairman of the

Human Resources Committee for the ensuing period to the next Annual Meeting.
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Declarations of Interest

There were no declarations of interest.

Minutes of the Personnel and Training Committee — Part |

The minutes of the Personnel and Training Committee held on 215 November, 2005,
Part | (copy circulated) were submitted for the information of the Committee.

(For copy report — see original minutes).

3. RESOLVED that the minutes be received and noted.

Fire and Rescue National Framework 2006/08 — HR Issues

The Chief Fire Officer and Personnel Advisor to the Authority submitted a joint report
together with a revised report to the meeting (copies circulated) on an overview of
the progress made and the future work programmes in respect of the Fire and
Rescue National Framework 2006/08.

(For copy report — see original minutes).

The Assistant Chief Officer advised the Committee of the current position regarding
human resource issues in relation to the “people” aspect of the Fire and Rescue
National Framework.

Members were informed that the Regional Management Board were due to consider
a Regional HR Strategy and Regional Equalities Strategy which would also be tabled
at a future meeting of this Committee for consideration and approval by Members.

The HR Strategy highlighted core values setting out the principles which the Service
consider are fundamental to the development of the organisation, therefore had been
integrated into the workforce.

The Authority had also referenced within the document that flexible working had
been introduced as well as job-share and part-time job opportunities. Whole-time
retained contracts and a personnel system had been embedded. In addition the
Authority had in place e-learning and distance learning on evenings and weekends.

Occupational health arrangements including the provision of services had recently
gone out to tender and Members were informed that medical services were now
available in Occupational Health. The Authority was working closely with Durham
and Cleveland Fire and Rescue Authorities to ascertain whether they were willing to
put the same occupational health systems in place when their current systems

expire.



An absence management plan had been put in place which the Authority were
making steady progress with. Linking in with this a re-deployment system had also
been implemented.

Members were then afforded the opportunity to ask any questions, or make any
comments.

The Chairman commented that it would be interesting if some additional information
could be included on secondary employment.

Councillor Woodwark queried whether there were any timescales in place for
expanding the new role of Occupational Health throughout other parts of the region.

The Assistant Fire Officer responded, and in doing so informed the Committee that
Cleveland Fire and Rescue Authority’s contract expired in 2007, however Durham'’s
contract still had two to three years left to run. The Assistant Fire Officer confirmed
that he was in discussions with both to achieve regional collaborative working.

Councillor Cooney commended the report and the great strides being made to
address sickness absence.

Councillor Gibson reported that an article had been published in the Evening
Chronicle relating to Tyne and Wear Fire and Rescue Authority absence rates, and
suggested that it would be useful for Committee Members if a copy of this could be
circulated.

4. RESOLVED that:-

(i) the contents of the report be noted until the report had been submitted
to the Regional Management Board; and

(ii) further reports be received as appropriate.

Rank to Role — Pay Protection Review

The Chief Fire Officer, the Clerk to the Authority, the Finance Officer and the
Personnel Advisor submitted a joint report (copy circulated) providing an overall
review of the implementation of rank to role for consideration by the Committee.

(For copy report — see original minutes).

The Assistant Chief Fire Officer outlined the report and in particular highlighted the
current situation and financial implications following the implementation of rank to
role.



Committee Members were informed of the cost implications associated with
increasing the protection period for those personnel whose jobs had been
assimilated into Crew Managers (who were originally Sub-Officers) and Watch
Managers (who were originally Station Officers). Further negotiations for the pay
settlement were expected to be made in July, 2007.

Councillor Boyes having queried whether the amounts stated in the report would be
decreasing amounts, was advised by the Assistant Chief Fire Officer that the amount
was expected to decrease year on year.

Consideration having been given to the report, it was:-
5. RESOLVED that:-
(1) the contents of the report be noted;
(i) the current pay protection arrangements be maintained; and

(i)  further reports be received as appropriate.

Occupational Health Unit — Annual Report

The Chief Fire Officer submitted a report (copy circulated) advising Members of the
services provided by Occupational Health and its staff over the period 18t April, 2005
to 31% March, 2006.

(For copy report — see original minutes).
Councillor Woodwark commented that he would strongly encourage emphasising
that Occupational Health provide counselling and welfare support to Authority staff

who are experiencing problems that are both work and non-work related and that it
was important that any non-work related issues were addressed.

The Committee having given consideration to the report, it was:-

6. RESOLVED that the report be noted.

Culture Club — The Equality and Diversity Newsletter for the Fire and Rescue
Services of the North East

The Chief Fire Officer submitted a report (circulated) regarding the introduction of an
equality and diversity newsletter for the Fire and Rescue Services of the North East.

(For copy report — see original minutes).

The Assistant Fire Officer outlined to Members that equality and diversity was highly
regarded at both a national and regional level, not to mention within the Authority. In
order to raise awareness of the subject, a regional newsletter had been produced



entitled ‘Culture Club’. The purpose of the newsletter was to fully inform employees
of developments regarding diversity and also provide a forum highlighting good
practice. The intention was to distribute the newsletter to all four North East Fire and
Rescue Services. It would also be shared with partners and the local community to
promote diversity.

The Chairman commented that the newsletter circulated was a second edition. In
response, the Chief Fire Officer clarified that the first edition had been a pilot
exercise.

7. RESOLVED that:-
(i) the contents of the report be noted; and

(i) the introduction of the equality newsletter with the Fire and Rescue
Service be approved.

Local Government (Access to Information) (Variation Order) 2006
At the instance of the Chairman, it was:-

8. RESOLVED that in accordance with Section 100(A)4 of the Local
Government Act 1972, the public be excluded during consideration of the remaining
business as it is considered to involve a likely disclosure of exempt information
relating to the financial or business affairs of any particular person (including the
Authority holding that information) (Local Government Act 1972, Schedule 12A,
Part I, Paragraph 3).

(Signed) D. BOLLANDS,
Chairman,

Note:-

The above minutes comprise only those relating to items during which the meeting
was open to the public.

Additional minutes in respect of other items are included in Part Il.






PREVENTING PROTECTING RESPONDING

TYNE AND WEAR FIRE AND RESCUE AUTHORITY Item No.4

HUMAN RESOURCES COMMITTEE: 11 SEPTEMBER 2006

SUBJECT: HUMAN RESOURCES STRATEGY

JOINT REPORT OF THE CHIEF FIRE OFFICER, CLERK TO THE AUTHORITY,
THE FINANCE OFFICER AND PERSONNEL ADVISOR

1 INTRODUCTION

1.1 The Authority’s Human Resource (HR) Strategy is a key part of the strategic
planning process and is focused at all staff in the organisation with
responsibility for human resources. The Human Resource Strategy aims to
provide a framework within which the Authority can manage its most important
asset — its people.

1.2 The purpose of this report is to present a draft Human Resources Strategy (HR
Strategy) and action plan for consideration and for approval by members.

2. THE HUMAN RESOURCES STRATEGY

2.1 The HR Strategy is designed to deliver outcomes in accordance with the action
plan in the following areas:

e Develop employees in accordance with the Authority’s strategic plan
incorporating our shared vision, aims and core values and build a
culture that respects and values personal development;

Promote diversity with a clear focus of dignity and respect for all;
Provide employees with an understanding of where they fit into the
organisation and to create an environment where all feel proud to
work for the Authority;

¢ Define and embed the standards of leadership expected at all levels,
providing appropriate individual development in accordance with the
principles of IPDS;

e Clearly identify and define the roles and responsibilities in managing
human resources within the Authority and the varying functions which
contribute to this;

e Ensure that the HR services provided to all employees fulfils their
needs and are delivered in an efficient and effective manner in line
with Best Value principles;

¢ Deliver the HR objectives of the Fire and Rescue National Framework
2006 — 2008

2.2  The Strategy itself underpins to the realisation of the ultimate goal which is the
efficient and effective delivery of HR services. This does not however remove or
negate the need for HR practitioners to operate locally. In fact this has been
made clear in many other reports (such as the Bain report) that HR should and
must be delivered locally by qualified practitioners working to centrally
developed policies and practices.

Creating the Safest Community -7
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2.3  The Strategy is underpinned by a comprehensive action plan which has clear
responsibilities and deliverables build in. The action plan will be monitored by
the Chief Fire Officer and an annual review undertaken with further reports to
this Committee as appropriate. The action plan, if approved, will also need to be
reflected in the Authority’s Strategic Planning process.

2.4  The Chief Fire Officer is pleased to report that some of the actions detailed
within the action plan have been completed. This has resulted in a continuous
improvement in HR service delivery driven by the Strategic Plan and annual
action plans previously developed. All the actions now clearly defined will be
incorporated into the Strategic Plan at the appropriate time.

2.5 The HR Strategy and action Plan is attached at Appendix A for consideration
and approval by Members.

3. FINANCIAL IMPLICATIONS

3.1 The costs for implementing the strategy are not envisaged to be significant and
can be met from within existing budget headings for this financial year. Further
reports in this respect will be tabled for approval by Members as appropriate.

4. EQUALITY AND FAIRNESS IMPLICATIONS

41 Central to the HR Strategy is the further mainstreaming of equality and diversity
within the Service. To that end, the HR Strategy is underpinned by a
comprehensive Equality and Diversity Strategy which is the subject of a
separate report on the agenda today.

5. HEALTH AND SAFETY IMPLICATIONS

5.1 There are no health and safety implications in respect of this report.

6. RECOMMENDATIONS

6.1 Members are requested to:-

(@)  Approve the HR Strategy and Action Plan; and

(b) Receive further reports as appropriate.

BACKGROUND PAPERS
e Fire and Rescue National Framework 2006/08

e CFOA HR Strategy
o Strategic Plan 2006-2011

Creating the Safest Community



TYNE AND WEAR FIRE AND RESCUE AUTHORITY
APPENDIX A

HUMAN RESOURCE STRATEGY

“Our Greatest Strength is our People”

HR Strategy — Aug 2006 Page 1
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1.4
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2.1

TYNE AND WEAR FIRE AND RESCUE AUTHORITY

PART ONE

INTRODUCTION

A modern and effective fire and rescue service needs a skilled and competent workforce
able to deliver the objectives of the service as set out in the National Framework and locally
developed Integrated Risk Management Plan underpinned by the Strategic Plan.

The Authority’s Human Resource (HR) Strategy is a key part of the strategic planning
process and is focused at all staff in the organisation with responsibility for human
resources. The Human Resource Strategy aims to provide a framework within which the
Authority can manage its most important asset — its people.

The Fire and Rescue Service is facing many challenges and it is recognised that the
successful management and development of employees can only be achieved by taking a
holistic approach. Therefore, human resource management is a collaborative partnership
between the HR Function, Learning and Development and responsible officers within the
Service which in areas of common interest can increase our capacity to provide a more
efficient and effective service. This Strategy provides a local perspective on HR to enable
the delivery of a real and sustained programme of change, and will deliver business
benefits, provide value for money, support the principles of public service reform and
diversity and equality.

The business benefits that are expected to evolve from the implementation of this strategy
include:

o The development of a more skilled and integrated HR function;

o The development of workforce planning skills and the HR capacity to assist in the
modernisation of the current service;

o Meeting the needs set out in the Authority’s Integrated Risk Management Plan;

o Achieving equality and leading in diversity issues;

o More effective use of available human resources and improved quality of service
delivery;

o Working within the region and nationally to deliver a common and consistently
applied range of policies, practices and procedures which will enhance the provision
of the HR function;

o Delivery of the Government’s modernisation agenda.

In order to delivery a strategy for this Authority, due cognisance has been taken of the
national and regional perspective.

THE STRATEGIC PLAN

Underpinning the Human Resource Strategy for the Authority is the Strategic Plan which
provides a clear definition about where we:-

e are now
e wantto be
e how to get there

HR Strategy — Aug 2006 Page 2
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2.2

2.3
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2.5

3.1

3.2

3.3

TYNE AND WEAR FIRE AND RESCUE AUTHORITY

The Strategic Plan provides a dynamic framework, which is capable of being amended
where necessary to meet external or internal influences. In addition the document clearly
outlines the aims and objectives of the Authority and targets against which these will be
measured. The plan also provides a consistency of approach throughout the Authority,
shares best practice and encourages all personnel to work towards continuous
improvement and increased efficiency. The HR Strategy is one of the cornerstones in
delivering the goals and objectives set out within the Strategic Plan.

The Authority has a core vision of where it wants to be and those are embodied in 4
corporate goals within the Strategic Plan. These are:-

Preventing loss of life and injury from fires and other emergencies;
To respond appropriately to the risk;

To plan and prepare for exceptional events;

To deliver a modern, effective service.

To be effective in achieving these objectives we must ensure that the Authority:

o Is well managed — employees are expected to manage the areas for which they are
responsible within budget;

o Aims for excellence in service provision taking into account stakeholders views;

e Works in effective partnership with the communities it represents, and external
organisations.

From these objectives, the HR Strategy has been developed and includes detailed targets
which will allow the success of the Strategy to be measured and evaluated. It is envisaged
that this Strategy will continue to improve the efficiency and effectiveness of HR service
delivery and underpin the overall strategic aims of the Authority.

THE NATIONAL PERSPECTIVE

Nationally, a HR Strategy, published by the Chief Fire Officer's Association (CFOA), sets
out a comprehensive approach to help ensure that local authority fire and rescue services
(FRS) have the right number of skilled people in the right place and at the right time to
deliver more "customer focused" front line services and drive down risk to life. The national
strategy is designed to enable the Fire and Rescue Service to achieve its primary purpose,
live up to its core values and to deliver its vision. In developing this Authority’s HR Strategy,
due cognisance has been taken of the national strategy.

The primary purpose of the modern Fire and Rescue Service is to help build a safer society
and a sustainable community by working in partnership with others to promote community
well being, whilst reducing death and injury, damage to property and damage to the
environment from fire and other emergencies.

In order to achieve this purpose, changing public expectations of what the service is here to
do must be addressed, and the high levels of public respect and support which the fire and
rescue service currently enjoys must be retained. Consequently, it is necessary to have a
clear picture of the outcomes for the Service.

HR Strategy — Aug 2006 Page 3 { l
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34 CFOA’s vision of the modern Fire and Rescue Service is of one that:

works with local communities and other agencies to promote community safety and
community well being, and to sustain those communities by reducing risks to life,
property and the environment from fire and other emergencies;

intervenes promptly and effectively when fire and other emergencies occur;

has a well equipped, skilled and motivated workforce, able to work safely and whose
composition reflects the diverse communities we serve;

pursues continuous improvement in all its functions in order to deliver best value and
make efficient use of resources.

3.5 The Objectives of the National HR Strategy are to:

Support the FRS in meeting current and future organisational needs;

Support the FRS in achieving an effective balance between intervention, prevention,
safety, civil protection and resilience;

Support the FRS in achieving a culture of continuous improvement in organisational,
team and individual performance;

Support the FRS in achieving a diverse workforce that is representative of the
communities it serves across all occupational groups and at all levels promoting
equality, fairness and dignity in the treatment of all employees;

Support the FRS in achieving best value from its investment in people management;
including the efficient and effective targeting, deployment and management of
resources and expertise;

Support the FRS in creating and sustaining a competent, motivated and well-led
workforce - recognising the particular context of leadership in the operational/critical
incident management aspect of FRS activity;

Support the FRS in developing and implementing employment packages that meet
the needs of a modernised service and flexible workforce;

Support the FRS in developing collaborative methods of working and effective
partnerships;

Support the FRS in promoting the Fire and Rescue Service as an employer of
choice;

Support the FRS in recognising the contribution of all employees across the Fire and
Rescue Service.

3.6 In order to achieve the objectives above, six key priorities are being addressed:

Priority 1 - Developing Leadership Capacity — amongst both senior managers and
elected members (including attracting effective leaders into Fire and Rescue Services from
other sectors.)

Priority 2 - Developing the Organisation - to achieve excellence in people and
performance management, partnerships and the efficient delivery of services.

HR Strategy — Aug 2006 Page 4
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Priority 3 - Developing fhe Skills and Capacity of the Workforce - across all areas
within Fire and Rescue Services, including technical, specialist and support services,
management and the frontline workforce.

Priority 4 - Resourcing the Fire and Rescue Service — ensuring that authorities plan for,
recruit, develop and retain the employees they need, whilst supporting and promoting
equality and diversity.

Priority 5 - Recognition and Reward - having pay, reward and recognition structures that
attract, retain, motivate and develop a skilled and flexible workforce whilst achieving value
for money in service delivery.

Priority 6 - Developing the Capacity of HR — Identifying and building on the skills and
expertise of the HR function in planning and delivering the modernisation agenda.

Detailed work in terms of developing policies, procedures and processes for each of the
above priorities is being undertaken nationally, and when each becomes available, the
national strategy will be reviewed.

The CFOA Strategy and Action Plan will be reviewed on an annual basis with progress
monitored by Officers of the Authority. As and when the priorities are delivered, the Chief
Fire Officer will consider the impact on this Authority’s Strategy and integrate best practice
into the policies and procedures as appropriate.

THE REGIONAL PERSPECTIVE

A draft regional HR Strategy has been developed and is to be considered by the Regional
Management Board in the near future. However, in order to ensure that full account is taken
of the regional perspective, this authority’s Strategy, where appropriate, includes regional
principles and policies.

The initial strategic regional deliverables are:

To continue the implementation of IPDS

To produce single solutions across the four Northeast Fire and Rescue Services
To strengthen the delivery and quality of HR across the region

Develop specialist expertise

Improve the approach to Diversity

O O O O O

To achieve these, this regional strategy aims to deliver the following outcomes:

o Regional implementation of IPDS including regional recruitment, and assessment
and development centres;

o A regional approach to workforce planning and succession planning to ensure
timely recruitment and talent management;

o A regional Equality and Diversity programme to ensure we are complying with
legislation and being proactive to achieve a diverse workforce;

o Regional HR support to the Regional Control project;

—



TYNE AND WEAR FIRE AND RESCUE AUTHORITY

o A Regional programme of Learning and Development;

o A best practice approach to Health and Safety Management including
occupational health and attendance management;

o A protocol and machinery for employee relations at a Regional level.
5 OUR HUMAN RESOURCE STRATEGY
5.1  Our Human Resource Strategy is designed to: -
o Develop employees in accordance with the Authority’s strategic plan
incorporating our shared vision, aims and core values and build a culture that
respects and values personal development;

e Promote diversity with a clear focus of dignity and respect for all;

o Provide employees with an understanding of where they fit into the organisation
and to create an environment where all feel proud to work for the Authority;

e Define and embed the standards of leadership expected at all levels, providing
appropriate individual development in accordance with the principles of IPDS;

o Clearly identify and define the roles and responsibilities in managing human
resources within the Authority and the varying functions which contribute to this;

e Ensure that the HR services provided to all employees fulfils their needs and are
delivered in an efficient and effective manner in line with Best Value principles;

 Deliver the HR objectives of the Fire and Rescue National Framework 2006 -
2008.

52  In addition to the above, the Human Resource Strategy has focussed upon the strategic
aims laid down in the Strategic Plan of this Authority and in particular corporate goal (4),

namely:

Corporate Goal 4

To Deliver a Modern Effective Service
. Ensure continuous improvement in service delivery and adopt a positive approach to
change;
Promote a culture and values which incorporates health and safety and ensures that the

health and welfare needs of staff are identified and addressed,;

Work towards equality and diversity for the community we serve;

Attract, select and retain the right people;

Develop the potential of all our personnel in the workplace;

Extend the network of effective partnerships including achievement of appropriate funding

HR Strategy — Aug 2006 Page 6
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Within the Authority, supporting these goals and corporate vision are already a key number
of policies and procedures, which are appropriate to Human Resources. These include:-

Fairness and Equality Policy;

Appointment Procedure for all categories of staff,
Health and Safety policy;

Learning and Development policy;

Race Equality Scheme;

Disability Equality Scheme;

Workforce Planning Strategy;

Corporate Equality Plan.

The Authority provides a quality, cost effective and valued service to the community it
protects and serves. The Human Resource Strategy is designed to ensure that the principle
of sustainable development assists in underpinning service provision. The key objective of
the Human Resource Function is to support the aforementioned Strategic Goals of the
Authority by helping individuals, departments and functions within the Authority to achieve
success in terms of human resource issues.

The action plan (attached) is the method by which delivery of this strategy will be achieved
for the benefit of all who work within the Authority. Measurement of success will be through
utilising the Best Value Performance Indicators as detailed in section 9.

In addition, there are 6 strategic principles which support and underpin the Strategy and the
way in which sustainable improvement is achieved in delivering this HR Strategy. These
are:-

PRINCIPLE 1:

HUMAN RESOURCE POLICIES AND PROCEDURES — Human resource policies and
procedures will conform to current guidance, legislation and best practice thereby promoting
the application of such within the Authority. A rolling programme of review of all policies,
procedures and practices including the identification and action of any learning needs in
support of these is ongoing.

PRINCIPLE 2:

BEST VALUE - By seeking to ensure that Best Value principles are embedded in the
services to the community, there will be a sustainable improvement and continual change in
the way service delivery is achieved. By continuous monitoring, an appropriate review of
the management of human resources will continue to be undertaken.

PRINCIPLE 3:

LEGISLATION AND THE LAW — Due cognisance is taken of current and future legislative
changes, which are likely to impact upon aspects of the Authority’s business. The Chief Fire
Officer will also continue to develop effective policies and procedures to meet the demands
of legislation and any impact upon human resources.

HR Strategy — Aug 2006 Page 7 ‘ S
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PRINCIPLE 4:

NATIONAL DOCUMENTATION - Any documentation received which supports the work of
the service in meeting the Strategic Goals, will underpin the HR policies and procedures.
Striving to improve HR services and abilities to carry out these services to the highest
standard will be the primary focus.

PRINCIPLE 5:

EFFECTIVE USE OF RESOURCES - To ensure the effective management of the function,
it is vital that the resources required are matched to the resources available. As part of the
Authority’s commitment to continuous improvement for employees, those resources require
individuals to become more effective, creative and business orientated within the framework
of the Authority’s strategic vision. Investment in human resources will therefore underpin
the success of and improve efficiency within the Service.

PRINCIPLE 6:

PERFORMANCE MANAGEMENT - The Authority’s Strategic Plan is aimed at success in a
number of objectives. Once an action is complete it is important that the overall success
rate is evaluated against these objectives. Most actions can take some considerable time
to complete and are therefore divided into stages within interim milestones identified.
Progress against each milestone is regularly monitored so that necessary changes can be
made to address any problems and ensure that performance is maintained. More detail on
the way performance management operates can be found in the Authority’s Strategic Plan
(available on the website www.twfire.gov.uk). The overall goal is to fully integrate Quality
Standards wherever and whenever possible.

DIVERISTY AND EQUALITY

The Authority is committed to the principles of equality and diversity and constantly strives
to meet a high standard and consistent approach to equality and diversity. The goal is to
embed diversity, tackle discrimination or harassment and address inequalities throughout
the Service. Central to this commitment is the shared belief that all employees and
members of the local communities must be treated with due dignity and respect regardless
of their situation, circumstances or life style. To achieve this, not only must equality and
diversity be integrated and mainstreamed into all areas of the service but also sustained if it
is to achieve creditability and be owned by all.

Equality is underpinned by legislation protecting the rights of individuals. It is firmly focused
on avoiding discrimination and treating everyone the same

Diversity recognises and values the differences of individuals, seeking to understand and
promote these differences and treat everyone as an individual. Diversity goes beyond
legislation and attempts to use these differences to improve the performance and
productivity of the organisation.

Equality and diversity are the cornerstones of the HR Strategy and are clearly integrated
within the Strategy. In addition, a Regional Diversity Strategy is held as an appendix to the

 HR Strategy — Aug 2006 Page 8
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Authority’s HR Strategy however, it is emphasised that equality and diversity is inherent in
everything undertaken within HR management.

CORE VALUES

The Authority recognised that all employees need to have a clear understanding about the
Fire and Rescue Service's working practices, and the core values held for long term
success. The Chief Fire Officer is responsible for ensuring that all employees understand
and adopt these values. These core values have been introduced and the HR Strategy is
committed to further embedding these throughout the Service. The core values are as
follows: (‘we’ in this context refers to anybody working for or with the Authority)

We Value Service to the Community by:-

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.

We Value All Our Employees by Practising and Promoting:

Fairness and respect,

Recognition of merit,

Honesty, integrity and mutual trust,
Personal development,
Co-operative and inclusive working.

We Value Improvement at all Levels of the Service By:-

Accepting responsibility for our performance,
Being open minded,

Considering criticism thoughtfully,

Learning from our experience,

Consulting others.

We Value Diversity in the Service and Community By:-

Treating everyone fairly and with respect,
Providing varying solutions for different needs and expectations,
Promoting equal opportunities in employment within the Service,
Challenging prejudice and discrimination.

HR Strategy — Aug 2006 Page 9 [ )
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8 RISKS

8.1  The Chief Fire Officer is actively and continuously identifying risks that will prevent the
achievement of the action plan and improvement in HR practices. A standard risk
identification methodology has been developed and the following current and emerging
issues identified as requiring comprehensive monitoring to ensure success in delivering this

strategy.
Issues Priority based on
risk rating
Failure to ensure the health, safety and well-being of staff and others who High
_may be affected by our operations
Failure to provide a competent workforce High
Failure to meet equality standards Medium
Failure to provide a suitable reward and recognition scheme Medium
Failure to provide effective leadership and management Medium
Failure to effectively manage sickness absence High
Failure to effectively forecast and plan the current and future workforce High
requirements
Failure to effectively engage and communicate with the workforce High
Failure to embed our core values into our culture Medium

8.2 The Strategy and its priorities have been designed to minimise and mitigate against the

aforementioned risks.

9 MEASURING SUCCESS

9.1 There are a number of best value performance indicators specifically relevant to HR that
measure and evaluate success in achieving the aims of this strategy.

C

Corporate BVPI’s Descriptor Target 2006/07
BVPI 2 a) The level (if any) of the Equality standard

for local government to which the authority 2

conforms.

b) The duty to promote race equality 100
BVPI 11 a) The percentage of the top 5% of

Authority earners that are women. 5.2

b) The percentage of the top 5% of

Authority earners that are from black or

ethnic minority communities 1.0

c) The percentage of the top 5% of

Authority earners with a disability 0.5

Page 10
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TYNE AND WEAR FIRE AND RESCUE AUTHORITY

Corporate BVPI’s Descriptor Target 2006/07

BVPI 12 a) Number of working days/shifts lost to

sickness absence per employee - 8.8
wholetime uniformed staff
b) Number of working days/shifts lost to 8.9
sickness absence per employee - All Staff

BVPI 15 a) Percentage of those staff eligible for the

Firefighters Pension Scheme retiring on the 0.3
grounds of ill health as a percentage of the
workforce

b) Percentage of those staff eligible for the
Local Government Pension Scheme retiring
on the grounds of ill health as a percentage 2.0
of the workforce

BVPI 16 a) The percentage of employees with a None Set
disability
BVPI 17 Percentage of staff from minority ethnic

communities within the best value
authority's workforce compared with the
percentage of ethnic minority community 0.85
population in Authority area (currently 3.2%
in Tyne and Wear).

BVPI 210 The percentage of women firefighters 2.0
10  QUALITY ASSURANCE
10.1 The Chief Fire Officer will ensure that quality assurance principles are enacted within the

10.2

10.3

10.4

HR function in delivering the service and in the outcomes from this Strategy. There are
currently in place external quality assessments from recognised bodies as detailed below.

District and Internal Audit are commissioned to audit specific systems based upon identified
risk on an annual basis. The most recent findings as they relate to HR have been minor
issues of compliance.

Regular meetings are held with the Health and Safety Executive as part of the health and
safety arrangements, and the Authority has been inspected by the HSE with all outstanding
items following that inspection delivered.

Continuous workplace assessment is the foundation for effective people development. In
2005, prior to the implementation of rank to role, the arrangements were independently
assessed by Edexecel. The key findings indicate that the Authority fully meets the criteria
for quality assessment and internal verification and that management monitoring and review
arrangements are effectively identifying both good practice and areas for improvement.

il
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TYNE AND WEAR FIRE AND RESCUE AUTHORITY
11 ROLES AND RESPONSIBILITIES IN THE HUMAN RESOURCE STRATEGY

111 In order to achieve the aforementioned, the Human Resources Function within the Authority
falls within the HR, Learning and Development Division under the day to day remit of the
Area Manager (HR, Learning and Development) supported by the Personal advisor to the
Authority.

11.2  Within each specific area of Human Resources, strategic operating plans have been
determined from which Departmental long term, medium term and short-term objectives are
created. Part Two of this Strategy, the Action Plan, describes the aims, objectives and
success criteria of each.

PART TWO - ACTION PLAN

For each core area, a timescale and target date will determine our objectives in moving forward
with the provision of the best possible service.

e Long term means 5 or more years
e Medium term means 2 to 4 years
e Short terms means within 1 year

All of the workstreams indicated are implicit within the Authority’s Strategic Plan and are provided
here to enhance and support the detail within the Strategic Plan.

As this is a dynamic document undergoing its fourth update, those items already completed are
also included for evidential purposes.

AIM TIMESCALE TARGET DATE

Develop our people in accordance with the Authority’s strategic plan incorporating our
shared vision, aims and core values and build a culture that respects and values personal

development

The expectations, aspirations and concerns of employees | Ongoing Quarterly
are fully considered in the implementation of personnel commitment meetings held
strategies via:-

Joint Consultative Forums and other appropriate
management/trades union liaison.

Success Criteria- The implementation of any resultant
recommendations identified during the above, and the
measurement of success following implementation.

PN
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TYNE AND WEAR FIRE AND RESCUE AUTHORITY

AIM TIMESCALE TARGET DATE

Implement an electronic Personal Development Record Short term 01/04/07
to enable appropriate monitoring and delivery of
development in accordance with the principles of the
Integrated Personal Development System (IPDS) to
enable targeted Personal development to be identified
and delivered in the most timely, efficient and cost-
effective manner

Success Criteria — all staff development is delivered to
meet the needs of each individual

To ensure work life balance issues are addressed to Medium term 31/12/07
meet the demands of the workforce and the organisation

Success Criteria- A greater degree of staff satisfaction
measured by reduction in short-term sickness and staff
turnover.

A full stress at work audit is completed and a Medium Term 31/12/07
comprehensive stress management programme is
implemented.

Success Criteria — Measurable reduction is stress
related incidents

Ensure that the workforce understands and shares the Medium Term 01/04/09
values of the organisation.

Success Criteria — Workforce attitudes show a
measurable improvement in respect of organisational
values and objectives

HR Strategy — Aug 2006 Page 13 2 \
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TIMESCALE
Promote diversity with a clear focus of dignity and respect for all

A protocol and procedure which requires all policy Ongoing

TARGET DATE

Completion by

produced and implemented (which includes an
awareness of positive action).

Success Criteria- Strategy implemented and delivers a
measurable improvement in employee awareness.

To monitor and review the Equal and Diversity Policy and omg
the Race Equality Scheme on an annual basis. commitment

Success Criteria — A policy that meets legislation and
also informs and raises an awareness of diversity in the
workplace, whilst actively assisting in encouraging
greater diversity and increasing the numbers of under-
represented groups within the workforce

documents submitted to the Authority to have an ‘equality | commitment 01/04/07
impact statement’ to be developed and implemented.

Success Criteria- All Authority reports and policies will

include an impact statement.

A training strategy for diversity and equality training to be | Short term 01/04/07

Annual review

A strategy to deal with the issues raised by monitoring Long term
recruitment.

Success Criteria — A sustainable increase in numbers
applying from under-represented groups reflecting and
increase in the numbers achieving success.

31/03/09

A review of the advertising strategy to ensure widespread | Long term
coverage to all members of the community and particular
target groups.

Success Criteria — A sustainable increase in numbers
applying thereby further diversifying the workforce.

31/03/09

HR Strategy — Aug 2006
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TYNE AND WEAR FIRE AND RESCUE AUTHORITY

AIM TIMESCALE TARGET DATE
Ensure that the workforce is representative of our diverse | Long Term 01/04/09
community.

Success Criteria — Community representation in the
workforce is achieved.

To ensure that equality feeds into all aspects of policy, Short Term 01/04/07
employment and service delivery

Success Criteria —Improvement from level 1 to Level 2
on the Equality Standard for Local Government
Policies/procedures to be tested for differences of Medium term 01/04/08
application to groups of employees or to different
sections of the community using the equality impact
assessment procedure.

Success Criteria- All policies and procedures will not
affect one or more groups in a different way to any other
group(s).

Equality and diversity monitoring to be undertaken. Ongoing Quarterly
commitment monitoring

Success Criteria — No adverse effects are apparent
between diverse membes of the communit

To develop a comprehensive Disability Equality Scheme | Short Term 311 2/06
and fully implement within the Service

Success Criteria - A policy that meets legislation and
also informs and raises an awareness of diversity in the
workplace

An equal pay audit to be undertaken separately for Green | Short Term 31/03/06
Book staff

Success Criteria — The audit proves that there are no
differences between the remuneration of men and
women employed.

HR Strategy — Aug 2006 Page 15 ‘
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TYNE AND WEAR FIRE AND RESCUE AUTHORITY

AIM TIMESCALE TARGET DATE

Provide our people with an understanding of where they fit into the organisation and to

create an environment where staff feel proud to work for the Authority

A review of the establishment takes place to introduce a | Short Term 01/04/06
comprehensive role alignment and role justification

policy.

Success Criteria —Rank to role fully completed and
equivalent managerial roles implemented for corporate
staff.

That a communication strategy be introduced which Short term 31/12/06
employs a wide range of communication methods.

Success Criteria — Measured improvements in
communication within the organisation.

To undertake briefing sessions for all staff and for their Medium Term 31/12/07
managers.

Success Criteria — Managers and staff display a
measurable increasing in understanding of this issue.

To ensure necessary HR guidance and information is Medium Term 01/04/08
readily available to all.

Success Criteria — All necessary HR guidance is
available via the intranet.

To employ an employee attitude survey considering fully | Medium term 01/04/08
the needs of the staff.

Success Criteria- Measured changes in culture, and
resultant recommendations fully implemented

To review the terms and conditions of service for FRS Long Term 01/04/10
staff (local conditions of service)

Success Criteria — Full Harmonisation (where possible)
between Green and Grey book employees

HR Strategy — Aug 2006 Page 16
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AIM TIMESCALE TARGET DATE

Define and embed the standards of leadership expected at all levels, providing appropriate

individual development in accordance with the principles of IPDS

Fully implement IPDS within the Service Short Term 31/12/06

Success Criteria — IPDS implemented and monitoring
shows improvements in the quality of identified learning
and development thereby increasing the potential of our
staff and improving the managerial qualities of our
leaders

To critically examine assessment centres for corporate Medium term 01/04/07
staff in line with IPDS.

Success Criteria — Implementation of robust selection
procedures based upon the principles of IPDS.

A management of change policy/strategy is introduced to | Medium term 01/04/08
take forward the changing needs of the organisation,
which embraces communication and liaison as a core
feature.

Success Criteria- Successful management of change

process.
The national Assessment and Development (ADCs) Medium term 01/04/08
process is fully embedded into the Service

Success Criteria — ADCs provide sufficient persons to
meet the organisational need
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AIM TIMESCALE TARGET DATE

Clearly identify and define the roles and responsibilities in managing human resources
within the Authority and the varying functions which contribute to this

To introduce an effective and targeted attendance Ongoing Quarterly

management policy and procedure commitment reviews, annual
reports

Success Criteria- A visible reduction in sickness

absence and a reduction in the amount of time lost due to

sickness

To ensure that the Fire Authority is regularly consulted Ongoing Six monthly

about the organisations performance in managing commitment consultations

sickness absence.

Success Criteria — Six monthly consultations with the

Authority.

HR Strategy — Aug 2006 Page 18
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AlM TIMESCALE TARGET DATE
To provide briefing sessions for line managers in Ongoing Six monthly
managing sickness absence. sessions

Success Criteria — Smooth operation of procedure with
minimum help desk queries.

To ensure an efficient appeals mechanism relating to the | Short term 31/12/06
above

Success Criteria- Measured in operation, the
mechanism produces effective and timely results.

To ensure an efficient evaluation system for Short Term 31/12/06
new/proposed corporate positions.

Success Criteria — There is no delay in filling
new/proposed posts based upon the Authority average

To consider aspects of harmonisation between all Short term 31/12/06
positions

Success Criteria — The creation of parity between staff

To complete the single status exercise for corporate staff. | Short term 01/04/07

Success Criteria - Implement the results of the single
status exercise

To undertake briefing sessions for corporate staff and for | Short term 01/04/07
their managers.

Success Criteria — Managers and staff display a
measurable increasing in understanding of this issue.
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AIM TIMESCALE TARGET DATE

Ensure that the service we provide to all staff fulfils their needs and is delivered in an

efficient and effective manner in line with the Best Value principles

To work towards reducing the number of early Ongoing Annual
retirements for all staff. reductions

Success Criteria — A reduction in the number of early
retirements to the upper quartile figure for UK fire
services.

A policy document outlining the procedure for dealing Short term 30/06/07
with corporate support staff who may not be fit enough to
continue in their present position ie redeployment.

Success Criteria- A workable redeployment policy in

operation.

To monitor resignations and to undertake meaningful exit | Ongoing Quarterly
interviews, including the use of external providers for exit reports
interviews.

Success Criteria — Quarterly reports in terms of exit
interviews and identification of trends with appropriate
corrective action.

(o]
To ensure selection policies enable the organisation to Medium term 01/04/07

attract and recruit staff of the highest calibre

Success Criteria — Full implementation of IPDS.

HR Strategy — Aug 2006 Page 20
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AIM TIMESCALE TARGET DATE

Deliver our commitment to the Fire and Rescue National Framework 2006 - 2008

To develop a single regional recruitment strategy Medium Term 01/04/08

Success Criteria — Full implementation of recruitment
strategy ensuring each FRS is able to meet its firefighter
recruitment requirements at the appropriate time using
eed firefight lection test

Idenﬁfy opportunities for collaborative delivery of Short Term 01/04/07
development and training opportunities

Identify and support common approached to core training
Complete a regional audit of training delivery

Success Criteria — Learning and development is
delivered within each FRS in the most proven cost-
effective and efficient manner.

To identify the opportunity for regional service delivery in | Short Term 01/04/07
respect of discipline

Success Criteria — All Services adopt a proven cost-
effective and efficient delivery system

To develop a single regional strategy for mobility Short Term 01/04/07
Success Criteria — All Services enjoy mobility of

workforce

To collaborate on regional recruitment and selection Medium term 01/04/08

procedures for all staff.

Success Criteria — A procedure which is fully
implemented within each FRS delivering staff to the same
standard and compliments IDPS

To identify opportunities for a single service delivery Medium term 01/04/08

point.

Success Criteria — Implementation of robust selection
procedures based upon IPDS at a single service delivery
point.
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PREVENTING PROTECTING RESPONDING

TYNE AND WEAR FIRE AND RESCUE AUTHORITY Item No.5

HUMAN RESOURCES COMMITTEE: 11 SEPTEMBER 2006

SUBJECT: REGIONAL DIVERSITY STRATEGY

JOINT REPORT OF THE CHIEF FIRE OFFICER, CLERK TO THE AUTHORITY,
THE FINANCE OFFICER AND PERSONNEL ADVISOR

1.1

1.2

2.1

2.2

3.1

Creating the Safest Community

INTRODUCTION

The basic concept of managing diversity accepts that the workforce consists of
a diverse population of people. The diversity consists of visible and non-visible
difference, which includes factors such as sex, age, background, race,
disability, religion, sexual orientation, personality and work style. It is founded
on the premise that harnessing these differences will create a productive
environment in which everybody feels valued, where their targets are being fully
utilised and in which organisations goals are met.

The Regional Management Board (RMB) has six key strategic policy
workstreams, one of which is to ‘introduce regional personnel and human
resource functions’. Underpinning the local HR Strategy is therefore the
requirement for a Regional Diversity Strategy. The work has now been
concluded and a draft Regional Diversity Strategy is attached for consideration
and/or approval by Members.

BUSINESS DRIVERS

The main business drivers for the fire and rescue service to adopt strategies
relating to diversity are:

Managing risk and reputation

Engender personal ownership

Enhance individual and business performance
Developing a creative and innovative culture
Attraction, retention and development of staff

One of the key components of a diversity strategy remains the need to be a fair
and equitable employer. All internal policies and procedures must reflect the
requirements of the law. One of the major corporate risks in failing to have
equitable HR policies and strategies in place is in terms of significant damage to
the image and reputation of the Service and its staff.

DEVELOPING A CREATIVE AND INNOVATIVE CULTURE

The benefits of a diverse workforce are the value of having different people in
the team, department or Service. The freshness and richness that difference
brings to team, budget or strategy meetings is valuable and on the whole leads
to better quality decisions and outputs. The other obvious benefit is that a
diverse team understands diverse service users and communities.

)
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4.1

4.2

5.1

5.2

6.1

6.2

CORPORATE SOCIAL RESPONSIBILITY

There is naturally a strong alignment between the agendas of diversity and
corporate social responsibility (CSR) and the fire and rescue service has firmly
positioned diversity at the heart of its corporate social responsibility strategy
with the adoption of its Core Values. The Service is not only expected to be fair
and equitable, but to take greater responsibility for the welfare of employees
and to manage areas such as:

Work life balance

Dignity at Work

Harassment and Bullying
Workplace stress and absenteeism
Long-hours and presenteeism
Unreasonable workloads, timescales

When individuals begin to see evidence of the Service driving forward the CSR
agenda with real demonstrable change, this undoubtedly enhances the
attractiveness of that service both as an employer and service provider.

DIVERSITY STRATEGY

Diversity is a fundamental business issue and requires long term planning and
commitment to effect real personal and organisational change. To facilitate this
the strategy outlines:

e OQur vision statement
e Ourvalues
e Our Objectives

Attached at Appendix A is the draft Regional Equality Strategy for consideration
and approval by Members. The Chief Fire Officer is pleased to report that in
many respects, issues contained in the Regional Strategy — Action Plan form an
integral part of this Authority’s work programme and indeed, in a number of
areas, have already been achieved.

EQUALITY STANDARD FOR MODERNISATION

To assist in meeting our Diversity Strategy there is a need to put in place
comprehensive audit and monitoring systems. One of the recognised best
practice methods of achieving that is to adopt the Equality Standard for Local
Government as this is the major driver for equality practice. Working with the
five levels of the Standard will allow this Service to introduce a comprehensive
and systematic approach to dealing with equality and diversity in all aspects of
policy making, service delivery and employment.

The Chief Fire Officer is also pleased to report that, by the end of this financial
year the Authority will by at Level 2 of the Equality Standard for Local
Government, an improvement from the previous years Level 1.

Creating the Safest Community
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7.1

8.1

9.1

FINANCIAL IMPLICATIONS

The financial implications of implementing this Strategy are not considered to
be significant and will be met from existing budgetary provision in the current
year, with future provision made as appropriate.

HEALTH AND SAFETY IMPLICATIONS

There are no health and safety implications in respect of this report.
RECOMMENDATIONS

Members are recommended to:

a) Approve the regional diversity strategy;

b) Endorse the progress made in respect of the Equality Standard for
Local Government;

C) Receive further reports as appropriate.

BACKGROUND PAPERS

The undermentioned Background Papers refer to the subject matter of the above

report:

Strategic Plan 2006-2011
National Framework 2006 - 2008

Creating the Safest Community '%
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The North East Fire & Rescue
Services

‘Strategy into Action’

2006-2009

Cleveland Fire Brigade

Durham & Darlington Fire & Rescue Service
Northumberland Fire & Rescue Service
Tyne & Wear Fire & Rescue Service



1.1

1.2

1.3

1.4

2.1

2.2

Introduction

The regional vision for equality and diversity is that:

We will create a culture, in accordance with our fire service
values, which recognises all the differences that employees and
communities bring. We will do this by adopting fair and equitable
employment policies and ensuring diversity is mainstreamed
throughout our service delivery. This will ensure we provide the
best possible service to our individual communities.

In order to achieve this vision, this must be translated into an approach to
equality and diversity which is easily understood and owned by all staff. This
vision must also be supported by a corporate commitment to equality and
diversity which goes beyond rhetoric and the responsibility of just its Diversity
officers or HR staff.

All Fire and Rescue services have contributed to the development of this
strategy and it is therefore anticipated that this document should meet the
needs of those staff who are charged with the principle responsibility for
ensuring all obligations are met.

The regional vision can be translated into two cornerstones fundamental to
the success of equality and diversity. These being:

e To develop an organisation where its staff and the local community
perceive the Fire & Rescue Service as a model service, where all
feel valued and receive fair, equitable and appropriate service but
are treated in a way that responds to and recognises their specific
needs.

e To develop a workforce that reflects the community they serve and
one which is fully aware of and contributes to equality and diversity.

Strategy into Action

A coherent and systematic approach is essential and the principal purpose of
this document is to highlight what we should be doing if all of us are to meet
the requirements places upon us by: legislation, Comprehensive performance
assessment, equality standards for local government and other good practice
initiatives and processes.

If the equality and diversity strategy is to be successful it too must be built
upon the principles of equality and diversity. The regional approach must
reflect equality in the sense that there must be equitable and consistent
practices and messages across all four services with equal access to
resources and knowledge. However to reflect diversity, each service needs to
be able to respond to the specific needs of their staff or local communities and

VN
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2.3

good practice will be encouraged over and above the minimum requirements
that each service must meet.

To achieve our objectives, key goals with specific objectives have been
identified, all of which are then translated into a comprehensive action plan.
This document however should be viewed as an evolving document that will
reflect changes in the law, strategy and our achievement of key objectives.

(Goal 1

Legislative Requirements

|

All F&RS will demonstrate their commitment to equality and diversity by
consistently meeting and fulfilling all obligations under law in particular:

e Ensure all relevant polices and procedure are in place, current, agreed
and up to date and reflect all legislative developments

e Ensure all staff are aware of the legal implications for equality and
diversity and their own responsibilities

e Meet the general and specific duties laid down by the RES

o Developing an all encompassing Equality Scheme that will fulfil future
duties that we are expected to meet such as disability equality and
gender equality , tackling any inequalities in service delivery

o Ensuring Equality Impact Assessments are undertaken as appropriate

| Goal 2 Performance Management

The F&RS need to demonstrate measurable progress towards achieving
equality and diversity within its services. In order to achieve this, all F&RS will
meet the specific targets set by:

Performance management systems and targets such as

o The CPA process
Equality Standards for Local Government
Race Equality Scheme (and soon to be Equality scheme)
Government Recruitment Targets
Good Practice such as standards set by external bodies such as
Opportunity Now, Disability Two Ticks symbol, Stonewall, Age
Regular monitoring and review of data should take place so to highlight
progress and achievements as well as enabling appropriate action to take
place when areas for improvement are highlighted.
Benchmarking against equality and diversity initiatives against other Fire and
Rescue services and other public bodies should also take place.
Evaluation of all equality and diversity initiatives not just training should take
place in order for us to be able to demonstrate that we are and have made a
difference and whether or not some initiatives have been successful. This
evaluation will also help shape future policy and developments.

o O O O



rGoaI 3

Organisational Strategy, policy and procedure J

All F&RS need to ensure that their organisation is able to meet legislative and
performance management requirements by:

e That Business planning takes into consideration and reflects all
relevant equality and diversity issues

o Ensuring there is in place an Equality & Diversity policy that underpins
all the service is trying to achieve

¢ Develop a clear and concise Bullying and Harassment policy

o Ensure all staff who participate in Recruitment and Selection have
undertaken training in this area.

e Requiring that Equality and Diversity features into key individual's
objectives

e Equal pay audits are regularly undertaken

o Exit information is obtained in order to capture the experience of all
staff in particular all BME or female staff

¢ Members and Union Representatives are clearly involved in and
champion equality and diversity and support is evident across the
whole of the service

e Appropriate networks and groups exist within each service and across
the region in order to progress initiatives

All services will demonstrate that they are able to respond appropriately to the

needs

of all their staff by:

Supporting those staff who experience health problems or develop a disability
Recognise religious or cultural commitments

Support alternative working patterns which may enable the individual to meet
their work/life demands

Ensuring all policies and procedures are supportive of and inclusive of all the
needs of all the staff

| Goal 4 Recruitment, Selection & Retention |

All services will attempt to ensure that their workforce profile reflects that of

the co

mmunity through encouraging applications from many diverse groups.

To achieve this all fire and rescue services must:

Make sure all targets (national and local) are clearly understood,
communicated and owned

Market themselves appropriately and promote a positive, inclusive image of
the F&RS to encourage applications from under represented groups through
considering the explicit and implicit messages that they contain

Where appropriate use high impact positive action initiatives to encourage
these applications

Ensure all recruitment and selection processes and procedures themselves
support the commitment to equality and diversity



o Develop tracker systems so that it can be understood where these under
represented groups ‘fall’ out of the recruitment process

All services will attempt to retain committed and enthusiastic staff by ensuring
that:

e Al employees have equal access to promotion, secondments, training and
development

o All staff are able to work in a safe and supportive environment free from
bullying, harassment, intimidation, violent, abusive or offensive behaviour

e The contribution made by all members of staff are valued and appropriately
recognised

| Goal 5 Training, Learning & Development J

All services will act as responsible employers by ensuring that all staff have
access to training and development in order for them to be aware of, fulfil and
meet the diverse needs of their colleagues, service users and local partners.
To achieve this, all services must ensure:

e all staff (including members) receive an Induction which covers Service
values, organisational expectations and their own responsibilities for equality
and diversity

o all staff (including members) attend Equality & Diversity awareness training
provision to access to further training and development sessions such as
cultural awareness, disability awareness, gender awareness

o Equality and diversity must also be an integral part of the design and delivery
of all training

e All training, development and learning is designed to cross map with the IPDS
system as well as supporting staff in achieving promotion.

e A Virtual Regional resource room is developed to support the professional
development of those delivering on the diversity agenda and personal
development of all staff

| Goal 6 Communication, Collaboration & Information B

The F&RS will attempt to ensure that all services are accessible, fair and
appropriate to the needs of the diverse populations that they serve:

o All services will attempt to provide services free from discrimination and
appropriate to their needs by working with their local communities and key
stakeholders, attempts should be made not only to identify how to engage
with these key stakeholders but how they can actively be part of any relevant
consultations.

¢ All members of the community should also be aware of how to access our
services or voice their concerns and therefore Information and resources
should be available to all



All staff and our local communities need to be aware of and understand our
commitment to equality and diversity and what this means to them through
each service communicating objectives, requirements and achievements.
Each service should ensure:

e All information is available or could be made available in alternative
languages and formats

o A dedicated Equality & Diversity webpage for both the Intranet and Internet is
developed and kept up to date which can promote activities as well as asking
for feedback from users. The websites should also support the recruitment
process as well as support equality and diversity initiatives.

e All staff should receive a Staff handbook which includes information and
guidance on equality and diversity matters

o A system is developed for collating good practice which is then showcased on
a local and national basis and where appropriate entered for Awards or
developed into a Regional Conference

A quarterly Regional Diversity newsletter is used to support training and
development needs as well as keeping staff up to date with all relevant
changes and amendments

o Station visits are undertaken in each area which also include a Diversity
officer to allow for a two way exchange of information and views which should
help develop future pieces of work

e Promote membership of any local or national groups that we are members of
and fully utilise any benefits that this membership brings.

3 Conclusion

3.1 The North East Fire and Rescue Services are fully committed to equality and
diversity and it is this commitment that has been translated into a meaningful
strategy and action plan. Progress has been made towards the equality and
diversity agenda but specific goals and objectives are to be met if the
authorities are to fulfil all obligations under legislation, performance
management and good practice. Equality and Diversity is the responsibility of
all staff and this responsibility has therefore been reflected throughout the
action plan.



Awoyiny siy) Joj pejejduiod usaqg aaey no palkaib swey

Ainp 2 uo maiAal joquihs sxo1] om] Aljigesiq
jemauols yum Bunuom g pauior

‘Buiuue]d sjeiodion yum Aemuspun
JuSLISSSSE [eulsUl PUE Juswnaop 10Q YdO

[leMaUO0}S Upim Buijjom MoN

aby UC wnio4 siehojdwig/|jlemaucig/ioquiAs
syoi | om] Augesig/mon Auunpoddo

Bupjrewysusg/esnoeid
poon

PDRIAE]

suodal
VdO eanoadsal sisy pajubiubiy senssi Aysieaip pue
>§msvm ocwom@m ay} puodsai 0} pasu _.wmomwmwmn,muw,mo I

aby

oq
|e 0} eAIsnoul aJe seinpado.id pue sapijod |y

uopeIUBLIQ [enxas

vgl yoeoidde jeuoibay

"/00Z @210} Ojul S8Wod
yoiym Aing Ayjenb3 sspue) mau ay} Joj uoijesedaid

PSoUSWILIOD Uoijen|eAs qor

‘Rjijenba poddns swajsAs
Ked ino ainsus 0} pajonpuod aq o} sypne Aed jenb3j

"SUOISSSS SSouaieme pue Bululel) ‘UoIEDIUNWIWOD
[eusajul ‘sbuijeswl Wes) ‘UoIONPUI Je pajelq ale Jels

lopusn
paouswwod yoeoidde jeuoibey awayog Ayienb3 Ajjiqesig mau e jo Bunjeiq Aujpqesiqg
awayss Ajijenbg aoey

‘as3 o}
spJebas yym suonebijqo pue sanjiqisuodsal ‘uone|siba)
‘sainpasoud ‘seioljod JueAs|al jje Jo aieme ale Jess |V

Buiobuo pue pesuswwo)

‘JJe1s Ino ||e JO SS2UBISWNIID paleA ay}
pue uone|sibaj sanjenba Juawno 18|81 A8y} ainsus
0] pamainal sainpasoud pue saoijod pajess ¥H IV

Buiobuo pue pasuswiwio)

31va Ol SS3UO0d

usaq aABY pue juaiund sainpadoid pue saoijod |y

passasse joedw| Ajjenb3

NOILOV

sainpasoid pue saidijod
sjuswuaiinbay aAnejsiba

aNssi

900Z/L0/S0 ®3eQ

8JIAI9S

Vid NOILOV — ADILVYLS /

yodey ssaiboid

SHIAIT TYNOIDI




‘awsyog Ayenb3y
Rusienig ejdwexe o} Buiobuo eonoeid jseq Buneys

JUBWIWWOD
Buiobuo s2sin0o UOIO8|8S R JUBWINIOSY

Ajoyiny siul Joj pelejduiod usaq aaey o palslb sway

"yoeoJidde Jus)sisuod

e Buuinsue se |jlem se asiuadxa pue sjipis ‘ebpamouy
jo Buueys e aAjoAUL pinom yoiym padojsiap oq

pinos sainpaocoid pue saiijod e Joj sjepowl jeuoibey

saoljoeid AlojeulwLoSIp
enaid 0} Buikll se jjam se pue suonebiqo

jebe] sisy) Jo ateme Ajny aq pjnoys ssaoolid uoiosies
By} Ul paAjoAul SOy} pue siao1o Bunuiodde |1y

e

.Muwz

Ajjiqejunosdy g saAd9fqo

SinolABYyag pue senjep

Buiobu

siseq Jejnbal
e uo pauoddns Ajejeudoidde pue pauiel} aje oym

ainpasoid pue Adijod

ssaooud Bujuuejd ssauisng

ainpadsoid pue Aoijod
‘ABajens jeuonesiuebip

31VQa Ol SSaO0d

NOILDV

3aNssli

Vid

I0ILOV —ADILVHLS ALISYIAIA TYNOIODIY



Aouiny siul 4o} pejejdwiods usag aaey 1no pakalb swey

‘sesAoidwe
jeuonesedo jo jsguwinu jews e Ag Aemispun
Ajusiing si sjnpow (] Sulj-Uo ue Jo jeull

$S800.0
Juswinioals jeuoibal xau uo peyuswaidwi g 0]

siseq jenbal e uo Buluies ssauaieme
Ausieni(q pue Ayjenb3 pusye pinoys yeis iy

uononpuj

swia)shs ijoei]

yusuidojaraq |
pue Buiuiea] ‘Bujuiel ]

siseq Jejnbal e uo usyeuspun sjusas pajebie]

uoijoe 9ARISOd

-aoe|d ui dnoib Bunisals jeuoibay

‘sjeob Aysienip pue Ayjenbs suonesiuebio
3y} 0] Yul] PINOM UDIUM 30USI8j81 JO SWIS) Jes|d aney
pinoys dnouib yoe3 -sjeudosdde se uoibai ay} ssoioe

1O 821AJ8S UYOBS UlYIM paulejuiew pue paysiiqelse

10adse siyy "20npo.d oM ey} SjeLsjel [|e ul JUSpIAS
Buidojonap Ajeanoe-oid si Jebeuely suoleoIUNWWOY | [BNSIA pue UsjlM yjoq sebessaw pue sabeuwi sAlisod Bunayiep
380 JO spueJis |je Spnjoul [[IMm Ydiym
9700 woJj sjebie) jo uoisinal al Juswajels Buiep sjeble) JUSWUIBA0S) spiemo} ssaibold sjebie]
uonusiey

pue uonosjeg ‘Jusuniniosy

‘aoe|d Ui S1 8apwwo) 39a V aq pinoys sdno.b pajejas Ausianiqg pue Ayjenb3 sdnoig pue SHI0M}aN
‘senssi AlsiaAlp pue Ajljenba
‘sBunjesw pusye o} Buiuoidwieys ui sjou Jajealb e aye) 0} pabeinoous saAnejuasasday
paliAul usaq aAeH ‘sdai NOSINN palos)e Ajjusdal Z aq p|noys saaljejuasaiday yeis pue sisquispy Hels @ sioquia

'$8800.d 83 UIYIM papnioul Si 18240
39 8UL ‘PasIAal usag SeY Wa)sAs Malaialul JIXT

pesiel aje (093 Jo sanss| ajaym uodn pajoe
pue Pajo8||0o ag PINoYS a2IAIaS aJl4 8y} ulyim Bupjiom
jo sousuiedxa s jenpiAipul ue 0} Buijejal uoneuLIoU|

uopewojuf 3x3

31vd Ol SS=aO0/d

NOILDV

aNnssi

IVid NOILOV —ADILVYLS

[ISHFAIA TYNOIDF

V,
~
. ]



‘afed swoy 8y} woJj SS8008 0] Jaises apell

usaqg @AeY Uoiym sabed Ajjenbz g Alisisai(] peiesso

Apueoal ay) 0} pejsod aq |im sajepdn Jenbey |

‘1senbai
uodn sjeudoidde se jeusjew Buiuiel} jo Buueyg

XiW JapuabyAyoiuyie sjos|ial Ajlignd

Ajuoyiny siu} Joj peejdwiod usag aaey Ino pakalb swey

oA
oy

jeusiug

Hgna HeEls y
Ec@xugﬁm&mmmﬁoﬁgmcozmgﬁcmmvm\,&mﬁmwsv

ueo am yoiym Ajsisaip pue Ajjenbe 0] psjoAsp jsueiul

pue Jaulalu} ey} yiog uo saebed eq pjnoys aiey]

sobed aspp

‘S|elSjeW JUBAS|al JaU}0 pue
SOBPIA ‘SH}00( ‘@SEqelep JUsWnoop & apnjoul pjnom
yoiym padojeAsp aq pinoys WooJ 82In0sal [enIA

sabenbuej

pue S)}euLIo) SAljRUISYY
. uoneuwloju]
pue uoneiogejjod

‘uonesIUNWIWOY |

W00 83IN0S3y

Buiddew ssoun

sanssi AJisIaAlp pue Ajijenba syos|jal siy]

VO BIA paieys a4 |im sajdwexa sonoeld jseg

‘aousuadxa

Jo abueyoxa ue 1o} Mojje 0} os siseq jeuoibal

e uo padojanap aq pinoys siyl sdnoib pajuasaidal
Japun jo sjiyoid asiel o} djay 0} os sabeinoous

aq p|noys s|apou 3|04 pue sawayos Buuojusyy

AKianijeg pue ubisag

S|9PON 9]0y @ Buniojusiy

"JOQUIBAON U! SSejola)sew |jlemauolg e Buipusye
aq ijim seafojdwe swos gidwexa Jjo4 "diysiauped uj

agAew siy] 'yess ||e o} e|qe|jieAe apew pue padojansp

‘siseq [euoibay e Uo paieAlap Si

aq pinoys Ausiani(] BuibBeuepy pue |3 ‘sseuaiemy
Ayjigesiq ‘ssesusiemy Japuac) ‘sssualiemy [einind

jusawdojaragn
Bujuiea Joyun4

31vd Ol SS3¥O0ud

NOILOV

anssi

ISHIAIT TYNOIDIY



Aouiny siu} Joj paje|duwios ussqg aaey o pakaib swsy|

‘wes} jeuoibal Aq uswdojasp Jayunj salinbay

‘sjaljddns ino eousnjjul pue Ajunwiwod
oy ul siafeld A8y Jayjo yum diysuoiiejss dojeas(

ao10e1d poob osed Moys pue a0IAIaS allj 8y} JO
oM oy} WbBIYBIy 0} pasn g pjNoo YoIym S0Ua1aU0d

dnoub Buueslg jeucibay je passnosi( jeuoiBay e Buiysoy 03 usaib aq pjnoys uoijelepisuo) jeutayxgy

‘uoibai ay) ssoioe

pajowioid pue paseys ‘paje|jod Auenbai st sonoeud

~"sajepdn YO40 Aq peoiojuias eq |m pue BulobuQ | poob jey} ainsus 0} paysiiqelss aq 0} spasu walshs v
31VQd Ol SSIHO0™d NOILDY 3Nssi

IV 1d NOILOV — AD3ILVYHLS ALISYIAIT TYNOIOIH

W%

5

-



PREUVENTING PROTECTING RESPONDING

TYNE AND WEAR FIRE AND RESCUE AUTHORITY Item No.6

HUMAN RESOURCES COMMITTEE: 11 SEPTEMBER 2006

SUBJECT: EMPLOYMENT EQUALITY (AGE) REGULATIONS 2006

JOINT REPORT OF THE CHIEF FIRE OFFICER, THE CLERK TO THE
AUTHORITY, THE FINANCE OFFICER AND THE PERSONNEL ADVISOR

1.1

1.2

1.3

2.1

2.2

2.3

24

3.1

Creating the Safest Community u/c_)

INTRODUCTION

Age Discrimination Legislation is due to come into effect from 1 October 2006.
The legislation will prohibit unjustified direct and indirect discrimination on
grounds of age, and harassment and victimisation on grounds of age.

The new law will apply to all workers, employees, job seekers and trainees.

The purpose of this report is to provide information for Members in relation to
the Employment Equality (Age) Regulations 2006; to note that the Chief Fire
Officer is presently assessing the impact of these Regulations upon current
policies and procedures; and also for Members to consider and/or approve the
Management of Retirement Procedure attached to this report.

AGE DISCRIMINATION

Direct discrimination: is less favourable treatment on grounds of age in
employment and will occur where a person is treated less favourably than
another person in a comparable situation.

Indirect discrimination: will occur when selection criteria, policies, benefits or
practice, when applied to all employees causes particular disadvantage to those
people of a particular age group. But as with direct discrimination, indirect age
discrimination will not be unlawful if it can be shown to be objectively justified.

Harassment: is defined as unwanted conduct, that violates a persons dignity or
creates an intimidating, hostile, degrading, humiliating or offensive environment
for that person. Harassment on grounds of age cannot be objectively justified.

Victimisation: is defined as being treated unfairly as a consequence of making
a complaint of age discrimination.

OBJECTIVE JUSTIFICATION

You may treat people differently on the grounds of their age if you have an
Objective justification. In order to show objective justification an employer will
need to be able to show that the discrimination in question is a “proportionate
means of achieving a legitimate aim”. The employer will have to show that
there is a very good reason for treating a person less favourably.
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4.1

5.1

6.1

71

8.1

8.2

9.1

9.2

9.2

GENUINE OCCUPATIONAL REQUIREMENT

It will be lawful for an employer to treat people differently if it is a genuine
occupational requirement that the job holder must be of a particular age. When
deciding if this applies, it will be necessary to consider carefully the nature of
the work or context. In practice, this is likely to be very difficult to demonstrate.

THE NATIONAL MINIMUM WAGE

It will be lawful to follow the age bands and minimum wage levels set out in the
national minimum wage legislation.

SERVICE RELATED BENEFIT

Employers may continue to award pay and benefits to employees based on
length of service. However, for any employee whose service exceeds 5 years
the employer will have to show that the service related benefit must reasonably
appear to fulfil a business need.

UNFAIR DISMISSAL, REDUNDANCY AND STATUTORY SICK PAY

The regulations remove the current age limit for unfair dismissal, statutory
redundancy payments and statutory sick pay. It will continue to be lawful for the
amount of redundancy payments to be calculated using the employees age,
length of service and weekly pay.

OCCUPATIONAL PENSIONS

The regulations will not effect the age at which people can claim their state
pension and will provide exemptions for many age-based rules in occupational
pension schemes.

The Firefighters’ Pension Scheme no longer has a compulsory retirement
provision other than the national default retirement age of 65.

RETIREMENT

The regulations set a national default retirement age of 65 for both men and
woman (to be reviewed in 2011) making compulsory retirement below 65
unlawful unless objectively justified.

Employers will be able to retire employees at 65 or over or, where objectively
justified, at a lower normal retirement age.

Under the new regulations an employer who wishes to retire an employee will
have to inform that employee, at least 6 months (but no more than 12 months)
in advance, of his/her intended retirement date. The employer must also
remind the employee of their obligation to give consideration to any request to
work after the normal retirement age. In order not to raise the expectations of
the employee it should be explained that there is an entitlement to refuse the

request.

Creating the Safest Community
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9.3

9.4

9.5
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10.1

11

12

12.1

11

12

12.1

13

13.1

If the employee requests in writing not to be retired, the employer has a duty to
consider that request before the employee is retired. A meeting should be
arranged within a reasonable period of time to discuss the request.

The new right is only a right to request staying on. The employer can refuse the
request and the employee can appeal against this decision, however, the
regulations do not require the employer to give their reasons for the decision.

A ‘Management of Retirements’ procedure has been produced and is attached
at Appendix A for the information of and approval by Members.

POSITIVE ACTION

The regulations contain an exception from unlawful age discrimination in
relation to acts done or in connection with, training to fit people of a particular
age or age group for particular work or encouraging people of a particular age
or age group to take advantage of opportunities for doing particular work.
ACTION BY THE CHIEF FIRE OFFICER

The Chief Fire Officer is presently undertaking a comprehensive review of all
current policies and procedures to assess the impact of these Regulations and,
where appropriate further reports will be presented to Members for
consideration and/or approval.

FINANCIAL IMPLICATIONS

The financial implications of implementing these Regulations are not considered
to be significant and will be met from existing budgetary provision in the current
year, with future provision made as appropriate.

EQUALITY AND FAIRNESS IMPLICATIONS

The equality and fairness implications are contained within the body of this
report.

HEALTH AND SAFETY IMPLICATIONS
There are no health and safety implications in respect of this report.
RECOMMENDATIONS
The Authority is recommended to:
a) Note that changes that the legislation introduces:
b) Endorse the actions taken by the Chief Fire Officer,
C) Appréve the ‘Management of Retirement’ procedure;

d) Receive further reports as appropriate.

Creating the Safest Community
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BACKGROUND PAPERS

The undermentioned Background Papers refer to the subject matter of the above
report:

e ACAS Guide for employers — Age and the Workplace
e Employment Equality (Age) Regulations 2006

u g Creating the Safest Community



APPENDIX A

Management of Retirement Procedure

1

1.1

1.2

1.3

2.1

2.2

2.3
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Introduction

Tyne and Wear Fire and Rescue Authority is committed to actively preventing
discrimination occurring in all aspects of employment. This document sets out our
policy and approach to managing retirement at the national default retirement age.

The Employment Equality (Age) Regulations 2006 introduce a national default
retirement age of 65 (which is in line with our default retirement age for Green book
staff); this means that it will not amount to age discrimination if employers retire
employees at or above the age of 65. The Government intends to review the default
retirement age in 2011.

The Age Regulations set out a new procedure that must be used for any compulsory
retirement referred to as the duty to consider procedure. The duty to consider
procedure requires employers to consider any request made by an employee to work
beyond the national default retirement age. The way in which the Authority is
approaching the duty to consider procedure is set out later in this document.

Policy Statement

It is the Authority’s policy to retire employees at the national default retirement age of
65 years, which will be known as a planned retirement date. As a major employer we
are committed to ensuring that we have a diverse workforce that represents all
sections of the community. We understand that an increasing proportion of the
workforce may wish to consider working beyond the national default retirement age.

Therefore, as long as an employee is fully fit and competent in their role and the
Authority still has a need for employees to do the type of work carried out by the
employee, an individual may, at the Authority’s discretion, be allowed to work beyond
the age of 65.

No employee will be required to undergo a medical assessment to show their fitness
to work simply because of their age. A medical assessment should only be carried
out where there is a justified reason for doing so for example, the employee is in an
operational Firefighting role or there is reason to be concerned over the person’s
fitness for work or to fulfil a health and safety or statutory requirement.

In accordance with the duty to consider procedure outlined in the Age Regulations an
employee will be given prior written notice of the Authority’s intention to retire them
on reaching age 65. This notice will be issued no earlier than one year and not later
than six months prior to the intended date of retirement. This notice will include
details of the procedure for an employee to request working beyond the intended

retirement date.

0
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2.6

2.7

3.1
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4.2

4.3

Should the Authority agree to an employee continuing to work beyond the age
of 65, a new planned retirement date may be agreed at the time of granting
any extension to work beyond 65.

An individual may request that employment continue indefinitely, for a stated
period or until a stated date, however to ensure that individual needs and the
duty to consider process can be accommodated, it is suggested that the new
planned retirement date should be set no earlier than 6 months and that a
stated date or review period is mutually agreed.

An employee may submit further applications to work beyond any new
planned retirement date in line with the procedures outlined in the Authority’s
duty to consider procedure, however only one request to carry on working
during an intended retirement date may be made.

Benefits of the Retirement Policy

By ensuring that opportunities are presented to retain older employees this
will;

o Demonstrate that the Authority values all employees as individuals and is
committed to supporting their specific needs;

e Encourage and enable managers and employees to work in partnership to
understand and to meet the needs of both the service and the individual;

¢ Allow the Authority to become an employer of choice through
demonstrating commitment to employees;

¢ Assist with the retention of employees and allow the Authority to develop a
highly trained and committed workforce.

Planned Retirements

The following conditions must be met for a retirement to be considered as a
‘planned retirement’;

¢ the retirement takes effect at the national default retirement age of 65;

« the retirement takes effect at the employer’s justified normal retirement
age;

o the employer has given at least 8 months written notice to the employee
of the retirement date.

A retirement will also be considered as planned, where the retirement would
have taken place on another planned retirement date, but was delayed due to
the employer complying with the duty to consider working beyond that date.

It is possible for an employee to request early retirement and requests will be
considered in line with the Authority’s current procedures.



4.4

5.1

5.2

6.1

7.1

7.2

8.1

8.2

Retirement will be added to the list of potentially fair reasons for dismissal set out in
the Employment Rights Act 1996. This allows an employer to dismiss fairly an
employee at age 65 or above provided the dismissal is for retirement, and it takes
effect on a planned retirement date.

Unplanned Retirements

The Authority will not dismiss an individual for reasons of retirement, on a date which
is not a planned retirement date.

The new section s.98Z of the Employment Relations Act 1996, states that to dismiss
an employee, where they have not been notified of the right to make a request not to
retire on the intended retirement date would be considered an unfair dismissal.

The Duty to Consider Procedure

The Authority will give employees written notification of the date on which they intend
to retire them, outlining the employee’s right to make a request to work beyond
retirement. This notification will be given not more than 1 year and not less than six
months prior to the planned retirement date. If for any reason notification is not
provided within this timeframe, notice must be given at least 14 days before the
retirement dismissal takes place.

Roles and Responsibilities

The HR Department will be responsible for making sure that employees are given
proper notification that they will be retired. As part of the workforce planning process,
the HR Department is aware of the potential retirement dates for all employees.

The HR Department must ensure that an employee’s retirement is managed in line
with this policy. Whilst an employer does not have to substantiate a retirement
dismissal other than the dismissal is for reasons of retirement; retirement is
anticipated to be largely employee driven. Retirement should not be used as an
alternative to capability, disciplinary or redundancy dismissals.

Requests to Continue Working

Employees wishing to submit a request to work beyond retirement should do so in
writing at the earliest possible opportunity; this should be submitted not less than 3
months before the planned retirement date.

An individual may request that employment continue indefinitely, for a stated period
or until a stated date, however to ensure that individual needs and the duty to
consider process can be accommodated, the new planned retirement date should be
set at no earlier than 6 months and that a stated date or review period is mutually
agreed.



8.3

9.1

9.2

9.3

9.4

9.5
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10.1

Only one request in relation to working beyond an intended retirement date can be
made, therefore, where an extended period is agreed it is recommended that this is
subject to regular reviews to ensure that an individual is able to submit such requests
at an appropriate time.

Considering Requests to Continue Working

All requests must be made to the Chief Fire Officer and will be given full and fair
consideration and no employee will be expected to undergo a medical assessment to
show their fithness to work simply because of their age. A medical assessment should
only be carried out where there is a justified reason for doing so for example, the
employee wishes to continue in the operational role or there is reason to be
concerned over the person'’s fitness for work or to fulfil a health and safety or
statutory requirement.

The use of retirement should not be an alternative to redundancy and in any
redundancy situation; age should not be a factor in determining selection.

Equally the use of retirement should not be an alternative to managing capability
which should be managed in line with the Authority’s Disciplinary procedures.

It may be appropriate to consider alternative working patterns as part of a phased
approach to retirement and managers and employees are encouraged to consider all
options available in line with business and individual needs.

The Authority is not required to give an employee a reason for refusing a request as if
the retirement procedure has been followed the reason for dismissal will always be
retirement. Employment Tribunals will not hear a claim challenging the adequacy of
an employer’s reason for refusing a request as retirement is considered to be a fair
reason for dismissal.

Responding to Requests to Continue Working

Employees will receive a written, dated response to their request as soon as is
reasonably practicable and usually within three months prior to their planned
retirement date indicating that either:

o the employee may continue to work beyond retirement and that a new
planned retirement date has been agreed, or

o that the employee may continue to work beyond retirement and that a
meeting has been arranged to agree a new planned retirement date, or

o that the employee’s request has been refused and that a meeting will take
place to discuss the request.

It is not necessary to hold a meeting where the request is agreed.



10.2 If an employee’s request is declined, a meeting to discuss this should be held as soon as
is reasonably practicable. Employees may be accompanied by a trade union
representative or a work colleague. The employee’s representative may confer with the
employee during the meeting; however they should not answer questions that are put to
the employee.

10.3 If the meeting cannot be held within a reasonable period, employees may be informed of
the Authority’s decision in writing. In this situation steps must be taken to ensure that the
employee’s views are known and considered. The employee should be given a response
at the earliest opportunity.

10.4 Any response to a request to work beyond a planned retirement date must be given in
writing and dated. If the notification relates to a refusal to grant working beyond
retirement, the letter should confirm that the employee will be retired and the date on
which this will take effect, and include details of the appeals procedure.

11 Appeals

11.1 - As an appeal may potentially end in dismissal, and to ensure all appeals are treated fairly
and consistently, appeals will be heard in line with the Authority’s current dismissal
appeals process. Details can by found in the Disciplinary Procedures.

11.2 If an employee wishes to appeal against a decision to refuse a request to work beyond
retirement, they should submit a written and dated request to the Chief Fire Officer,
setting out the grounds of their appeal. Any appeal should be made as soon as is
reasonably practicable.

11.3 The appeal will be heard in line with the aims of this policy under the Disciplinary appeals
procedures as laid out in Admin Procedure 3.5.

12 Procedural Flow chart

12.1 A flow chart outlining the stages in the duty to consider procedure can be found below.



How the ‘Duty to Consider’ process works

HR identifies that employee will reach default retirement age (65) within the next 12 months.

Notice must be issued at least 6 months and
not more than 12 months before the intended
date of retirement.

HR team issue written notification of the intended date of retirement, including details of their
right to request working beyond the intended retirement.

Request to Continue

Request to Retire

Working l

!

Within 3 — 6 months of the intended
retirement date the employee submits a
written request to work beyond planned

Employee submits written confirmation of
intention to retire on planned retirement
date.

retirement date.

v

Chief Fire Officer considers employee’s
request.

HR complete arrangements for retirement
dismissal

Request Approved

A 4

Reuu_e_s_‘iej_e.c_te_d_l

Request is approved and a new planned
retirement date is agreed. Employee is
5 given written dated confirmation of the
outcome, setting out the new planned

Employee is invited to attend a meeting to
discuss request. Consideration is given to
request and employee is notified of
outcome.

retirement date.

Appeal Accepted

Request Approved

4 Request Rejected

Employee is issued with written refusal of
request setting out date for dismissal and
details of the appeals process.

v

Employee’s written appeal is received.

Appeal Accepted

y

Appeal is heard in line with the Authority’s
dismissal appeals process.

Appeal Rejected

Employee is notified in writing of decision
and date of retirement
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TYNE AND WEAR FIRE AND RESCUE AUTHORITY

Item No.7

HUMAN RESOURCES COMMITTEE: 11 SEPTEMBER 2006

SUBJECT: NATIONAL ASSESSMENT AND DEVELOPMENT CENTRE PROCESS

JOINT REPORT OF THE CHIEF FIRE OFFICER, FINANCE OFFICER AND

PERSONNEL ADVISOR
1 INTRODUCTION
1.1 Following the introduction of the Fire and Rescue Services Act 2004, the Fire

1.2

1.3

1.4

Services (Appointment and Promotion)(England and Wales) Regulations 2004
were repealed. Guidance, issued by the Department for Communities and Local
Government (DCLG previously ODPM), replaced those regulations and was
intended to help fire and rescue authorities (FRAs) ensure that they assess,
develop and promote staff on the basis of good practice in accordance with
legal requirements and the principles of the Integrated Personal Development
System (IPDS).

In addition, the Fire and Rescue Service National Framework 2004/5 stated that
authorities should "use the nationally developed personal qualities and
attributes for assessing the potential of candidates for a new operational ...
role". The "Personal Qualities and Attributes" (PQAs) have been developed for
operational staff at the three managerial levels (supervisory, middle and
strategic) within the IPDS role structure. These PQAs define the behaviours
required for effective performance in managerial roles. It is important to note
that this process applies equally to all staff i.e. operational and corporate staff.

The PQA framework should be used to assess people's potential to develop the
skills, knowledge and understanding to perform effectively in a new role. Within
the IPDS system, the outcome of these assessments will determine access to
development programmes and this, in turn, will help determine access to
promotion opportunities. Together with other IPDS guidance material, the PQAs
will also help inform development needs and learning objectives for individuals.

To that end, DCLG (ODPM) sponsored the production of a national Assessment
and Development Toolkit for the UK Fire and Rescue Service. This toolkit
effectively replaces previously utilised assessment processes within the Service
as a whole. In fact, the latest National Framework 2006-08 makes it clear that
Central Government’s expectations are that authorities will use the new national
Assessment Development Centres (ADC) processes, which were designed to
measure the PQAs, and have them in place before April 2007. It is pleasing to
report that this Authority will have the full ADC process in place including
regional collaboration by April 2007.

Creating the Safest Community
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2.1

2.2

2.3
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2.5

2.5.1

3.1

3.1.1

THE NATIONAL ADC PROCESS

Nationally three ADC toolkits have been developed and issued to authorities for
use, namely:

e Supervisory Manager- for roles of Crew and Watch Manager;
¢ Middle Manager- for the roles of Station and Group Manager,
o Strategic Manager — for the roles of Area and Brigade Manager

During 2005, the Chief Fire Officer examined the potential requirements of the
Supervisory and Middle Manger ADC. It was obvious from the resource
requirements inherent within the process, and following the guidance issued
with the process, that full implementation could only be achieved on a regional
basis. Therefore, the Chief Fire Officer in collaboration with the other North East
Fire and Rescue Services, decided that the full ADC process be piloted during
2006 primarily to provide further information as to future resource requirements
and budgetary implications.

The first ADC to be implemented on a regional basis was the Supervisory
Manager ADC with a regional advert being placed in January 2006. The whole
process continued until June 2006.

In July 2006, the Middle Manager ADC commenced and it is envisaged will run
until December 2006.

The following information offers a brief outline of the process and a breakdown,
of the involvement of candidates, assessors, role players and resources for the
Supervisory ADC with a forecast included for the Middle Managers ADC.

Each ADC is has 2 main stages:

Stage 1 is the Initial Test of Potential (ITOP) comprising of 2 parts, both tests
are completed in a controlled environment, candidates must be successful in
the ITOP to enable them to progress to the full ADC. Members should note that
resource requirements for this stage of the process are minimal and can be
contained within current budgetary headings.

Stage 2 is the full ADC comprising of different role related exercises which will
takes one working day to complete. Members are advised that only six
candidates can be assessed during any one day, due to the in-depth
assessment processes utilised.

OVERVIEW
Supervisory Manager ADC

Stage 1 is the Initial Test of Potential (ITOP) comprising of 2 parts, both tests
are completed in a controlled environment, candidates must be successful in
the ITOP to enable them to progress to the full ADC. Members should note that
resource requirements for this stage of the process are minimal and can be
contained within current budgetary headings.

Creating the Safest Community



PREUVENTING PROTECTING RESPONDING

3.1.2

3.1.3

3.14

3.1.5

Stage 2 is the full ADC comprising of different role related exercises which will
takes one working day to complete. Members are advised that only six
candidates can be assessed during any one day, due to the in-depth
assessment processes utilised.

The candidate numbers involved from the application form stage, through the
Initial Test of Potential and to the final ADC are as follows:

Applications Received Passed ITOP % pass
TWFRS 105 52 54.6%
CFRS 44 24 54.5%
NFRS 17 8 47%
DDFS 32 18 56.25%
Total 198 102 51.5%

Candidates passing the IToP are in the process of completing the next stage of
the ADC and it is anticipated that this will be completed by October 2006. Within
the next stage each FRS has the following percentages of candidates:

Tyne and Wear Fire and Rescue Service 50%
Cleveland Fire and Rescue Service 24%
Northumberland Fire and Rescue Service 8%

Durham & Darlington Fire and Rescue Service 18%

In order to complete the ADC prior to role related testing, each session required
the following staffing levels:

1 Centre Manager (2 days each)
6 Assessors (2 days each)

6 Role players (1/2 day only)

1 Administrator (2 days)

As can be seen there were 18 days required for this section of the ADC
process, staffing requirements were met in co-operation with FRS from the
region with this Authority providing accommodation, administrative support and
subsistence.

In order to ensure that the each of the 18 days for ADCs were appropriately
resourced, each FRS provided the following staff, which were Centre Manager
(CM), Assessor (Ass) and Role Player (RP):

CcMm Ass RP Total Days
CFRS 4 70 10.5 84.5
NFRS 12 42 0 54
TWFRS 6 52 26.5 84.5
D&DFRS 14 52 14 80

Creating the Safest Community
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3.2

3.2.1

3.2.2

3.2.3

3.24

3.3

3.4

41

4.2

Middle Manager ADC

The process for the Middle Manager ADC (which includes all categories of staff)
commenced in July 2006 and is anticipated to be completed by December
2006. At this stage initial analysis of applicants and progress through the IToP
is as follows:

Regional Applications Received Passed ITOP % pass
Total 150 80 53%

In order to complete the ADC process for this number of candidates will require
14 ADCs and a total of 350 working days to complete, plus accommodation,
administration and co-ordination. In addition, the staffing requirements for the
process are higher than those for the Supervisory Manager ADC, therefore the
costs associated with operating this process will be higher per candidate.

The resource requirements for the fourteen ADC sessions are as follows:

1 Centre Manager (2 days each)
6 Assessors (2 days each)

9 Role players (1/2 day only)

1 Administrator (2 days)

The main increase in staffing for this ADC is that there is an additional
requirement for 3 role players per session. It should also be noted that only six
candidates can be assessed during each full ADC day due to the in-depth
assessment procedures utilised.

This process is presently underway and is being resourced in co-operation with
all FRS’s in the region. Costs associated with this and the Supervisory ADC are
being contained within present budgetary allocations in each authority.

The Chief Fire Officer will be presenting further detailed reports for the
consideration of and approval by Members in relation to the full ADC pilot
results and associated financial implications in March 2007.

FINANCIAL IMPLICATIONS

Financial analysis of the Supervisory ADC indicates that this Authority incurred
costs in the region of £42,000 for 52 candidates (approximately £800 per
candidate). The majority of the costs are associated with the second part of the
ADC process which includes role play requiring high staff numbers. The costs in
other authorities have been accounted for by them but as can be seen in
paragraph 3.1.3 for a lower number of candidates.

In addition to the above, the ADC process does require significant support
which includes accommodation, administration, subsistence and co-ordination.
On this occasion, this Authority has provided these facilities in co-operation with
the other FRS’s. It is estimated that taking all costs into account would mean
that the process will cost in the region of £1000f per candidate for this Authority
in 2007/08 and future years.
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4.4

45

5.1

6.1

7.1

Initial analysis indicates that the costs incurred in the Middle Manager ADC will
be similar to those outlined above primarily due to the fact that at this stage a
smaller number of candidates are involved but increased staffing is required.

Later this year the Strategic Manager ADC will be piloted. Here again the costs
associated with running this process are anticipated to be in the region of
£1,000 per candidate but again with a reduced number of candidates applying
for the process each year.

It is estimated that in a full year costs associated with operating the full ADFC
process in this Authority may be in the region of £154,000 per annum. However,
a substantial proportion of these costs are the salaries associated with staffing
provisions. These are presently being provided by utilising existing staff
resources diverting officers from their normal day to day duties in order to meet
the requirements of the ADC process. The Chief Fire Officer is presently
examining the possibility of resourcing this ADC process at a regional level with
each FRS supporting the process both financially and with appropriate staff. For
2007/08, provision will be made in the estimated revenue budget for the ADC
process based upon the principles and costings provided in this report.

EQUALITY AND FAIRNESS IMPLICATIONS

The ADC process applies equally to all staff therefore there are no implications
in this respect.

HEALTH AND SA#ETY IMPLICATIONS
There are no health and safety implications.
RECOMMENDATIONS

Members are recommended to:-

a) Consider the interim results from the interim pilot of the full ADC
process and the significant resources required to support the system;
and

b) Agree that the Chief Fire Officer examines the potential to undertake
this process at a region tier; and

c) Agree that provision will be made in the estimated revenue budget for
2007/08 for the full ADC process subject to further reports being
submitted.

BACKGROUND PAPERS

FSC 51/2004
National Framework 2004/05
National Framework 2006/08
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TYNE AND WEAR FIRE AND RESCUE AUTHORITY

HUMAN RESOURCES COMMITTEE: 11 SEPTEMBER 2006

Item No.8

SUBJECT: FIRE AND RESCUE SERVICE CIRCULAR 49/2006 -

IMPROVING SICKNESS ABSENCE MANAGEMENT IN THE FIRE
AND RESCUE SERVICE FOR ENGLAND

REPORT OF THE CHIEF FIRE OFFICER

1.1

1.2

1.3

1.4

2.1

2.2

INTRODUCTION

The Fire and Rescue National Framework 2006-08 (chapter 5) outlines the
need for Fire and Rescue Authorities to take effective steps to improve sickness
absence management and reduce ill health retirements.

Effective sickness absence management is also embedded in the Chancellor of
the Exchequer's public sector efficiency programme and Office of Government
Commerce (OGC), National Audit Office (NAO) and Audit Commission public
sector performance audits. '

Effective sickness absence management is also key to the Ministerial Task
Force on Health, Safety, and Productivity's (MTF) aim of reducing working days
lost to sickness absence across the public sector by 30 per cent (equivalent to
an average of 7.5 days lost per public sector worker) by 2010.

This circular informs Fire and Rescue Authorities (FRAs) that the Department
for Communities and Local Government (DCLG) is working in partnership with
the Health and Safety Executive to undertake a study of sickness absence
management in the Fire and Rescue Service for England. This is to support the
FRA as it strives to improve sickness absence management. It is envisaged the
first stage of the study will report in spring 2007.

JOINT PROJECT TO REDUCE SICKNESS ABSENCE

The Fire and Rescue National Framework 2006-08 refers to joint proposals
from the Health and Safety Executive and DCLG for a study of sickness
absence management in the FRS and to design improvements in sickness
absence management that are in line with MTF recommendations.

The project will:

e Explore patterns and causes of sickness absence;

e Assess current sickness absence management systems across the
FRS;

e On the basis of the research findings, develop approaches for enhanced
FRS sickness management systems and processes, using good
practice where possible;
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o Develop and evaluate a pathfinder project that trials any enhanced
sickness absence management systems and processes with a small
number of FRS's.

2.3  The project will be divided into three phases:

¢ Phase 1 (Summer/Autumn 2006) - Research by DCLG/HSE and an
independent research contractor;

e Phase 2 (Early 2007) - Identify best practice;

e Phase 3 (Summer 2007) - Possible pathfinder project to trial processes
developed in phases 1 & 2.

2.4 Members are advised that phase 1 of this study is intended to commence in
September/October 2006.

3 NEXT STEPS

3.1 In September/October 2006 every FRA in England will be contacted by DCLG
analysts and asked to take part in a survey including a questionnaire on
sickness absence data collection and the management information systems in
place. DCLG will analyse the results from these questionnaires.

3.2 The Authority may then be selected to take part in the next stage of phase 1
research. If so, the Authority you will be contacted by an independent research
contractor in late 2006. The research contractor will be undertaking in-depth
interviews with staff at a sample of FRA's in England. Information staff provide
to the independent research contractor will be treated in confidence and will be
reported in a way that will ensure that individual staff members and the local
FRS cannot be identified.

3.3 As Members are aware the Authority has made inroads into reducing sickness
absence in recent years, but there is a long way to go. The Chief Fire Officer
therefore welcomes this project which, it is envisaged, will produce positive
initiatives for future consideration by the Authority.

4 HEALTH AND SAFETY IMPLICATIONS

41 There are no health and safety implications in respect of this report.

5 EQUALITY AND DIVERSITY

5.1  There are no equality and diversity issues by virtue of this Circular.

6 RECOMMENDATIONS

6.1 Members are recommended to:

a) Welcome the initiation of the project sponsored by DCLG;

b) Approve the participation in the project subject to invitation;
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C) Receive further reports as appropriate.

BACKGROUND PAPERS

The undermentioned Background Papers refer to the subject matter of the above
report:

e Strategic Plan 2006-2010
e FSC 49/2006

Creating the Safest Community
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TYNE AND WEAR FIRE AND RESCUE AUTHORITY Item No.9

HUMAN RESOURCES COMMITTEE: 11 SEPTEMBER 2006

SUBJECT: REVIEW OF THE RACE EQUALITY SCHEME - ACTION PLAN

JOINT REPORT OF THE CHIEF FIRE OFFICER, CLERK TO THE AUTHORITY, THE
FINANCE OFFICER AND PERSONNEL ADVISOR

1 INTRODUCTION

1.1 Members will be aware that the Race Relations (Amendment) Act 2000 came
into force in April 2001 (minute No 16 of 2001 refers).

1.2 The purpose of this report is to advise the Authority that a review of the Race
Equality Scheme — Action Plan has been completed by the Chief Fire Officer.

2 BACKGROUND
2.1 The Race Relations Act 1976 as amended by the Race Relations (Amendment)
Act 2000 gave to public authorities a general duty to promote race equality.
Under the duty public authorities must aim to:-
» Eliminate unlawful racial discrimination;
= Promote equality of opportunity;

= Promote good relations between people of different racial groups.

2.2 The aim of the duty is to make the promotion of racial equality central to the work
of all public authorities. This general duty also expects public authorities to take
the lead in promoting equality of opportunity and good race relations, and
preventing unlawful discrimination.

2.3 In practice, the Authority is required to take account of racial equality in the day
to day work of policy-making, service delivery, employment practice and other
functions. In order to achieve this, two factors must be taken into account:-

e The weight which the Authority attaches to racial equality should be in
proportion to its relevance to a particular function

e Since the Authority must meet all three parts of the General Duty,

arrangements must ensure that all policies and services are considered for
their impact on race equality.
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In effect, this duty and its greatly widened application means that the Authority is
required to consider the implications for racial equality in everything undertaken
as part of the provision of Fire and Rescue Service.

REVIEW OF THE RACE EQUALITY SCHEME - ACTION PLAN

Under the legislation, the Authority prepared and published its first Race Equality
Scheme by 31% May 2002 (minute 16 of 2002 refers), which was reviewed in
2005 and appropriate amendments made. A further full review of the Scheme is
scheduled to take place during 2008.

The Legislation also requires the Authority to annually:-

e Review the Action Plan;
e Produce employment statistics in relation to ethnicity;
e Review Policies and Procedures.

In reviewing the Action Plan, the Authority must consider two specific issues,
namely:-

3.3.1 Policy and Service Delivery

e To assess and decide whether a function or policy is relevant to the
general duty;

e To assess and consult on the likely impact of proposed policies and
changes to existing policies;

e To establish processes for monitoring any adverse impact;
e To publish results of assessments consultation and monitoring carried out;
e To ensure that the public has access to information and public services;

e To train staff to carry out their duties.

3.3.2 Employment

e To monitor the ethnicity of staff in post and applicants for job promotion
and training;

o To monitor the ethnicity of individuals and analyse information in relation
to grievance, disciplinary action, appraisals, training, dismissals and
leavers;

e To publish the results of ethnic monitoring on an annual basis.
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3.3 The Chief Fire Officer has undertaken a review of the Scheme and action plan in
accordance with the legislation and a revised plan is attached at Appendix A for
consideration and/or approval by Members.

3.4 Members should note that the full recruitment statistics are not yet available and
will be subject of a future report. In addition, all policies and procedures are
currently being reviewed in light of the Race Equality Scheme.

4 PROGRESS MADE DURING 2005/06

4.1 In considering the requirements of the above, the Chief Fire Officer is pleased to
report that in 2005/06 the Authority has:

v Established a Regional Black and Minority Ethnic (BME) group in partnership
with the Fire and Rescue Services of the North East

v Extended the availability of key safety and contact information on the website
www.twfire.gov.uk to include the following languages:-

English
Bengali
Urdu

Hindi
Punjabi
Portuguese
Kurdish
Farsi
French
Cantonese

v Introduced the option via an external link for the whole of the web site to be
translated into:-

Russian
German
Spanish
[talian
Japanese
Greek
Dutch
Korean

v Formalised a policy on translation and interpretation services

Creating the Safest Community
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v

Ensured the availability of Introduction to Islam and the Muslim Culture training is
available to all employees via their Personal Development Plans

Increased the number of Home Fire Risk Assessments in target areas
Worked in conjunction with the Orthodox Jewish Community

Worked with Compact for Race Equality in South Tyneside (CREST) and the
communities of South Tyneside

Commenced Equality Impact Assessments and implemented an internal
Administrative Procedure for advice and guidance.

Ensured Diversity & Equality awareness sessions are scheduled into the
Firefighter quarterly training programme in conjunction with the Fire Brigades
Union

Extended Diversity & Equality training to Corporate staff.

Job advertisements forwarded to Commission for Race Equality for circulation to
it's members

Meals can be provided for external training to meet the ethnic needs of attendees

Introduced a methodology to record attacks on Fire Crews including racist
incidents

Provided statistical information on applications for employment to the Diversity &
Equality Committee, including Ethnicity

Adopted the National Fire and Rescue Service Core Values to underpin its’ vision
and values

5 PROPOSALS FOR 2006/07

5.1

in order to maintain progress In delivering race equality throughout the Authority,
the Chief Fire Officer proposes the following objectives are incorporated into the
action plan:

e Work towards a local Positive Action event taking into account
the statistical information provided by the Recruitment and
Selection team

e Regional Positive Action event to be arranged to coincide with
black history month
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Ensure that the Service Procurement Policy does not
disadvantage minority led business

e Work with the Refugees in Sustainable Employment (RISE)
project with regard to work placements for BME people trying to
find employment

e Statistics to be made available in relation to racist attacks on
Fire Crews

e Re-visit the current translation provision

e Statistics on the number of Home Fire Risk Assessments
carried out in BME premises to be compiled for 2006/07

5.2 A comprehensive monitoring programme of the workforce is underway and it is
proposed to use the findings in order to develop further strategies to increase
BME representation within the workforce. It is envisaged that this will involve
liaising with the Regional Diversity Manager and working towards achieving the
Risk Based Action Plan that has been formulated and is part of the regional
equality and diversity strategy.

5.3 Positive action carried out during the last recruitment campaign has led to a
significant increase in the number of applications received from BME people. The
Authority has not however, seen a subsequent increase in the numbers of BME
people gaining success through the testing process and investigations are
underway as to the reasons for this. On completion, a comprehensive
programme will be implemented to address these issues.

5.4  During 2005-2006 the Authority has successfully reviewed its’ recruitment and
selection procedures in line with national and regional recommendations. The
Authority is now utilising the National firefighter point of entry selection tests that
have been reviewed in order to remove any unintentional discriminatory
procedures or standards that may have been prohibitive to the recruitment of
BME people that are currently underrepresented within the Service.

55 Regional Assessment Development Centres (ADC) commenced in September
2005 and all candidates are questioned and assessed in Diversity & Integrity.

5.6 All application forms and interviews have a question about Diversity & Equality
and panel members must have attended Recruitment & Selection training.

Creating the Safest Community
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5.7

6.1

7.1

8.1

The total number of complaints received during the period 1 April 2005 to 31°
March 2006 was 10, of which 2 were from persons who declared themselves as
‘other’ under the recognised Ethnic Groups as recommended by the Commission
for Racial Equality. Both complaints were investigated under current procedures
and the necessary action taken to prevent any recurrence.

FINANCIAL IMPLICATIONS

There are financial implications associated with delivering the Race Equality
Scheme and Action Plan. Provision has been made in relevant budget headings
for this financial year.

HEALTH AND SAFETY IMPLICATIONS

There are no health and safety implications in respect of this report.

RECOMMENDATIONS
Members are requested to:
a) Endorse the progress made in respect of Race Equality;

b) Consider the Action Plan as outlines in the Appendix to this report
and in appraising the actions provide comments as appropriate;

C) Receive further reports as appropriate.

BACKGROUND PAPERS

The undermentioned Background Papers refer to the subject matter of the above report:

Race Equality Scheme 2005-2008
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