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Foreword

Terry Walker

Kevin Pearson

Chair of Avon Fire Authority

Chief Fire Officer/ Chief
Executive of Avon Fire &
Rescue Service

Avon Fire & Rescue Service (AF&RS) is committed to providing services that meet the needs of all
our communities, and recognises the needs of our staff groups. We will continue to work towards
mainstreaming equality until it becomes an integral part of all our activities.
We regard equality work as fundamental to any modern public service that is inclusive to the needs
of all the community and has a diverse workforce enriched with many talents. We are proud of the
equality work already delivered by AF&RS and believe the journey we are on will continue that work
to great effect.
We recognise the challenging times we are in, but believe that our inclusive approach is the most
effective method for reducing risks to the communities we serve. We value our workforce, not only
as colleagues who deliver an excellent service, but as individuals entitled to dignity and respect.
We want to ensure we create an environment in which all staff are able to perform in their role
and reach their full potential. The Elected Members of Avon Fire Authority expect all employees,
partners, suppliers and contractors to make a full contribution to our equality and diversity work.
The equality review we have undertaken has provided the opportunity to fully reflect on where we
are and consider improvements that still need to be made. We will focus on measures intended to
eliminate discrimination and harassment along with promoting equality and access to services. We
will endeavour to provide both leadership and support to assist with the delivery of these activities.
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Introduction
The purpose of this report
The main purpose of this report is to provide an overview of the arrangements that AF&RS has in
place to eliminate discrimination, advance equality of opportunity and foster good relations.
The report looks back over the previous 12 months from January to December 2013, highlighting
the key areas of work in relation to equalities; successes and notable examples of good practice,
and areas where we feel that improvements can be made. We also take a brief look ahead to
introduce some of our plans in relation to equality and diversity for the coming year.
We are only able to highlight the key areas in this document. There are also other published
documents that outline in much greater detail the work AF&RS has been involved which furthers the
aims of the Equality Duty. We have made reference to these documents throughout this publication
and all are available on our website at www.avonfire.gov.uk or on request.

The format of this report
This report is split into five main parts. Following this introduction, part two provides an overview
of AF&RS from an organisational perspective, explaining what we do, the areas we cover and
our vision, mission, aims and objectives in relation to equalities and diversity. This section also
includes information about our staff, such as how we train and support them, and statistics about
our workforce in relation to the protected characteristics of disability; age; race; religion or belief;
gender reassignment; gender; sexual orientation; marriage or civil partnership; and pregnancy
and maternity. This provides an understanding of how the make-up of our workforce reflects the
communities we serve.
Part three focuses outwards, examining the demographic make-up of our communities because
this information has a direct bearing on the direction of the work we do and in determining our
priorities.
Part four outlines the law and our responsibilities in relation to equalities, our management and
planning framework and associated processes that support us in meeting the aims of the equality
duty.
Part five describes some of our primary intervention mechanisms and highlights some of the events
that we have attended which have been designed to improve outcomes for people with protected
characteristics and other vulnerable groups.
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Avon Fire & Rescue Service in context
What we do
Many people believe that our sole function is to provide an emergency response to incidents of
fire, road traffic collisions, flooding, biochemical hazards and other incidents. However, we also
work hard to reduce the risk of death and injury by providing safety advice and guidance within our
communities.
We also work with those responsible for businesses, accommodation and public buildings to ensure
that these spaces are safe for people to use. When fires occur, we investigate and identify the
causes to learn lessons.
We cover an area of 134,753 hectares and serve a population of over one million people living in
Bath & North East Somerset (B&NES), Bristol, North Somerset and South Gloucestershire. We
employ just over 900 people working as full and part time firefighters, fire control operators and
support staff. We have 23 fire stations spread throughout the area and our Headquarters is in
Bristol city centre. Our fire stations operate 24 hours a day, 365 days a year and are staffed by a
combination of wholetime (full-time) firefighters and retained duty (part-time, on call) firefighters.
Avon Fire Authority has overall responsibility for AF&RS. It consists of 25 elected representatives
drawn from the four councils of Bath & North East Somerset (B&NES); Bristol; North Somerset and
South Gloucestershire; which together make up the former Avon area.
The fire authority must ensure that AF&RS is efficient, effective and works with partners to meet
the needs of local communities. Statutory and overall responsibility for determining policy and
effective implementation lies fully with the fire authority. One sub-committee of Avon Fire Authority
is the Equalities Forum which is responsible for providing oversight and scrutiny of the equality and
diversity work of the organisation.

Our mission, vision, values and objectives
• Our vision is for our people to be motivated and inspired to make all of our communities safer.
• Our mission is to improve public safety through prevention, protection and response.
• Our values are integrity, trust, respect, learning, can-do and openness. These values were
developed by our staff.

Corporate objectives:
• To make the Avon area safer by preventing, protecting and responding.
• To become more effective, efficient and economic.
• To continue to ensure our staff are well supported and their health, safety and welfare is a
priority.
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Equality objectives:
• To create a work environment that is free from discrimination for employees, stakeholders
and members of the public. This includes anyone affected by service delivery, planning,
employment or partnership.
• To embrace and value diversity and acknowledge individual difference through our work plans,
practices, policies and procedures.
Together, our mission, vision, values and objectives help us to meet our statutory duties to promote
equality.
Underlying all our objectives and targets is our main focus of preventing fires, non-fire emergencies
and false alarms from occurring in the first place. Much research exists which tells us that certain
households, groups and communities are more vulnerable to fire than others, which in other words
suggests that fire discriminates.
Equality planning and using appropriate data to ensure risk is minimised or mitigated has become
key to meeting our statutory obligations as a service provider. More information about how we do
this can be found in part four of this report.
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Supporting our workforce
The Director of Corporate Services has responsibility for Human Resources and Organisational
and People Development and therefore has specific responsibility for ensuring that our
employment practices comply with all areas of the Equality Duty. The accountability extends to
the implementation of policies and processes. We execute our duty to ensure that policies and
processes that affect our employees are fair by consulting with staff and trade unions on the
implementation of any policies that will have an impact on staff, and by carrying out equality impact
assessments.
Engagement mechanisms such as the Equalities Working Group, staff surveys, consultation with
representative bodies and employee support networks such as the LGBT group and the Dyslexia
group ensure that employees are involved in the work of the service. The Personal Development
Review (PDR) system is also used to obtain feedback from staff.

Dyslexia support
One of AF&RS’s most active staff support groups is the Dyslexia Group which meets every
few months. The aims of the group are to enable people to share and learn from each other’s
experiences about dyslexia. Members are regularly consulted during the development of written
material such as policies, procedures and training notes, all of which can cause difficulties for
people with dyslexia. The Director of Corporate Services lends their support to the group by
attending and participating in the meetings.

Health safety and welfare
One of our strategic priorities is to ensure our staff are well supported; their health, safety and
welfare is a priority; and that employees behave and are treated with dignity and respect at work.
We have a number of policies, schemes and training opportunities in place to facilitate this, as well
as robust health, safety and welfare arrangements.
Our ‘Wellworker’ system is an electronic reporting and recording mechanism which our staff use to
report all types of health and safety incidents. The system is also used for reporting of incidents
relating to bullying and harassment.
We have a Medical Intervention Scheme which makes private medical treatment available for staff
suffering an injury or illness. The scheme is in place to help reduce the period of sickness-related
absence through early medical treatment, to assist individuals in making a speedy recovery, and to
improve the long-term prognosis and their effectiveness at work.
We have a number of other schemes in place to support our staff in their mental health and
wellbeing. For example, our staff have access to the ‘Red Poppy’ counselling services. Red Poppy
offers a unique and effective range of trauma management and workplace counselling services to
which staff can self-refer if required. Our Critical Incident Management process ensures that staff
can find support, if required, to cope with the traumatic effects of serious incidents.
A service lay chaplain also visits our premises on a routine basis and is always available at other
times if any members of staff need this kind of support. The chaplain is non-denominational and is
there for all without exception, not just those who have a religious affiliation.
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Access to private recovery and rehabilitation services are available to all staff through The Fire
Firefighters’ Charity. Under this scheme staff who are recuperating from illness, stress, injury or
bereavement can apply to spend a period of time at one of three centres which are run by teams of
health professionals.

Investing for the Future
The service is currently exploring a number of options to make efficiencies and improve the working
environment for staff, whilst maintaining existing levels of service delivery including operational
response standards and community safety activity.
One of the options under consideration is the relocation of our existing Headquarters to new
purpose-built office accommodation in the redeveloped Keynsham town centre. The potential
impact that such a move could have on some of our staff is a primary consideration and as such we
are engaging and communicating widely and regularly with our staff throughout this project.

Training our staff
Our Organisational and People Development Team is responsible for facilitating the training of our
staff. In addition to the formal framework of operational training and competence, staff can also
access information to support them in their training and promotion through the staff intranet. This
includes e-learning resources such as video and audio clips, book summaries and pocket books via
the online Ashridge Virtual Resource Centre.
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Equalities-related training
Within the last four years all staff have undergone comprehensive equality and diversity training
which was delivered in three phases using a blend of face-to-face and computer-based e-learning.
Phase one consisted of small group sessions with clearly defined learning outcomes aimed at
increasing the overall knowledge and understanding of equality and diversity issues among our
staff. These sessions gave plenty of opportunity for people to ask questions and debate issues.
Phase two was an interactive computer based e-learning programme that took approximately three
to four hours to complete over a number of weeks. The initiative was very successful with a high
percentage of staff, from firefighters to principal managers, achieving in excess of the 80% pass
mark.
Phase three was an online harassment and bullying course which included an assessment. The
course was split into two parts – one for employees and one for managers. The programme
remains available on the intranet for staff who may wish to revisit the training to remind themselves
of specific points or for advice on how to deal with an issue.
In March 2013 a computer-based online Safeguarding training course was rolled out. All AF&RS
staff have a duty and responsibility to ensure the safety of children, young people and vulnerable
adults in all circumstances. This knowledge is vital to our staff because they interact with the
public in so many ways. They need to be alert to the needs of children, young people and vulnerable
adults, and know what to do if they are worried about a member of the public who might be at risk
from abuse or harm. All staff, including support and non-operational, are required to complete the
training.
A new course in dyslexia awareness is currently on trial and it is hoped to roll this out to all
staff once the trial is complete at the end of January 2014. On completion, staff will be able to
understand how dyslexia works, recognise the signs of dyslexia, understand dyslexic strengths
and know how to help people with dyslexia at work. In line with our policy on dyslexia, AF&RS will
also arrange and pay for testing for those members of staff who suspect they may have dyslexia.
The dyslexia course is to be completed by all staff – not just those who suspect they might have
dyslexic.
Other equality-related courses planned for 2014 include online training on the subjects of:
• Equality essentials
• Dignity at work
Further equalities training for staff is also being explored, including the use of our Hydra training
simulator for the delivery of equalities training, particularly around bullying and harassment. The
Hydra simulator allows us to run training scenarios in real time, replicating the complexities of
events and different outcomes depending upon the choices made. Scenarios can be tailored for
different levels of trainees, for example staff and managers. It is ideal for putting trainees in different
situations and assessing how they react, and facilitating real-time feedback and discussion.
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Equality data
We ask our staff and our service users for selected equalities information so that we can ensure our
services and employment practices benefit the people who need them the most. The information
we request is shown below in Table 1.

Table 1
Protected characteristic

Staff and elected members

Service users/community

Disability

Yes

Yes

Race

Yes

Yes (ethnicity)

Gender reassignment

No

No

Religion or belief

Yes

No

Age

Yes

Yes – in the following
categories:
Under five
Aged 65 to 79
Over 80

Sexual orientation

Yes

No

Sex (formerly gender)

Yes

No

Marriage and civil partnership

Yes

No

Pregnancy and maternity

Yes

No

As well as gathering information on the protected characteristics we also compile information
about other members of our communities who we consider to be vulnerable; for example people
who live alone, single parents with children under five years of age, or people who are socially
or economically excluded. More information about this can be found in our Integrated Risk
Management Plan (IRMP) and our Community Risk Reduction Strategy 2014-2017, both of which
are available on our website www.avonfire.gov.uk.

Equalities monitoring of our workforce
All job applicants are requested to complete a confidential equal opportunities monitoring form as
part of the recruitment process. Existing staff are asked to complete one periodically to ensure our
information remains up to date. We currently collect monitoring information about our staff across
six of the nine equality strands:
• Age
• Disability
• Race
• Sex
• Sexual orientation
• Religion or belief
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It is our intention in the longer term to extend this to include the additional ‘protected characteristics’
on all future recruitment monitoring information and plans are in place to achieve this.
Broken down across six equality strands we monitor:
• employees in post;
• managers in post;
• applicants for employment;
• new employees;
• employees who receive development through the AF&RS Sponsorship Policy;
• staff who are placed on a development programme after successfully completing an
Assessment and Development Centre; and
• staff who receive training which results in payment of an Additional Responsibility Allowance.
Over the past year we have extended our monitoring capability by incorporating into the Human
Resources (HR) database:
• a full history of recipients of training;
• employees who have taken up temporary and substantive promotion; and
• individuals who leave the organisation and their reasons for leaving.
We are aiming to continue incorporating further datasets, which are currently held on separate
databases, into the main HR database, namely:
• employees invited to attend Assessment and Development Centres (ADC) and those who are
placed on a development programme;
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• employees involved in grievance procedures; and
• employees who are subject to disciplinary procedures.
Over the last year we have provided our HR database operators with specialist training in SQL
report writing. They have begun to utilise their new skills by writing bespoke reports which will, for
example, extract HR equalities monitoring data about our staff and transform it into meaningful
information. We then plan to publish this information on our website on a quarterly basis, rather
than annually as we currently do.

Our workforce profile
We provide statistics about our workforce to the Government on an annual basis at the end of each
financial year. The information below, broken down across six equality strands, was representative
of our workforce as at 31 March 2013. As outlined in the previous paragraph, we are planning to run
more frequent and up-to-date reports to make the information available on a quarterly basis on our
website from April 2014.

Number of staff in post
As at 31 March 2013, the total number of staff in post was 903. This is a total headcount which
includes wholetime and retained firefighters, officers, control staff and support staff. This is a
reduction from the previous year’s total of 1,027.

Age
The majority of our staff are between 36 and 45 years of age and this group accounts for 41% of
operational wholetime staff. Over 22% of support staff are aged between 56 and 65 years of age
which is an increase from 19% last year. The number of operational staff in this category is very low
at just over 2%, a decrease from last year’s reported figure of 3.7%. Only one member of staff is over
65 years of age.

Disability
At the year ending 31 March 2013, the total number of staff with disabilities was 13, which is 1.4%
of all staff. This is a slight reduction from last year when 14 of our staff considered themselves to
have a disability. The 13 are broken down across the staff groups as follows:

Table 2
Staff Group

Number with the disability

Wholetime firefighters

8

Retained firefighters

2

Control staff

2

Support staff

1
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We understand that people with disabilities may experience the workplace differently, and therefore
follow the ‘social model’ of disability. This says that the exclusion, poverty and disadvantage
experienced by disabled people are not an inevitable result of their impairment or medical condition.
Instead it is caused by society’s failure to take account of their needs.
Prior to 2004 the vast majority of our workforce was exempt from the provisions of the Disability
Discrimination Act which stated that employers were required to provide reasonable adjustments
in the recruitment and employment of disabled people. Following legislative update, changes to
internal processes have ensured that employees with disabilities are now able to remain in work
where appropriate.
Staff with disabilities can have a specific risk assessment written for them, with assistance and
guidance from the Health, Safety and Welfare Unit. The risk assessment will help to identify any
reasonable adjustments that may be required to ensure that the employee’s health, safety and
welfare is taken care of. This is also true for anyone who has a long term health condition, such as
diabetes or epilepsy. The risk assessment covers access to training and risk-critical information;
physical access to AF&RS premises and buildings that the disabled person might be required to
work in or visit; their individual workstation; emergency evacuation and the wearing of personal
protective equipment (PPE).
Accessibility for disabled employees and visitors to AF&RS premises has been an integral element
of the service’s capital works programme following the commissioning of a disability access
audit and review of men and women’s facilities in 2008. Since then funding has been committed
to improve the dignity of men and women who use AF&RS premises, but also to enable, where
possible, full access to buildings for people with disabilities.

Race (ethnic origin)
In March 2013 the majority of our workforce identified their ethnic origin as ‘White British or Irish’,
or ‘any other white background’ with only 2.4% from ethnic minorities across the Service. A total of
2.9% of our wholetime firefighters are from ethnic minority groups, for retained staff the figure is
slightly higher at 3.2%. These figures are lower than the census figures for ethnicity within the Avon
area as a whole, but the slightly higher figure for retained staff is a better reflection against the lower
Black and Minority Ethnic (BME) communities outside the main densely populated areas of Bristol,
Bath and Weston-super-Mare. Although it is difficult to positively influence these figures at the
moment due to very low numbers of staff being recruited, we will continue to monitor the situation
and continue with our relationship building work in the community to raise the profile of AF&RS as a
prospective employer amongst members of the minority ethnic communities.

Sex (gender)
The current gender split of our support staff is almost 50/50, with 61 women and 60 men. This is
similarly reflected in our control staff, where there are 18 women and 16 men. However, only 4%
of our operational workforce (wholetime and retained staff) are women. In actual numbers, this
equates to 28 female wholetime firefighters, and 6 female retained firefighters.
Our highest ranking woman occupies the role of Director of Corporate Services and is a member of
support staff. On the operational (wholetime) side we have one female Group Manager compared
to six male Group Managers, and one female Station Manager compared to 24 male Station
Managers.
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We provide extensive support for women through policies such as our ‘Maternity, Paternity and
Adoption leave policy’ which includes flexible working provisions. This is a very generous policy
compared to most other public bodies and fire and rescue services.
We have recently started to use volunteers to support the service in the delivery of community
safety initiatives. This is a new venture and an area which we hope to expand. We currently have
five volunteers working for us and we are pleased to report that two of these are women.
AF&RS is responsible to the Elected Members of Avon Fire Authority. There are 25 Elected Members
in total and four of those are women. This equates to 16% which is a high ratio. The Fire Authority
includes members who have declared a special interest in equalities and they sit on the Equalities
Forum.

Sexual orientation
AF&RS is a member of the Stonewall Equality Champions Programme. Membership allows us
access to a number of resources and benefits provided by Stonewall, for example copies of
Stonewall research and good practice guides. We will be using Stonewall’s policy review service
during the formulation of our new ‘Dignity and Respect at Work’ policy which checks for inclusive
language and communication techniques to ensure that the policy will be understood by all staff.
The Workplace Equality Index (WEI) is a benchmarking tool provided by Stonewall which enables
participants to assess their work against Stonewall’s best practice. Although we have not made use
of the WEI this year it is hoped this tool will be utilised next year to form the basis of a gap analysis
to help shape our equalities work.
AF&RS has a Lesbian, Gay, Bisexual and Transgender staff support group with an intranet page to
provide information and support to LGBT members of staff. The group is also open to any member
of staff and not just LGBT staff. Non-LGBT staff may, for example, have a family member who
is LGBT or they may just wish to find out more about some of the issues. There is also an email
network which is completely confidential which means that staff can join the network without being
‘out’ in their workplace.
The LGBT staff support group used to hold regular social meetings but over the last year no
meetings have been held. To counter any negative effects from this AF&RS, through the Equalities
Unit, now promotes the Bristol LIONS (LGBT Inter-Organisational Networking Social) to LGBT staff.
LIONS is a free networking and social group that enables people to connect and socialise with
people from other LGBT networks, groups, events and organisations – and with LGBT individuals.

Religion or belief
In total 35% of our workforce have declared that they belong to the Christian faith. The diversity
of the different faiths which can be found across the Avon area are either not declared or not well
represented amongst our workforce. As a large number of our staff (440 or 48%) preferred not to
state their religion we are unable to say definitively which this is.
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The communities we serve
Demographic information
Avon Fire & Rescue Service serves the four unitary authorities of Bath & North East Somerset,
Bristol, North Somerset and South Gloucestershire. The combined population of these four areas
as reported by the Office of National Statistics (ONS) is currently estimated to be 1,080,6261. Inner
city Bristol includes 35 of the poorest and five of the most affluent areas in England (according to
the Indices of Multiple Deprivation at super output level).

The following sections contain statistical information to contextualise the local population in terms
of the protected characteristics. The information is taken from the 2011 census:

Gender
Across the service area approximately 49% of the population is male and 51% female.
The risk of violence against women continues to be a concern within the AF&RS area. Accessing
accurate statistical evidence however has proven to be challenging. Bristol Fawcett Society, an
organisation which seeks to redress the imbalance of gender equality for women, suggests that in
Bristol alone between 15,500 and 22,000 women in Bristol will experience domestic violence every
year2.
1 ONS Mid-Year Population Estimates 2012.
2 Bristol Fawcett Society Report ‘Cutting Women Out in Bristol’.
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There are a much higher number of lone parent households in Bristol than the other three unitary
authorities. The total number of lone parent households in Bristol3 is currently in excess of 20,000.
South Gloucestershire has approximately half that number, whilst the other two unitary areas each
have around one third of that amount.
In each of the four authorities, the percentage of lone parents who are female is between 88 and
89%.
The number of people living alone across the AF&RS area has increased over the past 10 years.

Age
The population is aging with the over 65 and over 80 year age group showing significant increases
over the past few years. The 2011 census tells us that there are now 9.22 million people in England
and Wales who are aged 65 or over, compared with 8.31 million people of this age in 2001.
In the AF&RS area however, there are differences within each unitary authority. Bristol, on average,
has a lower percentage of over 65s population as compared to the other three authorities.
20.9% of the population of North Somerset is aged 65 and over, whilst in Bristol the 57,200 who are
over the age of 65 make up 13% of the total population.
The 0 to 15 year old age group is growing in all areas, averaging around 18% across all four unitary
authorities. South Gloucestershire is slightly higher than the other three unitary areas with 19% of
its population aged 15 and under.

Race and ethnicity
The 2011 Census data tells us that the most diverse area is Bristol, with 80% of the population
White British and 5.9% in the all other white ethnic grouping, leaving 13.5% of the population as all
other ethnic minorities. There are wards in which the Black and Minority Ethnic (BME) population is
as high as 32% and as low as 2%.
In comparison, although the ethnic diversity of North Somerset has grown it is the least diverse
area, with 94.9% of its population identifying as White, leaving just 5.1% of North Somerset’s
population in all other ethnic groups. Bath & North East Somerset reported BME population
numbers at 7.5%, and South Gloucestershire reported at 5.7%.
Annual information about school pupil numbers and ethnicity is published by the Department for
Education. This information gives a breakdown of the number of pupils and all ethnic groups within
the schools system in an area each year.
The latest data released in June 2012 tells us that nationally, there has been a slight increase in
pupil numbers in all schools in England since 2011.

3 2011 Census.
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In state-funded primary schools 27.6% of pupils were classified as being of minority ethnic origin4,
an increase from 26.5% in 2011. In state-funded secondary schools there was also a slight increase
from 22.2% in 2011 to 23.2% in 2012.
In Bristol schools, almost 26% of children are of minority ethnic origin, and there are much higher
proportions of BME school pupils in inner city and east areas, with 4 wards having a majority of
pupils from BME backgrounds5.
The information for North Somerset shows us that in 2010, 4% of students from nursery to Year 11
were from BME groups and 2.5% were from other white communities.
In B&NES 90% of the pupils were White British (Irish or White English). 1.5% had not given their
ethnicity; this means that just 1.5% are from all other ethnic origins. All other pupils were identified
as White Other.
In Bristol 22.5% of pupils are from BME backgrounds. Black Somali children are the largest nonWhite group at 1,749 or 3.8% of all pupils. Estimates show that 72% of all Somali households have
children. White Eastern European pupils numbered 648 or 1.4%.
In South Gloucestershire 74 different languages are spoken. It is important to note that school age
BME pupils in Bristol make up 25.7% of the school population, but there are wards in which BME
pupils make up 60-80% of the school population.

Religion or belief
The 2011 census was the second time that a question on religion had been included in the
questionnaire; the 2001 census being the first time.
In 2011, across the four unitary areas that comprise the AF&RS area, by far the largest religious
group was Christian with this group making up approximately 54% of the population.
4 Any ethnic group other than White British.
5 Joint Strategic Needs Assessment. Appendix 1. Population. http://www.bristol.gov.uk/sites/default/files/documents/
health_and_adult_care/health/JSNA%201.%20Population%20(final,%20v10).pdf
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The second largest religious group was Muslim, but this only amounted to just over 2% of the total
population of Avon.
All other religions in each area had less than 1% of the population identifying as Hindu, Jewish, Sikh,
Buddhist and all other religions. Bristol was the only area with another religion over 1% which was
Muslim, with a proportion of 5.1% of the population – a significant increase on the 2001 census
data which showed Muslims as 2% of the population of Bristol at that time.
A large proportion of respondents in each area stated that they had no religion. Bristol had the
highest proportion of people returning this status with 37.4% of respondents; Bath and North East
Somerset had 32.7%; South Gloucestershire 30.7% and North Somerset the lowest proportion of
people with no religion with 30.0% of the population. Most notably, in all cases these percentages
represent significant increases over the data which was gathered in 2001.
It is also important to note that a signification proportion of people did not reply to the question. In
Bath & North East Somerset the highest proportion of respondents did not provide an answer to
this question with 8.5% of the population failing to state if they had a religion or belief. In Bristol the
proportion was 8.1% whilst North Somerset and South Gloucestershire were quite similar both with
a rate of around 7.5% not returning an answer to this question.

Disability
The proportion of disabled people in 2001 was about 3% of the population of each authority area.
Bristol had the highest number of disabled people with 4.96% of the population described as
“permanently sick or disabled”. In North Somerset, the figure was 4.58%, South Gloucestershire
3.21% and Bath & North East Somerset 3.29%.
The data from the 2011 census shows a slightly different picture. This time the Census
questionnaire did not specifically ask whether respondents were disabled, but instead they were
asked “Are your day to day activities limited because of a health problem or disability which has
lasted or is expected to last at least 12 months?” Possible answers were ‘a lot’; ‘a little’ or ‘not at all’.
This accounts for the increase in numbers when compared to the 2001 Census and it means that
although many of the respondents may not be registered as disabled, they may still be classed as
vulnerable because they have some measure of disability or limited activity.

Sexual orientation
Recent estimates say that around 40,000 lesbian, gay, bisexual and transgender people live and
work in the Bristol area, making it one of the largest urban LGBT populations in the country6.
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6 Pride West (2013) http://pridewest.co.uk/bristol
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How we fulfil our equality duties
General Equality Duty
The Equality Act 20107 puts a variety of obligations on the Service to comply with the General
Equality Duty (the Duty) to eliminate discrimination, advance equality of opportunity and foster good
relations. The duty is levied upon public sector bodies, of which the fire and rescue service is one.
The Equality Duty ensures that all public bodies play their part in making society fairer by tackling
discrimination and providing equality of opportunity for all.
The duty ensures that the needs of all individuals in their day-to-day work are considered, in terms
of shaping policy, delivering services and in relation to our own employees. The duty itself supports
good decision making and encourages us to be self-reflective about how different people will be
affected by the activities that we undertake, ensuring that policies and services are appropriate
and accessible to meet different people’s needs. By understanding the effect of our activities
on different people we become better placed to deliver policies and services that are efficient,
appropriately resourced, inclusive and effective.
The duty consists of three aims requiring us to have ‘due regard’ to the need to:
• eliminate unlawful discrimination, harassment, victimisation and any other conduct prohibited
by the act;
• advance equality of opportunity between people who share a protected characteristic and
people who do not share it; and
• foster good relations between people who share a protected characteristic and people who do
not share it.
Having due regard means being conscious of the three aims of the duty during our decision-making
processes, for example when we are shaping new policy or reviewing existing policy. Consideration
of equality issues and impacts must influence the decisions that we take and the amount of regard
should be proportionate to the impact.
The act places a positive duty to advance equality of opportunity. In reality this means that
complying with the duty may involve treating some people better than others, as far as this is
allowed by discrimination law. In other words not all policies can be expected to benefit all groups
equally, particularly if they are targeted at addressing particular problems affecting one protected
group.
For example, we may choose to give access to learning support to firefighters with dyslexia to
ensure that they can meet test requirements in preparation for promotional assessment. Policies
like this which are specifically designed to advance equality will, however, also need to be analysed
for their effect on equality across all the protected groups. This is because any one group is likely to
have several protected characteristics within it.

7 The Equality Act 2010 and listed statutory instruments: The Home Office.
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The duty replaces the three previous public sector equality duties for race, disability and gender8 and
now covers the following protected characteristics:
• Age
• Disability
• Gender reassignment
• Pregnancy and maternity
• Race - this includes ethnic or national origins, colour or nationality
• Religion or belief - this includes lack of belief
• Sex (previously gender)
• Sexual orientation
It also applies to marriage and civil partnership, but only in respect of discrimination.

Specific duties
As a public authority we are required by the Equality Act 2010 (Specific Duties) Regulations 2011 to
set and publish equality objectives at least every four years. We are also required to publish, on an
annual basis, sufficient information to enable a member of the public to make a judgement on how
we are complying with the Equality Duty. The information that we make available must be easily
accessible and must show that, in the exercising of our functions, we have given ‘due regard’ to the
aims of the Equality Duty. For the third year running now, we have chosen to make that information
available through this report.

Review of Public Sector Equality Duty
In September 2013 a report detailing the outcomes of a Government review of the Public Sector
Equality Duty (PSED) was published. We are very conscious of the recommendations which arose
from that report as these will be some of the key drivers which will shape our equalities work in
the medium and longer term. In this respect we have already started to review our tendering and
procurement documentation and we have reviewed our Equality Impact Assessment process to
ensure that a proportionate approach is taken when considering actions in relation to equality
impacts.

Equalities management framework
A revised management framework for equalities and diversity is currently being developed for 2014.
The new framework is a fundamental shift from previous approaches to equality and diversity.
It will continue to ensure that statutory responsibilities and improvement are achieved throughout
the organisation, but also that improvement is driven by learning from actual experiences that staff
have encountered. This will include learning from the outcomes of disciplinary cases, grievances
and will also include feedback from staff on any barriers to successfully engaging with our diverse
communities. It is intended that this approach will be more inclusive and therefore relevant,
meaningful and acceptable to staff.
8 Legislation repealed and revoked October 2010, Schedule 27, Equality Act 2010.
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The framework will comprise an overarching statement of intent and organisational aims
specifically relating to equalities and diversity. This is currently being designed and agreed in
consultation with staff. The aims will focus on both internal and external issues:
• Internal – how we treat and respect each other.
• External – how we treat, respect and understand our communities and engage with them to
make them safer.
From this, specific equality plans and objectives will be agreed and implemented.

Planning our equalities work
Our role as a fire and rescue service has widened and our direction of travel is one that places us at
the heart of the community, improving outcomes for local people. This requires us to continually
improve our prevention, protection, response and education activities, making them appropriate,
meaningful and accessible to our diverse community. The fire and rescue service now has a role
to play in building more sustainable communities and as part of this process we recognise the
strategic areas where issues of health inequality and social deprivation align with issues of fire
safety and community safety in general. Our plans take these into account.
At the centre of AF&RS’s corporate planning framework is the Corporate Plan which sets out our
vision and broad organisational aims from 2011 to 2015. It explains what preventing, protecting
and responding mean in practice and it shows how we work with partners, public and staff with a
commitment to fairness and equality.
Our Integrated Risk Management Plan (IRMP) is an area-wide risk assessment that analyses
community risk and identifies where resources give most benefit. Perhaps most importantly the
IRMP quantifies the impact of any changes so the public can make informed judgements on what
they require from their fire and rescue service.
Directly linked to the IRMP is our new Community Risk Reduction Strategy 2014-2017. The
document outlines what we will do about the risks identified in the IRMP and sets out our priorities
and aims, which are distilled into four key themes:
• Theme one:		

Vulnerable adults

• Theme two:		

Children and young people

• Theme three:

Safety of buildings

• Theme four:		

Partnership working and community

The three key documents mentioned here – the Corporate Plan, the IRMP and the Community Risk
Reduction Strategy – explain our intentions in more detail and all are available on our website at
www.avonfire.gov.uk.

Single Equalities Scheme
The Single Equalities Scheme is our overarching equalities plan. We first produced a Single
Equalities Scheme in 2010. That three-year scheme set out in one document what AF&RS would do
to meet its legislative requirements with regard to equality and diversity, to mirror best practice and
deliver real and sustainable change. The scheme included 39 objectives which were linked directly
to the five themes of the Fire and Rescue Service Equality Framework (FRSEF):
• Leadership and promoting inclusion
• Accountability
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• Effective service delivery and community engagement
• Employment and training
• Evaluation and sharing good practice

Achievements arising from the scheme
The 2010 Single Equality Scheme expired in March 2013. In total 30 of the 39 objectives were fully
completed. Some of the highlights arising from the completed objectives are:
• Reached ‘Achieving’ level in the Fire and Rescue Service Equality Framework Peer Review.
• The revised Integrated Risk Management Plan takes full account of the needs of local
communities in terms of equality.
• Improved knowledge of community needs gained through work with partner organisations.
• A reduction in fire incidents, deaths and injuries across local communities.
• A revised community safety strategy which targets those communities most at risk of fire,
including specific work to reduce hate crime.
• Regular benchmarking reports are published on community satisfaction with AF&RS in
comparison with similar fire and rescue services.
• The partnership profile has been widened to include third sector and volunteers to increase our
capacity to target households and communities most at risk.
• Anti-harassment training provided to all managers.
• Employee and community surveys are regularly undertaken to measure perceptions of AF&RS
as an employer and service provider.
Since the Single Equality Scheme was developed and agreed in 2010 staff levels in AF&RS have
reduced by over 25% which has had an impact on our ability to complete some of the objectives or
to sustain some of the measures that had been implemented as a result of the scheme. Therefore
in April 2013, a complete review of all the objectives was commenced to provide assurance that any
measures implemented earlier were still operating effectively and that the outstanding objectives
were still in line with our strategic aims.
A new scheme is currently being developed in consultation with members of the Equalities Working
Group and other key stakeholders. Subject to approval and adoption by the Elected Members of
Avon Fire Authority it is planned to launch it in April 2014.

Equality Impact Assessment
As in previous years we continue to evaluate the impact of our work on different groups of people
using Equality Impact Assessments (EIA). This is one of the key ways that we can demonstrate that
we have had ‘due regard’ in our decision making.
To increase staff engagement and to improve the overall process we have recently revised our EIA
process. The revised process, which is due to be launched in February 2014, makes it easier for
managers to undertake an Equality Impact Assessment that is proportionate to the likely impacts of
the policy9 being assessed. The new form is less bureaucratic and ‘tick-boxy’ than its predecessor
yet it still enables capture of the relevant information and evidence.

9 In the EIA process the word ‘Policy’ includes anything that AF&RS does in the exercising of its functions, for example
policies, functions, activities, proposals, decisions, procedures (including informal ‘custom and practice’), interventions,
projects etc.
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One of the key strengths of the new process is an ‘opt-out’ section. This allows managers to opt
out of the EIA process if it is clear that the policy will have no impact on equalities. However, if the
‘opt-out’ option is exercised, the process requires the manager responsible to provide an explanation
which justifies this decision. It also prompts the manager to make reference to any notes, reports,
meeting minutes or other records that support this decision and provide evidence that the relevant
discussions have taken place. In the previous system there was no requirement to embark on an
EIA if a policy had no impact on equalities. This could have potentially left the service vulnerable
to challenge – not because we had not complied with the law – but because we may not have
recorded the way in which the decision was made.

Equality policies
AF&RS has policies and processes in place to support the elimination of discrimination, harassment
and victimisation; for example, Equality, Whistleblowing, Grievance, Dyslexia and Bullying and
Harassment policies.
The existing Bullying and Harassment Policy is currently under review and a new policy is being
developed which focuses on dignity and respect at work and will incorporate anti-bullying and
harassment guidance. This is a distinct change to the approach taken by the previous policy and is
more in line with the revised equalities management framework. The new policy is expected to be
launched in the spring of 2014.
We have a dedicated online bullying and harassment database which staff can access to
confidentially report any incidents of bullying and harassment. We are currently examining the data
we have collected since the system was introduced to get a better understanding of where bullying
is occurring and spot any emerging trends or problem areas which will inform our future training
needs analysis.

Operational Assessment – Fire Peer Challenge
In 2013 AF&RS commenced preparations to participate in a Fire Peer Challenge. Peer challenge is a
voluntary, sector-led operational assessment process and a key part of ‘Taking the Lead’, the Local
Government Association’s approach to self-regulation and improvement which aims to help fire
and rescue authorities strengthen local accountability and revolutionise the way they evaluate and
improve services.
In addition to reviewing our operational self-assessment, the Fire Peer Challenge will focus on
leadership, corporate capacity and how we meet the diverse needs of the communities we serve –
because these are key factors in performance and improvement.

Accessibility of information
AF&RS intranet
The Equality and Diversity pages of our intranet provide information and resources to inform and
support our staff in the delivery of their work and every-day activities in respect of equalities and
fairness. For example, they can find information about disability awareness, our Single Equality
Scheme, bullying and harassment, Equality Impact Assessment, equalities training, equalities law
and links to relevant policies.
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AF&RS website
Our website www.avonfire.gov.uk provides information for the public about what AF&RS is doing
in their area; for example localised news and incident information, as well as how firefighters are
engaging with the community. This information can be found under ‘Your area’.
In the ‘About us’ section we publish information directly related to equality and diversity; for example
our equality and diversity policy statement, an overview of our duties and objectives, and links to
equality and diversity documents, including relevant policies.
The format of the equality and diversity pages on the external website will be updated and improved
upon over the coming year. It is intended that the amount of equalities-related information will
be increased with the longer term aim of replacing this annual report with up-to-date information,
statistics and other topical reports in clearly identified categories which will be available to the
public on our external website.
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Section
Engaging with our communities
AF&RS works extensively with the communities of Avon. Much of the information about the work
that we do, our strategies and our plans for the future can be found in documents such as our
Corporate Plan, Integrated Risk Management Plan (IRMP) and the new Community Risk Reduction
Strategy 2014-2017. All of these documents are available on our external website www.avonfire.
gov.uk.

Home Fire Safety Visits
Our primary mechanism for engaging with the most vulnerable members of our communities
continues to be Home Fire Safety Visits (HFSV). We know that people who are elderly, in poor
health, live with mental illness or reside in poor housing are particularly likely to come to harm.
When someone has mobility problems or sensory impairment and has become isolated or lives in
fuel poverty, HFSVs enable us to identify those most at risk and visit them in their homes to give
them home and fire safety advice to reduce that risk. As well as ensuring that people are protected,
remain safe from fire and can escape unharmed, we can also use these visits to build relationships
and make referrals to our partner agencies, such as health and social care, if necessary. During
2013 we delivered over 7,000 HFSVs to people who are vulnerable because they live alone, are
elderly and/or disabled.

Social marketing
Social marketing takes a more ‘people-orientated’ approach than traditional marketing. It
specifically aims to change human behaviour in a way that will benefit individuals, groups or society
as a whole and is about creating ‘social good’, compared to the more commercial ‘traditional’ sense
of marketing where the aim is, more often than not, financial.
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AF&RS has a dedicated social marketing and events team and their expertise is called upon to
co-ordinate or help out at all sorts of events whether they are internal events for staff, community
or station events or conferences for external audiences. For example, they can give advice on
such things as how to tailor an idea or event for the target audience, or assist with researching the
behaviours and locations of the people we need to get information to.
As well as their expertise, the team can offer a number of physical resources which are available
for staff to loan and use at events; for example, the dartboard game, which is ideal for use at events
where we want to engage with smokers to promote the “put it out, right out” message. The team
will provide support to all staff at their events including weekends and evenings.

Community engagement resources
We understand the importance of promoting the right messages to the right people when delivering
our services. One of the ways that we achieve this is by making available all in one place a
comprehensive list of booklets, leaflets, posters and other materials and resources that we produce
to support preventative work in the community.
This information is available in catalogue format for staff to download from our staff intranet. Each
item in the catalogue is displayed along with some useful information which indicates whether the
item would be suitable for the planned event or visit. This valuable resource helps to ensure that
our staff know about, and have access to, the right materials to enable them to promote the right
messages to the right people.

Community Safety Centres
We have nine Community Safety Centres (CSCs) located at our Headquarters in central Bristol
and at other locations in South Gloucestershire, Bath & North East Somerset and North Somerset.
The CSCs help us to reach further into the communities we serve by providing free fire safety
advice, internet access and meeting room facilities free of charge to local community groups.
All have been designed with full disabled access in mind and meet the requirements of the
Disability Discrimination Act with the exception of Southmead and Speedwell which meet the
recommendations but do not have a hearing aid loop system installed.
The CSCs are regularly used by a wide range of community groups covering many of the protected
characteristics for example, disability, age, race, and gender. In the coming year we are planning
to improve the booking, recording and management systems for our Community Safety Centres to
ensure that we are able to audit their usage more effectively.

Partnership working
Partnerships are intended to increase levels of community safety and maximise opportunities to
provide enhanced levels of service to our communities as well as reflecting the wider social agenda
including our commitment to equalities and diversity.
As well as the statutory partnerships, where we work together with the other responsible authorities,
we have a number of voluntary formal and informal partnership arrangements in place with
businesses and third sector organisations. Risk assessment including Equality Impact Assessment
forms part of the partnership application and approval process.
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AF&RS employs a dedicated Partnership Manager who manages the Partnership Governance
Framework to ensure that partnerships entered into complement our vision and strategic priorities.

Firesetter Intervention Scheme
This scheme is aimed at children and young people who have problems associated with fire play
or fire setting. The aim is to raise a child’s awareness of the dangers of fire and the results of
their actions. AF&RS has a dedicated team of Firesetter Advisors who receive full training and
support. The advisors usually work outside of normal office hours to visit and engage with families.
Cases involve up to four sessions and require accurate records of visits, interventions and other
information to be recorded. Advisors can expect to be allocated a minimum of four cases per year.
Requests for help come from various sources such as parents, schools, children and young people
services, the police, NHS and others.

Community events
AF&RS hosts and promotes a variety of services, events and special days throughout the year which
are aimed at improving outcomes for vulnerable people and relations between people who share
protected characteristics and those who do not. Examples of some of the specific communityfocused initiatives carried out during 2013 and the outcomes which have benefitted people with
protected characteristics and other vulnerable groups are outlined below:

St Paul’s Carnival
The focus for St Paul’s Carnival was barbeque (BBQ) safety. Crews from Temple Fire Station
delivered approximately 350 BBQ safety leaflets to homes and businesses in the St Paul’s area of
Bristol in the week leading up to the carnival to raise awareness of the dangers of BBQs and offer
advice on how to BBQ safely. The AF&RS events team attended the carnival and engaged with
around 150 families which included both visitors and residents of the St Paul’s area.

Bristol Pride
The key messages promoted at Bristol Pride in 2013 were ‘put it out, right out’ and water safety.
The AF&RS events team attended, utilising the dart board game and an ‘alcohol and dock water
don’t mix’ initiative to engage with the audiences. This was a very successful event in terms of
engagement as around 120 people took part in the dartboard game and listened to the ‘put it out,
right out’ messages, whilst approximately 150 people were engaged in the ‘alcohol and dock water
don’t mix’ message. In total 12 HFSV referrals were generated and a number of information leaflets
given out.

Islamic Cultural Fayre
Crews from Speedwell Fire Station attended this event along with the events team and carried out
two cooking fire demonstrations which were well received. The event was fairly quiet but crews still
engaged with around 40 families and generated 13 Home Fire Safety Visit referrals.
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Cultural awareness/Ramadan
A Ramadan information booklet was published on the Service intranet to enable staff to increase
their knowledge and awareness. Safety advice was published on our website for members of the
public.
A handbook entitled ‘Working with Diverse Communities’10 was distributed to all watches on every
fire station and to all AF&RS departments. Informal feedback indicates that the handbook was well
received by staff as a useful source of information which helped to raise their awareness of some of
the customs and expectations of the diverse faith and ethnic communities in the AF&RS area, when
providing services to people in their homes.

Bristol Multi Faith Forum Health Awareness Day
This event, which was a general information and advice day, was attended by the events team and
other AF&RS staff who were on hand to answer any queries, distribute leaflets and offer Home
Fire Safety Visits. The day generated 13 visits but many more people were engaged with, many of
whom said AF&RS had already carried out a Home Fire Safety Visit for them.

Gas Safe
This was a multi-agency event promoted by the Chief Fire Officers Association (CFOA). AF&RS
co-hosted the event at Cribbs Causeway which was attended by crews from nearby Patchway
Fire Station and the events team. The Gas Safe team advised on carbon monoxide safety and
our staff provided advice relating to the correct use of gas appliances and also general fire safety
information. It was pleasing to hear the very good feedback from both the public and the other
agencies involved. We were able to generate 14 Home Fire Safety Visit referrals.

“People First” Black History Month Celebrations
Bristol and South Gloucestershire “People First” is an organisation run by and for adults with
learning difficulties. They hosted this information day which was attended by AF&RS Community
Safety Team members to promote and provide Home Fire Safety Visit information and advice.
All attendees were vulnerable adults and the service received positive feedback relating to the
information. 23 Home Fire Safety Visit referrals were generated.

Older Persons’ day
This was a large scale service-wide event where older persons groups were invited to attend local
fire stations to see what happens on a day-to-day basis. Groups were served tea and cake by crews,
had the opportunity to share experiences and watch crews demonstrate their operational skills at
some stations. The theme was ‘Share a cuppa with someone you care about’. Branded tea bags
were distributed with the aim of encouraging attendees to visit a friend or relative more vulnerable
than themselves and tell them how the fire service can assist to make them safer. Other agencies
were involved and were keen to support in both the promotion and delivery. This was a very well
received event from which we received good, positive feedback.

10 East of England Fire and Rescue Services, Jagtar Singh Associates Ltd and Essex County FRS.
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Flu vaccination clinic
The aim of this event was to talk to those people attending the flu clinic about Home Fire Safety
Visits and to generate visits. Approximately 800 people were expected throughout the day. This
event generated 12 referrals together with a large number of people being provided with relevant
literature and advice.

Older persons/carers promoting independent living day
This was an information and advice day aimed at older persons and their families and carers to
identify what support is available to keep them living independently. The event was hosted by
Carewatch, an organisation that AF&RS has recently started working more closely with, to put
information into the care plans they produce for individuals receiving home care services.

Deaf awareness
The events team attended a deaf awareness information day in June at Chipping Sodbury Town
Hall. Whilst it had a fairly low footfall due to other events going on, the events team spoke to a
number of people who fall into our ‘vulnerable’ audiences. The event generated two Home Fire
Safety Visits and 15 to 20 people were spoken to about home fire safety, escape plans and were
provided with additional literature.
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www.avonfire.gov.uk

If you would like to request information please contact us at:
The Equalities department,
Avon Fire & Rescue Service, Temple Back, Bristol, BS1 6EU.
or visit www.avonfire.gov.uk

