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About this report

This report provides an overview of our progress against our Equality objectives
between 1 April 2023 to 31 March 2024 as outlined in ‘Our Inclusive Service’ strategy.
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Introduction n

Creating an inclusive culture and upholding diversity, equality, and equity are crucial for Hampshire and Isle of Wight Fire and
Rescue Service (HIWFRS).

Embracing diversity and promoting inclusivity strengthens our Service.
While we've made positive strides, there's still much work ahead.
We've outlined four equality objectives to guide our continued development in alignment with our purpose of ensuring safety.

This annual report tracks our progress against these objectives and outlines our strategic approach to supporting the wellbeing
of our people.

Our objectives apply to our Safety Plan priorities, aiming to address disparities transparently and increase accountability
throughout the Service.

This report, presented in a new format, summarises our progress against our Equality objectives.
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Introduction
Continued

Our EDI, Wellbeing, and Culture Board, along with the Executive Group, monitor progress against objectives year-round.
Delivery Groups, including our Culture, Ethics, and Behaviours Group and Wellbeing Group, ensure action plan implementation.
Employee Network Groups support underrepresented staff, highlighting and escalating barriers to our EDI team.

This report acknowledges positive progress in enhancing inclusivity but notes ongoing challenges in diversifying our workforce,
particularly in operational roles.

While recruitment is important, we're prioritising cultural improvements to foster a respectful and valued work environment. An
inclusive service is key to attracting and retaining diversity.
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In-line with the approach taken by the Home Office in national workforce diversity statistics, these figures are calculated with those not disclosing the information excluded
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Background

Hampshire and Isle of Wight Fire and Rescue Service is obligated to demonstrate compliance with the general equality duty
across all its activities.

Our aim is to ensure that our Inclusive Service objectives guide our daily decisions and behaviours, building on our progress
towards creating an inclusive culture and commitment to diversity, equality, and equity.

The Equality Act 2010 Public Sector Equality Duty (PSED) mandates us to eliminate discrimination, advance equality of
opportunity, and foster good relations.

We have specific duties under the Equality Act 2010 to publish equality objectives and information to communicate how we
meet statutory requirements.

Our Equality Objectives for 2022 — 2026 are to be inclusive, representative, respectful, and accessible.
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Background

Key Note about this report

This report includes benchmarking comparisons with ‘similar services’; these are the other fire and rescue services within our
Family Group: (‘English and Northern Irish County Services with coastline’): Avon, Cumbria, Devon & Somerset, Dorset &
Wiltshire, Essex, Humberside, Kent, Lancashire, North Yorkshire and West Sussex.

These Services have been identified as similar to HIWFRS following extensive analysis by the National Fire Chief’s Council.
Northern Ireland is excluded from our benchmarking owing to a lack of comparative data.

Data used in FRS benchmarking has been obtained from HMICFRS, the Home Office, with other benchmarking data obtained
from the Office for National Statistics.
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https://www.ukfrs.com/guidance/search/family-groups

Background - staff group trends

Understanding the staff numbers over time by staff group prc-“~--
valuable context for interpreting our diversity data.

For instance, the increase in Green Book 'support staff' by 21
the last three years contributes to greater diversity in our ove
HIWFRS figures. This includes a mixture of new roles and pec
filling vacancies, including our new in-house HR team, dedic
ICT trainers, as well as roles in the Performance and Assuran
team, EDI, Marketing and Engagement and Learning Develop
supporting National Operational Guidance.

Conversely, our on-call staff tend to be less diverse due to
demographic factors in their station areas, leading to a 1%
reduction in total on-call numbers over the same period.

While this report delves into organisation-wide EDI data, it's ¢
crucial to analyse data by staff group, to identify specific risk:
challenges, especially within our wholetime and on-call
workforces.

HIWFRS Contracts by Staff Group, 2022-2024

m2021/22 m2022/23 m2023/24

701 706 698

689 685 680
378
318 331
38 37 41
I .
Fire Control Support Staff Wholetime On-Call Firefighters

Firefighters
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Equality Objective 1
INCLUSIVE
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Equality Objective 1 - Inclusive n

The CIPD define ‘Inclusion’ as the practice of including people in a way that is fair for all, values everyone’s differences, and
empowers and enables each person to be themselves and achieve their full potential and thrive at work (2023).

We will create a great place to work for all. We will have a culture where we can be authentic, feel valued and supported to

thrive. Our inclusive environment means we value each other’s contributions and can attract, recruit and retain a more diverse
range of thoughts, experiences, skills and talent.

Why is it important?

This is essential, to ensure our people can bring themselves to work, that we will embrace differences and our people trust that
their beliefs, values and experiences will be heard, and they will be listened to. To maximise this, we need to provide the right
leadership and training to enable equitable and inclusive actions in our teams and in the provision of our services.

What does it mean?

That individuals are supported and feel valued and psychologically safe. If individuals have concerns, they know the options
available to them for support and where issues can be escalated and reported.
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Equality Objective 1 - Inclusive n

HIWFRS initiated an Independent culture review, titled 'The Way We Work Together', which involved a survey and focus groups to
delve into our organisational culture.

The report highlights positive changes within our Service, with colleagues noting improvements and examples of good practice.

There's increased confidence in calling out poor behaviours, positive working relationships, and satisfaction from a shared
purpose.

Overall, there's a perception of improved culture, with a decrease in inappropriate behaviours.
The recent strides in developing the EDI and Wellbeing teams have been commended, with visits to stations being appreciated.

The findings are being reviewed to update and reprioritise our culture and values action plan to address identified areas for
improvement.
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Equality Objective 1 - Inclusive n

W Dyslexia Coping Skills
recommendations for reasonable adjustments and workplace support tips.

Case Working and Reasonable Adjustments 2022723

* Continued consultation meetings with individuals and line managers seeking assistance with Reasonable Adjustments and
other EDI queries.

* Conducting a full revision to update the current Procedure document and process, aiming to improve service and data
collection related to this.

Neurodiversity Assessments

* |n2023/2024, 23 neurodiversity assessments were conducted by an external assessor,
marking a 35% increase from the 17 sessions arranged in 2022/2023. Participants received 2023/24

SEDI
Our Inclusive
Update on progress gervice .
* Refreshed and relaunched 'Our Inclusive Service Strategy'
* Established the EDI, Wellbeing, and Culture Board
* [nitiated an independent cultural review titled 'The Way We Work Together'
* Conducted People Impact Assessments across the Service, ensuring thorough assessments for both historic and new change
projects. Quality-assured projects for inclusivity include On-call Ways of Working, Refocusing Operations, DBS checks,
Promotion processes, the Community Risk Management Plan, National Operational Guidance Alignment, and Retrospective
Design Principles (RDP).
* Consulted with all areas of the service and communicated to encourage diversity data disclosure.
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Equality Objective 4 - Accessible

Personal Supportive Passport data

170 HIWFRS colleagues have created a PSP to
date. However, 97 of these PSPs are empty.

Therefore 73 PSPs have been completed - the
same number as those currently disclosing a
disability in our HR system SAP, which shows
some positive engagement. Although, the
average number of people a completed PSP is
shared with is low (0.55), meaning many staff are
not sharing their PSP. Work is ongoing to review
and improve the use and engagement of the PSP.

Average number of people
a PSP is shared with

further 97 PSPs are empty)

©

Back

PSP analytics for The Service

37

Refresh analytics

Nature of requirements distribution
39

)’3&0
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. Physical @ Learning
@ Mental Health @ Other

Total PSPs created
170

Total empty PSPs
97

Average Number
of People each

PSP is shared with:

0.55

10 Diagnosis distribution

N

() Has been formally diagnosed
‘ Has not been formally diagnosed

Number of
requests for
assistance with
diagnosis:

6

Number of PSPs created and completed (a

10 Occupational Health awareness

@ Occupational Health aware
@ Occupational Health not aware

@

49
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Equality Objective 1 - Inclusive

Starters vs. Leavers YTD Mar’24

Starters
Over 45 Years Old 47
Religious, Not Christian 6
Non-White British 20
Disability 15
Non-Male 71

Starters vs. Leavers YTD Mar’24

Leavers Net Change

83

Starters
Religion, Not Disclosed 22
Ethnicity, Not Disclosed 9
Disability, Not Disclosed 21

Leavers Net Change

85
19

100

Starters versus leavers, 2023/2024

The data shows us that we have had notably more people
aged over 45 leaving the service than starting, which is not
unusual, e.g. owing to retirements.

We have also seen a positive change in the gender split of
the Service with more non-males being recruited than
leaving.

Regarding the Religion, Ethnicity and Disability the changes
in the top table will be impacted by the changes displayed in
the bottom table, which highlights that as people are
recruited, they are more likely to disclose if they have a
protected characteristic, or not. Whereas levels of non-
disclosure were higher for those that have left the Service.
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Equality Objective 1 - Inclusive

People Impact Assessments (PIAs)
In 2023/2024, we completed a total of 58 PlAs.

Aside from the expected drop of requests of new projects during the summer months
(Q2, 6 PIAS), we have seen a positive trajectory of constant and steady increase in
numbers of PIA completed through each quarter of the year (Q1: 15, Q3: 18, Q4: 19)
and compared to last year.

This is likely due to the increase in resourcing in the EDI team, which started in the
last quarter of 2022/2023, and the positive influence that they and our Network
groups have had in providing better engagement and assistance to project leads
across the Service to consider impacts on people and implement mitigations to
minimise negative ones. The increase in PIAs could also be linked to an increase in
the volume of projects being carried out by our colleagues.

PIAs Completed

EQ1 mQ2 mQ3 mQ4

2023/24
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Equality Objective 1 - Inclusive

i Disability Discl , by Staff G
100% Dlsc"osure ratesTotalDisclosure, by Protected Characteristic oo sability Disclosure, by Staff Group
m— 01/04/2022 I 01/04/2023 — (1/04/2024 == « English FRSs 22/23
W 01/04/2022  wemm=01/04/2023 ~ wmmmm01/04/2024 == + English FRSs 22/23 920%
90% . .
PR - . 80% R
80% e . R I -
70% . S -7
60%
50%
B7.4%
40%
72.5%
30% 57.9%
53.8%
43.9% 44.6%
20% 38.3%
33.6%
28.9%
10%
0%
DISABILITY ETHNICITY REL/GION SEXUAL ORIENTATION Control Non Uniform OnCall, Inc ICU 'WDS, Inc Gold

The overall data shows that the number of disclosures, for all protected The disability data shows that the number of staff actively disclosing a

characteristics, has increased over the last three years. However, with disability, or not, has increased, across all staff groups, over the last 12

the exception of ethnicity, the proportion of protected characteristics months. However, the proportion of staff actively disclosing a disability,

disclosures is significantly less than the national average (the dotted or not, is less than the national average (the dotted line) across all staff

line). groups.
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Equality Objective 1 - Inclusive

Ethnicity Disclosure, by Staff Group

W (1/04/2022 ~ W 01/04/2023 ~ WEEN01/04/2024 == « English FRSs22/23

==
- - - ——
- -, -

Control Non Uniform OnCall, IncICU WDS, Inc Gold

The ethnicity data shows that the number of staff declaring an ethnicity
has increased slightly across all staff groups over the last 12 months.

HIWFRS Controland Non-Uniform staff groups show a higher disclosure
rate than the national average (the dotted line), On-Callis in line with
the average and Wholetime is slightly less.

100% Religion Disclosure, by Staff Group

— (1/04/2022 I 01/04/2023 m—— 01/04/2024 ==« English FRSs 22/23

70%

60%

50%
20%
30%

52.3%
20% 13.6%
9
36.8% ST 34.4%

10%

o%

Control Non Uniform onCall, Inc ICU WDS, Inc Gold

The religion data shows that the number of staff declaring a religion,
including no religion, has increased, across all staff groups, over the last
12 months. However, with the exception of non-uniform, the proportion
of staff actively responding is significantly less than the national average
(the dotted line).
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Equality Objective 1 - Inclusive

100% Sexuality disclosure, by Staff Group

m— 01/04/2022 m—— 01/04/2023 mmm— 01/04/2024 == « English FRS 2022/23

50%

40%

30%

42.5%
20% 39.0%

33.5%
26.5%

10%

0%
Control Non Uniform OnCall WDS, Inc Gold

The sexuality data shows that the number of staff declaring a sexuality has increased slightly across all
staff groups over the last 12 months.

HIWFRS Non-Uniform staff show a higher disclosure rate than the latest available national average (the
dotted line), whereas all other staff groups have significantly lower (than other Services) disclosure rates.
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Equality Objective 2
REPRESENTATIVE
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Equality Objective 2 - Representative

To become more representative, we will improve the quality of our equality information year on year. We will use data and insight

to identify, understand and address disparities and under representation to support our commitment to reflect the diversity of
our community.

Why is itimportant?

A fire service reflecting its community in culture, skills, and knowledge enhances its ability to respond to evolving risks and
demands, increasing public trust. Representation across all roles is crucial for diversity of thought in decision-making. We'll
employ positive action to create a workforce mirroring our community, analysing our representation compared to local and
national benchmarks. This helps identify areas for improving equality of opportunity in recruitment and retention, while
addressing any barriers to progression.

What does it mean?

It is imperative that we ensure our services deliver public value and our decisions and actions deliver efficient and effective
outcomes. Positive action is not about discriminating against over-represented groups. It is about ensuring we are reflective of
our community and that we value diversity of thought, experiences and skills across all groups. This will enrich our workplace
and enhance our ability to effectively serve the diverse needs of our communities.
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Equality Objective 2 - Representative

Update on progress

We've enhanced our EDI governance and reporting for broader data insights, guiding decision-making.
Senior leaders are fully committed and accountable to Equality Objectives, driving EDI initiatives across teams and the Service.

We've refreshed employee Network Groups, aiming for increased membership in Hampshire and Isle of Wight. These groups play a
pivotalrole in change efforts, consulting on impacts and escalating risks/issues.

The EDI team collaborates with teams from across the service, including:
*  Our Resource Management Team (RMT) for recruitment, including positive action initiatives like fitness tests for females;
* The People and Organisational Development Directorate to identify and reduce promotion barriers, especially for those with
protected characteristics;
* Our Property and Facilities Team to support the station improvement programme, considering diverse needs.

We have renewed commitment to positive action through strategic resourcing and cultural improvement initiatives.
All of our EDI training is mandatory and includes training on intersectionality and positive action.
We are actively participating in awareness days and community events.

We have a total of 98 volunteers from across Hampshire and the IOW (32% non-male), supporting with community fire safety initiatives
across the service.
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Equality Objective 2 - Representative

Staff group diversity
Diversity, by Total Staff

— 202122  e— 202223 202324 == o EnglishFRSs22/23 == « FG1

80%

70%

Female, by Staff Group

— 2021-22 — 2022-23 mmm— 2023-24 == - English FRSs22/23 == - FG1

Of the H&IOW
60% PR
510/ communlty IS
o not male
; ) 50% (Census 2021)
In-line with the approach taken by the
Home Office in national FRS workforce a2.0%
. . . e . 40 =0
diversity statistics, these figures are % ..
calculated with those not disclosing the -,
information excluded. 0% N,
AN
20% ’\’
\.
................. 10% \_. N
0%
Non Uniform OnCall WDS, Inc Gold

a6+ Female Disability Ethnic Minorities Religions other than Non-heterosexual

Christian

The overall data shows that the number of staff across most protected

The gender data shows an increase in non-males across all staff groups, with

the exception of Control, which is showing a slight decrease (albeit from very
high levels) reflective of some recent recruitment. The dotted lines show the
totals of English FRSs, as well as our Family Group, as at the end of March 2023
and shows that we are, roughly, in line with both sets of benchmark data; but
we are less representative than the population of Hampshire & Isle of Wight.

characteristics, has increased over the last 12 months. Furthermore, for all
but two (religion and ethnicity) characteristics our proportions compared
favourably to the national average (the purple dotted line), but compared to
our Family Group of similar FRSs we are roughly in line across all
characteristic . However, as noted in previous slides disability, sexuality
and religion do have low (but improving) disclosure rates.
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Equality Objective 2 - Representative

18% Disability, by Staff Group
— 2021-22 I 2022-23 I 2023-24 == « English FRSs22/23 == « FG1 \ Of the H&lOW 0% Non—Heterosexual, by Staff GI’OUD
16% 17% comn:nuni?y m—2021/22  wmm—2022/23 WM 2023/24 == + EnglishFRS2022/23 == - FG12022/23
has a disability ~ o% . . ]
(Census 2021) In-l.lne.thh t.he approach take.n by Fhe Hor.ne. Of the H&IOW
14% Office in national workforce diversity statistics, o is non-
8%  these figures are calculated with those not 3% heterosexual
disclosing the information excluded (HIWFRS (Census 2021)
12% In-line with the approach taken by the Home 7% have low, albeit improving, disclosure rates)
Office in national workforce diversity statistics,
10% these figures are calculated with those not 6%
disclosing the information excluded (HIWFRS ~.
have low, albeit improving, disclosure rates) 5% S

8%

13.5%

4%
6%

3%
5.7%
4%

2%

2%

0.0%

Non Uniform [e] 0%

8% of our total workforce has recorded a disability, which is less than 17% within o I
our wider community. The data shows that the number of staff members declaring a Of those who have recor.dec.l thel.r sexuality, 5% of ourwc.)r.kforce have reF:orded it
disability is increasing in for non-uniform and wholetime staff. A reduction is seenin @S notheterosexual, whichiis a higher than the communities of Hampshire and the

On-call and Control staff versus last year. Isle of Wight (3%). The data shows the number of staff reporting their sexuality as

not heterosexual increased over time for non-uniform and On-call staff, reduce for
The dotted lines show the figures of English FRSs and our Family Group as at the whole-time and remained at 0% within Control.
end of March 2023 and shows that we have more disabled staff in three out of four
staff groups. These figures demonstrate our positive efforts for being a more The dotted lines show the totals of English FRSs and our Family Group, as at the
supportive employer, with increased neurodiversity assessments, reasonable end of March 2023, and shows that we have more staff reporting their sexuality as
adjustments and personal supportive passports in place. not heterosexual in every staff group apart from in Control.
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Equality Objective 2 - Representative

12% Ethnic Minorities, by Staff Group
— 2021-22 — 2022-23 m—— 2023-24 == « English FRSs22/23 == « FG1
Of the H&IOW
‘ community is non-
10% 7'\ 150/ White British based on
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6.0%
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2%
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10% Religions other than Christian, by Staff Group
— 2021-22 — 2022-23 mmmm— 2023-24 == « EnglishFRSs22/23 == « FG1

9%

' Of the H&IOW

community is
8% 0,
4 /° religious but not
Christian

7% (Census 2021)

5% -

Control Non Uniform OnCall 'WDS, Inc Gold

In-line with the approach taken by the Home Office in national workforce diversity statistics, these figures are calculated with those not disclosing the information excluded.

The ethnicity data shows an increase (compared to 2021/22) in non-white British
across all staff groups, with the exception of Control. The purple dotted line
shows the totals of English FRSs as at the end of March 2023 and shows that with
the exception of On-Call we are, significantly lower, in percentage terms, than the
national average. Compared to our Family Group we are more ethnically diverse,
across all staff groups except for Control. Though we are less diverse than the
communities of Hampshire and the Isle of Wight (6% vs 15%).

The religion data shows an increase over the last 12 months in non-Christian
religion across all staff groups. This is comparable with the national average
for wholetime and on-call staff, however non-uniform and Control staff have
slightly more non-Christian employees compared to the national average.
Compared to the Family Group, we are comparable in all staff groups, with
the exception of On-Call, where we are less diverse. HIWFRS figures are
similar to that of the wider community (4% vs 5%).
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Equality Objective 2 - Representative

Network Group Membership
Network Groups Memberships

In 2023/2024, we have relaunched our Network Groups and
created a new system to join the groups. So far, we have seen a
healthy number of subscribers (see right).

Throughout the year the Network Groups have worked

alongside the EDI Team to bridge the gap with our diverse

communities, increase awareness and improve knowledge and 57
understanding around underrepresented groups.

The Network Groups have also continued to consult the Service
with regards to the identification of systemic barriers people
may face in the workplace and ways to overcome these.
FireENABLE FireINSPIRE FirePROUD FireREACH
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Equality Objective 3
RESPECTFUL
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Equality Objective 3 - Respectful

We will treat each other and those we work with outside our organisation with respect every day. Respect at work means taking
personal responsibility for living our values and holding each other to account by having honest, respectful conversations when
we do not role model our behaviours.

Why is it important?

Respectis a key principle for promoting our Equality objectives. It creates an environment that values diversity, encourages
teamwork, enhances wellbeing, improves performance and strengthens relationships within our communities.

Being respectful is critical to enabling an inclusive environment where everyone feels valued and accepted. When individuals
are respected, they are more likely to feel included, participate fully and contribute their unique perspectives and abilities.

Respect also plays a pivotal role in building positive working relationships and fostering trust among team members. When
individuals are treated with respect, they are more likely to communicate openly, share ideas and work together effectively,
resulting in improved efficiency and better outcomes.

Respectful treatment positively impacts the wellbeing of individuals. When individuals feel respected, they experience higher
job satisfaction, morale and motivation.
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Equality Objective 3 - Respectful

What does it mean?

Respect refers to treating every individual with dignity, fairness, and recognition, regardless of their background, gender, race,
religion or any other characteristic.

Respect means:

Creating an inclusive environment that values and embraces diversity.
Refraining from any form of discrimination, bias, or prejudice.
Treating individuals fairly and equitably, without favouring or disadvantaging anyone based on their characteristics.

Providing fair treatment to all individuals; ensuring policies, procedures and guidance are unbiassed, impartial and
transparent; ensuring our behaviours are free from personal biases or discriminatory factors.

Actively listening to the voices and concerns of all individuals in our Service.
Maintaining a high standard of professional conduct at all times.

Recognising and responding to the specific needs and concerns of the diverse communities we serve.
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Equality Objective 3 - Respectful m

Update on progress

* We've updated the 'Values & Behaviours Working Group' to 'Culture, Ethics and Behaviours Group', focusing on improving our
organisational culture. Initiatives include updating the Code of Conduct and developing ‘contra’ behaviours.

* We've enhanced our 'Exit Interview' process to inform continuous improvement.

* Inourrecent Culture Review, 74.7% of employees stated that they feel comfortable confiding in their manager; many are
comfortable addressing inappropriate behaviours.

* We've implemented 'reverse mentoring' between Network Chairs and the Executive Group.
* Face-to-face training covers a comprehensive overview of EDI topics, and is mandatory for all staff.

* We're promoting the use of the Say So reporting system while supporting affected individuals.
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Equality Objective 3 - Respectful

EDI Training Sessions

In 2023/2024, we introduced 10 new training packages covering various EDI topics and conducted 47 sessions, training over 351
colleagues across the Service.

This marks a significant improvement over the previous year and reflects our commitment to cultural improvement.

The most delivered packages were 'Introduction to EDI' (19 sessions) and 'Difference between Banter, Bullying and Harassment'
(23 sessions).

We're developing e-learning versions of these and plan to make them mandatory for all staff, while also aiming to increase
participation in other sessions and integrate them into staff promotion pathways.
Number of Introduction to Equality,

Diversity & Inclusion sessions delivered
and individuals that completed this.

Total number of training
sessions delivered

Total number of individuals
trained across different

sessions*
*20 groups have not completed their return
on attendance, so this is an underestimation

Number of Difference between Banter,
Bullying and Harassment sessions delivered
and individuals that completed this.
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Equality Objective 3 - Respectful ﬂ

SaySo (our Independent confidential reporting line)

The rise in confidential SaySo reports over the past year reflects 2023/2024 76%
increased focus on culture and communication efforts within the
Service.
Increase in SaySo
n reports in 2023/2024

VS previous year

This uptake, with 37 reports in 2023/24, marks a 76% increase 2022/2023

compared to the previous year (2022/23), indicating growing confidence
among staff in utilising the system for reporting confidential matters.

* Themes from reports included pay/CPD concerns, service changes, staffing levels, safety, bullying, discipline, specific
investigations, and other areas.

* We anticipate more submissions as trust increases in SaySo and colleagues’ awareness of ‘speaking up’ develops through
cultural review activities.

* We aim for fewer anonymous reports, fostering an open culture.
* We're updating reporting processes, enhancing communication, and promoting proactive issue resolution.

* The ongoing monitoring of trends is planned.
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Equality Objective 3 - Respectful n

Peer to Peer Nominations

Recognition involves openly acknowledging and praising behaviour or
achievements in line with the Service's values.

% of our \ % of our

There are formal a.nd mfgrmal routes for both Gr.e‘en Book and Grey 4L8% nominations are 20% workforce that
Book colleagues, including peer-to-peer recognition. female are female

In 2023/24, there were 182 nominations, down slightly from 2022/23.

The gender split was 50% male, 48% female, and 2% unspecified,
compared to the workforce split of 80% male, 20% female. r w

% of our nominations % of our workforce
L e L 4% are from Ethnic 6% are from Ethnic
Nominations from Ethnic Minorities accounted for 4% of nominations, Minorities Minorities

close to their representation in the workforce.
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Equality Objective 4
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Equality Objective 4 - Accessible n

We will ensure our services are accessible to all parts of our community. We will engage with stakeholders and partners to
understand different community needs to deliver accessible local services.

Why is it important?

Our service priority — we work together to understand different community needs and deliver accessible, local services which
build safer places, requires an understanding of whether different groups are more likely to be at risk, based on several sources.
What does it mean?

There could be many reasons that some groups are more likely to be at risk (urban vs rural environment, socio-economic
factors, different occupations). We will use this information to gain a true picture of why there is a higher likelihood of risk for
some groups. This data will also be used to shape and inform our training, with a particular emphasis on our people

understanding local communities adjacent to stations, to provide insight in to how we engage and support our local
communities to make life safer.
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Equality Objective 4 - Accessible ﬂ

Update on progress

* We've established an EDI events calendar to promote inclusivity, featuring a range of events and engaging with diverse
communities.

* The rollout of our Personal Supportive Passport (PSP) allows individuals to communicate their needs effectively.
» Utilising new technology, we provide reasonable adjustments, including adaptive devices and specialist software.

*  We offer provisions like vouchers for glasses and tailored clothing, demonstrating our commitment to equity and accessibility
for all.

e Our'inclusive language' guidance ensures sensitive communication.

* We collaborate with local authorities, universities, and businesses to enhance accessibility.

* |nitiatives include health and wellbeing workshops and national best practice consultations.

* Additionally, we were featured as a case study in Disability and Religion and Belief toolkits by the National Fire Chiefs

Council.
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Equality Objective 4 - Accessible ﬂ

Community Engagement

Our stations and community safety teams actively engage with our local communities, developing relationships, focussed on
building safety knowledge of the public, and increasing our knowledge and understanding of the different needs from our
communities to enhance the services we provide. An engagement officer recently joined the Communications team, with a
focus on establishing better links with the community. Teams from across our Service are working across Hampshire and Isle of
Wight in multiple events and developing local partnerships. Examples include:

CRMP - as part of phase 1, we engaged with 7 underrepresented groups from 4 unitary areas, grouped to understand the needs
of specific groups, learning from these engagements have been shared with the EDI team that will be used to inform future
accessibility improvements.

Early Intervention Programme - led by the Princes Trust Manager, we accommodated a group of young people from a local
school and assisted with road safety awareness and fire service familiarisation.

Fire Cadets — We host weekly meetings to engage with our young people across numerous Stations.

Engagement and attendance at Vaisakhi at the Association of Gurdwaras Southampton - our St Mary's team and Station
Commander were invited to raise the flag as a guest and join the 10,000 strong procession.
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Equality Objective 4 - Accessible ﬂ

Chinese New Year - Our St Mary's teams took part in the celebrations in Southampton, engaging with local communities.

St Mary's Community Day - the Station Commander initiated an engaging event inviting local displays, dance groups, food
stalls and local partners all attended and contributed to this vibrant event including Street Pastors, Hampshire Constabulary
and Unity 101.

Senior citizens event: Our Southsea station attended an annual event for Portsmouth seniors held at the Guildhall.

Young Carers Christmas Party: Hosted at Southsea station, young carers enjoy party food, presents, and a visit to the Kings
theatre for panto.

Community open days: well-attended events across the Service to open stations up to the public, sharing fire safety knowledge
and promoting recruitment.

Soup kitchen: Blue watch members of Southsea fire station volunteer in a city soup kitchen for the homeless.
Eid celebrations: Blue watch Southsea attended local Mosque Eid celebrations.

Pride: Local participation in Pride events across Southampton, Portsmouth, the New Forest and the Isle of Wight.
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Equality Objective 4 - Accessible ﬂ

Scouts visits - Station engagement with local scouting groups across the Service, supporting fire safety knowledge of young
people through activities and badge completion.

Nursery and Care Home visits — discussing fire safety through fun activities engaging young and older people in our
communities.

HYROX Challenge - 2 female firefighters from Gosport entered the HYROX Fitness event in Manchester whilst wearing full
PPE. Monies raised were donated to the FFC and local charity Kitchen Table — a church group who provide hot meals to
vulnerable local people, including those who have suffered from domestic violence. We have maintained engagement with this
group by means of further visits from the station.

Partnership working with Unity 101 - we participate in a monthly Community hour which is a discussion show with guests
from across the private, public and voluntary sectors to talk about issues that concern the local community.
Youth engagement post-Summer: Engaging with young people leading up to bonfire night, focusing on visibility and interaction.

Bonfire assessment team: Initiative engaging with local communities on safety and ground rules for planned bonfires
on Bonfire night.
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Equality Objective 4 - Accessible

This data looks at Safe and Well visits, fire casualties,
RTC casualties and 'special service call' casualties
through the lenses of ethnicity, gender, and age. This
data is compared to Hampshire and Isle of Wight
population data to see if there is any over- :
representation in these areas.

In terms of ethnicity, it is important to note that there are
data quality challenges and further work is required,
potentially via EDI training, to ensure staff feel
comfortable to ask and accurately record ethnicity data
in both IRS and via the Safe and Well e-form.

This is the first-time data has been reported in this way,
so supplementary reports will seek to provide further
insights in these areas following, for example,
engagement with Community Safety colleagues to
interrogate these figures further and initiate actions.

85+

&

The largest

proportion of Safe &

Well visits to non- '
White British were

Other White and i
made up 1.5% of 1
visits, compared to

making up 5% of the

HIW population.

The largest proportion
of Safe & Well visits
were to females and
made up 58.2% of
visits, compared to
making up 49.1% of the
HIW population.

The largest proportion
of Safe & Well visits
were to those aged
85+ and made up 30%
of visits, compared to
making up 7.3% of the
HIW population.

66+

M

The largest
proportion of non-
‘White British Fire
casualties were
Other White and
made up 4.5%,
compared to making
up 5% of the HIW
population.

The largest proportion
of Fire casualties were
male and made up 61%,
compared to making up
50.9% of the HIW
population.

The largest proportion
of Fire casualties were
those aged 66+ and
made up 23.6%,
compared to making
up 16.3% of the HIW
population.

of
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The largest
propertion of non-
White British RTC
casualties were
Other White and
made up 3.8%,
compared to making
up 5% of the HIW
population.

The largest proportion
of RTC casualties were
male and made up
55.7% of visits,
compared to making up
50.9% of the HIW
population.

The largest proportion
of RTC casualties were
those aged 21-30 and

2 1_30 made up 21.2%,

compared to making
up 12.1% of the HIW
population.

The largest
proportion of non-
White British Special
Service casualties
were Other White
and made up 2.8%,
compared to making
up 5.1% of the HIW
population.

The largest proportion
of Special Service
casualties were male
and made up 50.4% of
visits, compared to
making up 50.9% of the
HIW population.

The largest proportion
of Special Service
casualties were those
aged 66+ and made up
27.5%, compared to
making up 16.3% of
the HIW population.

66+
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Conclusion m

We know there is much to do to be truly equitable and inclusive in all we say and do. However, we are
making positive progress and our refreshed Inclusive Service strategy sets out our clear intentions and
commitment to removing barriers and achieving an equitable approach.

Governance

Our new governance structure and EDI and Wellbeing Board ensures that our leaders are aware of our collective accountability
to achieving our Inclusive Service vision. To ensure our Equality objectives are owned and driven by our people, all Directorates
have been asked to discuss and evidence their commitment to our Equality objectives, each providing examples of initiatives
and learning that are relevant to their respective teams.

Heads of Service have also been asked to nominate individuals to represent their teams to join the refreshed ‘Culture, Ethics
and Behaviours’ and Wellbeing groups. These will oversee delivery against our action plans, as well as highlighting risks and
issues that may require further intervention by the EDI Wellbeing and Culture team.
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Conclusion

Networks

We recognise the important role of our Networks in supporting our people to understand the barriers they may face and share
experiences that others can learn from. We know we need to do more to raise awareness of our Networks and ensure our people
understand their purpose, and how the groups can support them. We are refreshing the Terms of Reference for each of our
Networks and developing role descriptions. We are establishing an approach to ensure our people can be released to attend
Network group meetings and support community events, as members and as Chairs or Committee members.

Data

Itis our intention to continue to develop the data, and in turn, our insights and resultant actions around EDI, Wellbeing and
Culture.

We know our non-disclosure rates are low for different protected characteristics, and this is impacting on the quality of our data.
As part of our training, we will be seeking to raise awareness of why we need to collect equality data and how we will use this
information to better support our people where they may face barriers. We have also initiated some communications to all staff
to explain why recording their equality data is important and beneficial.
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Conclusion n

Our Culture

Inextricably linked to enabling ‘Our Inclusive Service’ and a healthy, resilient and fulfilled workforce, is our culture.

Our Values, Behaviours and Core Code of Ethics set out our vision for our culture — and our cultural action plan has been
developed to continue our journey to improve our service culture, pulling together the recommendations and areas for
improvement following our independent culture report.

Our Values and Behaviours working group has recently been refreshed to reflect this work and going forward, this group
‘Culture, Ethics and Behaviours’ is overseeing the delivery of our cultural action plan, reporting into the EDI, Wellbeing and
Culture board.
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Next Steps n

In the upcoming year, we aim to evolve and develop in key areas:

* EDI, Wellbeing, and Culture Training: We'll review training packages to ensure they meet workforce needs.

* Reasonable Adjustments Procedure: Completing the review to enhance accessibility and support for individuals with
protected characteristics.

* Neurodiversity Assessments: Promoting and improving support for staff to reduce workplace barriers.

* People Impact Assessments: Improving engagement and quality for new projects and change activities.
* Network Groups: Supporting increased memberships to drive positive change and reduce barriers.

* Data: Continuing to enhance data collection for informed decision-making.

* Wellbeing Strategy: Launching the 'Our Health and Wellbeing Strategy 2024 — 2028' to foster a safe and healthy working
environment.

* Wellness Action Plan: Introducing an app to promote staff wellbeing and proactive planning.

e Culture Action Plan: Collaborating with NFCC and other FRSs to enhance culture based on collective experience and
surveys.
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THANK YOU
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