Fire and Rescue Service Circular 55/2008 - ANNEX B 

Minority Ethnic Recruitment Targets 
Questions and Answers
ACTIONS

Q:
 My Authority won’t be able to confirm its target proposal until after 3rd December. Will a late application be accepted or do we risk having a target imposed because of the delay?

A:
 In such circumstances, CLG would require early notification of when the target proposal would be available. If there is likely to be a significant delay, it would be helpful if the Authority were to discuss the matter with Communities and Local Government at the earliest opportunity. 

MINORITY ETHNIC RECRUITMENT TARGET SETTING


Q
Are the Strategy and targets an exercise in political correctness?

A
No. Preventing fires and fire safety education are just as important as firefighting. To further reduce the numbers of fires, deaths and injuries the Service must be fully engaged with and understand the diverse communities it serves.  Having a workforce which better reflects the diversity of the local population can only help to achieve this. 

The benefits of a more diverse workforce and improved community engagement are clear:
· It supports the organisation’s key objective – to save lives

· It improves knowledge, expertise and skills, enriching the Service’s understanding of local communities. This will help to further drive down fires and improve effectiveness in prevention measures and fire safety work
· It builds public trust, increases public appreciation and improves relationships with communities 

Q
Will there be a mechanism for taking action against individual Fire and Rescue Authorities who either fail to act or fail to make progress?
A.
The National Framework, which underpins the Fire and Rescue Service Equality and Diversity Strategy, requires every Authority to take action and report to Communities and Local Government on what they have done. CLG will be publishing an annual report on the performance of every Fire and Rescue Authority. The Audit Commission will also take account of progress achieved against the Strategy in their direction of travel assessments. 

Q
Why are there targets based on gender and race but not, for example, for disability or sexuality?  Are these issues less important?

A.
No, they aren’t less important. No one group, or strand of diversity, is more important than any other. Whilst the Strategy focuses particularly on the need for Fire and Rescue Authorities to significantly improve performance on the recruitment of women firefighters and minority ethnic staff, it nonetheless makes quite clear the importance of also monitoring the recruitment, retention and progression of staff in respect of all the other diversity strands - age, disability, gender identity, religion or belief and sexual orientation. Effective monitoring in these areas will identify whether there is inequality in the way staff, or indeed members of these communities, are being treated.
Q
Given the recruitment targets we have to meet, can we select candidates specifically on grounds of their gender or ethnicity?

A.
No. This would be positive discrimination, which is illegal. Our advice to the Service, as ever, is that selection must always be about the best person for the job. 
The Race Relations Act does not allow positive discrimination or affirmative action- in other words, an employer cannot try to change the balance of the workforce by selecting someone mainly because she or he is from a particular racial group. This would be discrimination on racial grounds, and unlawful.
The Fire and Rescue Service is held in high regard as an emergency service but research has shown that, for many communities, it has little profile as a career option.  The Government has for a number of years recommended positive action measures to the Service as an effective means of raising awareness and enabling it to reach out to a much wider pool of talent. 
Q.
Surely the targets will mean that positive discrimination occurs?

A.
No one should be recruited or promoted because of their ethnic background, gender, sexuality or any other irrelevant factor.  
Positive encouragement and assistance can be offered to currently under-represented groups through a wide range of initiatives, such as awareness campaigns, role models, community forums, open days and exhibitions. This is positive action.
The Strategy requires every Fire and Rescue Authority to undertake awareness campaigns and positive action. Positive action is not discriminatory. It does not mean favouring candidates who may be less well qualified at the expense of others.  All candidates undergo a rigorous selection process based on the requirements of the job and designed to recruit those most suitable for the role of firefighter.

Advice on positive action is provided on the Equality and Human Rights Commission website at : 

http://www.equalityhumanrights.com/en/aboutus/Pages/FAQs2.aspx#401
DEVELOPING THE TARGET

Q:
What is the difference between “working age” and “economically active” populations?

A:
The definition of “working age” population, as applied to the Labour Force Survey, encompasses those people aged 18-54. The “economically active” population describes those either in employment or actively seeking employment. It excludes carers and those not seeking employment. The Labour Force Survey records both the “working age” and economically active populations. 
Q:
Do students fall within the Labour Force Survey?

A:
 Yes, students and the prison population are included in LFS population estimates 
Q:
In addition to the ethnic groups set out in the Guidance what about other groups? For example, do we include White Irish in our proposals?

A:
No. There is no intention to expand the list of ethnic groups for inclusion as part of the recruitment targets. With regard to the White Irish community, there is no evidence of specific issues regarding effective delivery of fire safety messages or their attraction/integration into the workforce.  
Q:
Our local East European communities grew considerably in size in recent years but there is recent evidence that these are now beginning to shrink. Does this development affect our target proposals? How will demographic changes such as this be managed under the targets process? 
A:
To ensure consistency across all Fire and Rescue Services in the target setting process it was agreed that the most recent and comprehensive data available would be used, i.e. the Labour Force Survey, averaged over eight quarters up to the end of December 2007 (the latest set of LFS data provided by the Office of National Statistics). We would therefore expect every Authority to set its recruitment proposals against the data provided with the attached Circular and Guidance.
However, clearly it has to be acknowledged that more recent developments may impact on particular communities. In order to take account of changing factors such as demographic shifts CLG would recommend that all Fire and Rescue Services annually review their targets.

SETTING THE TARGET

Q:
What factors should each Fire and Rescue Authority take into account in calculating its minority ethnic recruitment target for 2013?

A:
Factors that may be taken into account include reference data on wholetime and retained duty systems (for the retained duty system, for example, the numbers of staff, station locations), uniformed, non-uniformed recruitment needs, year on year.  
Q:
Can Fire and Rescue Authorities set, for example, different minority ethnic recruitment targets for the various sectors of the workforce?

A:
It is a matter for each Authority to determine the level of detail that its recruitment target strategy should contain. Authorities may, for example, consider that it is entirely appropriate to have separate recruitment targets for their uniformed and non-uniformed sectors and/or their wholetime and retained duty systems. CLG will require every Authority to provide a single, composite target. In support of its proposals each Authority will need to provide evidence of 
Q: 
Should Fire and Rescue Services set separate progression and retention targets for uniformed and non-uniformed minority ethnic staff?

A: 
The Strategy only requires that Fire and Rescue Services have a single target which compares the rate at which minority ethnic staff progress within the organisation against the progression of white colleagues, and one which compares the rate at which they leave the Service.  Within that requirement, it will be matter for each Authority to determine whether they wish to apply separate targets for uniformed and non-uniformed staff.

Q: 
My Fire and Rescue Authority believes it can achieve the higher recruitment target of 18% for women by 2013, but not the higher target for minority ethnic recruitment, and is prepared to make a commitment on that basis. Does it qualify for a grant allocation?  

A:
 No. Grant funding will only be allocated to those Authorities that commit to achieve the higher targets, as set out in the Strategy, for both gender and ethnicity.
Q:
 My Authority is keen to commit to the higher targets but won’t be able to ratify that position until after 3rd December. Will a late application be disqualified?

A:
 In such circumstances, CLG would be content to receive an early indication of intent, provided that the Authority’s formal letter of commitment, signed by both the Chief Executive and the Chief Fire Officer, is received as soon as possible after 3rd December. 
Q: 
Is the capital grant funding ring fenced?

A:
 No. Ministers across Government agreed last year that ring fencing of funding would only be agreed in exceptional circumstances.
Q:
 Will there be any requirement for Fire and Rescue Authorities to report back to CLG on how they have spent the grant funding allocation?

A:
 No. CLG will not be specifically monitoring the expenditure. 
Q:
 Will CLG be producing guidance on how the grant funding should be used?

A:
 Again no. As the capital grant is not ring fenced CLG is unable to specify the use to which any grant payment should be put. However, Authorities will wish to be aware of the good practice that has been developed elsewhere across the Service (e.g. successful programmes that have received recognition under the national Fire and Rescue Service Equality and Diversity Award Schemes)

Q:
 Will Fire and Rescue Services who sign up to the higher targets but fail to meet them by 2013 have the funding taken back from them?

A:
 No, as stated previously this capital funding is not ring fenced.  
ASSESSING THE PROPOSALS

Q.
If we cannot come to an agreement on an appropriate local recruitment target, will one be imposed by the Government?

A.
Every effort will be made to reach agreement on an appropriate local target for each Authority. However, where this is not possible CLG will consult the National Equality and Diversity Delivery Partnership on a suitable target to be recommended to Ministers.

Q:
When will the targets be confirmed for each Fire and Rescue Authority?

A:
The targets will be confirmed prior to the publication of the annual report in February 2009 by Communities and Local Government.

MONITORING AND CLASSIFICATION

Q:
 How will CLG monitor each Fire and Rescue Service’s performance?

A:
 Performance will be monitored through the annual statistical returns submitted by each Fire and Rescue Service, and through the qualitative information which will be required from every Authority for inclusion in the annual report. We will also work closely with the Audit Commission, and will consult with key stakeholders.  

SHARING GOOD PRACTICE 

Q:
 Where do I find examples of good practice in the Fire and Rescue Service that has achieved results and I can learn from?

A:
 Examples can be found on the Communities and Local Government website at http://www.communities.gov.uk/publications/fire/fsc312008 where information is provided on the winners and runners-up of the 2007 and 2008 Fire and Rescue Service Equality and Diversity Awards.  Further advice on examples of good practice will be published in February in the Equality and Diversity Annual Report.
Q: 
What is CLG doing to support Fire and Rescue Authorities to encourage currently under-represented groups to join the Service? 

A:
 CLG is committed to support the Service in raising its profile as a career of choice.  In 2006 the Government funded a national awareness campaign to encourage women to consider a career as a firefighter.  CLG followed this in 2008 by funding and commissioning research into raising the profile of a future career in firefighting among girls aged 14-16.  Further work on this initiative will be developed in partnership with stakeholders during 2009. CLG has also commissioned work to develop a toolkit for the retained duty system, designed to support local engagement with the business community and encourage employers to release staff for RDS duties.
Q:
 Is it possible for CLG to provide information on future central initiatives to Fire and Rescue Services?

A:
 At a national level CLG will be developing a communications strategy in consultation with key Service stakeholders.  Whilst at a local level we would expect Fire and Rescue Services, whether recruiting or not, to continue with local targeted initiatives and positive action aimed at raising the Service’s profile and encouraging people from under-represented groups to consider a career in the Fire and Rescue Service.
