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	If you need assistance in completing this EIA, please see the guidance at the end of this form. 

	Policy / Project / Function  

	Introducing folding resting platforms as a 3 month trial
	Date of Analysis
	Commenced 13th May 2024

	Analysis Rating: please tick one box (The analysis rating is identified after the completed analysis - See Completion Notes). 
	
RED
	
	
AMBER
	Yes
	
GREEN
	
	Proportionate means achieving a legitimate aim/that can be objectively justified. 
	

	Please list methods used to analyse the impact on people (e.g. consultations, forums, meetings, data collection)
	· Engagement with Trade Unions including the FBU’s B&EMM, Officers, Womens, On-call and LGBT+ sections.
· Analysis of workforce data from Sharepoint resources.
· Engagement with CFRS staff networks.
· Consultation with Middle Leadership Team
· Open invite in Weekly Update for any staff to support the development of the EIA. 

	Please list any other policies that are related to or referred to as part of this analysis. 
	Station Management Framework (Service Instruction)
PFI Contracts and provider

	Please list the groups of people potentially affected by this proposal. (e.g. applicants, employees, customers, service users, members of the public)
	New and existing workforce. 
Predominantly wholetime staff working the 2-2-4 duty system between the role of Firefighter and Watch Manager. 
This includes On-call staff and day duty staff who provide operational cover to night time shifts.
Corporate staff who may share multi purpose rooms.

	What are this proposal's aims and intended effects (project, Policy, function, service)?

	To improve the health, safety and welfare of staff, the Service will trial the provision of folding resting platforms as an alternative arrangement to the reclining chairs for staff to use during standdown time at night. We will also trial the provision of individual private resting spaces, utilising our existing station facilities. The trial will take place at Barrow Fire Station and will last for three months running from July to October 2024.
Depending on the outcomes of the trial, the Service may continue rolling out the provision across Carlisle E & W, Kendal, Whitehaven and Workington. 


	Is any Equality Data available relating to the use or implementation of this proposal (Policy, programme, project, function, or service? Please Tick  a(See Completion notes) 

	YES:  Yes (Workforce data)                                                                                                       NO: 


	List any Consultations, e.g. with employees, service users, Unions or members of the public, that have taken place in this proposal's development or implementation (project, policy, function)?

	· SLT 20th May 2024.
· FBU 16th and 22nd May 2024.
· CFRS Health and Safety Dept 22nd May 2024. 
· Weekly Update 23rd May 2024.
· Manchester FRS 23rd May 2024.
· PFI Provider 21st May 2024.

	Financial Analysis If applicable, state any relevant cost implications (e.g. expenses, returns or savings) as a direct result of implementing this Policy, project, or function. E.g. impact of a cut in the budget or seeking an increase in resourcing:

	Any costings for capital work or building alterations will be recouped from increases in efficiency or productivity from the workforce. This understanding and impact will be developed in consultation with staff as the trial matures and feasibility studies are completed at all 6 sites.  
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What impact will the implementation of this proposal have on people who share characteristics protected by The Equality Act 2010? 
a(See Completion notes)

	 Protected  
 Characteristic:
	Positive
Impact:    
	Negative
Impact: 
	Potential Impact
	Evidence of impact and if applicable, justification if determining proportionate means of achieving legitimate aims exists  

	Overarching Impacts across protected characteristics 
	
	
	
	Please consider specific impact on individual protected characteristic (if any) and note in the corresponding column below.



 

	Sex 
 (Men and Women) 


	Yes
	
	
	Private rest areas will support privacy based on sex.
Privacy will allow for safe spaces away from same/opposite sex colleagues at times of rest when staff may be dressed down and more relaxed. Colleagues using personal phones (recording devices) in rest periods in same place as colleagues who are dressed down and relaxing or in vulnerable body positions may cause anxiety. 
Females experiencing peri/menopause will have a positive impact due to additional privacy and comfort provided. Temperature control in private areas will be improved as opposed to shared space with colleagues who have different needs and temperature control is not supportive i.e. too hot/cold to regulate self.

	

Race 
 (All Racial Groups)  


	
	
	Yes 
	

	Disability  
(Mental, Physical, and   Carers of Disabled people)  
	Yes
	
	
	Private rest areas will support privacy based on disability. Staff will be able to move more freely i.e. access medication, toilet facilities etc without disturbing other colleagues in the communal resting areas.

	Religion or Belief  


	Yes
	
	
	Private rest areas will support privacy based on religion. 
Staff will be able to move more freely i.e. ability to pray in privacy, accessing food before daybreak during Ramadan etc. without disturbing other colleagues in the communal resting areas.

	Sexual Orientation  
(Lesbian, Gay, Bisexual,
  and straight)  

	Yes
	
	
	Private rest areas will support privacy based on sexual orientation. Privacy will allow for safe spaces away from same/opposite sex colleagues at times of rest when staff may be dressed more relaxed.

	Pregnancy and Maternity 


	
	
	
	Employees returning to the workplace will benefit from private spaces to express breast milk (as determined by individual risk assessment). 
Pregnant employees will have access to rest facilities during day time (as determined by individual risk assessment).

	Marital Status
(Married and Civil Partnerships) 

	Yes 
	
	
	Movement away from generic, single occupancy rest rooms will improve the perception for existing staff and their partners, and any new potential employees about the facilities provided during night shifts. 

	Gender Reassignment
(Includes non-binary)


	Yes
	
	
	Private rest areas will support privacy based on GR including non-binary.
Privacy will allow for safe spaces away from colleagues at times of rest when staff may be dressed down and more relaxed. Colleagues using phones (recording devices) in rest periods in same place as colleagues who are dressed down and relaxing whilst in vulnerable body positions may cause anxiety.  This impact may be increased for employees who are GR or non-binary or their colleagues.

	Age 
(People of all ages) 

 
	Yes
	
	
	Clear policy and facilities will support staff of all ages and experience to provide clarity on resting/studying together. More experienced staff who have used dormitory provision (pre 2012) may have different interpretations and expectations to any new staff and age demographic that have joined after dormitories were discontinued. 
Unfair allocation of rest areas could impact new staff if favourable rooms are allocated to more experienced colleagues or managers based on informal watch hierarchy.  



	 What impact will the implementation of this proposal have on people who are impacted by and/or local factors that sit outside the Equality Act 2010 (non-legislative)? Examples include social-economic factors (i.e. poverty and or isolation), caring responsibility, unemployment, homelessness, urbanisation, rurality, health inequalities any other disadvantage. a (See Completion notes) 

	 Identified impact non-legislative factor.
	Positive
Impact:    
	Negative
Impact: 
	Potential Impact
	Evidence of impact and, if applicable, justification if determining proportionate means of achieving legitimate aims exists.  

	 Rural Isolation



	
	
	
	No significant change

	Social and Economic Deprivation


	
	
	
	No significant change

	On-Call



	
	
	
	On-call working on night duties will need to be briefed on expectations for private rest area provision.











Action Plan
	Action Plan Owner: Ian Seel
	Commencement date: 23 May 2024
	Sign off date:
	

	As a result of performing this analysis, what actions are proposed to remove or reduce any negative impact of adverse outcomes identified on people (employees, Apprentices, applicants, customers, members of the public etc) who share characteristics protected by The Equality Act 2010 or are non-legislative characteristics? 
	

	Action Planning
	

	Identified Impact  
Protected Characteristic or local non-legislative factor
	Recommended Actions
	Responsible Lead
	Completion Date
	Review Date
	Completed and signed off 
Y/N

	All Characteristics – Service Users / Workforce
	Provide a Service Instruction  on the service use of private study areas and rest facilities
	Ian Seel
	
	
	

	All Characteristics – Service Users / Workforce
	Complete feasibility studies for each site. Include local staff, managers and mix of demographics to be involved. 
	Ian Seel
	
	
	

	All Characteristics – Service Users / Workforce
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	



	This Equality Analysis was completed by: (Name and Department): …………..
	This Equality Analysis was signed off by: (Senior Manager / Group Manager): ……………………………………………………		
	This Equality Analysis has been reviewed and Quality assured by: (EDI Manager) ……………………………………………………….
	Any comments/feedback:
	The completed EA form along with the related policy/report/project document should be emailed to the EDI Manager at: CFRS.EDI@cumbria.gov.uk 
This will be an online form being set up on SharePoint

Guidance - Equality Impact Analysis Process
[bookmark: _Hlk69734403]Identify Policy*
Stage 1 - Carry out a screening using the Equality Analysis Screening form (SharePoint)
Stage 2 - Is a full Equality Analysis required (Template on SharePoint)
Stage 3 - Ensure monitoring/review in place for any actions identified
Stage 4 - review and Quality Assurance - EDI Manager and Sign off by Group Manager 
Submit completed Equality Analysis to the EDI Manager.
* The term ‘policy’, which is used throughout this document, covers the range of functions, projects, strategies and decisions for which CFRS is responsible.  
Who will provide support and offer advice on my EA?
· You can access the Equality Analysis Toolkit and EDI information and resources on SharePoint. 
· Powe Bi EDI  Dashboard
· Please book on to the next Equality Analysis Briefing session
· The Equality, Diversity and Inclusion Manager will offer guidance, support, and feedback on your Equality Analysis. 


Checklist 
	 
	 
	Date 

	 
	 
	 

	 
	 
	 

	1
	Contact the EDI to discuss what is required and support with the EA process.
 
	 Yes

	2
	Carry out a screening using the Equality Analysis Screening form (SharePoint) – Submit EA screening and Policy/ SLT paper for Quality Assurance to EDI Manager – If paper going to SLT at least four weeks before papers due to be submitted or any other deadline. 
Feedback will be received via Teams
 
	 Yes

	3
	Stakeholder analysis / engagement internal / external – if enquired
 
	 Yes

	4
	Is a full Equality Analysis required? (Template on SharePoint) Complete EA
 
	 Yes

	5
	Ensure monitoring/review in place for any actions identified
 
	 

	6
	If you require feedback, please do so from the EDI manager 
Feedback from staff networks will be facilitated by EDI manager.  
As early as possible please, do not leave it to the last minute.
 
	 

	7
	Consider feedback and incorporate into policy / SLT paper 
 
	 

	8
	Sign off by Group Manager or Senior manager
 
	 

	9
	Submit EA and Policy/ SLT paper for Quality Assurance to EDI Manager – If paper going to SLT at least three weeks before papers due to be submitted for SLT or any other deadline.
 
	 

	10
	Continue to review the EA, monitor actions, and update EA.
 
	 

	 
	 
	 

	 
	 
	





	Completion Notes:    


	  
Analysis Ratings: 
    
	The analysis rating is located at the top of the document so that if you have several impact assessments, you will be able to determine priority impact status. To ensure the analysis determines the rating, the rating should not be determined before the analysis has been completed.

Red: As a result of performing this analysis, it is evident risk of discrimination exists (direct, indirect, unintentional, or otherwise) to one or more of the nine groups of people who share Protected Characteristics (and/or local non-legislative factors).  In this instance, it is recommended that the use of the activity or Policy be suspended until further work or analysis is performed.  

If it is considered this risk of discrimination (is objectively justified, and/or the use of this proposal (Policy, activity, function) is a proportionate means of achieving a legitimate aim; this should be indicated, and further professional advice taken.

Amber:   As a result of performing this analysis, it is evident that the risk of discrimination (as described above) exists. This risk may be removed or reduced by implementing the actions detailed within the Action Planning section of this document. 

Green: As a result of performing this analysis, no adverse effects on people who share Protected Characteristics and/or local non-legislative factors are identified - no further actions are recommended at this stage.   

	  
 Equality Data:  
     
	Equality data is internal or external information that may indicate how the activity or Policy being analysed can affect different groups of people who share the nine Protected Characteristics and/or local non-legislative factors.  Examples of Equality Data include: (this list is not definitive)  

1: Application success rates by Equality Groups 
2: Complaints by Equality Groups 
3: Service usage and withdrawal of services by Equality Groups 
4: Grievances or decisions upheld and dismissed by Equality Groups   

	 
 Legal Status: 
	This document is designed to assist organisations in “Identifying and eliminating unlawful Discrimination, Harassment and Victimisation” as required by The Equality Act Public Sector Duty 2011. 

The NFCC/FRSs may be keen to extend “due regard” to local/non-legislative factors such as social-economic factors (i.e. poverty and or isolation), caring responsibility, unemployment, homelessness, urbanisation, rurality, health inequalities any other disadvantage. a(See Completion notes). What impact will the implementation of this proposal have on people for which there is no legal requirement? (consider each local non-legislative factor separately).  

Doing this analysis may also identify opportunities to foster good relations and advance opportunities between those who share Protected Characteristics and/or local non-legislative factors and those that do not.


An EA is not legally binding and should not be used as a substitute for legal or other professional advice.

	 
 Objective
And/or Proportionate 
	Certain discrimination may be capable of being defensible if the determining reason is:    

(i)	objectively justified 
(ii)	a proportionate means of achieving a legitimate aim of the organisation  

For objective justification, the determining reason must be an honest, objective consideration and not in itself discriminatory. To be ‘proportionate’ there must be no alternative measures available that would meet the aim without too much difficulty that would avoid such a discriminatory effect.   Where (i) and/or (ii) are identified, it is recommended that professional (legal) advice is sought before completing an Equality Impact Analysis.
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