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foreword

Cheshire Fire and Rescue Service is currently
going through a period of significant change,
with the major reductions in public sector
spending a key factor. At a time when there is
an inevitable focus on being able to deliver
more with less, it is vital that the Fire Authority
maintains a clear commitment over the
standards and quality of the services it
provides. 

As a front-line emergency service and a local
employer we still have a dual responsibility to
promote equality and inclusion both in the
way we work to protect our communities and
in how we exercise our responsibilities to our
staff. 

Our wider responsibilities in fire prevention
and community safety education mean it is
critical that our services are accessible to all
sections of the community and that we fully
consider the impact on all residents when we
develop our policies and our service priorities.
And as we continue our commitment to
provide a modern and flexible service, we need
to take all practical steps to remove potential
barriers to employment in our organisation. 

For a number of years the Service has fully
embraced the moral and business case for
equality and diversity. The current financial
pressures in the public sector mean that it is
more important than ever that we ensure we
are operating openly, with transparency and
without discrimination. That commitment to
equality and inclusion remains explicit and is
incorporated in all of our key corporate
documents such as the Integrated Risk
Management Plan, local values and this
Corporate Equality and Inclusion Strategy.

Significant progress has been made over the
years in moving the equality and diversity
agenda forward and the Service is very proud
of its achievement of attaining Excellence
within the Fire and Rescue Equality Framework
in September 2011.

The Fire Authority’s aim, however, is to
maintain that excellence and this new Strategy
outlines the principles and objectives we will
follow to achieve this. It sets out the next steps
the Service will take to ensure equality and
inclusion remain embedded. The Fire Authority
will ensure that the Equalities Action Plan is
monitored in detail, while the strategy itself
will also be subject to regular review.

Foreword

Paul Hancock
Chief Fire Officer

Cllr John Joyce
Chair, Cheshire Fire
Authority

Cllr Steve Wright
Lead Member for
Equality and Diversity
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There are a number of key strategic documents
that this Strategy must complement,
particularly the Service’s Integrated Risk
Management Plan (IRMP), the Equality
Framework for the Fire and Rescue Service, the
National Fire and Rescue Service Core Values
and the Service’s own local values. The Service
has, therefore, decided to adopt the wider
definition of equality set out within the
framework and detailed below: 

‘An equal society protects and promotes
equal, real freedom and opportunity to
live in the way people value and would
choose, so that everyone can flourish.

‘An equal society recognises people’s
different needs, situations and goals, and
removes the barriers that limit what
people can do and be.’

This is particularly relevant for the Service as
we work ever closer with partners and local
communities to achieve joint targets and
outcomes. We want to ensure equality and
diversity is mainstreamed into everything that
we do to ensure that:

• we truly understand who our communities
are and the diverse risks that they face

• we use inclusive consultation to assess how
are services affect all members of the public

• our workforce better reflects the diversity of
the communities we serve, and

• all our employees are equally respected
and valued.

This greater understanding allows the
organisation to develop its services in line with
local risk and needs, particularly during the
current difficult financial climate. The
organisation has a four year strategy –
‘Planning for a Safer Cheshire’ that sets out the
Service’s vision of “A Cheshire where there are
no deaths, injuries, or damage from fires and
other emergencies” and its mission to “help
create safer communities, to rescue people and
protect economic, environmental and
community interests”. 

To help staff and partners understand how this
vision and mission can be delivered, the
Service has developed three key aims, each
supported by specific objectives:
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• Protecting our communities and reducing
local risks

• Responding promptly and effectively to
emergencies

• Developing an excellent organisation
accountable to our communities.

While these objectives provide a clear sense of
what we need to do, it is our behaviour and
values which influence how the Service
actually does things. The Service’s values are:

Putting customers first

Promoting equality and diversity

Working together

Aiming for excellence

Developing and respecting our people

Delivering our promises.

To achieve this, the Service has set the
following Ten objectives:

- to use our understanding of communities
to ensure our resources are used to target
those most at risk 

- to meet and exceed the general and
specific duties contained within the
Equality Act 2010

- to understand and meet the needs of all
the communities we serve

- to work in partnership with all
communities and other local service
providers and partners to protect the
people it serves

- to fully engage employees and the
community in the development and
delivery of services and functions

- to encourage talented people from all parts
of the community to join the Service and
achieve their potential

- to recognise the talents of those within the
Service and encourage them to achieve
their full potential

- to create an inclusive culture in which
everyone treats all colleagues and the
public with equal dignity and respect

- to value and support a diverse workforce
through fair and transparent recruitment
and employment policies, practices and
processes.

- to ensure all our policies, processes and
practices are open and transparent and
have undergone robust equality impact
assessments. The results of the impact
assessments will be published on the
Service’s website along with the results of
internal and external equality monitoring
reports.

Nationally there has been much debate about
the value of equality impact assessments (EIAs)
and equality analysis and the effectiveness of
these processes. However, the Service remains
committed to EIAs, as our system provides a
pragmatic and consistent way for us to
objectively consider the impact of our policies
on our communities, partners and staff and to
help us meet our objectives above.

How we will achieve these commitments is set
out later in this strategy.
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When we look at Cheshire it is a county of
contrasts which is why it is vitally important
that we understand the needs of local
businesses and residents to indentify the key
risks for the Service. 

The Fire Authority covers an area of
approximately 896 square miles, which
includes rural communities in the south and
east and more industrial and densely
populated areas to the north and west. There
are areas of comparative affluence and pockets
of notable deprivation. The majority of the
population is concentrated in the major towns
of Chester, Ellesmere Port, Runcorn, Widnes,
Warrington, Macclesfield, Northwich,

Winsford, Congleton and Crewe. There are
also a number of prosperous rural market
towns and communities such as Nantwich,
Malpas, Tarporley, Frodsham, Neston,
Sandbach and Knutsford. 

The heritage city of Chester has a large
number of unique sites dating back to the
Roman and Medieval periods and there are
large centres of the petrochemical industry
along the River Mersey. In fact, Cheshire
currently has the highest number of COMAH
(Control of Major Accident Hazard) sites in the
country. Four major motorways pass through
the area, along with an extensive road network
and the West Coast Mainline railway, linking
the main urban areas of Merseyside and
Greater Manchester with the South East.
Cheshire is also covered by a number of key
flight paths for the major regional airports in
Liverpool and Manchester.

A more detailed breakdown of the diversity of
Cheshire and the implications for the Service
can be found later in this document. However,
even this high level picture of Cheshire shows
that it is imperative for the Service to have a
clear understanding of who our communities
are and the risks that they face.
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This is Cheshire Fire Authority’s (CFA) fourth
Corporate Equality and Diversity Strategy and
like all others, it aims to provide strategic
direction and a set of clear and challenging
aims for the organisation.  It focuses fully on
‘mainstreaming’ equality and diversity into all
our policies, procedures, practices and day to
day processes, and is supplemented by an
Equalities Action Plan. 

This year, however, the Service has
incorporated the wider notion of inclusion
within the Strategy as it encompasses equality,
diversity and human rights, focusing on
individuals and groups who may feel, or who
are, excluded from services and employment
opportunities. Alongside this with cuts to
funding it is imperative that the Service
engage with ALL sections of the community to
enable them to have an input into the decision
making processes and also to truly understand
potential impacts of any proposed changes
that may be required in the future.

This strategy is a key priority for the Service as
it determines:

- how we deliver our services through a risk
based approach to those communities
without discrimination and protecting the
most marginalised groups, and 

- how we prioritise our services to those
identified as being of heightened risk.

- how we treat each other as members of
the Service

- how we treat service users 
- how we engage with all sections of our
community and how they have an
opportunity to comment on our plans 

- how we interact with the diverse
communities we serve

As part of that commitment we aim to
measure our performance against the highest
standards for equality and inclusion by which
public bodies are judged.  This ensures our
policies, procedures and practices are fair, and
result in equality of access, equality of impact
and equality of outcome for all.

The Service also recognises that employees
work more effectively and efficiently when they
feel valued and there is a culture of inclusion.

At this time of such dramatic change we
appreciate that staff may feel unsettled and
worried about the future, we are, therefore,
committed to establishing a culture where
people are encouraged and enabled to achieve
their potential and which is open and honest
and where colleagues feel motivated and
encouraged to provide feedback.  

The Service will also ensure that people are
treated with dignity, respect and fairness and
that bullying, harassment, unfair discrimination
and unacceptable behaviour are not tolerated.

Creating this culture not only provides a
positive working environment, it also results in
significant business benefits as employees are
more likely to remain within the organisation
therefore retaining their skills and talents,
reducing sickness absence and cutting
recruitment costs.
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While there is a clear business case for ensuring
that the Service is fully committed to equality,
diversity and inclusion, the organisation must
also operate within a legal framework. The
introduction of the Equality Act 2010 has
simplified this both for employers, employees
and residents, by reducing nine major pieces
of legislation into one Act and one supporting
code of practice which sets out our powers
and duties as an employer and a service
provider.  

As highlighted previously, the Service has
adopted the broader definition of equality
which is set out in the national Equality
Framework. The Service is keen to ensure that
it is doing everything that it can to meet and,
where possible, exceed its legislative
requirements.

The public sector equality duty contained
within the Equality Act 2010 requires public
authorities to have due regard to three
specified matters, namely: 

a) the need to eliminate discrimination,
harassment, victimisation and any other
conduct that is prohibited by or under the
Act; 

b) the need to advance equality of
opportunity between persons who share a
relevant protected characteristic and
persons who do not share it; and 

c) the need to foster good relations between
persons who share a relevant protected
characteristic and persons who do not
share it. 

The Service will use the specific duties and its
Equalities Action Plan to support the
achievement of the general duties above. In
particular, it will identify what should be done
to plan, deliver and evaluate action to
eliminate discrimination and promote equality. 
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roles and responsibilities

It is critical that every member of the Service is
aware of their individual responsibility in
ensuring that equality and inclusion are
mainstreamed into the day to day processes of
the organisation. Below is a summary of the
various roles within the organisations and
accompanying responsibilities. 

- The Chief Fire Officer will provide
leadership and through the Policy
Approval Group and the Service
Management Team take overall
responsibility for the direction and
implementation of this strategy and
ensuring the availability of resources 

- All Elected Members have an important
role in using their community links to
develop relationships with community
groups and individuals and to encourage
communication with the organisation.
They are responsible for challenging and
approving the equality work undertaken.
The Service has a dedicated elected
member with responsibility for Equality and
Diversity. This role is to monitor the work
of the Equality Task Group, provide
invaluable political steer and act as the link
between the Task Group and Cheshire Fire
Authority. The Performance and Overview
Committee will assist in the monitoring
and review of the strategy and associated
action plan

- Heads of Departments with the support
of the Equality and Diversity Officer, are
responsible for the corporate co-ordination
and strategic management of the strategy.
They must ensure that equality and
diversity objectives feature in all the
corporate, departmental and individual
action plans of the organisation and that
monitoring and evaluation are planned
into the process

Roles and
responsibilities
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- Managers and all employees with
supervisory responsibilities have
departmental and local responsibility for
implementing and promoting this strategy.
They have to ensure that employees and
partners are adequately informed, trained
and supported to ensure that their duties
are carried out effectively

- All employees and the trade unions have
a role and a responsibility in the
implementation of this policy.  Appropriate
learning and development opportunities
will be offered to improve understanding
of the issues involved and all staff appraisals
will reflect individual and team
responsibilities for equality and diversity. 

- Contractors working on behalf of the
Service will be expected to demonstrate
their commitment to this policy by
promoting equality of opportunity in their
customer care and employment practices.
N.B Officers awarding contracts will be
expected to build this into their
assessments.

- The Equality and Diversity Officer will
coordinate the Service’s equality work to
ensure continual improvements, the role
will be responsible for producing the

corporate strategies and coordination of
the performance management of the
equality impact assessment process,
produce relevant equality reports for the
Fire Authority, research best practice,
support service areas to achieve their
equality objectives, and audit the equality
and diversity work within different service
areas.

- The Service Management Team - will
ensure that their Departmental Plans and
Team plans contain adequate equality
objectives and that the results of equality
impact assessments conducted within their
departments are incorporated into
plans/objectives. They will also oversee the
work of the equality task group.

- The Equality Task Group - will monitor the
implementation and review of this strategy
and the accompanying equalities action
plans i.e. Corporate Equalities Action Plan
and provide practical support to individual
service areas to address any areas for
improvement and highlight any areas of
possible good practice. The group will
operate as a task and finish group, and will
be co-chaired by the Chief Fire Officer and
the Authority’s equality champion. 



Equality and Diversity has been a key corporate
objective for Cheshire Fire and Rescue Service
(CFRS) for a number of years and as such,
considerable time and resources have been put
into mainstreaming equality considerations
into day to day activities. 

In June 2011 the Service undertook an external
assessment against the ‘Excellent’ criteria of
the Equality Framework for Fire and Rescue
Services. To achieve this standard the Service
had to produce a self assessment document
detailing areas where it felt that it could
demonstrate positive outcomes, as well as
highlighting areas for improvement. 

A peer assessment team reviewed the self
assessment document and supporting
evidence and then visited the Service for three
days undertaking comprehensive interviews
with staff, partners and residents from across
Cheshire West and Chester, Cheshire East,
Halton and Warrington. In September CFRS
were informed that they had been successful in
achieving Excellence.

When awarding the Service the Excellent
standard the peer team concluded:

“Cheshire Fire and Rescue Service are
performing at a high level in a broad
range of areas.  The Service has a well
embedded approach to equality and has
translated the approach into a wide
number of highly effective outcomes for
local communities and its own staff.

“Senior officers are making a personal
impact and resources are made available
for equalities.  The Service has a positive
reputation with other organisations.

“The Service has a detailed and
sophisticated understanding of Cheshire’s
communities. It uses this to undertake a
range of activities to improve outcomes for
specific vulnerable groups.  There is
evidence of a positive impact on these
vulnerable local people, where detailed
data is currently captured.

“An environment of respect and trust
exists between colleagues within the
Service.  There is no evidence of significant
bullying or harassment. 
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“There is a well established process for
managing performance which reflects the
strategic risks.  Equality issues are
embedded within the process.  Equality
Impact Assessments are used
systematically.”

The peer assessment team fed back that due to
the high performance of the Service the areas
for future improvement identified were small in
number but were intended to spur the Service
onto an even higher level of performance.

The areas for improvement covered: our
approach to procurement; risk data being
broken down even further to understand the
impact activities are having on specific
vulnerable communities; supplementing data
collected through the Incident Recording
System with additional equality and diversity
information to increase the richness of
information available; equality training to all
areas of the Service and promoting flexible
working arrangements to strengthen our
reputation as an employer of choice.

This information was and continues to be used
to identify activities that are needed within the
Service’s Equalities Action Plan to continually
improve. 

Key Outcomes achieved to date
June 2011
Formal external assessment by Local
Government Improvement and Development
Agency peer assessment Team

September 2011
CFRS informed that they had achieved 
Excellence of the Framework

January 2012
Launch of E-learning Packages covering the
separate protected characteristics

March 2012
Attendance at the On Call Watch Managers
Conference highlighting the practical
implication of the Equality Act for the Fire and
Rescue Service.

May 2012
Following feedback from a local community
leader worried about domestic abuse within
the community, the Service along with
partners ran a Hidden Communities Day aimed
at Asian Bangladeshi / Pakistani women in the
Crewe area.

May 2012
30 staff from across the Service took part in
Autism Training. This was sourced because
monitoring had identified an increase in the
number of young people on the autistic
spectrum who the Service was coming into
contact through its Fire Setters programme.

July 2012
New Woman’s Representative appointed to the
Equality Task Group.

September 2012
Attendance at the first Warrington Pride event

December 2012
Launch of the Service’s Straight Allies
programme.

January 2013
A Woman’s Day was held in the Ellesmere Port
area specifically targeting woman from the
Gypsy and Traveller Community. 
Achieved 45th place in the Top 100 of
Stonewalls Workplace Equality Index. The
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Service was the most improved employer in
the northwest and the Firepride was named as
a star performing staff network.

February 2013
Focus group with disabled employees and
those with any caring responsibilities following
the results of the Staff Survey

March 2013
Consultation Institute accredited the Service
with consultation best practice for the 2012
road shows

April 2013
Production of a DVD featuring a female
firefighter from the On Call duty system. The
DVD is to be used for On Call recruitment
initiatives.

April 2013
Managing Banter Conference – Can’t you take
a joke? The conference consisted of workshops
for managers looking at the impacts of ‘banter’
and how it can leave individuals feeling. The
managers were then challenged to think about
how they deal with low level banter. Lawrence
Clarke and Ben Cohen were guest speakers.

May 2013- July 2013
Positive action days in Runcorn and
Macclesfield for On Call Recruitment 

June 2013
Celebration of 20 years of the Service
delivering the Princes Trust Programme 

July 2013
Fire Brigades Union - LGBT rep appointed

August 2013
The Service and its partners ran the fourth
Children Of Deaf Adults (CODA) day.  Young
people with hearing impairments or whose
parents are D/deaf attended Service
headquarters and received safety advice from
all local emergency services. 
Attended Manchester Pride

October 2013
Attendance at the first Chester Pride event
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As has previously been mentioned, the Service
wants to measure its progress against the
highest possible standards to ensure that it is
continually improving. We therefore judge our
performance against the revised (2012)
Equality Framework for Fire and Rescue
Services. Details of the headline priorities and
expectations are set out below. The Equalities
Action plan will identify any gaps in
performance and address any issues. 

The Framework priorities are: 

Knowing your Communities 
• Analysis and using information  
• Sharing information between partners 

Leadership, vision and commitments 
• Integrated Risk Management Planning
• Local Partnership Working 
• Working with Representative Bodies 
• Equality analysis 
• Legal duties
• Communication and promoting
commitments 

• Procurement 
• Fostering good relations

Community engagement and satisfaction
• Effective community engagement
• Community satisfaction 
• Human Rights 
• Evaluation and Sharing Good Practice

A skilled and committed workforce
• Workforce Strategy 
• Workforce diversity
• Workforce monitoring 
• HR policies and procedures
• Employee engagement
• Promoting a positive working environment
• Equal pay review
• Inappropriate Behaviour
• Appraisals/ Performance Development
Reviews 

• Learning and development
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Each of the priority areas are set out in more
detail below. 

Priority 1 – Knowing your
communities
The Fire and Rescue Sector is unlike the rest of
the public sector in that it does not have
specific service users as the public will
generally only need the service when an
emergency arises. To understand the causes of
potential fire and rescue situations so that
prevention messages and initiatives are made
relevant to the needs of the community,
Cheshire Fire and Rescue Service needs to
acquire and use information. 

Actions required include ensuring that:

- We have good quality information about
the equality profile of the communities we
serve and their changing needs. The
Service needs to be able to show that the
profiles it holds are regularly updated and
can demonstrate how emerging trends are
used to inform planning (Community
Action Plans) and that we are monitoring
outcomes for all communities.

- Service plans and outcomes are reviewed
and evaluated regularly at a corporate
level.

- We are working with our local partners to
be able to identify how communities are
changing and the impact this may have on
at risk communities and service planning.

Priority 2 – Leadership, vision
and commitments 

Positive political and managerial leadership at
all levels is essential to drive change, maintain
commitment, create improvements and ensure
accountability. The role of Cheshire Fire
Authority members and the Service
Management Team in promoting and
championing equality and diversity is crucial to
delivery. They need to demonstrate their
commitment to equality and diversity both
through the impact of their personal behaviour
and by making resources available to deliver
the necessary changes. It is vital that all
Managers ensure all staff are clear about their
role in making the Service a fair and inclusive
organisation.
Actions required include ensuring that: 

- We can demonstrate our success in
achieving a range of outcomes for at risk
communities, which are reviewed on a
regular basis.

- We can prove that we have a sophisticated
and segmented understanding of our local
communities, which informs and influences
its Integrated Risk Management Plan
(IRMP).

- We can show our successes in working with
a range of partners to deliver outcomes for
at risk communities.
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- We continue to work with representative
bodies collaboratively to ensure that there
is a positive working relationship and they
fulfil a positive role in delivering a wide
range of corporate service and workforce
objectives.

- The Service can demonstrate it is using the
information contained within Equality
Impact Assessments to take actions to
mitigate risk and achieve desired outcomes 

- We can demonstrate significant
improvements in outcomes for employees
and at risk communities in line with the
Equality Duty

- Our partners and residents are aware of the
equality work we are undertaking and that
we continue to have a positive reputation
for championing and achieving equality
outcomes.

- Procurement processes are reviewed and
equality-related priorities are factored into
the tendering process. The review will also
focus on ensuring that the principles of the
Social Value Act 2012 are considered within
the procurement process. Namely that the
Service is not solely focusing on value for
money in terms of the financial elements
but also includes the social and economic
benefits to the local area.

Priority 3 - Community
engagement and satisfaction
Effective planning and engagement are key to
improving the quality and effectiveness of
service delivery to all communities. The Service
will aim to tailor its services to meet the needs
of all the people it serves through sustained
communication with them or key partners who
represent their needs. Rigorous assessment and
reviews of policies, plans, processes and
procedures through effective use of the
Equality Impact Assessment process will
continue to be a priority for the Service.

Actions required include:

- Ensuring that all sections of the community
particularly those deemed to be at risk (or
under represented) are involved in the
design and delivery of interventions that
deliver improved outcomes.

- Highlighting and publicising how the
Service has achieved improvements as a
result of community feedback.

- Sharing examples of good practice and
learning with partners and community
groups.

- Working with partner agencies and
community advocates within local
communities to improve/create new ways
of communicating with community groups

- Monitoring and taking action on
community perceptions and satisfaction
identified through surveys such as place
survey, satisfaction surveys, complaints and
compliments  procedures etc

Priority 4 – A skilled and
committed workforce
To recognise, understand and respond to the
needs of all communities it is essential that the
Service recruits, develops, supports and retains
a workforce which better reflects the diversity
of the local communities it serves. To
demonstrate that the Service values and
supports a diverse workforce, open,
transparent and fair selection and progression
processes must be evident. I t is essential that
the Service promotes internally the need for
equality, diversity and fairness, and takes
robust action to eradicate bullying,
harassment, unfair discrimination and
unacceptable behaviours within the workforce.
The Service will make sure that issues affecting
culture, working practices, facilities,
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equipment, clothing etc are addressed so that
all staff can work in a safe and supportive
environment, to promote equality, diversity
and fairness and maximise employee retention.

Actions required include:

- Identifying and implementing innovative
processes / initiatives to support and
encourage staff from all backgrounds to
fully participate to assist in delivering
equality of outcomes for all staff.

- Continuing to undertake awareness
campaigns and positive action to support
and encourage applications from as diverse
an audience as is possible

- Monitoring and analysing employment
statistics and taking appropriate action
where any trends are identified.

- Ensuring that the provisions for collection
and storage of personal information are
secure and that the organisational culture
encourages and supports members of staff
to disclose personal diversity data.

- Monitoring satisfaction levels broken down
by the protected characteristics to fully
understand differing opinions across the
Service.

- Reviewing the results of Equal Pay audits
and ensuring that all actions are up to date
/ revised accordingly.

- Continuing to monitor dignity at work /
bullying and harassment cases to ensure
that inappropriate behaviour is dealt with
effectively and efficiently.

- Collecting evidence of improvements to
employment practice in relation to all staff

- Reviewing, monitoring and evaluating
policies, practices, plans and procedures to
assess their impact on equality, diversity
and fairness (i.e. undertaking robust
equality impact assessments)

- Carrying out annual individual appraisals
based on relevant role maps/job
descriptions for all employees 

- Providing all employees with training and
development on equality and diversity and
fairness issues including those relating to
harassment, bullying, unfair discrimination
and unacceptable behaviours coordinated
corporately working on a three year rolling
programme.

- Providing all employees with appropriate
training and development to build skills
and confidence in delivering a service
which is effective in meeting the needs of
all local communities and is in accordance
with legal requirements

- Communicating regularly with employees
to raise awareness and understanding of
the importance of diversity both in terms of
employment and service delivery.
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Along with the Equality Framework the Service
also has to ensure that it has a detailed
understanding of the communities it serves
and any emerging issues. We monitor all of our
employment practices and services delivered
and this information is then used to inform our
future actions. Details of the community make
up, emerging issues and key internal and
external monitoring information are
summarised below. The Equalities Action Plan
identifies key actions that the Service needs to
consider in relation to the local community. 

Cheshire: An Overview
Cheshire as a whole encompasses four unitary
authority areas; Cheshire East, Cheshire West
and Chester, Halton and Warrington. As a
county, Cheshire covers an area of 2,343
square kilometres (905 square miles), split by
the four unitary authority areas:

• Cheshire East: 1,116km²
• Cheshire West and Chester: 918.28km²
• Halton: 79.09km²
• Warrington: 180.65km²

Population 
External
According to the 2011 census, the population
of Cheshire is 1.028 million, with an average
age of 40.4 years.

In the decade between this census (2011) and
the 2001 census, the population in Cheshire as
a whole has increased by 44,264 (or +4.39%). 
The population in each unitary area is listed
below:

• Cheshire East: 370,127
• Cheshire West and Chester: 329,608
• Halton: 125,746
• Warrington: 202,228

The rate of population growth in each of the
unitary areas is as follows:

• Cheshire East: +18,282 (+5.20%)
• Cheshire West and Chester: +7,641
(+2.37%)

• Halton: +7,585 (+6.42%)
• Warrington: +11,116 (+5.82%)
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Gender
There is a roughly even split in each of the four
unitary areas in relation to gender, with
women marginally accounting for over half of
the population in each area.

Age Profile 
The proportion of the population aged 65
years and over has risen. In Cheshire this age
group has risen from 15.81% of the
population in 2001 to 17.8% in 2011. In
contrast, the population aged from 0-24 years

old as a percentage fell by 1% in the past
decade.

The growing number of people aged over 65
presents the most significant challenge for all
local authorities in relation to the provision of
effective public services and specifically for the
Service as they are deemed to be at
heightened risk and therefore prioritised for
our Home Safety Assessments. 

21.3% of households contain someone 65 or
over, although this figures is slightly higher in
Cheshire East and Cheshire West and Chester.

29.5% of all properties are one-person
households – around the national average –
while 12.5% of homes are occupied by a lone
person over the age of 65. Below is the age
breakdown for all areas covered by the Service.
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Age category Cheshire East CW&C Halton Warrington

0-15 65,753 58,153 24,927 38,751

16-19 17,647 16,200 6,469 9,916

20-29 37,635 38,307 16,165 24,591

30-44 72,230 64,058 25,004 42,327

45-59 79,230 69,122 26,192 41,988

60-74 64,394 55,468 18,878 30,639

75+ 33,421 28,318 8,111 14,016

TOTAL 370,127 329,608 125,746 202,228



Ethnicity
As a whole, the vast majority of the population
of Cheshire identify themselves as being White
British (94%). However there are a number of
other ethnic minority groups that make up the
population of the area, notably:

White Other (21,321); White Irish (6,589);
Asian/ Asian British: Indian (5,474) and Asian
/Asian British: Other Asian (3,613).

As with a number of areas across the country,
Cheshire has seen a net increase in migration
over the past decade, although the number of
migrant communities settling in the area has
dropped since the onset of the financial crisis.

Historically, Polish and other Eastern European
nationalities have comprised the majority of

individuals migrating into Cheshire, in addition
to communities from India and Ireland.

This is reflected in the latest National Insurance
Number (NiNo) registration data, which shows
that in 2011/12 the highest number of
individuals entering Cheshire were Portuguese
(1,200), followed by the more historically
common nationalities of Poland (1,070),
Ireland (1,000) and Slovakia (540).

In relation to language, the vast majority of
residents aged 3 and over use English as their
main language (97.8%). However, there are a
number of other languages spoken within
Cheshire, which largely corresponds to the
migration patterns experienced in each local
area. 
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Ethnicity 
Cheshire East 

No of individuals 
CW&C

No of individuals
Halton

No of individuals
Warrington

No of individuals

All categories: Ethnic group 370,127    329,608 125,746 202,228

White: British 346,264 (93.6%) 312,013 (94.7%) 121,210 (96.4%)
187,968
(92.9%)

White: Irish 2,241    2,337     654          1,357       

White: Gypsy or Irish Traveller 313      213      41       66      

White: Other White 9,122       6,462       1,136   4,601    

Mixed: White and Black Caribbean 1,341        889          465         654       

Mixed: White and Black African 461      411   253       357     

Mixed: White and Asian 1,293   1,059  330       663

Mixed: Other Mixed 778      691      308           470     

Asian/Asian British: Indian 2,147    1,242 282          1,803     

Asian/Asian British: Pakistani 856     336     44   1,179  

Asian/Asian British: Bangladeshi 504       576    60           152

Asian/Asian British: Chinese 1,125     935     308        849      

Asian/Asian British: Other Asian 1,428  1,008    249     928        

Black British: African 664 586 95 389

Black British: Caribbean 511 196 134 214

Black British: Other Black 227 126 31 91

Other ethnic group: Arab 338 199 54 237

Any other ethnic group 514 329 92 250



The most commonly spoken other languages
are shown below:

Top 10 Non-English Spoken Languages in
Cheshire

* Chinese comprised of 119 Mandarin speakers, 439
Cantonese speakers and 859 speakers of other Chinese
dialect. - Source: 2011 census

Religion 
As an average, 71% of the population across
Cheshire identified themselves as following the
Christian religion in the 2011 census. A further
21% stated that they followed no religion,
while 6% did not state a religious preference
on their census return.

Halton has the proportionally highest
population of Christian people, while
Warrington has a high proportion of
individuals who follow the Hindu religion.
Cheshire East has the proportionally highest
population of people who follow the Muslim
religion.

Lesbian, Gay, Bisexual, and Trans
individuals in Cheshire
No-one knows exactly how many gay people
there are in Britain. Due to the legacy of
criminalisation and discrimination it is likely
that many studies tend to underestimate the
numbers.

Stonewall uses the Government’s estimates to
determine the number of lesbian, gay, bisexual
and transgender people in the UK.

The Government uses the figure of 5-7% of
the population, which Stonewall feels is a
reasonable estimate. (www.stonewall.org.uk).

On this basis, the number of lesbian, gay and
bisexual people in Cheshire could be in the
region of between 51,350 and 71,939
individuals.

Language Speakers

Polish 7,780

Chinese* 1,407

Slovak 923

Filipino 682

French 658

German 646

Spanish 643

Bengali 596

Welsh 561

Urdu 507
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Cheshire East
No of Individuals 

CW&C
No of Individuals 

Halton
No of Individuals  

Warrington
No of individuals

All categories: Religion 370,127 329,608 125,746 202,228

Christian 254,940  (68.9%) 231,126 (70.1%) 94,314    (75.0%) 144,405   (71.4%)

Buddhist 882        776        216       457           

Hindu 1,328     653       194       1,118        

Jewish 581     250         44         147          

Muslim 2,438      1,686   267       2,097        

Sikh 279         195        55        361        

Other religion 1,065      854      303        513         

No religion 83,973      (22.7) 72,649     (22.0) 23,543    (18.7) 41,293       (20.4)

Religion not stated 24,641    21,419    6,810   11,837    



Indices of Multiple Deprivation
As was mentioned earlier Cheshire may be
viewed stereotypically as an affluent, largely
rural (and flat) landscape, the reality is
somewhat more complex. 

As a local authority area, Halton is ranked
nationally as the 27th most deprived out of
326 areas. Warrington and Cheshire West are
ranked 153rd and 171st respectively, while
Cheshire East lies further down at 226th.
There are also a number of pockets of
deprivation throughout each of the four
authorities, with 16 lower super output areas
(LSOAs) in Cheshire East, 34 LSOAs in Cheshire
West and Chester, 39 in Halton and 20 in
Warrington falling within the 20% most
deprived areas of the country. 
The maps below provide an overview of the
indices of multiple deprivation by local
authority area.

Workforce Monitoring 
The Service not only closely monitors the
community make up across the four unitary
areas but also all of the services that we deliver
and employment statistics. This helps us to
identify if we are accessing all sections of the
community, whether there are any potential
barriers to services or employment and
therefore any actions that are required. Below
is a summary breakdown of our workforce
followed by key issues that have been
identified as priority areas for the Service to
concentrate on over the coming years.

When we look internally into our employment
statistics the Service is still underrepresented in
a number of areas. 

Operationally female firefighters account for
only 4% of our On Call establishment, 3.06%
of our Day Crewed establishment and 3.13%
of our Wholetime employees.

In terms of the ethnicity of our workforce, you
can see that the biggest BME groups within
the Service are White Other and White Irish.

25

Corporate Equalities & Inclusion Strategy 2014-16

local context and equality monitoring



This is consistent with the general make up of
the communities within Cheshire. We are still
however under represented in overall numbers
of employees from Black and Minority Ethnic
backgrounds.

Disability
When we look at the workforce as a whole
3.2% of our employees have stated that they
have a disability. When broken down we can
see that 6.3% of our non operational staff have
stated that they consider themselves to be
disabled and 2.3% of our operational staff. 

Religion
As at March 2013 the religious profile of the
Service was as follows;

Sexual Orientation
The Service has been monitoring sexual
orientation for a number of years. In terms of
the overall workforce 0.7% of our staff have
said that they are gay / lesbian (all of these
individuals work in our non operational /
support function), 66.3% of staff said that they
were heterosexual, 0.2% said they were
bisexual, 25.1% declined to state their sexual
orientation and 7.6% have not stated their
sexual orientation.

Religion
Percentage of total 

Workforce (%)

Buddhist 0.7

Christian 47.7

Muslim 0.3

No Religion 7.5

Other 4.4

Jewish 0.1

Decline to state 31.3

Not stated 7.9
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Ageing Population
Society as a whole is ageing, with the
proportion of the population aged over 65
expected to increase and the population aged
over 80 set to double by 2035. An older
society will bring with it some significant
challenges for Cheshire Fire and Rescue
Service. With funding across all services being
reduced it now becomes more crucial than
ever that our targeting methodology for Home
Safety delivery is accurate and reaching those
most vulnerable to fires. 

Our strategic intelligence informs us that
elderly people were at high risk of fire fatality
across a range of demographic groups and
rural communities received fewer HSAs than
other groups and had higher rates of fire with
no smoke alarm

The Service now has a number of partnership
agreements which allows us to share data such
as over 65 GP registration which enables us to
target our resources more effectively and has
let us to be able to identify ‘Gold households
(the top 20,000 most at risk) which will be
ensured a visit from Community Safety or Fire
Safety Crews during each year. The
methodology also ensures that all males over

80 and all females over 84 are visited within a
5 year period.

Recently the Audit Commission and others
have published reports that show the
increasing costs in dealing with dementia.
According to a recent report the cost of
dementia care is expected to rise exponentially
from £15bn in 2007 to £35bn a year by 2026.
The Service recently introduced a part funded
Dementia Advocate who is working with Age
UK to ensure that individuals with Dementia
and their families and friends receive support
and fire safety advice. 

The Service will continue to seek new
opportunities for data sharing agreements and
targeted prevention interventions aimed at
reducing the risks faced by older people and
those with age-related illnesses such as
dementia or mobility problems. 

Fuel Poverty
Levels of fuel poverty have continued to rise
over the past five years in parallel with the
increase in the cost of energy. Lone residents,
single parents and those over 60 are the
groups most affected by fuel poverty. 
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What does all this
information mean for
Cheshire Fire and
Rescue Service?



When taking into account housing costs, the
impact on lone parents and single residents
under 60 increases, while the impact on one-
person households over 60 decreases as their
housing costs are assumed to be less due to a
higher proportion of home ownership.
These households may be at an increased risk
of fire through using non-conventional
methods to heat their homes and also through
the storage of fuel in the home. 

The Service’s Community Safety team will
continue to work with partners to identify
innovative ways of ensuring that those most
vulnerable residents are safe in their own
homes during the winter period. The
Performance and Intelligence Team are
working to target such residents via the
Service’s targeting methodology. (see diagram
below).

Welfare Reform
Significant changes to the welfare system have
now come into effect, such as the localisation
of council tax support, the introduction of
universal credit and the reform of disability and
housing benefits. 

Specifically in relation to housing benefit and
the introduction of the under-occupation
penalty the National Housing Federation,
which represents housing associations, has said
that the impact of reform has been “worse
than feared”1.

A number of housing associations have stated
that they are finding it increasingly difficult to
rent out larger properties as potential tenants
claims that they cannot afford to move in. This
could lead to more homes being overcrowded,
as people are reluctant to move for fear of the
financial impact of doing so.

The financial pressures may also force more
people out of social rented properties and into
privately rented properties, where landlords
may not necessarily be as diligent in relation to
fire safety regulations.

In addition reforms such as the under-
occupation penalty and the payment of
housing benefit direct to tenants, have seen
some councils report a sharp increase in the
number of residents falling into arrears with
rent.
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1 http://www.bbc.co.uk/news/uk-23122369 



Cumulatively, the effect of these changes could
be to increase the number of people that the
Service would consider as ‘vulnerable’ through
a reduction in income and changes in
circumstances. 

The Service will continue to work to ensure
that it is mandatory for all rented
accommodated to be fitted with smoke
alarms. 

The Service will work with partners to try to
identify those most at risk and ensure (as far as
is reasonably possible) that appropriate
interventions and safety measures are taken. 

Inclusive Consultation and
Engagement

The Service believes that in the current climate
it is essential that all residents have the
potential to input into our decision making
processes and therefore we have to ensure that
our consultation is as inclusive as it can be. 

Last year, the Service undertook the most
comprehensive consultation it has done in a
number of years, detailing the proposed
changes for the next four years. We have
monitored responses to this consultation and it
was clear that the community road shows were
a real success both in terms of the number of
responses and the span that the consultation
covered in terms of geographical locations.
One issue that was identified was that fewer
young people responded to the consultation
than any other group. 

The Service will therefore work hard to
encourage young people to have their say, we
will utilise our internal youth streams along
with social media such as Facebook and twitter
to raise awareness of consultations. This will
supplement existing processes to ensure that
we have the most robust system that we can
have. 

Business Safety
The Service for a number of years has
undertaken fire safety inspections on business
premises to ensure that they are complying
with the Regulatory Reform Order. 

During the year of 2012-13 the Community
Fire Protection departments completed a total
of 2,159 audits. There were 439 deficiency
notices issued, 115 action plans issued, 63
enforcements issued and 21 prohibition
notices issued. When we looked into this
further it was noted that the number of
enforcements and prohibitions that are issued
to responsible persons who are from Black and
Minority Ethnic backgrounds appears to be
disproportionate. A summary is detailed below;

Enforcements Prohibitions

Cheshire
East

56% White
British

9% White British
45% Chinese

Cheshire
West and
Chester

70% White
British

20% White British
40% Chinese

Halton and
Warrington

56% White
British

40% Chinese
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The Service will work with partners and the
business community to ensure that BME
owned businesses are fully aware of their
responsibilities under the appropriate
legislation. 

Recruitment and Retention
The Service is keen to ensure that we
continually work to improve the diversity of
our workforce. Although recruitment for
wholetime firefighters is unlikely to take place
for a number of years, there will still be
opportunities to join the Service within the On
Call and support roles. We will ensure that we
are working locally to undertake positive action
initiatives to encourage applicants from as
diverse group of individuals as is possible.

In the current financial situation we are also
keen to ensure that the retention rates
amongst our workforce are high. It is
imperative that we have a clear understanding
of issues that are, or could be, affecting staff
from under representing groups as generally
under represented groups are less likely to
inform us of any issues, therefore we will work
with nominated representatives, national
representatives and also the results of staff
surveys to ensure that we fully understand and
act upon any highlighted concerns that
individuals /groups may have.

Disability Awareness Training
The Service has seen a 10% increase in the
number of individuals taking part in our cadet
scheme stating that they had a disability. The
Princes Trust Programme has also seen a
considerable increase in the number of young
people taking part who would classify
themselves as having a disability. In 2011-12,
21 individuals said that they had a disability
and in 2012-13, 82 (19.3% of all those who
attended) stated that they were disabled. It is
really important that our staff are fully trained
to support individuals who are taking part in
our initiatives and therefore general disability
awareness training along with training
specifically looking into the most common
types of disability stated by the young people
will be undertaken by our youth teams.

Feedback from our employees with a disability
or caring responsibilities also highlighted a
need for training for managers and supervisors
in relation into hidden and visible disabilities
therefore this will also be a key priority for the
Service over the coming years.  

Monitoring
Equality monitoring within the Service has
been recognised as a strength by partners and
during our external assessment and we are
keen for this to continue. The information
collected is reviewed and regularly used to
inform our actions. It has been noted via
monitoring that there are pockets across the
organisation who may feel less comfortable
disclosing certain issue such as sexual
orientation and religious beliefs therefore work
will be undertaken to highlight how the
Service is using the information captured and
the importance that it places on reviewing
equality data.
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The Service is keen to ensure that the equality
and diversity work which individual service
areas undertake is effectively performance
managed. This is an issue previously identified
as an area for improvement; therefore, the
Service has taken the decision that the Equality
Task Group chaired by the Chief Fire Officer
and the lead Member for Equality and Diversity
will have responsibility for ensuring the
successful implementation, monitoring and
review of this strategy and any accompanying
equalities action plans. 

The Group will also undertake practical pieces
of work to ensure that the Service is
performing as it should against the actions
contained within relevant equality plans. For
instance, this might be an Equality Impact
Assessment (EIA) quality assurance group – this
sub group will look at samples of EIAs
completed on a regular basis to ensure that
they are at the standard needed to ensure
positive outcomes for all sections of the
community. The task group will also act as a
critical friend by raising any concerns/
challenges that are aired from both
community groups and employees.

A report will be completed every six months to
highlight progress to the Fire Authority’s
Performance and Overview Committee. The
report will be co-ordinated by the Equality and
Diversity Officer and will be presented by the
Member Champion for Equality and Diversity. 

All Service plans will have clear and consistent
equality actions and objectives contained
within them.

Individual appraisals will be completed
annually for each member of staff which will
include an assessment of performance against
agreed annual objectives.
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Age Equality Policy Statement
Ageism can be defined as any negative action
or attitude that discriminates against a person
or group on the basis of their age. These
stereotypes are based on ‘perceived’ notions of
an individual’s ability and potential. Ageism is
usually targeted against older or younger
people. To address this we will ensure that
services are delivered in a way that takes
account of the needs of all service users
irrespective of age, paying specific regard to
the needs of youth groups and older people’s
groups. 

The Service aims to improve opportunities for
local communities to influence its decision-
making processes through the principles and
processes set out in its Consultation and
Engagement Strategy. This includes supporting
self-organised groups and specifically
encouraging young people to get involved in
consultation initiatives.

The Service carries out extensive youth
engagement work and will continue to review
its projects to ensure they are inclusive and
involve young people in their development.
Older people are another key group for the
Service to work and engage with and its

campaigns and activity will continue to be
developed in conjunction with partners to best
address the risks facing this more vulnerable
group.

Disability Equality Policy
Statement
The Service considers that the major difficulties
faced by disabled people include the lack of
provision for their needs as well as
discriminatory and prejudiced attitudes. We
recognise that in addressing disability issues in
an equal opportunities context, there is a
tendency to focus solely on issues of access
and employment for people with physical
disabilities. We will address all various forms of
disabilities including mental health, visible and
hidden disabilities.

The Service endorses the right of disabled
people to lead an independent full life and we
will base our policies and provision on the
principles of the full integration of people with
disabilities. We are committed to providing
services and enhancing access and facilities to
enable disabled people to make full use of our
services and to take up employment. 
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We will also work to eliminate discrimination
against people with disabilities in our policies,
procedures and practices both in terms of
service provision and employment. In doing so
we will adopt the social model of disability
which is based on the notion that people with
disabilities are disabled by the way in which
the environment is organised or built and by
people’s attitudes. 

We take seriously our duty to promote
disability equality and will continue to involve
the local disabled community, review all
progress made and make any reasonable
adjustments as necessary.

Gender Equality Policy
Statement
The Service is determined to address
discrimination faced by anyone on the
grounds of their gender.  We are committed to
working collaboratively with employees and
the community to eliminate sexism in our
structures and culture, as well as encouraging
changes in behaviours and attitude. The
Service is committed to the provision of equal
access and equal treatment of its employees
and of people who use its services, regardless
of their gender. We are also committed to
working to eliminate discrimination against all
genders in our policies, procedures and
practices in terms of employment. We will
work to ensure that all future policies,
procedures and practices are equal
opportunities-based in terms of gender
equality.   

The Service will ensure protection for
transgendered people in relation to unlawful
discrimination and harassment. We are
committed to dealing sensitively and
confidentially and most importantly in
conjunction with the person themselves and
will ensure that individuals are treated in their
chosen re-assigned gender. Discrimination and
harassment will be dealt with in line with our
grievance and disciplinary processes.

The Service is working hard to increase the
number of female firefighters within the
organisation and will continue to use

awareness days and other appropriate
techniques to ensure applications for
employment are more representative of the
gender balance of the local community. We are
also working with the Service’s Woman’s
Representative to identify key issues to help to
retain our current workforce.

Marriage and Civil Partnership
Equality Policy Statement
The Service is committed to promoting
equality by providing a workplace and services
to the people of Cheshire without unnecessary
or unlawful discrimination related to their
marital status or if in a civil partnership. We will
ensure that such issues are considered during
our Equality Impact Assessment process to
ensure fair and equitable treatment for all. 
Our employment policies do not treat people
who are married or a partner in a civil
partnership less favourably than people who
are not married or not a partner in a civil
partnership.

Pregnancy and Maternity
Equality Policy Statement
The Service is committed to promoting
equality by providing a workplace and service
to individuals without unlawful discrimination
because of their pregnancy, maternity,
adoption or where the individual is breast
feeding her baby. Managers understand their
responsibilities during an employees
pregnancy/adoption leave in preparation for
their return to work, be that on routine or light
duties. The Services maternity policy covers
those who are undertaking IVF and adoption
and details the risk assessments that need to
be undertaken for all pregnant workers. The
Service will ensure that we keep in touch with
any person who is on maternity/adoption
leave, and provide them with details of all
vacancies for employment. 

The Service has had a number of employees
who have returned to work on a part time
basis following maternity/adoption leave.
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The Service also ensures during our
community work on station that designated
rooms are available for breast feeding mothers
should they require it. 

Race Equality Policy Statement
The Service is aware of the unlawful
discrimination sometimes faced by those from
Black and Minority Ethnic communities
including refugees, asylum seekers and Gypsies
and Travellers in Cheshire, Halton and
Warrington. This results in racial
discrimination, disadvantage, hatred and
harassment.  We acknowledge that racism can
be reflected in subtle ways by means of
processes, attitudes and behaviour which
amount to discrimination through unwitting
prejudice, ignorance, thoughtlessness and
racist stereotyping which disadvantages people
from ethnic minority backgrounds. 

We are committed to working with all
communities to eliminate racism in our
structures and cultures as well as encouraging
changes in behaviours and attitudes. We will
work to ensure that our structures, procedures
and practices do not discriminate either
directly or indirectly on racial grounds. 

The Service will continue to work hard to
increase applicants from those from Black and
Minority Ethnic communities.

We will continue working with Cheshire,
Halton and Warrington Race and Equalities
Centre and other agencies.

Faith/Belief Equality Policy
Statement
We seek to create an environment where faith
and belief are respected and valued.  We
acknowledge that people hold different faiths
and religions and others may have strong held
beliefs they may not class as religious. The
Service will ensure that religious observances
are respected and accommodated wherever
possible. Harassment of people due to their
faith or belief will be taken seriously and will

not be tolerated in any form in relation to
service delivery or employment.

We will provide multi-cultural training to our
employees to ensure that they have an
understanding of the main religions within
Cheshire, Halton and Warrington. We will
engage will local faith groups in the run up to
major religious festivals to ensure that those
celebrating have all relevant safety
information.

In developing our premises we will look to
cater for the faith requirements of employees
where practical.

Sexual Orientation Equality
Policy Statement
The Service recognises that discrimination can
be faced by those who are lesbian, gay, or
bisexual. We are committed to giving equal
access to our service, and equal treatment to
people who use our service and to our gay,
lesbian and bisexual employees. We will take
positive action to ensure that lesbian, gay, and
bisexual employees feel safe in being open
about their sexual orientation. We also
recognise and respect their right to be private
about their sexual orientation. We will provide
training to employees on matters relating to
sexual orientation, and deal with any
harassment of employees in line with our
Bullying and Harassment procedure. 

The Service’s FirePride Network is working
closely with local gay, lesbian, and bisexual
individuals/support groups to establish what
they feel are the main barriers to employment
within the fire and rescue service. The internal
Straight Allies programme is also helping to
change the culture of the organisation.

For all of the above we will seek to find
innovative projects and activities to ensure that
we not only comply with all the relevant
legislation and codes of practice but that we
are implementing best practice.
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