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Introduction  

Cheshire Fire and Rescue Service is committed to ensuring that it operates fairly and 

equitably in both its employment practices and service delivery. To achieve this, the Service 

must do more than simply have equality and diversity policies in place. It must have a 

systematic equality monitoring process to check whether policies are having the desired 

outcomes and are accessible to all. The information collected via this process will help the 

Authority to identify which groups are using there services and how satisfied they are with 

them.  

As a front-line emergency service and a major employer, it is vitally important that we 

promote equality and diversity in both the way we provide our services and in the 

management and conduct of our employee relations. 

Our wider responsibilities in fire prevention and education mean it is more crucial than ever 

for us to be accessible to all sections of our communities and to consider the impact on all 

residents when we develop our policies and services. 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. 

Equality monitoring will assist the Authority to achieve these goals as it helps to; 

• Understand the changing make-up of our communities  

• Establish whether we offer real equality of opportunity and treatment for our staff and 

residents within Cheshire East, Cheshire West and Chester, Halton and Warrington. 

• Determine whether our policies on tackling discrimination are having a positive impact. 

• Identify any organisational barriers that prevent our staff from making the best use of 

their talent. 

• Identify any barriers that prevent residents from gaining full access to our services. 

• Tackle inequalities and promote equality by investigating any underlying causes 

identified. 

• Achieve credibility of our policies and encourage commitment from employees. 

• Evaluate the effectiveness of any changes. 

The Equality Act 2010 also requires public authorities of over 150 employees to publish 

workforce equality monitoring information. The Equality and Human Rights Commission 

recognises equality monitoring as good practice in its Code of Practice as it is central to the 

principle of ensuring continuous improvement and effective performance management.  

The information contained within this report is presented to the Equality Task Group, a 

group that oversees all equality and diversity work within the Service, on a quarterly basis 

and appropriate action is taken where trends are identified. 
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The report highlights the progress that has made over the past 12 months in respect of 

monitoring its services and employment policies. The equality statistics that are contained 

within this report are fed into the Service’s Corporate Intelligence Unit and the various 

departments to ensure that any trends identified are dealt with and used to help inform 

future plans and service developments. The report is broken down into two distinct areas, 

the first section covers recruitment and employment statistics and the second identifies 

who the Service is reaching in terms of the services we provide.  

Where numbers are low and there is a risk of identification summary information has been 

provided. However this information has been collected and analysed internally to ensure no 

discriminatory issues exist. 
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OVERVIEW OF PROGRESS  

RECRUITMENT AND EMPLOYMENT OVERVIEW 

During 2011-12, focus has been placed upon attracting female operational firefighters.  For 

example, there have been positive action campaigns run by the Resourcing Team 

throughout the year, to specifically attract female On-Call candidates.    

The recruitment leaflets have been re-designed and the Service has attended a number of 

local events including those held at secondary schools/ colleges, as well as at local primary 

schools.  A ‘Positive Action Steering Group’ has also been established, in order to ensure 

that continued emphasis is placed upon attracting more females to operational roles. 

Although this year has seen fewer women recruited into firefighter roles (with 2 women 

recruited this year, compared to 5 in 2010-11), there do not appear to be any themes or 

specific parts of the selection process (e.g. the physical tests) which women appear to be 

consistently unsuccessful on.    

The Service has also reviewed and re-written the Maternity Policy, Paternity Policy, Parental 

Leave and Flexible Working policies.  All of these policies intend to support family life, those 

who are carers and parents and many of these issues are gender-related.  In line with this, 

employee briefing sessions were held, to provide explanations and guidance on these newly 

revised policies and employee rights and entitlements. 

The HR Information system has also been adapted, to support the collection of data on 

areas such as flexible working, which should also help inform the Service going forward 

when considering specific gender issues. 

The Resourcing Team has worked in partnership with Community Safety and Service 

Delivery to attend at local schools and colleges, to raise the profile of CFRS generally and as 

a potential future employer of choice.  This should hopefully improve the numbers of 

younger applicants considering the Service as a career option.  Positive feedback has been 

received in relation to these sessions and consequently, more are due to be scheduled.    

During the year, it was also recognised that younger candidates tended to be less successful 

at the initial sift part of the selection process.  Therefore, guidance was produced by the 

Resourcing Team, to provide more information and examples of what candidates should 

consider when completing their applications.  This is available on the recruitment section of 

the website.  

There has been an emphasis placed on disabilities within the Service over the last year, with 

a campaign concerning dyslexia, a revitalisation of the ‘Two Ticks’ symbol, a project to 

consider a feasibility study to evaluate opportunities to support employment or work 

experience programmes for people with disabilities and also, a positive action steering 
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group established, to consider other ways of recruiting more individuals with disabilities. 

  

Best practice has also been shared with other services in relation to initiatives they are 

undertaking as concerns positive action and disabilities, to be fed into the Positive Action 

Steering Group. 

At the current time, the ‘Access to Work’ as well as dyslexia screening processes are being 

reviewed, to make these as clear and straight-forward as possible. 

There has been a trend over the last year, in that zero operational applicants have stated 

that they are LGBT.  However, the Service has sought to place greater emphasis on 

encouraging applicants and employees to disclose personal information and to explain how 

this will be used within the Service (e.g. through induction material and Employee Self-

Serve).  

Also, the profile of the Service has been raised throughout the year, for example, through 

attendance at Manchester’s Pride. 

The Service undertook its third staff satisfaction survey in July 2011 and there was an 

improvement in satisfaction levels in all headline topics. This was the case for all the 

protected characteristics. An action plan has been developed to try to ensure this success 

continues and the plan in monitored by the Policy Committee of the Fire Authority. 

SERVICE DELIVERY OVERVIEW 

Over the past 12 to 18 months the Service has worked to ensure a consistent approach to 

the equality monitoring information that it collects. This has seen the standardisation of 

categories for age, disability and ethnicity to ensure that more in depth analysis can be 

undertaken. It has also introduced the monitoring of religion and belief and sexual 

orientation in to more of its evaluation questionnaires.   

Work has also been undertaken to assess satisfaction levels with some of the key services 

provided by CFRS. It has launched 2 satisfaction surveys, one which is sent following a  

Home Safety Assessment  the other, ‘After the Incident’, is sent to individuals who have had 

to ring for an emergency response from the Service. The questionnaires provide CFRS with 

valuable information with regards to the work that the Service is undertaking and how this 

is received by the communities it serves.  

CFRS has during the time period April 2011 – March 2012 delivered 75 % of its Home Safety 

Assessments in households where there are individuals over the age of 65. This shows that 

the Service’s targeting methodology is successful and we are reaching those who at 

heightened risk from the effects of fire (for more information on the Service’s targeting 

methodology for home safety assessment please visit www.cheshirefire.gov.uk). On top of 
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this just over 27% of the HSAs delivered were to individuals who stated that they had a 

disability. 

The Service has continued to work in partnerships on a number of youth engagement 

initiatives and has in the 12 month period introduced a new Primary Respect project into 

local schools.  

All information collected in relation to the youth activities shows that the programmes are 

accessing a variety of young people. The only issue that has emerged is that young girls 

appear to take part in less of the programmes than young males. For a number of the 

programmes this is outside of CFRSs control as a referral process is in place to join the 

initiative. However where the Service can have an impact on the recruitment, as is the case 

in the Cadet Scheme, further research has been undertaken. This has involved the Cadet 

Manager looking at the gender breakdown of schemes that are running in other public 

authorities. It resulted in the material for cadets being reviewed to ensure images are 

inclusive of both males and females.  

The Service also monitors the work of its business safety team, who ensure that businesses 

are complying with the relevant Fire Safety legislation. The team complete audits within 

premises and if any issues are identified they will take appropriate action in the form of an 

enforcement notice or issuing of a prohibition. The monitoring information from such 

inspections has led the team to undertake further work within take away style businesses 

whose owners are from the Black and Minority Ethnic community. The Service has produced 

information in alternative formats, ran seminars and worked with the Race and Equalities 

Centre to try to educate business owners of their responsibilities. This work is ongoing and 

the team are looking to undertake a further piece of research in relation to monitoring the 

types of businesses across the unitary performance areas to identify, as a percentage, the 

number of take away businesses in relation to other business types.  

This report focuses solely at the equality monitoring information captured by the Service; it 

doesn’t concentrate on the community initiatives that are run on local stations. If you would 

like more information regarding such activities please visit the website 

(www.cheshirefire.gov.uk) and look under News and Events for the Service’s ‘Alert’ 

magazine. 
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Section 1: Recruitment and Employment Statistics April 2011 – March 2012 

TOP 5% of EARNERS WITHIN CFRS 

 

As can be seen from the graph above, the number of females within the top 5% of earners 

has remained fairly constant over the last year.  Some of this trend is likely to be due to the 

fact that there has been little movement in terms of senior management.  As compared to 

last year (April 2010 - March 2011) which saw the top 5% of earners decreasing over the last 

three quarters, this year’s trend is positive in that there have not been any decreases.  If 

there were 1.5 more females within the top 50 earners, the target would be exceeded. 

 

 

In terms of employees with disabilities in the top 5% earners, there is currently only one 

employee within this group.  Similar to the top 5% of earners and ‘gender’, the trend in this 

respect has remained constant (for five consecutive quarters).  As is clear, the Service is not 
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meeting its target, and the Service would need to see at least 2.5 more employees who have 

a disability within the top 50 earners, for the target to be exceeded. 

 

 

In line with the trends above, a continuous and constant trend can be seen in terms of top 

5% of earners who are from BME group.  This trend has now continued for eight consecutive 

quarters, with one employee from a BME group in the top 50 earners.  In line with this, the 

targets are not yet being met.  However, if there was just one more employee from a BME 

group within the top 5% (and everything else remained constant), this would mean that the 

target of 3.52 would be exceeded.  Again, the lack of movement in terms of staff within 

senior management roles is likely to have impacted upon this trend.      

Figures for % of highest 5% of earners within CFRS: 

Category 
Q1 

Actuals 

Q2 

Actuals 

Q3 

Actuals 

Q4 

Actuals 

Target for 

2011/12 % 

Variance 

against target 

Females 8.00% 8.33% 8.00% 8.00% 10.55% -2.55% 

Ethnic 

Minorities 
2.00% 

2.08% 2.00% 

2.00% 
3.52% -1.52% 

Disabled 2.00% 2.08% 2.00% 2.00% 7.10% -5.10% 
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Category 
Number within the 

top 5% 

Females 4 

Ethnic Minorities 1 

Disabled 1 

Total 6 

 

HEADCOUNTS 

Headcounts and Gender: 
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In terms of the headcount of females across the Service, the actual numbers of female 

operational employees has actually remained fairly constant (averaging 46 employees).  

However, the percentage of operational employees who are female has seen increases 

when compared to last year (currently standing at 6.17%).  The reason for these increases is 

because the numbers of operational staff across the Service in total has decreased from 761 

in quarter 1, to 746 in quarter 4.  Despite this decrease in overall employee numbers, the 

number of females has remained the same, which has therefore increased the percentage 

of operational employees who are female.  This indicates a good retention rate of females 

recruited into operational roles.     

Although the Service is not quite reaching its target of 6.25% of operational employees 

being female, it is very close to this target and continues to place emphasis on positive 

action campaigns in this area.  
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The graph above is very similar to the same graph produced in 2010/ 11.  Clearly, the 

Control area of the Service is heavily female dominated, compared with the other areas of 

uniformed employees, which are heavily male-dominated. 

Headcounts and BME Employees: 

 

When the average headcount of BME employees is compared to 2010/11, there are very 

few differences.  There are continuing trends, in terms of ‘White Irish/ White Other’ being 

the largest BME group within the Service.  This reflects the fact that this BME group is the 

largest within the Cheshire area.    

According to the Cheshire West and Chester’s BME Community 2011 report, roughly 6% of 

the Cheshire West and Chester population is from a BME group.  These particular statistics 

of the local Cheshire population suggest that; 2.67% are from ‘White Irish/ White Other’ 

Community, 1.24% are from the ‘Asian/ Asian British’ Community, 0.85% are from the 

‘Mixed’ BME Community and 0.46% are from the ‘Black/ Black British’ Community.  

Although some areas of the Service closely reflect some of these population figures (e.g. the 

‘White Irish/ White Other’ group), there are some differences.  For example, about 0.3% of 

Service employees are from Asian/ Asian British/ Asian Background BME group, whereas 

this BME group is the second largest in the local population. 
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Average Number of Employees from an Ethnic Minority Background 2011/12: 

 

Staffing 

Category 
A B C D E I 

 

Total  

Headcount of 

Employees at 

31 March 2012 

(end of Q4) 

Average % of 

Headcount 

of Employees 

Wholetime 15 4 1 1 0 0 21 400 5.12% 

Day 

Crewing* 4 1 0 0 1 0 6 99 
6% 

On-Call 3 1 0 1 1 0 6 222 2.4% 

Control 0 0 0 0 0 0 25 0% 

Non 

Operational 7 2 2 2 0 0 13 
256 5.1% 

Workforce 

Total 29 8 3 4 2 0 45 
1002 4.5% 

Average % 

of 

Headcount 

of 

Employees 3 0.8 0.3 0.3 0.1 0 

  

 

 

* Day Crewing also includes Wilmslow & Birchwood Duty Systems 

Key 

A White Irish, White Other 

B 
White & Black Caribbean, White & Black African, White & Asian, or any 

other mixed background 

C 

Asian or Asian British, Indian, Pakistani, Bangladeshi, or any other Asian 

background 

D Black or Black British, Caribbean, African, or any other Black background 

E Chinese or other ethnic group 

I Romany / Roma Gypsy, Irish Traveller or Other 
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Even though the percentage of total headcount of BME employees for the year has 

decreased, the percentage still currently exceeds the target set for 2011-12, which is 

positive.  

Headcounts and Disabilities: 

 

Similar to 2010/11, overall, the Service is just below its target in terms of the headcounts of 

employees with a disability.  The targets are being exceeded in the non-operational area of 

the Service, but are not yet being met within the operational areas.  It is likely that the 

physical requirements of being an operational fire-fighter has an impact in this area.  

However, it is a positive trend that the operational staffing groups have seen increases in 

the headcounts of employees with a disability.  This is also an area which the Positive Action 

Steering Group is also reviewing. 
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RECRUITMENT 

Support Staff Recruitment and Ethnicity: 

There were 24 job adverts for support staff over the 12 months (April 2011 to March 2012), 

which resulted in 347 applications being received (which compares to 587 applications in 

2010/11). 
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From all of the BME applicants who applied for support staff roles, none of these were 

successfully appointed to the post.  The majority of those who applied from BME groups 

were actually unsuccessful at the initial sift.  As the managers who short-list are not 

provided with the ethnicity of applicants, it is not possible to take this into account as part 

of the selection process.   

Operational Staff Recruitment and Ethnicity: 

There were 24 job adverts for operational staff vacancies over the 12 month period, which 

attracted a total of 225 applicants (compared to 211 applicants for 2010-11).   

The following pie-charts show the proportion of applications that were received from the 

various ethnic groups: 
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Support Staff Applications:  Unsuccessful at 

Interview
White British
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White and Black African, White 

and Asian, Any other mixed 

background

Black or Black British, Caribbean, 

African, Any other Black 

Background

Not Stated



Annex 2 to Item 5 

Performance and Overview Committee 

3 October 2012 

15 

 

 

 

When compared to the applications in 2010-11, the operational applications for 2011-12 

were from a wider range of BME groups, which is a positive trend. 
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Generally, a higher percentage of Black and Minority Ethnic candidates who applied for 

operational roles were successful in their applications and were appointed, compared to 

‘White British’ applicants.  This is a continuing trend from 2010-11.  It is positive to see how 

similar the ‘Operational Applicants:  Successful’ pie-chart is to the ‘Operational Applications 

received for the Year’ pie-chart (as above), as this indicates that the selection process is 

reliable in terms of equal opportunity in relation to ethnicity.  

Male/ Female Applicants 

Support Staff:   

 

 

 

 

137, (39%)

210, (61%)

Support Applications:  Gender

Male

Female

162, (77%)

32, 

(15%)

16, (8%)

Support Applications:  Female

Unsuccessful at Initial 

Sift

Unsuccessful at 

Interview

Successful
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Similar to last year’s annual equalities report, there were significantly more females who 

applied for support staff roles when compared to males.  Also, similar to last year, there 

were very similar percentages of successful females and males from the numbers who 

applied. 

Operational Staff:  

 

As can be seen on the above pie-chart, there were significantly less females who applied for 

operational roles.  The percentages of applicants are very similar to 2010-11.   

110, (80%)

19, (14%)
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Withdrawn

212, (94%)

13, (6%)

Operational Applications Received
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A higher percentage of females were ‘unsuccessful at other’ (which indicates that more 

women were unsuccessful during a written or physical test) – this is a similar trend from 

2010-11.  When this issue was reviewed, it was found that there are no clear trends or 

themes in terms of a particular test which women were unsuccessful at - and there was no 

particular stages of the selection process which women appeared to be finding particularly 

difficult. 
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CFOA have recently undertaken a review into the national selection tests and have been 

considering some new strands of tests.  Employee Services will be reviewing the selection 

processes and tests in line with the latest advice over the next year.  

The numbers of female firefighters recruited over the last 3 financial years (including 

Wholetime, On-Call and Control) are outlined in the table below: 

Quarter/Year Q1 Q2 Q3 Q4 TOTAL Total No. 

Firefighters 

recruited in 

year 

Overall % of 

Female 

Firefighters 

recruited 

2011/12 1 0 1 0 2 38 5.3 

2010/11 1 3 1 0 5 45 11.1 

2009/10 0 2 0 1 3 38 7.89 

2008/09 0 0 3 0 3 38 7.89 

 

As is clear, there were less female firefighters recruited during the year 2011-12.  As similar 

numbers of females applied when compared to last year, it appears that perhaps the female 

applicants last year were stronger applicants, as five of the females who applied last year 

were successfully appointed.  However, as has already been noted, there were no clear 

themes in terms of why some women failed to be successful at the selection tests, or any 

particular stage of the selection process.   

It should also be noted that the Resourcing Team are aware of women applicants who were 

unfortunately not successful during their applications during 2011-12 (e.g. failing one of the 

physical tests), but who still wish to re-apply and try again to be successfully appointed 

within the Service, which is an encouraging sign.  

Operational Applicants:  Age 

The age ranges of applicants over the last year (2011/12) is generally similar to last year 

(2010/11), however, one key difference is that this year, the most applications were 

received from younger candidates (25-35 age group), whereas this was the 36-45 age group 

last year.  Despite this, a greater number of the 36-45 age group was successful this year.  

Also, similar to last year (2010/11), there were very few applicants who were older than 56, 

and no applicants who were older than 66.  
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Support Staff Applications:  Age 

 

 

The number of applications received for support staff roles was highest from those in the 

age range 17-35, but all of the age categories (from age 17 to 45) had similar numbers of 

applications.  Despite the higher numbers of younger applicants, those in the 36-45 age 

group were most likely to be successfully appointed. 
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Applicants Who Have a Disability 

 

Overall, 6.6% of support-staff applications and 0.4% of operational-role applications were 

from candidates who have a disability.  17% of the support staff applicants with a disability 

who applied were successful and the one operational applicant with a disability who applied 

was successfully appointed.  This is a significant improvement on last year, which saw a 

greater number of applicants with disabilities applying, but less of these applicants being 

successfully appointed.  

Applicants by Sexual Orientation 
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As can be seen from the graphs above, very few applicants stated that their sexual 

orientation was gay, lesbian or bisexual (there were 15 support staff applicants who stated 

that they were LGBT, and one of these candidates was successful).  None of the applicants 

for operational roles stated that they were gay, lesbian or bisexual.   

As was found last year (2010-11) and as has been a continuing trend, a high number of 

applicants declined to state their sexual orientation.  It is difficult from the information 

available to conclude whether this indicates that there is a reluctance on the part of 

applicants to declare their sexual orientation, or whether potential applicants within these 

groups are not attracted to work for the Fire Service because of perceptions they may have 

concerning the culture.  

Applications:  Religion 

Support 

Applicants 

No. of 

Applicants 

Successful Operational 

Applicants 

No. of 

Applicants 

Successful 

Christian  206 17 Christian  129 36 

None   114 5 None  44 9 

Other 2 0 Other  4 2 
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From those candidates who were from religions other than Christian, all but one of these 

were unsuccessful at the initial sift/ or the selection test stages.   

Similar to 2010-11, there do not appear to be any significant patterns which can be 

identified in terms of religion and applications. There are, however, fairly high numbers of 

applicants choosing not to declare their religion, although the number of applicants 

choosing not to declare their religion is lower than 2010/11, which is encouraging.  

In 2011-12, there were no applicants from the Buddhist, Sikh, Hindu or Jewish religions.  

Last year, there were applicants from all of these religions for support staff roles. However, 

some of this observation is likely to be due to the fact that there were significantly more 

applications for support staff roles in 2010-11.          

LEAVERS 

The Service monitors its leavers in relation to retirement (age), retirement (ill health), 

resignation, dismissal (probationary, disciplinary and capability), redundancy and end of 

temporary contract. The following table summarises all leavers over the last 12 months and 

the reasons for leaving:  
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The following graph outlines which areas of the Service the age-related retirements took 

place over the year:  
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The age retirement profile is very similar to that which was found in 2010-11 and reflects 

the varying numbers of employees within the different staffing categories. 

Resignations: 

 

 

There are clearly a greater number of resignations in the Support and On-Call staffing 

categories.  This is a continuing trend from 2010-11.   

Similar to last year (2010-11), there are fairly high levels of resignations from the On-Call 

category.  However, typically over the last year (similar to last year) it was found that On-

Call firefighters leave for two primary reasons, including moving more than 5 minutes away 

from the station and / or unable to maintain their hours of cover due to change in their 

primary employment. 

0

1

2

3

4

5

6

7

8

9

Support Control On-Call Day Crewing Wholetime

N
u

m
b

e
r 

o
f 

E
m

p
lo

y
e

e
s 

R
e

si
g

n
e

d

Employee Group

Resignations Quarters 1 to 4

Q1

Q2

Q3

Q4

0 5 10 15 20 25

Support

Control

On-Call

Day Crewing

Wholetime

Number of Leavers

S
ta

ff
in

g
 C

a
te

g
o

ry

Resignations for the Year

Resignations



Annex 2 to Item 5 

Performance and Overview Committee 

3 October 2012 

27 

 

There is also a clear trend that employees are generally more likely to resign within the non-

uniform area of the Service.   

All staff leaving the Service are invited to an exit interview with their line manager or 

grandparent.  On each of the quarterly equality reports which were compiled, the reasons 

for leaving and exit interviews were consulted to provide more detail and there were no 

concerning issues or trends found. 

Leavers and Gender: 

 

When the ‘reasons for leaving’ and gender are considered, the graph above is again very 

similar to the findings for 2010-11.  When the gender structures of employees are 

considered, the graph above does fairly closely reflect this.     

Leavers and Age: 

The graph below explains the reasons for leaving within each age category: 
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There are no specific trends in terms of reason for leaving and age. 

The following table outlines the numbers behind the graph above: 

DISCIPLINE AND GRIEVANCE  

By Gender: 

 Male Female 

Disciplinary Cases 

(including Attendance) 

21 9 

Grievance Cases 3 0 

Dignity at Work Cases 2 0 

 

• From the 28 discipline cases, the sexual orientation of these employees was either 

‘declined to state’ or heterosexual, with two bisexual employees.  All grievances and 

dignity at work cases were employees who either ‘declined to state’ their sexuality, 

or were heterosexual. 

 

• None of the employees subject to disciplinary cases, dignity at work cases or 

grievances are recorded as having a disability. 

LEARNING AND DEVELOPMENT 

Whereas last year, the L&D equalities information was gathered from employees 

completing a monitoring form during the training, this year, the information was collated 

directly from the HR Pro system.  

 

By Ethnicity:    

  White British BME Group    

Disciplinary Cases (including 

Attendance) 28   *   

Grievance Cases 3  *   

Dignity at Work Cases 3     

 *numbers to low to disclose        
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In terms of the average number of employees attending training by gender, there are very 

similar trends to last year (2010-11) and the differences in gender are to be expected 

(relating to the gender structure of the Service across different staffing categories). 

The following table notes the average number of employees attending training across the 

year, by BME group: 
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As can be seen from the table, there does not appear to be any clear trends in relation to 

ethnicity and training. 

 

The age ranges of employees attending training fairly closely reflects the age profile of the 

Service. 

Also, more generally over the full year: 

• An average of 9 support staff, 5 On-Call staff and 10 Wholetime employees who 

attended training each quarter had a disability.  Overall, there was an average of 24 

staff who attended training each quarter who had a disability, which does appear to 

be significantly higher than last year (however, as noted above, the equality statistics 

have been collected differently this year, using HR Pro, whereas last year, each 

employee completed a new form during each training session). 

 

• An average of 1 Wholetime employee, 2 On-Call employees and 10 Support staff 

who attended training each quarter stated that they were LGBT.  This year has 

therefore seen higher numbers of staff who attended training who are LGBT, 

compared to last year (2010-11).  It is clear that there were more support staff who 

attended training who were LGBT, compared to operational staff. 
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Section 2:  Service Delivery April 2011 – March 2012 

Prevention and Protection  

The Service works hard to education residents throughout Cheshire, Halton and Warrington 

with regards to general advice and safety messages relating to staying safe in the home, on 

the roads and highlighting the relevant business legislation that local companies need to be 

aware of. This work has been extremely successful over the years and has resulted in a 

overall decrease in emergency calls. The equality information captured during this work is 

vital not only to ensure that the Service is reaching its target audience but also to identify 

any trends that may need further investigation to ensure that all communities can access 

our services. 

Home Safety Assessment Delivery  

The figures below relate to the number of home safety assessments (HSAs) delivered per 

quarter over the 12 month period. The majority of the Service’s HSA were delivered in 

households where the individual classified themselves as being White British, followed by 

those who are from any other White background. The figures for delivery are representative 

of the communities within Cheshire, Halton and Warrington. The number of people stating 

their ethnicity on HSA forms has improved over the past 12 months, during 2010 – 11 there 

were 364 individuals who didn’t give their ethnicity during the home safety visit. During 

2011-12 only 12 individuals did not want to give their ethnic breakdown. 

Ethnicity Breakdown  Q1 Q2 Q3 Q4 

 

White British 6091 7921 7216 6385 

White Irish 41 47 51 50 

Gypsy and Traveller  34 4 15 

Any other White background 255 196 246 243 

Mixed White & Black Caribbean 8 3 2 6 

Mixed White & Asian 7 4 9 20 

Mixed White & Black African 7 6 10 1 

Any other Mixed Background 9 14 11 11 

Asian or Asian British –Indian 49 43 34 42 

Asian or Asian British – Pakistani 31 26 27 38 

Asian or Asian British – Bangladeshi 5 5 9 5 

Any other Asian background 14 13 13 37 

Black or Black British – Caribbean 8 4 10 13 

Black or Black British – African 7 8 2 15 

Any other Black background 3 1 5 2 

Chinese  23 20 6 15 

Any Other Chinese Background  5 1  

Not stated 3 5 2 2 
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Age  

The Service knows that individuals over the age of 65 are more vulnerable to the effects of 

fire and has therefore moved resources to specifically target this section of the community. 

During 2011-12 the Service has delivered 75.4% of its home safety assessments in homes 

where residents have been over the age of 65. In 9.2% of HSAs the household had someone 

under the age of 5. 

Disability  

Of the total number of HSAs undertaken 27.2% were delivered in households where 

someone had a disability. Again this is in keeping with the Service’s targeting methodology 

for HSAs. 

Please note that the figures within the above section are based on households and 

therefore there could be double classifications occurring such as a household that has 

someone over the age of 65 and someone under the age of 5 living within it, this will affect 

the total numbers. 

Home Safety Assessment Residents Satisfaction  

A questionnaire is sent to a random sample of individuals who have received a HSA from the 

Service; the purpose of the questionnaire is to provide quality assurance to the home safety 

assessment process and to ensure that residents are happy with the service that CFRS 

delivers.  

A total of 1248 questionnaires were completed over the 12 month period  

Ethnicity  

As would be expected the majority of the respondents stated their ethnicity as White 

British.  

Ethnicity Breakdown  Q1 Q2 Q3 Q4 

 

White British 189 (100%) 363 (98%) 360 (98%) 356 (97%) 

White Irish   2 (<1%) 3 (<1%) 

Any other White background  1 (<1%) 3 (<1%) 3 (<1%) 

Mixed White & Black Caribbean    1 (<1%) 

Asian or Asian British – Pakistani    1 (<1%) 

Any other Asian background  1(<1%)   

Black or Black British – African   1 (<1%) 1 (<1%) 

Chinese     1 (<1%) 

Prefer not to say  4 (1%) 1 (<1%) 1 (<1%) 
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Gender  

There was a fairly even split of responses over all four quarters from both male and female 

residents. 

Gender Q1 Q2 Q3 Q4 

Male  108 208 193 155 

Female  116 141 159 168 

 

Disability  

The Home Safety Assessment Resident Satisfaction questionnaire was reviewed following 

the first quarter in 2011 so the that the equality monitoring questions mirrored those 

contained with the census, this would provide the Service with more meaningful data, 

therefore information from the first quarter did not have as detailed breakdown of 

categories and has had to be reported separately.  

During quarter 1, 76 respondents stated that they had a disability. The remaining 143 of 

respondents did not have a disability. This means that during this quarter 35% of 

respondents had a disability. The most common disabilities stated during the remaining 3 

quarters were mobility and hearing impairment. This may be because of the referral 

processes that CFRS has in place, or the fact that those in the over 65 age category also have 

a disability relating to their mobility. The Service also employs, in partnership with Deafness 

Support Network, a Deaf Persons Advocate who works to ensure that residents with a 

hearing impairment have the specialist equipment needed to ensure that they are alerted to 

a fire. 

Disability Q2 Q3 Q4 

None 142 (42%) 159 (48%) 140 (44%) 

Hearing impairment 110 (33%) 72 (22%) 84 (26%) 

Manual dexterity 14 (4%) 15 (5%) 16 (5%) 

Mental ill health 8 (2%) 4 (1%) 10 (3%) 

Mobility 113 (34%) 101 (31%) 96 (30%) 

Learning difficulties  1 (<1%) 2 (<1%) 1 (<1%) 

Learning disabilities  1 (<1%) 2 (<1%) 2 (<1%) 

Progressive condition  17 (5%) 16 (5%) 29 (9%) 

Speech impairment  2 (<1%) 4 (1%) 2 (<1%) 

Visual impairment  29 (9%) 19 (6%) 19 (6%) 

Facial Disfigurement   2 (<1%) 

Other 14 (4%) 17 (5%) 19 (4%) 

Prefer not to say 7 (2%) 4 (1%) 5 (2%) 
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Age  

As can be seen from the charts below the majority of the responses to the questionnaire 

came from individuals who are 65+. This correlates with the fact that the Service delivered 

75% of its home safety assessments in households where the individual was over the age of 

65. 

Age 

Category 

<20 20-29 30-39 40-49 50-59 60-69 70-79 80-89 90-99 

 0 (0%) 0 (0%) 3 (3%) 3 (3%) 4 (4%) 4 (4%) 32 

(31%) 

44 

(43%) 

12 

(12%) 

 

 

 

 

 

 

 

 

 

Religion 

The figures below show that the majority of the respondents followed the Christian religion. 

This was the same for the 2010 -11 period. 

Religion  Q1 Q2 Q3 Q4 

Christian 193 (88.5%) 298 (90%) 265 (84%) 271 (86%) 

Jewish  1 (<1%)   

Muslim   1 (<1%) 2 (<1%) 

No religion 25 (11.5%) 22 (7%) 41 (13%) 32 (10%) 

Other (please specify)  4 (1%) 4 (1%) 6 (2%) 

Prefer not to say  9 (3%) 4 (1%) 6 (2% 

 

Sexual Orientation 

The majority of individuals stated that they were heterosexual, with only 6 residents stating 

they were either Gay/Lesbian or Bi-sexual.  

Age Range Q2 

 

Q3 Q4 

<18   1 (<1%) 

18-24  2 (<1%) 1 (<1%) 

25-34 5 (1%) 11 (3%) 7 (2%) 

35-44 4 (1%) 8 (2%) 4 (1%) 

45-54 9 (2%) 8 (2%) 9 (3%) 

55-64 15 (4%) 21 (6%) 21 (6%) 

65+ 328 (89%) 290 (83%) 291 (86%) 

Prefer not to 

say 

9 (2%) 8 (2%) 6 (2%) 
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Sexual Orientation Q1 Q2 Q3 Q4 

Heterosexual  143 263 266 272 

Gay / Lesbian / Bi-sexual  0 2 3 1 

Prefer not to state 4 17 17 9 

 

Road Safety - Driver Engagement Days 

The Service works in partnership with the local road safety officers (employed by the local 

authorities across the four unitary performance areas) to target specific roads such as the 

Service’s pre identified red routes or areas where individuals have contacted the police with 

fears relating to traffic offences being committed. The aim of the days is for the police to 

stop drivers committing offences and offer them an educational DVD and talk by the Fire 

Service crews rather than imposing points on the individuals licence.  

The table below shows that the two most common reasons for being stopped were “Not 

wearing a seatbelt” and “speeding”, this has been constant throughout the 12 months of 

data. 

 

When we look at some of the ‘other’ reasons that individuals were stopped on the 

evaluation form they include; 

• Illegal right turn 

• Running a red light 

• Passenger not wearing a seat belt 

• Looking at paperwork 

• Loud engine/car  

• Iced up windows 

Individuals who are stopped during a ‘Driver Engagement Day’ are asked where they live in 

order to help the Service to establish whether they live within Cheshire, Halton and 

Reason for being stopped Q1 Q2 Q3 Q4 

Not wearing a seatbelt 361 151 142 433 

Using a mobile phone 57 18 45 24 

Speeding 215 214 333 137 

Other 19 5 17 6 

Eating /Drinking while driving 0 0 2 1 

Skip Question 1 0 0 0 



 

Warrington or are travelling through. This information can help us to target campaign 

information to areas and also help us to see if any specific campaigns are being successful in 

specific areas. The table below summaries the response

can be seen the majority of responses were from individuals who lived within Cheshire 

Halton and Warrington.  

 

Age 

When we look at the ages of those individuals who were stopped, it shows that over the 12 

month period those within the 35

quarter except one, during quarter 3 those within the 45

The age profile of those stopped during 2011 

captured during 2010 -11. 
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can be seen the majority of responses were from individuals who lived within Cheshire 

of those individuals who were stopped, it shows that over the 12 

month period those within the 35-44 age range were stopped more frequently in every 

quarter except one, during quarter 3 those within the 45-54 were stopped most frequently. 

The age profile of those stopped during 2011 -12 is consistent with the figures that were 
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Warrington or are travelling through. This information can help us to target campaign 

information to areas and also help us to see if any specific campaigns are being successful in 

the 4 quarters. As 

can be seen the majority of responses were from individuals who lived within Cheshire 

of those individuals who were stopped, it shows that over the 12 

were stopped more frequently in every 

54 were stopped most frequently. 

12 is consistent with the figures that were 
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65+

Q1
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Q3

Q4

Q4 

197 (40%) 141 (26%) 

166 (34%) 68 (12%) 

1 (>1%) 49 (9%) 

21 (4%) 151 (27%) 

57 (12%) 101 (18%) 

24 (5%) 6 (1%) 

21 (4%) 38 (7%) 

2 (<1%)  
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The information above is focusing on individuals who are stopped committing driving 

offences and does not necessarily correlate with those who are over represented within the 

killed and seriously injured in road traffic collisions figures.   

Gender  

When we look at the gender breakdown of those who were stopped males were 

consistently stopped more than females during every quarter. This was also the case during 

2010 -11.  

 

Ethnicity  

As would be expected the majority of individuals stopped during the engagement days were 

White British. The Service has not noticed any trends in relation to the ethnicity of drivers 

that they felt warranted further investigation from the partnership. 
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Gender

Male

Female

Ethnicity Q1 Q2 Q3 Q4 

White British 607 333 463 526 

White Irish 8 8 6 8 

Gypsy or Irish Traveller 7 3 2 10 

Any other white background 12 9 7 4 

Indian 0 3 5 3 

Pakistani 8 2 2 2 

Bangladeshi 1 0 1 0 

Chinese 3 0 2 0 

Any other Asian background 2 0 0 0 

White and Black Caribbean 1 0 0 0 

White and Black African 1 0 0 0 

White and Asian 1 1 0 0 
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Religion 

When we look at the religious beliefs of the individuals who were stopped the figures show 

that the majority of individuals stated that they had no religion, this was followed by those 

who stated they followed the Christian faith. This question has historically proved valuable 

around issues such as drink driving at certain times of celebration i.e. Christmas, Polish New 

Year etc. 

Religion  

 

Q1 Q2 Q3 Q4 

Christian 255 179 177 244 

Hindu 0 1 2 0 

Buddhist 4 0 3 0 

Sikh  1 0 2 

Jewish 2 0 0 0 

Muslim 11 3 7 2 

No religion 361 177 301 314 

Other (please specify) 6 1 0 0 

 

Disability  

Although numbers are low in relation to drivers stopped who stated that they had a 

disability, the disabilities that were stated on the evaluation more frequently were mobility 

issues and hearing impairment. This information will continue to be monitored and if the 

trend continues the partnership will use the information to determine if a specific 

awareness raising campaign is needed within certain sections of the community. 

Disability Q1 Q2 Q3 Q4 

None 616 365 475 539 

Hearing impairment 7 3 6 1 

Progressive condition 1 1 4  

Visual impairment 1 1 3  

Speech impairment  1   

African 0 0 1 0 

Caribbean 1 1 2 1 

Any other 

Black/African/Caribbean/Black 

British background 

2 0 1 1 

Any other ethnic group 0 1 0 0 

Prefer not to say 1 1  1 
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Mental ill health   1  4 

Facial disfigurement    3 

Learning difficulties - learning in a 

different way (such as dyslexia) 

3  3 2 

Learning disabilities - a limited 

ability to learn (such as autism) 

1    

Mobility problem 8  5 5 

Prefer not to say 6 2  2 

Other 5   2 

 

Youth Engagement Activities  

The Service has, for a number of years, worked with young people to raise awareness of the 

work undertaken by CFRS and has worked with partners to prevent anti social behaviour 

such as deliberate fire setting and hoax calls etc. A number of the courses run by the Service 

are designed to build the confidence of those attending and help the individuals to respect 

each other and work as part of team.   

Cadets  

In order to take part in the Service’s cadet scheme individuals have to be between the ages 

of 13 – 18 years old.  

Ethnicity  

As at Quarter 4 the majority (89%) of the Service’s cadets considered themselves to be 

White British. 1 % stated that they were White Irish and of Indian Background. 9% of 

individuals in the cadet units did not disclose their ethnicity. 

Age  

50% of the young people taking part in cadets come from the 15 and 16 age band, 23% are 

17 years of age and 17% are aged 18. There are fewer cadets across all three of the unitary 

performance areas who are in the 13 and 14 age categories. 

Religion  

Data relating to the religious beliefs of the cadets was not collected until quarter 3 therefore 

numbers of declaration are low. 12 individuals stated that they held Christian beliefs, 12 said 

they had no religious beliefs and one individual stated that they follow the Jewish religion. 

Disability  

9 (3.1%) individuals who take part in the cadet scheme classify themselves as having a 

disability.  
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Gender  

68% (195) of the cadets are male and 32% (91) female. This has remained fairly steady for 

the past 12 months. Following the figures reported during quarter 2 the Cadet Manager was 

asked to complete some further research with regards to the gender breakdown of cadet 

schemes at other Fire and Rescue Service’s and uniformed services. The information that he 

received is summarised below; 

Cheshire Army Cadets -  Cadets (all ages) 713 

    Male 459 (64%) – Females 254 (36%) 

Lancashire Army Cadets -  Cadets (all ages) 856 

    Male 605 (71%) – Females 251 (36%) 

As can be seen the figures are all similar in terms of the gender breakdown of those taking 

part in the scheme with CFRS. Interestingly during the conversations that were held to 

establish the figures, it was discussed that at the age of 16 the number of female cadets 

who leave the relevant units significantly increases. It is the experiences of the organisations 

who were asked, that this was due to a combination of physical and mental maturity 

combined with the desire of the female cadets to concentrate on their school exams.  

Princes Trust Programme (PTT) 

The Service along with its partners runs the PTT programme; it is a 12 week personal 

development course, for employed and unemployed people from a variety of backgrounds 

with different abilities. Individuals who take part must be between the ages of 16 – 26, a 

detailed breakdown of the ages of participants is given below. The majority of the 

individuals taking part in the programme came from the 17 -21 age categories. 

 

 

 

 

 

 

 

 

Age Range Q1 

 

Q2 Q3 Q4 

16   15 6 

17 16 9 13 21 

18 36 24 16 12 

19 20 8 9 10 

20 16 9 8 11 

21 11 6 2 5 

22 8 3 1 3 

23 1 1 3 3 

24 2 2 1 3 

25 3 3  4 

26    4 
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Ethnicity 

The figures below highlight the ethnicity of the young people who took part in the 

programme. The figures are representative of the communities within Cheshire, Halton and 

Warrington. 

Ethnicity Breakdown  Q1 Q2 Q3 Q4 

 

White British 94% 92.3% 90% 96% 

White Irish    2% 

White Other    3%  

Mixed White & Black Caribbean 1% 2.6% 2.3% 2% 

Any other Mixed background   2.3%  

Asian or Asian British – Bangladeshi    2.3%  

Black or Black British – African  1%    

Black or Black British – Caribbean 1% 2.6%   

Chinese  1%    

Prefer not to say 2% 2.5%   

 

Gender  

There are more young males taking part in the course than females; the majority of the 

individuals who take part in the course are referred to the Service by partners and therefore 

CFRS have very little control over those who attend. The figures for 2010 -11 also show that 

more males than females were referred to the Service. 

Gender Q1 Q2 Q3 Q4 

Male  74% 85% 66% 73% 

Female  26% 15% 34% 27% 

 

Disability  

During the first 2 quarters no individuals who took part in the course declared that they had 

a disability. However, in quarter three 12 individuals stated that they were disabled. Over 

the 12 month period this was the highest disclosure over all four quarters. During quarter 

four 9 individuals stated that they had a disability. The Princes Trust Team has now included 

more categories of disabilities on there monitoring forms so that it can be used to enable 

the Service to support individuals more appropriately. 
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Religion  

Over the course of the 12 months individuals taking part in the course have stated that they 

follow the Christian and Muslim religions, there were also a substantial number of 

individuals (especially during quarter 4) who stated that they had No Religion. This 

monitoring category has only recently been added to the monitoring form, it was felt 

necessary as the diversity of those attending the course has increased over the years and 

the information collected will be used to guide the equality section of the induction for 

individuals. 

RESPECT  

RESPECT is a programme aimed at young people between the ages of 13 – 16 who may be 

experiencing difficulties in engaging with school or with their peers. They may have low self-

esteem or lack of confidence resulting in them displaying anti-social behaviour including 

deliberate fire setting, malicious calls to the emergency services and at risk from school 

exclusion. Data relating to the individuals who take part in the programme is only collected 

during the three terms that the programme is run 

The majority of the young people who took part in the course were aged either 13 or 14, 

fewer people were in the 15 and 16 age categories. 

 

 

 

 

 

Ethnicity 

The figures for the ethnicity of the young people taking part in the RESPECT programme are 

representative of the community we serve thus indicating no barriers to the programme. 

Ethnicity Breakdown  Q2 Q3 Q4 

White British 95% 95% 100% 

Any other Mixed background 3% 3%  

South African 2% 2%  

 

Gender  

There are far more males taking part in the course than females. As was stated earlier the 

programme is meant for individuals who are at risk of exclusion from school or are 

Age Range Q2 

 

Q3 Q4 

13 24 24 46 

14 28 28 33 

15 7 7 12 

16 2 2 1 
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struggling socially. The Service works with local authorities and partners to identify these 

individuals meaning that we are not actively seeking out males. 

Gender Q2 Q3 Q4 

Male  52 52 76 

Female  9 9 14 

 

Primary Respect  

Primary Respect was a new programme that was introduced during quarter 3. It’s a 6 week 

programme, run in school and includes one weekly two hour session. The group is limited to 

8 children aged 9 – 10. Activities are fun, practical and interactive, helping to re-enforce fire 

education and safety messages, for example relating to making hoax calls, deliberate fire 

setting and road safety.  

During quarters 3 and 4 the Service delivered key safety messages to 96 young boys and 51 

girls. 97 of the individuals were age 9 and 48 were aged 10. During quarter four 2 11 year 

olds also took part in the programme. 

The ethnic breakdown of the young people is below; 

Ethnicity Breakdown  

 

Q3 Q4 

White British 96 40 

White Other  2 

Other (no specification) 1  

White Latvian 1  

Unmarked 1  

Caribbean 1  

African 1  

Indian  1 

Pakistani  1 

    Any other Asian background  1 

    Any other Ethnic Group  1 

 

This information is useful to the Service as it indicates the diversity amongst young people in 

local schools and can support the Service in terms of languages used within schools. 

Volunteers  

At the end of quarter 4 the Service had 234 volunteers, this is a slight decrease in the 

numbers that we started with at the beginning of the financial year (248). Of those who 

volunteer 165 individuals are male and 69 are female. The numbers of female volunteers 

over the 12 months has increased slightly from 63. However at the beginning of the financial 
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year the Service had 185 male volunteers so it has seen a decrease of 20 male volunteers.  

In terms of the ethnicity of the volunteers this has remained fairly steady with the 

volunteers who are no longer with the Service being of a White British Background. The 

current ethnic breakdown is as follows; 

Ethnicity Breakdown  

 

Q4 

White British 173 

White Other 4 

Asian or Asian British –Pakistani 1 

    Any other Asian background 1 

Chinese or other ethnic group 1 

Not Stated  54 

 

Age 

The majority of the Service’s volunteers are in the 17 -24 age category, this it is thought, 

may be due to the fact that individuals see it as an opportunity to gain a greater 

understanding of the Service. The spread of age ranges has remained fairly static 

throughout the 12 months, with more people deciding to disclose their age over the 12 

months when compared to 2010 -11 figures. 

 

Disability  

4 of the volunteers have stated that they have a disability, of which 2 are male and 2 female. 

This figure has remained constant throughout the 12 month period. 
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The Service has only recently started to monitor the sexual orientation of its volunteers and 

of those who have disclosed 20% stated they were heterosexual and one individual stated 

they were bisexual. The remaining volunteers have not stated their sexual orientation. 

Again the monitoring of individuals religious beliefs has only recently been introduced and 

the majority of respondents stated that they held Christian beliefs. One individual stated 

that they followed the Muslim religion and 79% of the volunteers have not yet answered 

this question. Both of the recently introduced questions will be monitored on a quarterly 

basis and work will be undertaken to improve the disclosure rates.  

Community Fire Protection (CFP) 

The following section looks at the audits undertaken within the CFP department and follows 

them through to enforcements and prohibitions where appropriate. During the year the CFP 

departments completed a total of 1770 audits, 62 enforcements and 7 prohibitions. A 

detailed breakdown of the monitoring information can be found below by unitary 

performance area. 

Cheshire East  

During an audit the CFP officer will capture the equality monitoring data of the ‘responsible’ 

person. This is usually the manager / owner of the business but can be a nominated person. 

As would be expected the majority of respondents are White British. 

Ethnicity Breakdown  Q1 Q2 Q3 Q4 

 

White British 120 144 102 173 

White Irish 1    

Any other White background 1 3 3 3 

Mixed White & Black Caribbean 1 1   

Asian or Asian British –Indian 1 1 2 2 

Asian or Asian British – Pakistani  1  1 

Asian or Asian British – Bangladeshi 1 1  2 

Any other Asian background  4  2 

Black or Black British – Caribbean    1 

Chinese   2  1 

Any other ethnic group 1   2 

Not stated 4 5 7 4 

 

Gender 

Over all four quarters there is roughly a 50/50 split of male and female individuals who the 

CFP officers came into contact with.  



Annex 2 to Item 5 

Performance and Overview Committee 

3 October 2012 

46 

 

Gender Q1 Q2 Q3 Q4 

Male  56% 49.4% 50% 57% 

Female  40.8% 47.5% 44% 41% 

Not Stated 2.2% 3.1% 6% 2% 

Age  

In every quarter the majority of the responsible people that the CFP Officers dealt with were 

in the 41 – 50 age category. This was followed in every quarter, apart from quarter 3, with 

individuals who were in the 31 – 40 age range. In quarter 3 the second most common age 

was 51 – 60.  

Disability  

Over the 12 months only 3 individuals stated that they had a disability. 

Enforcements 

When we look at the enforcements that were issued over the financial year, 11 were issued 

within the Cheshire East area. 9 of these went to individuals who classified themselves as 

being White British, one was issued to an individual who identified as Asian or Asian British 

Indian and the remaining enforcement was issued to an individual who stated their ethnic 

origin as Chinese. 6 or the enforcements were issued to men and 5 went to women.  

Prohibitions  

2 prohibition notices were issued within the area over the 12 month period. One was issued 

to an individual who stated their ethnic background as Asian or Asian Indian and the other 

person did not state their ethnicity. 

Cheshire West and Chester 

Ethnicity 

Again the majority of individuals stated their ethnicity as White British, this was followed by 

individuals who classify themselves and being Asian or Asian British Indian. 

Ethnicity Breakdown  Q1 Q2 Q3 Q4 

 

White British 55 76 36 70 

Any other White background 1 3  1 

Mixed White & Black Caribbean    1 

Asian or Asian British –Indian 1 3 2 2 

Asian or Asian British – Pakistani 1   1 

Asian or Asian British – Bangladeshi    1 

Black or Black British – African 1    

Chinese  2 1   
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Any other ethnic group 2 1  1 

Not stated 4 4 5  

 

Gender 

During every quarter the CFP Officers dealt with more male than female responsible 

persons. There were a number of cases where the individual did not state their gender. 

Gender Q1 Q2 Q3 Q4 

Male  68.6% 56% 49% 51% 

Female  25.4% 39% 37% 47% 

Not Stated 6% 5% 14% 2% 

 

Age  

As was seen in Cheshire East the majority of the individuals who the CFP Officers came into 

contact with during the audit fell within the 41 – 50 age category in every quarter. The next 

most common age range in 3 of the 4 quarters was 31 – 40 with the exception being in 

quarter 4 when the second most common age range was 51 – 60. 

Enforcements 

There were 19 enforcements issued in the Cheshire West and Chester area during the 12 

month period. 10 were issued to individuals who stated their ethnicity as White British, 2 

individuals stated their ethnicity as Asian or Asian British Indian, 2 said Asian or Asian British 

Pakistani, 2 were Any Other Ethnic group and the remaining individuals stated they were 

from a mixed White and Black Caribbean and any other White Background. One individual 

did not give their ethnic origin. 

There were no prohibition notices issued within the Cheshire West and Chester area during 

the financial year. 

Warrington and Halton  

There is a greater diversity of responses from the Warrington and Halton area in terms of 

the ethnic backgrounds of the responsible person. In relation to those from the Black and 

Ethnic Minority backgrounds the two ethnicities that feature highest are Asian or Asian 

British Indian and Chinese.  

Ethnicity Breakdown  Q1 Q2 Q3 Q4 

 

White British 233 267 199 114 

White Irish 1  2  

Gypsy and Traveller     



Annex 2 to Item 5 

Performance and Overview Committee 

3 October 2012 

48 

 

Any other White background 1 2 2 1 

Mixed White & Black Caribbean 1 1   

Mixed White & Asian     

Mixed White & Black African     

Any other Mixed Background  1   

Asian or Asian British –Indian 4 2 1 7 

Asian or Asian British – Pakistani 2 3 2 3 

Asian or Asian British – Bangladeshi  3  1 

Any other Asian background 3 3  1 

Black or Black British – Caribbean     

Black or Black British – African 1 1 1  

Any other Black background     

Chinese  3 6 1 3 

Any Other Chinese Background     

Any other ethnic group 3 3   

Not stated 12 3   

 

Gender 

Over the 12 month period there were more male responsible persons present than females 

during the audit.  

Gender Q1 Q2 Q3 Q4 

Male  55.7% 63% 54% 60% 

Female  39.8% 36% 46% 40% 

Not Stated 4.5% 1%   

 

As with all other areas the most common age range of the responsible person was 41 – 50, 

with 31 – 40 being the second most common age category.  

Enforcements  

There were a total of 32 enforcements issued during the 12 month period. 23 of these went 

to individuals who classified themselves as White British, 3 where individuals classified as 

being Asian or Asian British Indian, one individual stated they were Asian or Asian British 

Pakistani, one Asian or Asian British Bangladeshi, one responsible person stated their 

ethnicity as Chinese and 3 individuals did not state their ethnicity. 

Prohibitions  

There were 5 prohibition notices issued in Warrington and Halton over the financial year. 

One went to an individuals who classified their ethnicity as White British, one where the 

individual was Chinese, one individual stated their ethnicity as any other ethnic group, one 



Annex 2 to Item 5 

Performance and Overview Committee 

3 October 2012 

49 

 

was Asian or Asian British Bangladeshi and the remaining responsible person stated their 

ethnicity as any other Asian Background. 

The information captured above has been discussed by the Service’s Equality Task Group as 

it appears to show that those businesses owned by individuals from a BME background are 

disproportionately affected in terms of enforcement and prohibition notices. When the 

issue was looked into further it was apparent that the properties tended to be take away 

premises with sleeping accommodation above with inappropriate means of escape. The 

Service is working with partners to try to educate business owners of there responsibilities 

under the appropriate legislation. Further work is also being undertaken to identify the 

proportion of the take away establishments as a proportion of all businesses within the 

area.  

Community Fire Protection Advocates  

The Business Liaison team is a new concept, expanding the advisory and educational role of 

the Service, in line with government expectations for more information and less regulation. 

By making the business community more aware of their obligations under the Fire Safety 

Order it is hoped that individuals will be safer and there will be less need for enforcement 

action. The advocates have a range of information on fire safety, arson reduction, unwanted 

fire signals and sprinklers, which is offered to the business owners throughout Cheshire. The 

equality information has only been collected for the last 2 quarters of the year and relates 

to individuals who have been given advice to. 

Ethnicity 

The majority of individuals who have received such advice are White British. As mentioned 

earlier this is an area where we are hoping to target take away establishments to ensure 

that owners are aware of their responsibilities under the appropriate legislation. 

Ethnicity Breakdown  

 

Q3 Q4 

White British 47 116 

Any other White background 1 1 

Not stated  2 

Gender  

Over the two quarters slightly more males than females received advice. This is in keeping 

with the breakdowns that we have across all unitary performance areas during the audits. 

Gender Q3 Q4 

Male  65% 52% 

Female  35% 46% 

Not Stated  2% 

 



Annex 2 to Item 5 

Performance and Overview Committee 

3 October 2012 

50 

 

Age  

The information here is again consistent with the information in the earlier sections in 

relation to the age of individuals who have been present during an audit. The most common 

age range was 41 – 50 followed by those in the 31 – 40 age category. 

 

 

 

 

 

 

 

Emergency Response  

It is vital that the Service monitors who are becoming the victims of fires and other 

emergencies so that appropriate action can be taken to target those most at risk. This 

information has been collected for many years and has informed the relevant strategies for 

the Service’s preventative work. The information below looks at those who have been 

injured by Fire or tragically lost their lives as a result of a fire. It also contains the 

information collected on the satisfaction questionnaire that is sent to anyone who has 

needed an emergency response from the Service. 

The Corporate Intelligence Unit provides figures relating to individuals who were injured in 

fires over a 12 month period. Injuries could be as a result of a house fire or a road traffic 

collision where the vehicle has caught fire and burns injuries have been sustained.  

There were 63 people injured in fire from April 2011 – March 12. Of those 60 individuals 

(95.2%) classified themselves as being from a White British background. The remaining 3 

individuals did not state their ethnicity. The table below breaks the figures down by quarter. 

Age Range Q3 Q4 

16 – 21  1 

22 – 30  7 29 

31 – 40 18 29 

41 – 50 16 39 

51 – 60  7 18 

61 – 65   1 

Not stated   2 
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When we look at the ages of those who have been injured by fire you can see that more 

individuals over the age of 66+ sustained injuries, this is however closely followed by those 

who are within the 25-35 age range. Quarter 4 (January – March 2012) saw the most people 

(23) injured in fires. 

 

 

 

 

 

 

Gender  

When we look at the gender of the individuals who have been injured over the 12 month 

period 54% were male and 46% were female. Below is a breakdown by quarter. 

Gender Q1 Q2 Q3 Q4 

Male  4 9 8 13 

Female  0 9 10 10 

 

When we look at the causes of such injury the most common cause is cooking appliances, 

this is the case for both males and females and is the most common cause for the 66+ age 

range. The second most common cause was smoking materials; however this was 

specifically the case for more males than females. 
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White British
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Age Range Q1 Q2 

 

Q3 Q4 Totals 

Under 13  3 2 2 7 

13 – 16  1   1 

17 – 24  3 2 1 6 

25 – 35  4 5 3 12 

36 – 45  2 2 5 9 

46 – 55 2 3 2 2 9 

56 – 65  1 1 2 4 

66+ 2 1 4 8 15 
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Fatalities  

Unfortunately over the 12 month period April 2011 – March 2012, the Service experienced 6 

deaths caused by fire. There were 2 deaths in quarters 1, 2 and 4. All of those who lost their 

lives were White British. When we look at the gender of the victims, 3 were male and 3 

female. 2 of the victims were in the age range 56 – 65 and 4 individuals were 66+.  

When you look at the figures for those injured and those who lost their lives, you can see 

that the 66+ age range features highly in both, this has been the case for a number of years 

and is reflected in the Service’s targeting methodology for Home Safety Assessments.  

How do we do (After the Incident) 

The ‘After the Incident’ questionnaires are sent to both individuals and businesses who have 

requested the services of CFRS to monitor how satisfied individuals are with the service we 

provide.  

The questionnaire that is used to collect the information was revised after quarter 1 to 

reflect the equality monitoring categories of the 2011 Census. This was to enable easier 

analysis and also the new categories gave more detailed breakdowns in relation to an 

individual’s ethnicity, disability and religion and belief.  

The information received shows that everyone who responded to the questionnaire stated 

that they were White British. The majority of the respondents were female; a gender 

breakdown by quarter is below; 

 

Disability  

In terms of those with a disability who responded to the questionnaire only 2 individuals 

stated they had disability during quarter 1, the remaining 39 respondents did not have a 

disability. Once the survey was changed individuals who stated they had a disability were 
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able to further clarify what their disability was, below is a detailed breakdown of the 

responses. The most common disability that individuals stated was mobility.  

Disability Q2 Q3 Q4 

None 19 (76%) 33 (79%) 44 (82%) 

Hearing impairment 3 (12%)   

Progressive condition   2 (4%) 

Visual impairment 1 (4%) 2 (5%) 2 (4%) 

Speech impairment   1 (2%) 

Mental ill health  1 (4%)   

Facial disfigurement    

Learning difficulties - learning in a 

different way (such as dyslexia) 

 1 (2%) 1 (2%) 

Learning disabilities - a limited 

ability to learn (such as autism) 

   

Mobility problem 1 (4%) 10 (4%) 2 (4%) 

Prefer not to say  2 (5%) 1 (2%) 

Other   1 (2%) 

 

Age 

The age ranges used in quarter 1 were different than for the other quarters so have 

therefore been presented in a separate chart. The majority of responses throughout the 12 

months came from individuals who cover the age range of 40 – 60. 

 

 

 

The remaining 3 quarters in formation is as follows; 

 

 

 

 

 

 

 

Age Range 20-29 30-39 

 

40-49 50-59 60-69 70-79 80-89 

 2 5 9 9 5 3 4 

Age Range Q2 

 

Q3 Q4 

18-24 2 1  

25-34 2 2 7 

35-44 2 8 11 

45-54 8 13 11 

55-64 6 11 9 

65+ 10 9 14 
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Sexual Orientation  

The majority of respondents stated that they were heterosexual.  

Sexual Orientation Q1 Q2 Q3 Q4 

Heterosexual  33 22 31 47 

Gay / Lesbian / Bi-sexual  0 0 1 1 

Prefer not to state 6 2 2 2 

 

Translation Services 

The Service has for a number of years used the provision of language line to support both 

verbal and written translations. It is vital that this service is monitored as it allows us to 

understand the emerging languages that are being requested by front line employees and 

the most frequently used communication methods. Below is a breakdown of language and 

communication method by quarter. The use of language line has increased over this time 

period (April 2011-March 12) and languages such as Serbian and Bulgarian are new 

translations for the Service. 

Quarter Language Communication Method 

 

Q1 Polish Translation 

Q1 Mandarin Interpretation 

Q2 Polish Interpretation 

Q2 Hindi Interpretation 

Q2 Cantonese Interpretation 

Q2 Serbian Translation 

Q3 Serbian Interpretation 

Q3  Hindi Interpretation 

Q4 Bulgarian Interpretation 

Q4 Slovak Interpretation 

Q4 Urdu Translation 

Q4 Cantonese Translation 

Q4 Urdu Translation 

 


