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Many people feel better about problems by simply 
speaking to someone they feel they can trust. This could 
be a friend, colleague, supervisor, line manager, Union 
representative or a member of the Personnel or Equalities 
Functions.

Another option available to all staff, is to speak to one of 
the trained 1st Contact Team we have established in our 
Service.

They represent a cross section of staff from across our 
organisation and can be approached in the strictest of 

They will listen and provide you with options, guidance or advice and can meet 
you at a time and place where you are comfortable. It may be that speaking to 
one of the 1st Contact Team gives you enough reassurance to deal with your 
concerns.   However, they can also give you support and guidance should you 
choose to take your concerns forward informally or decide to report the situation 
to management.

Updates:
For the most up-to-date information on any Equalities related 
documents, visit the Equalities Function area of the Intranet.

The names and 
numbers for our 
1st Contact Team 
are located within 
the service intranet 
and printed in the:
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will be thorough, and at its conclusion, any outcomes that need 
addressed will be actioned, this may include disciplinary procedures.

This may sound daunting, particularly if you have never been 
involved in any kind of investigation before but it must be 
remembered that if feel you are being harassed or bullied, it must be 
stopped.

During and after the investigation, it is very important that no 
retaliation or victimisation occur.  The Service will treat any such 
circumstances seriously and take appropriate action.

If the investigation establishes that bullying or harassment has 
occurred, appropriate disciplinary action may be taken by the 
Service.

If the investigation is inconclusive or establishes that there has 
not been a case of harassment or bullying, it may be appropriate 
to offer mediation to the parties involved.  However, it must be 
remembered that Lothian and Borders Fire and Rescue Service 
considers harassment or bullying completely unacceptable and 
ultimately, such behaviour may result in dismissal.

What happens during and after an investigation?
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EQUALITIES STATEMENT

Aspiring to be a Fire and Rescue Service which

represents and serves all communities, by

building closer and more effective relationships

with our partners and the public

Recognising the skills and abilities of our most

valuable asset, our employees, and allowing

them to develop in an inclusive and

supportive environment.
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Formal resolution 

Where informal resolution is not appropriate (e.g. the allegations are 
of such a nature that formal action is deemed necessary) or where 
informal resolution has proved unsuccessful (e.g. the harassment 
continues or recurs) formal grievance procedures may be invoked. 

This is normally initiated by the situation being reported to the 
line manager of the workplace concerned, or where this is not 
appropriate, to the next tier of management that is suitable.

The service delivery manager for the workplace involved will be 
responsible for dealing with the grievance. 

The reporting of circumstances involving alleged bullying or 
harassment can be made by the individual(s) concerned, or by 
anyone who is concerned about the welfare of another member of 
staff.

In more serious circumstances, inappropriate behaviour may lead 
to a formal disciplinary process.

The Service will always investigate allegations in line with the 
grievance or disciplinary process as appropriate. Any investigation 
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OUR VALUES
We value:

The health, safety and wellbeing of all our 

employees and those who are affected by

the service that we provide.

The dignity of all people and will treat

them with respect.

The trust invested in us to provide efficient

and effective services demonstrating proper

use of public resources.
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What are the effects on the organisation?

As well as affecting the individuals involved, 

bullying also has a significant impact on the 

organisation as a whole, since employees 

working in a climate of fear and resentment 

cannot perform to the best of their ability.

Where bullying occurs and is not dealt with, 

morale and performance may fall and sickness 

absence and staff turnover may increase.

The Service could also be at risk from potential 

damage to its reputation and possible 

exposure through cases being taken to 

employment tribunals.
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Joint Statement of Policy

The Board, Chief Fire Officer and Trade Unions of Lothian and 
Borders Fire and Rescue Service (LBFRS) are committed to ensuring 
that all employees, including potential employees, are treated with 
respect and dignity whilst at work. We will work together to eliminate 
any discrimination relating to the Protected Characteristics of:

•	Age
•	Disability
•	Gender	Reassignment
•	Marriage	and	Civil	Partnership
•	Pregnancy	and	Maternity
•	Race
•	Religion	or	Belief
•	Sex
•	Sexual	Orientation
•	Or	any	unfair	treatment	related	to	any	other	personal characteristic

Convener of the Lothian and Borders Fire and Rescue Board

Chief Fire Officer of Lothian and Borders Fire and Rescue Service

Chair of the LBFRS branch of the Fire Brigades Union

Chair of the LBFRS branch of Unison

People who are subject to bullying may lose their confidence, their 
self - esteem and are at an increased risk of suffering stress. 

If nothing is done to alleviate the distress they are suffering, the long 
term effects on their health can in some cases be very serious, with 
the worst outcomes including nervous breakdown or even suicide.

They can include:

What can be the effects on the person?

Physiological

sleep loss

sweating

headaches

shaking

nausea

irritable bowel

skin disorders

loss of appetite

Psychological

anxiety

feeling of dread

tearfulness

panic attacks

depression

Behavioural 

irritability

aggression

becoming withdrawn 

and obsessive,

dwelling on the bully, 

including seeking 

justice or revenge

Physiological Psychological Behavioural
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What is bullying?

Bullying is now recognised as a widespread problem within 
workplaces and is viewed as a vindictive cruel form of behaviour, 
which is intended to humiliate and undermine confidence.

It may be thought that bullying is most common from a manager 
to a member of staff, but it can occur from an individual/group of 
staff to a person in a managerial role.

Open and “unseen” bullying

Bullying can be fairly obvious in its open form with personal insults, 
ridicule, singling out or humiliation being typical behavioural traits.
However, other behaviours considered `unseen` bullying can take 
the form of deliberately ignoring someone, excluding them from 
activities or isolating them within a working or social group.

Cyber bullying

Cyber bullying is when one person or a group of people try to 
threaten, tease or embarrass someone else by using a mobile 
phone, internet or intranet.  Cyber bullying is just as harmful as any 
other form of bullying.

The Fire Board are committed to ensuring that every employee 
works in an environment where bullying or harassment are not 
tolerated and recognises that a positive workplace will promote the 
health, well being, confidence, morale and job performance of all 
employees in LBFRS.

The Fire Board acknowledges its legal, moral and managerial 
responsibilities towards its employees and is committed, to 
providing a working environment where all employees are treated 
with dignity and respect. 

In order to deliver this positive working environment where all 
employees are treated fairly, the Fire Board recognises the value 
of effective leadership from elected members and through all 
management levels in LBFRS.

The FBU have been instrumental in developing and formulating 
Fairness and Dignity in the workplace since the 1990’s.  We support 
the creation of this Equality and Diversity Employee Handbook, and 
view this as a positive addition for all employees, managers and 
Fire Board members. 

When the ethos of this Handbook is embraced by all those 
mentioned above, then the creation of a workplace environment 
where fairness, dignity and respect is the norm can be achieved.
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The purpose and aims of this booklet

The Equalities Policy of LBFRS is a detailed formal document in 
line with the legal requirements and commitments placed on us 
as a public authority.

However, as the potential impact of all our equalities policies is 
significant to all of us as LBFRS employees, it is very important to 
reinforce the messages we have been conveying in our diversity 
training and other communications in order to give everyone 
meaningful information and ultimately, equalities ownership.

This booklet should be viewed as a simple, valuable source of 
Equality and Diversity information and a signpost to the various 
documents and notices on the Equalities area of the Service 
Intranet.  

This booklet is your own personal copy – please read it carefully 
and keep it safe for future reference.

 

Why do we need this equality handbook?

Gossiping

Being subjected to gossiping may result in feelings of severe 
distress and trauma to an individual and can cause them to suffer 
from stress.  Passing on stories relating to the personal business 
of a colleague without their express permission may constitute 
harassment.

Social networking websites

Social networking sites are a useful way for keeping in touch with 
friends, family and colleagues, and are also great way to exchange 
information.  Employees of the Fire Service are often seen as 
ambassadors by the general public.

With this in mind, employees must not forget that what they post 
on social networking sites may be seen across these networks, 
and are reminded that they must not bring Lothian and Borders 
Fire and Rescue Service into disrepute or cause any distress to our 
colleagues or member of the community.
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Disability harassment

Is unwanted inappropriate behaviour based on disability, 
impairment or additional need. Such behaviour may include 
comments that are patronising or objectionable to the recipient 
or which creates an intimidating, hostile or offensive environment 
for people with disabilities.  Disability harassment includes 
inappropriate reference to disability or unwelcome discussions on 
the impact of disability.

Sectarian or religious harassment

Is unwanted inappropriate behaviour based on religious beliefs 
or practices.  This may take many forms including ridiculing items 
worn for religious reasons or making derisory comments against an 
individual’s beliefs or cultural customs.  It may also include social 
exclusion or pressure to join a religious or political group.

Other types of harassment

Age / health / ability / physical , e.g., height, weight, baldness, 
speech defects, etc.

Statement of Responsibilities

All of us, no matter where we work in the Service, have a 
responsibility to comply with the Equalities Policy and have the right 
to be protected by it.  Each of us has an individual responsibility to 
ensure that nothing in our behaviour or actions causes offence to 
our colleagues or members of the community.

Here are some particular areas of responsibility, which relate to 
elected members, management and employees.

Who is responsible for complying with Equalities Policy ?
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Responsibilities of Managers

In order to allow a healthy, happy, working environment the 
professionalism and conduct of Managers will have a key influence 
on workplace dignity and to the community we serve.  All members 
of staff with managerial or supervisory responsibilities have a key 
role to play in the communication, compliance and promotion of 
the Policy. 

In particular, all Managers should show effective leadership and 
challenge inappropriate behaviour in any form, thereby sending 
out a clear message that harassment, bullying or any other form of 
inappropriate behaviour is unacceptable.

Responsibilities of LBFR Board and Chief Fire Officer

The Fire Board recognises its responsibilities as an employer, both 
legally and morally for the full implementation of the  Policy.

The Board has delegated responsibility to the Chief Fire Officer 
for the application, development and effectiveness of this Policy 
within the workplace and the community.

Equality and Diversity Staff Handbook5

Examples of non-verbal sexual harassment include: suggestive 
looks, leering, explicit gestures, sending sexually explicit emails, texts 
or the display of pornographic material.

Racial harassment

Is unwanted inappropriate behaviour based on race, ethnic or 
national origin.  It includes written or verbal threats or insults based 
on race, ethnicity or skin colour, abusive comments about racial 
origins, ridicule based on cultural grounds, derogatory name-
calling or racist jokes.

Sexual orientation harassment

Is unwanted inappropriate behaviour based on a person’s known, 
presumed, or an associate’s, sexual orientation.  Such behaviour 
includes name-calling, stereotyping, verbal abuse or threatening 
too, or disclosing, a person’s sexual orientation.  Other examples 
are excluding same-sex partners from social events or intrusive 
questioning about a person’s domestic circumstances.
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What are examples of harassment?

What is most important are the feelings, perceptions and effects 
any harassment has on the victim. It is no excuse to say it was 
only a joke, as what one employee may be able to accept may 
nevertheless cause distress to another.

Unwanted inappropriate behaviour is never a joke.  

There are many types of behaviour, which may constitute 
harassment. Below are some examples; however, this list is not 
exhaustive.

Sexual harassment

Is unwanted inappropriate behaviour of a sexual nature. It 
includes unwanted attention of a sexual nature that ridicules, 
or is intimidating. This may be physical, ranging from unwanted 
touching, groping or the invasion of personal space. 

Sexual harassment can be verbal and may include unwanted 
personal comments, sexual slurs, belittling, suggestive, lewd or 
abusive remarks, explicit ‘jokes’ or innuendo, and compromising 
invitations, including demands for sexual favours. 

Responsibilities of Representative Bodies

The FBU and UNISON fully endorse the purpose, aims, policy 
and the importance of the contribution that they and their 
members can make to the effectiveness of the Equalities Policy 
by their co-operation, consultation and support.

Responsibilities of Employees

All employees must treat colleagues and members of the 
community with dignity and respect at all times and have a 
responsibility to comply with and promote the implementation of 
the Equalities Policy.

This includes co-operating fully with all measures introduced by 
LBFRS in relation to fairness and equality.

In addition to this, all employees have a responsibility to refrain 
from bullying, harassment, victimisation or intimidation of others 
and to notify management should they be aware of any such 
circumstances.

Equality and Diversity Staff Handbook9 Equality and Diversity Staff Handbook 6
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Diversity in the Service

Equality of opportunity and fairness are basic human rights, which 
are important to us all.  As well as the many legal requirements 
placed on our organisation, there is a powerful moral obligation 
on all Public Services to ensure fair treatment for all employees and 
the community they serve. 

In line with this, LBFRS will promote inclusiveness to everyone from 
our communities, including men, women or transgender, with and 
without children or pregnant, people of all: abilities, ages, sexual 
orientations, religions or beliefs, ethnic backgrounds, whether 
single, married or civil partnered.  

A diverse workforce, representative of its community, working in a 
fair and equal environment is a productive one and this is why 
diversity is such a valuable asset for our organisation and for every 
LBFRS employee.

The Fire Board will ensure that this continuing diverse 
representation within the workforce will be a positive demonstration 
of its commitment as an equal opportunities employer.

Why is diversity so important to LBFRS?

Dignity at Work

Harassment

Harassment is unwelcome inappropriate behaviour, which can 
affect the dignity of any individual at work.

It can be intimidating, hostile, degrading, offensive or humiliating 
for the recipient, usually undermining confidence and can include 
unwanted physical, verbal or non-verbal conduct.

Employees may be subject to harassment perhaps because they 
are perceived as being different, associate with, or belong to, a 
minority group. Some groups may be subject to harassment due 
to their: race, sex, sexual orientation, gender recognition, religion or 
beliefs, disability, age or any other personal characteristic.

Harassment does not always take the form of persistent behaviour 
but may take the form of an isolated incident directed at one 
individual or towards a group of employees.

What is harassment and bullying?
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diversity is such a valuable asset for our organisation and for every 
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What are examples of harassment?

What is most important are the feelings, perceptions and effects 
any harassment has on the victim. It is no excuse to say it was 
only a joke, as what one employee may be able to accept may 
nevertheless cause distress to another.

Unwanted inappropriate behaviour is never a joke.  

There are many types of behaviour, which may constitute 
harassment. Below are some examples; however, this list is not 
exhaustive.

Sexual harassment

Is unwanted inappropriate behaviour of a sexual nature. It 
includes unwanted attention of a sexual nature that ridicules, 
or is intimidating. This may be physical, ranging from unwanted 
touching, groping or the invasion of personal space. 

Sexual harassment can be verbal and may include unwanted 
personal comments, sexual slurs, belittling, suggestive, lewd or 
abusive remarks, explicit ‘jokes’ or innuendo, and compromising 
invitations, including demands for sexual favours. 

Responsibilities of Representative Bodies

The FBU and UNISON fully endorse the purpose, aims, policy 
and the importance of the contribution that they and their 
members can make to the effectiveness of the Equalities Policy 
by their co-operation, consultation and support.

Responsibilities of Employees

All employees must treat colleagues and members of the 
community with dignity and respect at all times and have a 
responsibility to comply with and promote the implementation of 
the Equalities Policy.

This includes co-operating fully with all measures introduced by 
LBFRS in relation to fairness and equality.

In addition to this, all employees have a responsibility to refrain 
from bullying, harassment, victimisation or intimidation of others 
and to notify management should they be aware of any such 
circumstances.
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Responsibilities of Managers

In order to allow a healthy, happy, working environment the 
professionalism and conduct of Managers will have a key influence 
on workplace dignity and to the community we serve.  All members 
of staff with managerial or supervisory responsibilities have a key 
role to play in the communication, compliance and promotion of 
the Policy. 

In particular, all Managers should show effective leadership and 
challenge inappropriate behaviour in any form, thereby sending 
out a clear message that harassment, bullying or any other form of 
inappropriate behaviour is unacceptable.

Responsibilities of LBFR Board and Chief Fire Officer

The Fire Board recognises its responsibilities as an employer, both 
legally and morally for the full implementation of the  Policy.

The Board has delegated responsibility to the Chief Fire Officer 
for the application, development and effectiveness of this Policy 
within the workplace and the community.

Equality and Diversity Staff Handbook5

Examples of non-verbal sexual harassment include: suggestive 
looks, leering, explicit gestures, sending sexually explicit emails, texts 
or the display of pornographic material.

Racial harassment

Is unwanted inappropriate behaviour based on race, ethnic or 
national origin.  It includes written or verbal threats or insults based 
on race, ethnicity or skin colour, abusive comments about racial 
origins, ridicule based on cultural grounds, derogatory name-
calling or racist jokes.

Sexual orientation harassment

Is unwanted inappropriate behaviour based on a person’s known, 
presumed, or an associate’s, sexual orientation.  Such behaviour 
includes name-calling, stereotyping, verbal abuse or threatening 
too, or disclosing, a person’s sexual orientation.  Other examples 
are excluding same-sex partners from social events or intrusive 
questioning about a person’s domestic circumstances.
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Disability harassment

Is unwanted inappropriate behaviour based on disability, 
impairment or additional need. Such behaviour may include 
comments that are patronising or objectionable to the recipient 
or which creates an intimidating, hostile or offensive environment 
for people with disabilities.  Disability harassment includes 
inappropriate reference to disability or unwelcome discussions on 
the impact of disability.

Sectarian or religious harassment

Is unwanted inappropriate behaviour based on religious beliefs 
or practices.  This may take many forms including ridiculing items 
worn for religious reasons or making derisory comments against an 
individual’s beliefs or cultural customs.  It may also include social 
exclusion or pressure to join a religious or political group.

Other types of harassment

Age / health / ability / physical , e.g., height, weight, baldness, 
speech defects, etc.

Statement of Responsibilities

All of us, no matter where we work in the Service, have a 
responsibility to comply with the Equalities Policy and have the right 
to be protected by it.  Each of us has an individual responsibility to 
ensure that nothing in our behaviour or actions causes offence to 
our colleagues or members of the community.

Here are some particular areas of responsibility, which relate to 
elected members, management and employees.

Who is responsible for complying with Equalities Policy ?
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The purpose and aims of this booklet

The Equalities Policy of LBFRS is a detailed formal document in 
line with the legal requirements and commitments placed on us 
as a public authority.

However, as the potential impact of all our equalities policies is 
significant to all of us as LBFRS employees, it is very important to 
reinforce the messages we have been conveying in our diversity 
training and other communications in order to give everyone 
meaningful information and ultimately, equalities ownership.

This booklet should be viewed as a simple, valuable source of 
Equality and Diversity information and a signpost to the various 
documents and notices on the Equalities area of the Service 
Intranet.  

This booklet is your own personal copy – please read it carefully 
and keep it safe for future reference.

 

Why do we need this equality handbook?

Gossiping

Being subjected to gossiping may result in feelings of severe 
distress and trauma to an individual and can cause them to suffer 
from stress.  Passing on stories relating to the personal business 
of a colleague without their express permission may constitute 
harassment.

Social networking websites

Social networking sites are a useful way for keeping in touch with 
friends, family and colleagues, and are also great way to exchange 
information.  Employees of the Fire Service are often seen as 
ambassadors by the general public.

With this in mind, employees must not forget that what they post 
on social networking sites may be seen across these networks, 
and are reminded that they must not bring Lothian and Borders 
Fire and Rescue Service into disrepute or cause any distress to our 
colleagues or member of the community.
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What is bullying?

Bullying is now recognised as a widespread problem within 
workplaces and is viewed as a vindictive cruel form of behaviour, 
which is intended to humiliate and undermine confidence.

It may be thought that bullying is most common from a manager 
to a member of staff, but it can occur from an individual/group of 
staff to a person in a managerial role.

Open and “unseen” bullying

Bullying can be fairly obvious in its open form with personal insults, 
ridicule, singling out or humiliation being typical behavioural traits.
However, other behaviours considered `unseen` bullying can take 
the form of deliberately ignoring someone, excluding them from 
activities or isolating them within a working or social group.

Cyber bullying

Cyber bullying is when one person or a group of people try to 
threaten, tease or embarrass someone else by using a mobile 
phone, internet or intranet.  Cyber bullying is just as harmful as any 
other form of bullying.

The Fire Board are committed to ensuring that every employee 
works in an environment where bullying or harassment are not 
tolerated and recognises that a positive workplace will promote the 
health, well being, confidence, morale and job performance of all 
employees in LBFRS.

The Fire Board acknowledges its legal, moral and managerial 
responsibilities towards its employees and is committed, to 
providing a working environment where all employees are treated 
with dignity and respect. 

In order to deliver this positive working environment where all 
employees are treated fairly, the Fire Board recognises the value 
of effective leadership from elected members and through all 
management levels in LBFRS.

The FBU have been instrumental in developing and formulating 
Fairness and Dignity in the workplace since the 1990’s.  We support 
the creation of this Equality and Diversity Employee Handbook, and 
view this as a positive addition for all employees, managers and 
Fire Board members. 

When the ethos of this Handbook is embraced by all those 
mentioned above, then the creation of a workplace environment 
where fairness, dignity and respect is the norm can be achieved.
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Joint Statement of Policy

The Board, Chief Fire Officer and Trade Unions of Lothian and 
Borders Fire and Rescue Service (LBFRS) are committed to ensuring 
that all employees, including potential employees, are treated with 
respect and dignity whilst at work. We will work together to eliminate 
any discrimination relating to the Protected Characteristics of:

•	Age
•	Disability
•	Gender	Reassignment
•	Marriage	and	Civil	Partnership
•	Pregnancy	and	Maternity
•	Race
•	Religion	or	Belief
•	Sex
•	Sexual	Orientation
•	Or	any	unfair	treatment	related	to	any	other	personal characteristic

Convener of the Lothian and Borders Fire and Rescue Board

Chief Fire Officer of Lothian and Borders Fire and Rescue Service

Chair of the LBFRS branch of the Fire Brigades Union

Chair of the LBFRS branch of Unison

People who are subject to bullying may lose their confidence, their 
self - esteem and are at an increased risk of suffering stress. 

If nothing is done to alleviate the distress they are suffering, the long 
term effects on their health can in some cases be very serious, with 
the worst outcomes including nervous breakdown or even suicide.

They can include:

What can be the effects on the person?

Physiological

sleep loss

sweating

headaches

shaking

nausea

irritable bowel

skin disorders

loss of appetite

Psychological

anxiety

feeling of dread

tearfulness

panic attacks

depression

Behavioural 

irritability

aggression

becoming withdrawn 

and obsessive,

dwelling on the bully, 

including seeking 

justice or revenge

Physiological Psychological Behavioural
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What are the effects on the organisation?

As well as affecting the individuals involved, 

bullying also has a significant impact on the 

organisation as a whole, since employees 

working in a climate of fear and resentment 

cannot perform to the best of their ability.

Where bullying occurs and is not dealt with, 

morale and performance may fall and sickness 

absence and staff turnover may increase.

The Service could also be at risk from potential 

damage to its reputation and possible 

exposure through cases being taken to 

employment tribunals.
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Complaints, Investigation and Resolution

Lothian and Borders Fire and Rescue Service is committed to 
ensuring that there is no occurrence of bullying at work and will 
address every complaint of bullying or harassment seriously and 
where possible, will respect the need for confidentiality of all parties 
involved.

There are a number of options open to the complainant:

Informal resolution – objecting to the behaviour

Employees who feel they are being harassed or bullied and who are 
sufficiently confident, may choose to explain to the person who is 
carrying it out that their behaviour is unwelcome and upsetting and 
that they want it to stop.

They may do this on their own, or ask a third party to accompany 
them who may typically be a supervisor, colleague, trade union 
representative or equality adviser.

What can you do if you are being harassed and bullied at work?
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Formal resolution 

Where informal resolution is not appropriate (e.g. the allegations are 
of such a nature that formal action is deemed necessary) or where 
informal resolution has proved unsuccessful (e.g. the harassment 
continues or recurs) formal grievance procedures may be invoked. 

This is normally initiated by the situation being reported to the 
line manager of the workplace concerned, or where this is not 
appropriate, to the next tier of management that is suitable.

The service delivery manager for the workplace involved will be 
responsible for dealing with the grievance. 

The reporting of circumstances involving alleged bullying or 
harassment can be made by the individual(s) concerned, or by 
anyone who is concerned about the welfare of another member of 
staff.

In more serious circumstances, inappropriate behaviour may lead 
to a formal disciplinary process.

The Service will always investigate allegations in line with the 
grievance or disciplinary process as appropriate. Any investigation 
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to a formal disciplinary process.

The Service will always investigate allegations in line with the 
grievance or disciplinary process as appropriate. Any investigation 

OUR VALUES
We value:

The health, safety and wellbeing of all our 

employees and those who are affected by

the service that we provide.

The dignity of all people and will treat

them with respect.

The trust invested in us to provide efficient

and effective services demonstrating proper

use of public resources.
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will be thorough, and at its conclusion, any outcomes that need 
addressed will be actioned, this may include disciplinary procedures.

This may sound daunting, particularly if you have never been 
involved in any kind of investigation before but it must be 
remembered that if feel you are being harassed or bullied, it must be 
stopped.

During and after the investigation, it is very important that no 
retaliation or victimisation occur.  The Service will treat any such 
circumstances seriously and take appropriate action.

If the investigation establishes that bullying or harassment has 
occurred, appropriate disciplinary action may be taken by the 
Service.

If the investigation is inconclusive or establishes that there has 
not been a case of harassment or bullying, it may be appropriate 
to offer mediation to the parties involved.  However, it must be 
remembered that Lothian and Borders Fire and Rescue Service 
considers harassment or bullying completely unacceptable and 
ultimately, such behaviour may result in dismissal.

What happens during and after an investigation?
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EQUALITIES STATEMENT

Aspiring to be a Fire and Rescue Service which

represents and serves all communities, by

building closer and more effective relationships

with our partners and the public

Recognising the skills and abilities of our most

valuable asset, our employees, and allowing

them to develop in an inclusive and

supportive environment.
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Equality and DiversityIs there someone who can help?
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Many people feel better about problems by simply 
speaking to someone they feel they can trust. This could 
be a friend, colleague, supervisor, line manager, Union 
representative or a member of the Personnel or Equalities 
Functions.

Another option available to all staff, is to speak to one of 
the trained 1st Contact Team we have established in our 
Service.

They represent a cross section of staff from across our 
organisation and can be approached in the strictest of 

They will listen and provide you with options, guidance or advice and can meet 
you at a time and place where you are comfortable. It may be that speaking to 
one of the 1st Contact Team gives you enough reassurance to deal with your 
concerns.   However, they can also give you support and guidance should you 
choose to take your concerns forward informally or decide to report the situation 
to management.

Updates:
For the most up-to-date information on any Equalities related 
documents, visit the Equalities Function area of the Intranet.

The names and 
numbers for our 
1st Contact Team 
are located within 
the service intranet 
and printed in the:
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