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Equality and Diversity  

Equality and Diversity – Policy Statement  

Tayside Fire and Rescue 

Summary

This document details the policy in relation to equality and diversity for all employees 

and prospective employees of Tayside Fire and Rescue. 

Policy Statement 

Tayside Fire and Rescue Board is committed to pursuing fair practices in the provision of 

its services, selection of staff and in its employment policies and practices.  No person 

will be treated less favourably because of their sex, race, colour, nationality, ethnic or 

national origin, marital status, disability, political belief, religion or philosophical belief, 

sexual orientation, gender reassignment, age, trade union activity, responsibility for 

dependants or employment status. 
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Policy Overview 

 

This policy sets out the framework for the provision of equal employment opportunities 

and the elimination of unlawful, unfair and inappropriate discrimination in employment.  

It will be supported by other associated policies and procedures. 

 

The policy covers all employees and prospective employees, both uniformed and non-

uniformed.  It extends to all aspects of employment from recruitment and selection 

through to selection for redundancy or dismissal.  It is important to base the employment 

practices on the merits, abilities and potential of individuals ensuring they are free from 

irrelevant or prejudiced views, which cannot be justified by the job needs or constraints.  

The policy therefore underpins the following principles: 

 

a.  All members of the community have a right to fair and just treatment in the 

delivery of Fire and Rescue Services; 

 

b.  The sole valid criterion for employment is merit and applicants will be 

considered equally on that basis; 

 

c.  All employees have a right to equal treatment in all aspects of their 

employment terms, conditions and working arrangements. 

 

Aims of the Policy 

The aims of the policy are to ensure that: 

a.  No job applicant or employee receives less favourable treatment than another 

on the grounds of sex, race, colour, nationality, ethnic or national origin, 

marital status, disability, political belief, religion or philosophical belief, sexual 

orientation, age, trade union activity, responsibility for dependants, or 

employment status. 

 

b.  No job applicant or employee is placed at a disadvantage by requirements or 

conditions which have a disproportionately adverse effect on his or her race, 

sex, disability, age, sexual orientation or religion or belief, which cannot be 

shown to be justifiable. 

 

c.  Steps are taken to increase employment opportunities for people who are 

underrepresented in employment within Tayside Fire and Rescue, as 



 

permissible in legislation. 

 

d.  Relevant employment policies and procedures are in place to support this 

policy and that appropriate training programmes are available to develop 

employee’s awareness in this area, throughout the organisation. 

 

In order to achieve these aims it is necessary to ensure that: 

 

a.  Any qualification or requirements applied to a job which effectively restricts 

applications, should be kept only if they are justifiable in terms of the job to be 

done or are required by law. 

 

b.  Employees are given training to increase their awareness of equality and 

diversity and to encourage fairness at work within the organisation. 

 

c.  Each individual is assessed according to his or her capability to carry out a 

given task.  It will not be assumed that men only or women only will be able to 

do certain kinds of work.  Similarly, assumptions about a disabled person’s 

capabilities should be avoided, instead a flexible, non-prejudiced approach will 

be adopted for all. 

 

d.  All employees are treated equally in relation to selection for promotion, taking 

in to account work and life experiences as well as academic achievement. 

Employer’s Responsibilities 

The overall responsibility for ensuring the full implementation and monitoring of the 

equal opportunities policy will rest with the Chief Fire Officer, who also has specific 

responsibility for reviewing and developing the organisations employment procedures 

and practices. 

In order to ensure the effectiveness of the policy the Chief Fire Officer will: 

a.  Consult with trade union representatives and other interested parties, for 

example, the relevant commissions, on the content and implementation of 

policies. 

 

b.  Ensure that this policy is made known to all employees and job applicants, and 

take appropriate action against employees who are found to infringe it. 

 

c.  Ensure that all new employees receive awareness training in fairness and 

diversity as an integral part of their induction.  The training will outline their 

responsibilities in accordance with this and related policies. 

 

d.  Ensure that all personnel receive awareness training in fairness and diversity 

throughout the course of their employment.  These programmes of training will 

incorporate new developments in the concept of managing diversity within the 



 

organisation and in the provision of services. 

 

e.  Examine and regularly review procedures and practices ensuring Equality 

Impact Assessments are completed, with a view to promoting equality of 

opportunity and eliminating discrimination. 

 

f.  Regularly monitor policy effectiveness and identify possible areas for action. 

 

g.  Monitor the composition of the workforce and job applicants, by sex, ethnic 

origin, marital status, disability etc on a regular basis in order to evaluate 

progress in eliminating discrimination. 

 

h.  Ensure that in the provision of services, employees are made aware of how to 

try and meet the needs of the communities we serve and have the opportunity to 

learn from new experiences. 

 

i.  Ensure that all employees and members of the community can access Tayside 

Fire and Rescue premises if required, and have full access to the services 

provided. 

 

j.  Ensure where possible employees are protected from harassment and 

victimisation. 

Employee’s Responsibilities 

It is recognised that all Tayside Fire and Rescue employees, have responsibilities under 

law and in terms of Tayside Fire and Rescue policy, in assisting in the prevention of 

discrimination, harassment and bullying.  In addition to this it is recognised that only with 

employee’s commitment can Tayside Fire and Rescue provide services that meet the 

needs of the communities we serve. 

In particular, employees: 

a.  Should co-operate with measures introduced by Tayside Fire and Rescue to 

promote equal employment opportunities and eliminate discrimination. 

 

b.  Must not themselves discriminate, bully or harass other employees or job 

applicants. 

 

c.  Must not induce, or attempt to induce, other employees, management or trade 

unions to discriminate. 

 

d.  Should draw to the attention of management any suspected discriminatory acts 

or practices.  Employees are free to raise concerns with their respective Trade 

Union, approach Harassment Contact Advisors or raise a grievance. 

 

e.  Must not victimise or attempt to victimise, individuals who have made a 



 

complaint or who have provided information about discrimination or 

harassment. 

 

f.  Must not harass, abuse, or intimidate other employees on any grounds or 

otherwise act in a discriminatory manner.  Taking into account the fact that 

work related functions, out-with the work place and working hours could be 

classed as an extension to the work place and therefore protections extends to 

these events. 

 

g.  Must ensure that in all dealings with the public and particularly in relation to 

the delivery of services, no actions are taken which could be held to be 

discriminatory. 

 

Any actions infringing this policy will be investigated and could result in disciplinary 

action. 

Employment Procedures and Practices 

Tayside Fire and Rescue will pursue employment procedures and practices designed to 

promote equal opportunities, eliminate discrimination and will regularly review their 

effectiveness. 

The following areas in particular will be reviewed and procedures adopted to ensure that 

they comply with our policies and relevant statutory requirement: 

 

a.  Recruitment and selection (including choice of media, sources of recruitment, 

content of application forms, selection criteria, shortlisting, interviewing, 

promotion, transfer). 

 

b.  Training and development (including facilities, information publicity, training 

needs analysis, selection criteria, and provision of training). 

 

c.  Grievance, disputes and discipline (including discrimination, victimisation, 

harassment). 

 

d.  Terms and conditions of employment (including arrangement of working hours, 

pay grades and structures, redeployment and transfer arrangements, 

arrangements to meet special needs). 

 

e.  Station facilities (including access and the provision of dignity and fairness). 

 

f.  Termination of employment (including dismissal, retirement and selection for 

redundancy). 

 



 

Monitoring 

It is Tayside Fire and Rescue policy to monitor the fairness of policy and procedure.  This 

monitoring will take the form of collecting relevant information and statistics, which will 

be used to identify and diagnose problems, and will enable the assessment of the policy to 

be undertaken.  The monitoring information will be presented to Tayside Fire and 

Rescues Management Team as required. 

It is intended to gather such information from employees and job applicants through 

voluntary self-classification forms.  In relation to ethnicity they will use the same format 

as that used for the Census 2001 (Scotland) classifications. 

Arrangements will be made to ensure this information is used solely for monitoring 

purposes and to protect the confidentiality of such information. 

The information gathered will also form the basis for any positive action measures taken 

to work towards equality of employment opportunities. 

Legislation 

 

EQUALITY ACT 2010 

 

The first provisions of the Equality Act 2010 came into effect on 1 October 2010.  This 

piece of legislation repeals all previous primary discrimination legislation, including the 

Sex Discrimination Act 1975, Race Relations Act 1976 and the Disability Discrimination 

Act 1995.  The Equality Act 2010 provides protection in the following areas or 

“protected characteristics”: 

 

 AGE  

People of all ages are protected.  

 DISABILITY  

A person is disabled if they have a physical or mental impairment which has a 

substantial and long term adverse effect on their ability to carry out normal day-

to-day activities.6THEQUALITY ACT – WHAT’S NEW FOR EMPLOYERS? 

 GENDER REASSIGNMENT 

Transsexual people are protected from discrimination.  A transsexual person is 

someone who proposes to, starts or has completed a process to change his or her 

gender.  

 MARRIAGE AND CIVIL PARTNERSHIP 

The Act protects people who are married or in a civil partnership.  

 PREGNANCY AND MATERNITY  

A woman is protected during the period of her pregnancy and any statutory 

maternity leave.  

 RACE  



 

For the purposes of the legislation ‘race’ includes colour, nationality and ethnic or 

national origins.  

 RELIGION OR BELIEF  

The legislation covers any religion and also includes a lack of religion.  Belief 

means any religious or philosophical belief or a lack of such belief.  

 SEX  

Both men and women are protected under the Act.   

 SEXUAL ORIENTATION  

The Act protects people who are bisexual, gay, heterosexual or lesbian.   

 

TYPES OF DISCRIMINATION AND OTHER UNLAWFUL CONDUCT 

 

Direct Discrimination occurs where a person treats another less favourably “because of” 

a protected characteristic than they treat, or would treat, others.   

 

Discrimination by association is direct discrimination against someone because they 

associate with another person who possesses a protected characteristic.   

 

Perception discrimination is direct discrimination against an individual because others 

think they possess a particular protected characteristic.  It can apply even if the person 

does not actually possess the characteristic. 

 

Indirect Discrimination arises when a provision, criterion or practice is applied to 

everyone, but it places people with a protected characteristic at a particular disadvantage 

and the employer cannot show that it is a proportionate means of achieving a legitimate 

aim.  Indirect discrimination does not apply to pregnancy and maternity as this would be 

dealt with as direct sex discrimination.   

 

Harassment is: 

 

1. Unwanted conduct related to a protected characteristic which has the purpose or 

effect of violating a person’s dignity, or creating an intimidating, hostile, degrading, 

humiliating or offensive environment  

2. Unwanted conduct of a sexual nature which has the above purpose or effect; or 

3. Unwanted conduct of a sexual nature, related to gender reassignment or that related to 

sex, which has the purpose or effect, described above and which leads to less 

favourably treatment. e.g. someone who rejects a manager’s sexual advance is 

subsequently not promoted because of that rejection is subjected to two types of 

harassment – (2) and (3). 

With the exception of pregnancy and maternity and marriage and civil partnership, 

protection from harassment is in place for all protected characteristics.  Employees will 

be able to complain of behaviour that they find offensive even if it is not directed at them, 



 

and the complainant need not possess the relevant characteristic themselves. Employees 

are also protected from harassment because of perception and association. 

 

Protection from Third Party Harassment i.e. harassment by customers, clients and 

contractors, applies to all protected characteristics. Employers must take reasonable steps 

to protect employees from this.  

 

Victimisation occurs when a person subjects another to a detriment because they have 

“done a ‘protected act’ or because they believe the person has done or may do a protected 

act in the future”.  A protected act is any of the following: 

 

 bringing proceedings under the Act;  

 giving evidence or information in connection with proceedings brought under the 

Act;  

 doing anything which is related to the provisions of the Act;  

 making an allegation that another person has done something in breach of the Act; 

or  

 making or seeking a ‘relevant pay disclosure’ to or from a colleague (including a 

former colleague).  A relevant pay disclosure is defined as a disclosure sought or 

made for the purpose of finding out whether, or to what extent, any pay 

differences are related to a protected characteristic. 

 

Discrimination arising from Disability occurs when a person is treated unfavourably 

because of something arising in consequence of his/her disability, and the 

employer/service provider cannot show that the treatment is a proportionate means of 

achieving a legitimate aim.   

 

The Duty to make Reasonable Adjustments arises where:  

 

 a provision, criterion or practice or a physical feature puts a disabled person at a 

substantial disadvantage in comparison with persons who are not disabled.    

 the provision of an auxiliary aid would prevent a disabled person from being put 

at a substantial disadvantage. E.g. an organiser of a large conference could consult 

with hearing impaired delegates to ascertain what steps they need to take to avoid 

them being put at a substantial disadvantage at the conference: e.g. provision of 

sign language interpreters, induction loop etc. 

REHABILITATION OF OFFENDERS ACT 1974 

The Rehabilitation of Offenders Act makes it unlawful to take in to account offences 

which are considered as being “spent” as defined in the Act.  This means that after a 

specified period of time (depending on the seriousness of the offence) the person 

concerned is deemed to be rehabilitated and should be treated as if the conviction had 

never taken place. 



 

EMPLOYMENT RIGHTS ACT 1996 

The Employment Rights Act makes it unlawful to discriminate against individuals 

because of activities associated with them being: 

  Employee Representatives. 

  Health & Safety Representatives. 

  Pension Scheme Trustees. 

Discrimination on Grounds of Trade Union Activity 

It is considered to be unfair to discriminate against employees or job applicants on the 

grounds of trade union activity by treating them less favourably on the basis of trade 

union membership or non-membership (subject to the provisions of any union 

membership agreement), duties or activities.  Such discriminatory acts or omissions will 

be considered a breach of Tayside Fire and Rescue’s policy. 

PREVENTION OF ILLEGAL WORKING – IMMIGRATION, ASYLUM AND 

NATIONALITY ACT 2006 

The Immigration, Asylum and Nationality Act 2006 is in place to ensure employers 

check that candidates are eligible to work in the United Kingdom.  In order to avoid any 

potential discriminatory actions, all candidates should be treated consistently when being 

asked to produce documentary evidence of their eligibility to work in the United 

Kingdom. 

If this legislation and supporting guidance is not complied with employers may be liable 

for payment of a civil penalty. 

Further guidance on this is available on the Equality and Diversity intranet site Shared 

Documents/Recruitment Information or from the Human Resources department. 

EMPLOYMENT RELATIONS ACT 1999 

The Employment Relations Act 1999 covers a wide range of individual and collective 

employment rights, including a range of ‘family friendly’ policies. 

Pleaser refer to the Tayside Fire and Rescue Policy on Maternity, Childcare and 

Dependants, for further information. 

 

PART-TIME WORKERS (PREVENTION OF LESS FAVOURABLE 

TREATMENT) REGULATIONS 2000 

These Regulations provide a right for part-time workers to be treated no less favourably 

than comparable full-time workers unless the difference in treatment is objectively 

justified. 



 

FIXED TERM EMPLOYEES (PREVENTION OF LESS FAVOURABLE 

TREATMENT) REGULATIONS 2002 

These regulations provide for application of the principle of non-discrimination in 

relation to fixed-term workers, requiring them not to be treated less favourably than 

comparable permanent workers, solely on the grounds of that fixed term relationship, 

unless this is justified on objective grounds. 

EMPLOYMENT ACT 2002 
 

The Employment Act 2002 introduced a number of changes to employment law in order 

to address work-life balance.  This included the right to request flexible working from 

April 2003.  Employees can apply to their employers for a change in the terms and 

conditions of employment where the reason for the change is for the care of a child under 

6 or a disabled child under 18 and the change can relate to: 

 

  Hours 

  Place of Work 

  Time of Work 

 

Through the Work and Families Act 2006 the right to request flexible working has been 

extended to carers and certain adults. 

 

Tayside Fire and Rescue extends this piece of legislation further allowing all employees 

the right to request flexible working. 

Sikhs and the Wearing of Safety Helmets 

Under the Employment Act 1989, turban-wearing Sikhs are exempt from the requirement 

to wear head protection while on a construction site if they are wearing a turban. In 

addition, any special treatment of Sikhs under the Employment Act 1989 is not to be 

regarded as discrimination against other persons. 

Accommodating Religious Observances in the Workplace 

Although the Regulations do not oblige an employer to make adjustments to 

accommodate religious observances, Tayside Fire and Rescue will consider what 

reasonable changes might be made. 

GENDER RECOGNITION ACT 2004 

The Gender Recognition Act 2004 allows transsexual people who have taken decisive 

steps to live fully and permanently in their acquired gender to gain legal recognition in 

that gender.  It gives transsexual people the right, from the date of recognition, to marry 

in their acquired gender and be given birth certificates that recognise the acquired gender.  

Transsexual people will be able to obtain benefits just like anyone else of that gender. 

 

 



 

 

CIVIL PARTNERSHIP ACT 2004 

The Civil Partnership Act 2004 is effective from 15 December 2005.  The Act gives same 

sex couples, who register as Civil Partners, similar rights and responsibilities as married 

couples (benefits, pension etc). 

A Civil partner is comparable to a spouse, therefore a civil partner that is treated less 

favourably than a married person can claim sexual orientation discrimination. 

 

Non-Statutory Discrimination 

 

In terms of Tayside Fire and Rescue’s Equal Opportunities Policy it is considered to be 

unfair and inappropriate to unjustifiably discriminate against job applicants or employees 

on the following grounds: 

 

a.  Political Belief - treating people less favourably on the basis of their political 

views, ideals, activities or backgrounds. 

b.  Employment History - it is inappropriate to discriminate against job applicants 

on the basis of them being unemployed for a long term. 

 

All such behaviour or omissions considered under any of the above categories would be 

viewed as being a breach of this policy and therefore dealt with accordingly. 


