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PART 1 
BASIC INFORMATION 
 

Policy Owner 
 

Sarah O’Donnell – Director of Finance & 
Contractual Services 

E&D Practitioner Elaine Gerrard 

Title  
(of function/policy to be assessed 
e.g. name of policy, title of training 
course) 
 

Resource Budget 2014-15 

Date Assessment Commenced 16/1/14 

 
The purpose of the following set of questions is to provide a summary of the function/policy. 

Briefly describe the aims, 
objectives and purpose of the 
function/policy 
 

Sets out the proposed Resource Budget 2014-15 and 
indicative plan for 2015-16. 

Are there any associated 
objectives of the 
function/policy (please 
explain)? 

Best value in public services. Effective and appropriate 
public services. 

Does this function/policy link 
with any other function/ 
policy?   

Fire and Rescue Framework Scotland 2013-16 
SFRS Corporate Plan  
This decision relates to a series of work programmes 
including: 
Structure development and design 
Considerations of wholetime duty system and crewing 
levels 
Assessment and decision on asset location 
Pay and Reward framework 

Who is intended to benefit 
from the function/policy and 
in what way? 
 

SFRS and communities through the provision of excellent 
public services that are consistent with the principles  of 
best value and retention of experienced workforce. 

What outcomes are wanted 
from this function/policy? 
 

Agreement on the Resource Budget for 2014-15 and the 
indicative plan for 2015-16 

What factors/forces could 
contribute/detract from the 
outcomes? 

In relation to equality issues there are no factors that 
directly relate to the setting of the annual Resource 
Budget that could contribute or detract from the intended 
outcomes.   
 

Who are the main 
stakeholders in relation to the 
function/policy? 

Scottish Government 
SFRS Board and personnel 
Communities served 

Who implements the policy 
and who is responsible for 
the function/policy? 
 

Scottish Government, SFRS Board, Finance and 
Contractual Services and budget holders within SFRS 



  

 

 
 

PART 2 
ESTABLISHING RELEVANCE   
 

 This section is designed to determine the relevance of the function/policy to equality.  

 This section also fulfils our duty to consider the impact of our activities in relation to 
Human Rights. 

 Initial screening will provide an audit trail of the justification for those functions not 
deemed relevant for equality impact assessment. 

 Throughout the process the evidence and justification behind your decision is more 
important   

 

Q1. The function/policy will or is likely to influence SFRs ability to.... 
 

a) Eliminate discrimination, victimisation, harassment or other unlawful conduct that is 
prohibited under the Equality Act 2010 and/or; 

b) Advance equality of opportunity between people who share a characteristic and 

those who do not and/or; 

c) Foster good relations between people who share a relevant protected characteristic 

and those who do not. 
 
 

Please tick as appropriate. 
 

Yes/ 
Potential 

No Don’t 
Know/Don’t 
Have 
Enough 
Evidence 

Age    

Caring responsibilities    

Disability    

Gender reassignment    

Marriage and civil partnership  
(answer this only in relation to  
point a above) 

   

Pregnancy and maternity     

Race    

Religion and belief    

Sex (gender)    

Sexual Orientation    

Social and economic disadvantage    

 
If you have selected ‘No’ for any or all of the characteristics above please provide 
supporting evidence or justification for your answers.  
 
AND, 
 
If you have identified any potential links to other functions/policies please comment 
on the relationship and relevance to equality. 

Marriage and civil partnership is only relevant to the public sector equality duty in relation to 
the removal of unlawful discrimination– there are no issues within the Resource Budget that 
relate specifically to employment practice where the marital status of an employee would be 
a relevant factor.  
 

Q2. Is the function/policy relevant to the Human Rights Act 1998? 



  

 

 

 
 
 

 
 
If you have selected ‘No’ please provide supporting evidence or justification for your 
answers 
 
AND, 
 
If you have identified any potential links to other functions/policies please comment 
on the relationship and relevance to Human Rights. 
 

 

 
 
Concluding Part 2 

Outcome of Establishing Relevance Please 
Tick 

Next Steps 

There is no relevance to Equality or the 
Human Rights Act 1998 

 
 

 

Proceed to Part 4 Monitoring 

There is relevance to some or all of the 
Equality characteristics and/or the Human 
Rights Act 1998 

 
 

Proceed to Part 3 Impact 
Assessment 

It is unclear if there is relevance to some or 
all of the Equality characteristics and/or the 
Human Rights Act 1998 

 
 

Proceed to Part 3 Impact 
Assessment 

 

Yes No Don’t Know 
   



  

 

 
PART 3 
IMPACT ASSESSMENT 
 
Describe and reference: 

 relevant issues 

 evidence gathered and used 

 any relevant resolutions to problems 

 assessment and analysis  

 decision about implementation 

 justification for decision 

 potential issues that will require future review 

 the results of any consultation required 
 
 

Characteristic  

Age The Resource Budget is a high level document and establishing direct 
relevance between it and the general equality duty on the grounds of 
age is not possible. A number of related policy initiatives will provide 
more direct and significant relevance to the general equality – these 
policy initiatives are necessary in order for the budget to be met and 
include: redeployment, crewing levels, location of specialist resources, 
pay and reward (e.g. job evaluation) and voluntary severance.  
 
In relation to age the policy initiative voluntary severance will be most 
relevant. 

Caring 
Responsibilities 

See comments relating to age. In relation to caring responsibilities the 
policy initiative redeployment will be most relevant. 

Disability See comments relating to age. In relation to disability the policy initiative 
redeployment will be most relevant.    

Gender 
reassignment 

See comments relating to age. In relation to gender reassignment there 
are no policy initiatives identified at this time as being particularly 
relevant.   

Marriage and 
Civil 
Partnership 

Not relevant – see Part 2 screening exercise. 

Pregnancy and 
maternity 

See comments relating to age. In relation to pregnancy and maternity 
there are no policy initiatives identified at this time as being particularly 
relevant.   

Race See comments relating to age. In relation to race there are no policy 
initiatives identified at this time as being particularly relevant.   

Religion and 
Belief 

See comments relating to age. In relation to race there are no policy 
initiatives identified at this time as being particularly relevant.   

Sex (gender) See comments relating to age. In relation to sex the policy initiatives on  
redeployment and pay & reward will be most relevant. 

Sexual 
Orientation 

See comments relating to age. In relation to sexual orientation there are 
no policy initiatives identified at this time as being particularly relevant.   

Social and 
economic 
disadvantage 

See comments relating to age. In relation to social and economic 
disadvantage there are no policy initiatives identified at this time as 
being particularly relevant, however, it is noted that the commitment to 
no compulsory redundancies to secure employment of existing staff is a 
positive initiative. 

Human Rights There is no evidence that the setting of the Resource Budget has any 



  

 

 direct relevance to the Human Rights Act.  

Impact on 
People in 
General not 
covered by 
specific 
characteristics 

 

 

Summary and Conclusion of Impact Assessment 

The guidance provided by the Equality and Human Rights Commission on impact assessing 
budgetary decisions focuses on those decisions that relate to individual policy decisions (e.g. 
removing funding from an initiative or cancelling a project due to lack of finances) rather than 
the overall appraisal of setting the annual budget such as that set out in the Resource 
Budget 2014 – 2016.  
 
In their guide Making fair financial decisions the Equality and Human Rights Commission 
outline that a robust financial decision will consider the equality impact by: 

 Clearly setting out the financial purpose – this would include how the current decision 
may affect or be affected by other related decisions 

 Gathering and using evidence to influence the decision – this would include 
information about the protected characteristics potentially affected by a decision 

 Engaging with those likely to be affected by the decision 

 Potential positive and negative impacts have been identified 

 Identify, where possible, plans to alleviate any negative impacts 

 Identifying plans to monitor the actual impact of the proposal  
 
The SFRS is not in direct control of the funding available to support its activities and must 
seek Scottish Government approval of how it intends to allocate funds between Resource 
and Capital budgets as well agreement of its assessment of contributing factors such as pay 
awards and predicated workforce movement. Moreover, the proposed 2014-15 Resource 
Budget - while aiming to achieve efficiency savings - it is not proposing compulsory 
redundancy or reductions in service delivery to communities in order to meet those savings.  
Nevertheless, as a corporate decision is being made it was necessary that a screening 
exercise was conducted against the general equality duty.  
 
Taking into account the discrepancy between the nature and format of the Resource Budget 
and the type of budgetary decisions covered by the EHRC guidance, on impact assessing 
budgetary decisions, this impact assessment identifies very limited direct relevance between 
the overall SFRS Resource Budget and the general equality duty and individual protected 
characteristics. It does, however, identify areas that will be subject to separate consideration 
and where relevance to the general equality duty is likely to be significant. 
 
The EHRC reference of the need to consider the impact of related decisions in considering 
any potential cumulative impact is particularly relevant when considering the Resource 
Budget. The information presented and the relationship to other decisions (such as pay 
protection, pay & reward, structure design and the operating system for wholetime 
personnel) are closely interlinked. The full impact of the budget decision on protected 
characteristics cannot be fully predicted in the absence of decisions on these other 
initiatives.  
 
The following points are potentially relevant to the Resource Budget: 
 
Workforce Diversity 
During the consultation period for the Police and Fire Reform Act 2012 the Chief Fire 



  

 

Officers Association (Scotland) along with other stakeholder presented information to the 
Scottish Government highlighting the potential impact of reducing support staff numbers in 
relation to workforce diversity. It was presented that a reduction in the number of support 
staff employees may reduce the representation of women, individuals with a disability and 
ethnic minority people in the profile of the SFRS – groups which are already under-
represented in the workforce. This issue was raised throughout the fire reform programme in 
relation to considerations of structural design and based on the 2011 workforce profile: 

 Ethnic minority representation in total workforce 0.6%* 

 Largest ethnic minority representation – support staff 1.1% 

 Proportion of all staff declaring a disability 0.7% 

 Largest concentrations of staff declaring a disability – support staff 1.9% and Control 
1.7% 

 Female representation across the entire workforce 13.5% 

 Female representation within the Control function is 85% - this group represents 17% 
of all women employed 

 Female representation within support staff function is  57% - this group represents 
56% of all women employed 

 
*It should be noted that across all employee groups there remain a large number of 
individuals who have chosen not to declare their ethnicity.  
  
It was not possible during the consultation on the Act, nor is it possible now, to determine if 
reductions in support staff will have an actual impact on the representation of women, 
individuals with a disability or ethnic minority people because of two key factors: firstly, these 
groups are spread across support staff functions without any particular clustering in one 
occupational or geographical area and secondly reductions in staff numbers are not 
considered at the individual level. The impact assessment duty requires only that potential 
impact be considered, recognising as it does, that actual impact may be determined by 
factors irrespective of protected characteristic and out with the direct decision making of the 
organisation such as personal behaviour and choice.    
 
The commitment to no compulsory redundancies reiterated in the Resource Budget 
proposals makes a positive contribution on the grounds of equality and a potential 
favourable impact on the workforce diversity by retaining existing staff across all employee 
groups. The restriction on external recruitment may inhibit any potential increase in the 
diversity of the SFRS profile.     
 
 
Age and retirement 
A staffing projection based on the retirement predictions of wholetime personnel is included 
within the Resource Budget. The SFRS acknowledges the current legal position within the 
United Kingdom that there is no default retirement age. Despite this legal position there are a 
number of reasons why the predictions presented in the Resource Budget are likely to be 
reliable: 

 There is no evidence in the UK of large numbers of people seeking to work beyond 
what had been expected to be their ‘normal retirement age’. 

 Seldon vs Clarkson, Wright and Jakes 2013 – this case acknowledged the need for 
organisations to require people to retire to allow legitimate business aims to be 
achieved – in this case it was to allow the progression of staff which would secure the 
development of the organisation. 

 On-going dialogue between the United Kingdom and Scottish Government and the 
Fire Brigades Unions on firefighter pensions.  

 
 



  

 

Equal Pay Background 
Issues of equal pay are not directly relevant to the proposals under consideration for the 
Resource Budget. However, a number of related work programmes will have potentially 
significant equal pay issues and these are referenced here and will be returned to in more 
depth in the impact assessments carried out on each piece of work. 
 
Under current pay and reward arrangements uniformed personnel and support staff are 
remunerated using different schemes of terms and conditions. The terms and conditions are 
negotiated separately and there is no common job analysis that would allow a comparison 
between demands/worth of the jobs across employee categories. The exercise carried out 
during 2013 to capture the gender pay gap identified the following: 

 The average hourly base rate for men working in the SFRS is £10.23 

 The average hourly base rate for women working in the SFRS is £9.05 

 The average hourly base rate for male Uniformed employees is £10.28 (all 
categories) 

 The average hourly base rate for female Uniformed employees is £10.27 (all 
categories) 

 The average hourly base rate for male Support employees is £9.46  

 The average hourly base rate for female Support employees is £7.91 
 
There is no body of evidence that indicates that there have been challenges, successful or 
otherwise, on the grounds of equal pay amongst the UK fire services. There are no UK fire 
services that apply a single job evaluation scheme across all job families. 
 
Equal pay claims are lodged by individuals on the basis of pay differential between a man 
and a woman. Discrepancies in pay pursued on the grounds of any other protected 
characteristic must be pursued as a direct or indirect discrimination claim not as a claim 
pursued under the equal pay provisions of the Equality Act.   
 
The Equality Act equal pay provisions are called ‘equality of terms’ and cover all aspects of 
the contractual pay and benefits package, including: 

 Basic pay 
 Non-discretionary bonuses 
 Overtime rates and allowances 
 Performance related benefits 
 Severance and redundancy pay 
 Access to pension schemes 
 Benefits under pension schemes 
 Hours of work 
 Company cars 
 Sick pay 
 Fringe benefits such as travel allowances 

 
A woman/man can claim equal pay with a man/woman working: 

 For the same employer at the same workplace. 
 For the same employer but at a different workplace where common terms and 

conditions apply, for example at another branch of a store. 
 For an associated employer; for example, at her employer's parent company. 
 European law also allows a comparison to be made between employees who do not 

work for the same employer, but who are "in the same establishment or service", 
particularly where the differences in pay are attributable to a “common source” and 
there is a single body responsible for and capable of remedying the pay inequality.  

 
It should be noted that in order to use the defence that pay discrepancies are the result of 



  

 

using different pay reached through different negotiating bodies an organisation must 
establish that either they had no choice in the negotiating bodies they were assigned or that 
they had no ability to remove any pay discrepancy.  
 
A claim can be pursued on the  basis that the comparator is undertaking work that is:  

 The same, or broadly similar (known as like work). 
 Different, but which is rated under the same job evaluation scheme as equivalent to 

hers (known as work rated as equivalent). 
 Different, but of equal value in terms of demands such as effort, skill and decision-

making (known as work of equal value). 
 
 
While the Resource Budget has no direct relationship to the principles of equal pay outlined 
above a number of associated initiatives will have potentially significant equal pay 
implications: structure design, the implementation of redeployment of staff, job evaluation, 
harmonisation of terms and conditions and other factors relating to terms and conditions will 
all require independent impact assessment and scrutiny on the grounds of equal pay 
implications. 
 
 
Conclusion 
Overall the impact assessment identifies very limited relevance to the general equality duty - 
and where relevance is established it is indirect in that it will be the initiatives and projects 
associated with the budget where relevance will be directly established.  
 
Irrespective of protected characteristics the Resource Budget will have a potentially positive 
impact on the basis that there is a reiteration of the commitment to no compulsory 
redundancies. 
 
While the relationship between the Resource Budget and the general equality duty is 
assessed as only indirectly established the purpose of the budget is to set out the overall 
budget for ‘people resources.’ For this reason the Resource Budget retains its status as 
partially relevant to the three elements of the general equality duty in relation to staffing 
implications and securing service delivery for communities. 
 

 
 
Concluding Part 3 

Impact Assessment Please 
Tick 

Next Steps 

There is no relevance to Equality or the 
Human Rights Act 1998 

 
 

 

Proceed to Part 4 Monitoring 

There is relevance to some or all of the 
Equality characteristics and/or the Human 
Rights Act 1998 and relevant actions are 
recorded above in Summary and 
Conclusion 

 
 

Proceed to Part 4 Monitoring 

 



  

 

 
 

 

PART 4 
MONITORING & REVIEW 
 

 The purpose of this section is to show how you will monitor the impact of the 
function/policy.  

 The reason for monitoring is to determine if the actual impact of the function/policy is 
the same as the expected and intended impact. 

 A statement on monitoring is required for all functions/policies regardless of whether 
there is any relevance to Equality or the Human Rights Act. 

 The extent of your answer will depend upon the scope of the function/policy to impact 
on Equality and Human Rights issues. 

 
If you have provided evidence or justification for believing there is no relevance to Equality or 
the Human Rights Act in Section 2 Establishing Relevance or Section 3 Impact Assessment:  
 
Q1 How do you intend to monitor and review the function/policy? 
 

 

If you have provided evidence or justification for believing there is relevance to Equality or 
the Human Rights Act: 
 
Q2 What will be monitored? 

There are no specific equality measures that can be applied directly to the Resource Budget. 
Monitoring of individual policies and initiatives that will  allow the budget to be achieved will 
be considered for monitoring as part of their impact assessment and referenced on a case 
by case basis. 

 
Q3 How will monitoring take place? 
 

 As Q2 above 

 
Q4 What is the frequency of monitoring? 
 

 As Q2 above 

 
Q5 How will monitoring information be used? 
 

 As Q2 above 



  

 

 

 
 

PART 5 
APPROVAL 
 

 
This Equality and Human Rights Impact Assessment was completed by: 
 
 

 
Name 
 

 
Elaine Gerrard, Diversity Manager 

 
Date 
 

 
20/2/14 

 
 
This Equality and Human Rights Impact Assessment was approved by: 
 

 
Name 
 

 
Sarah O’Donnell, Director of Finance & Contractual Services 

 
Date 
 

 
20/2/14 

 
 


