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Report to: SCOTTISH FIRE AND RESCUE BOARD 

Report No: B/CP/1-13 

Date: THURSDAY 25 APRIL 2013 

Report By: CHIEF OFFICER ALASDAIR HAY 

 

Subject: EQUALITY & DIVERSITY – PUBLIC SECTOR EQUALITY DUTY  

 

1. PURPOSE   

1.1 The purpose of this report is to seek approval of the proposed Mainstreaming 

Report and Equal Pay Statement for publication on 30 April 2013.  

 

2. RECOMMENDATIONS 

2.1 The Board is asked to approve the following recommendation(s): 

a) Consider and approve the proposed Mainstreaming Report (Appendix 

A);  

b) Consider and approve the proposed Equal Pay Statement (Appendix 

B); and 

c) Consider and approve the proposals for publishing and reviewing these 

documents (paragraph 5). 

 

3. BACKGROUND 

3.1 Section 149 of the Equality Act 2010 (the Public Sector Equality Duty), and 

the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012, 

stipulates that the SFRS is required by 30 April 2013 to publish: 

 Equality Outcomes 

 A Mainstreaming Report 

 Information on the steps taken to gather and use employment data 

 An Equal Pay Statement 

 Gender Pay Gap information 
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 Occupational Segregation information   

3.2 The Board approved seven Equality Outcomes for publication at the meeting 

of 28 March 2013.  

3.3 The Mainstreaming Report should set out the steps the organisation has 

taken within the previous 12 months to embed equality across all of its 

functions.  The report should also outline the steps the organisation has taken 

to gather and use employment monitoring information about the protected 

characteristics.  The Regulations stipulate that the Mainstreaming Report 

should be published every two years. 

3.4 The Equal Pay Statement should set out the organisation’s policy on equal 

pay amongst its employees between men and women.  The Equal Pay 

Statement should also set out information on occupational segregation, being 

the concentration in particular occupations of women and men.  

Equal Pay Statements should be reviewed and republished within four years.  

Subsequent Statements should include an equal pay policy and occupational 

segregation data about men and women, people who are disabled and people 

who are not, and people who fall into a minority racial group and people who 

do not. 

3.5 Gender Pay Gap reporting requirements involve the duty to publish the 

percentage difference between men’s average hourly pay (excluding 

overtime) and women’s average hourly pay (excluding overtime).  The Gender 

Pay Gap has been recorded within the Equal Pay Statement and referenced 

within the Mainstreaming Report.  Gender Pay Gap information should be 

published every two years. 

 

4. SUMMARY OF EQUAL PAY FINDINGS 

4.1  Gender Pay Gap Information 

 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 rate for male Uniformed employees is £10.28 (all 

categories); 

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

categories); 
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 The average hourly rate for male Support employees is £9.46; 

 The average hourly rate for female Support employees is £7.91. 

 

4.2 Gender Pay Gap Figure 

4.2.1 The Gender Pay Gap figure is calculated to reflect the differences between 

average hourly rates of men and women.  The closer this figure is to zero then 

the less likelihood of pay gap inequalities: 

 The Gender Pay Gap figure for all employees is 11.53%; 

 The Gender Pay Gap Figure for Uniformed employees is 0.01%; 

 The Gender Pay Gap Figure for Support employees is 16.38%. 

 
4.3 Occupational Segregation Information 

4.3.1 Occupational segregation by gender refers to the differences in the 

distribution of women and men across different occupational categories and 

job types.  Horizontal and vertical analysis were carried out and provided the 

following findings:  

 

4.4  Horizontal Segregation Findings 

 13.1% of all employees are female, 86.9% male; 

 7% of all Uniformed employees are female; 93% male; 

 56% of Support employees are female; 44% male. 

 

4.5   Vertical Segregation Findings 

 62% of Grade 1-4 posts are occupied by females; 

 65% of those earning minimum or living wage are female; 

 42% of Grade 5-9 posts are occupied by women; 

 48% of Grade 10- Senior Management posts are occupied by women; 

 4.6% of Fire-fighters are female; 

 7% of Crew Managers are female; 

 7% of Watch Managers are female; 

 3.9% of Station Managers are female; 

 4.6% of Group, Area and Brigade Managers are female. 
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4.6 It is anticipated that the data gathered from the PSED exercise will provide the 

foundation for the SFRS job evaluation exercise.  

 

5. PUBLICATION AND REVIEW 

5.1 It is recommended that the Mainstreaming Report and Equal Pay Statement 

are published on the SFRS website by 30 April 2013. 

5.2 In considering the Equality Outcomes the Board agreed at the meeting of 28 

March 2013 that the Mainstreaming Report should be published annually. 

5.3  It is recommended that the Equal Pay Statement is reviewed and published 

within four years to reflect the legislative requirements. 

5.4 It is recommended that the Occupational Segregation exercise be carried out 

within four years and will coincide with the revised Equal Pay Statement. 

5.5 There is a requirement to carry out a further gender pay gap exercise within 

two years and in this regard it is recommended that: 

 The results are presented to the Staffing Committee before submission to 

the full Board every two years; 

 The results are published within the Mainstreaming Report every two 

years; 

 The results are published within any future Equal Pay Statement. 

 

6. EMPLOYEE IMPLICATIONS 

6.1 There are no staffing implications arising directly from the Mainstreaming 

Report.  The employee implications arising from the Equal Pay Statement 

relate to developing pay and employment strategies that are consistent with 

the Equality Act 2010 general equality duty, develop the SFRS as an 

employer of best practice and are consistent with the principles of best value.   

 

7. FINANCIAL IMPLICATIONS 

7.1 There are no financial implications directly arising from the Mainstreaming 

Report.  Financial implications associated with section 7 of the Equal Pay 

Statement, such as implementing a job evaluation exercise, will be managed 

from within existing resources and the principles of best value.   
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8. LEGAL CONSIDERATIONS 

8.1 The legal considerations of the Mainstreaming Report, Equal Pay Statement, 

Occupational Segregation and Gender Pay Gap exercise have been 

addressed within the body of this report.  There is a legal obligation on the 

SFRS to publish a Mainstreaming Report, Equal Pay Statement and the 

results of the Occupational Segregation and Gender Pay Gap exercise by 30 

April 2013.  The recommendations set out in this report provide the means to 

fully comply with the relevant elements of the Equality Act 2010 (Specific 

Duties) (Scotland) Regulations 2012. 

 

9. EQUALITY IMPACT ASSESSMENT AND CONSULTATION 

ARRANGEMENTS 

9.1 All elements of the process to produce a Mainstreaming Report, Equal Pay 

Statement and to carry out an Occupational Segregation and Gender Pay 

Gap exercise are relevant to equality and the duty to eliminate unlawful 

discrimination, harassment and victimisation, to promote equality of 

opportunity and to promote good relations between people.  The Equal Pay 

Statement and the results of the Occupational Segregation and Gender Pay 

Gap exercise have been shared with Representative Bodies. 

 
 
 
 
 
 
ALASDAIR HAY  
Chief Officer 
 
25 April 2013 
 
 
(For further information, please contact Alex Clark, Deputy Chief Officer, SFRS HQ, 5 Whitefriars 

Crescent, Perth PH2 0P) 
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Scottish Fire and Rescue Service 

Mainstreaming Report 

2013 

1. Introduction 

In accordance with the requirements set out in the Equality Act 2010 (Specific Duties) (Scotland) 

Regulations 2012, the Scottish Fire and Rescue Service (SFRS) is required by 30 April 2013 to publish: 

 Equality Outcomes 

 A Mainstreaming Report 

 An Equal Pay Statement 

 Gender pay gap information 

 Occupational segregation information 

 

This report is the Mainstreaming Report for the SFRS.  

 

2. Legislative Background 

The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 requires listed bodies to produce 

and publish a report detailing the steps it has taken to mainstream equality across its functions. The 

Regulations provide devolved public bodies in Scotland with instruction on how to demonstrate 

compliance with Section 149 of the Equality Act 2010 which requires public bodies to take due 

regard of the need to: 

 Eliminate unlawful discrimination, harassment, victimisation and other conduct prohibited 

under the Act 

 Advance equality of opportunity  

 Foster good relations between people who share a protected characteristic and people who 

do not share that protected characteristic 

 

This obligation is referred to as the general equality duty and public bodies must consider each of 

the 3 elements of the duty in exercising its functions. 
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There are nine protected characteristics defined in the Act: 

 Age 

 Disability 

 Gender Reassignment 

 Pregnancy and maternity 

 Marriage and civil partnership 

 Race 

 Religion and belief 

 Sex 

 Sexual Orientation 

 

The Regulations require that a Mainstreaming Report is published by 30 April 2013 and not later 

than every two years thereafter. Each report should contain information reflecting activity carried 

out in the organisation in the previous 12 month period. 

 

3. Purpose of the Mainstreaming Report 

The Mainstreaming Report is an opportunity for public bodies to outline the steps it has taken to 

make equality an integral part of all of the authority’s relevant functions and practices, carried out 

by all staff, embedded across policies, procedures and corporate systems and in business planning 

and reporting cycles.  

 

The Mainstreaming Report should also provide information on the activities undertaken by the 

authority in the previous 12 months to comply with Regulation section 6 (1) to take steps to gather, 

use and publish employee information where this information is not available under other 

publication.  

 

4. The Mainstreaming Report in the Context of Fire Reform 

The SFRS came into existence on the 1 April 2013. Prior to 1 April 2013 there were 8 independent 

Fire and Rescue Services covering all 32 local authority areas in Scotland. The transition to a single 

service was not a direct amalgamation of 8 services into a single service but involved the 

disestablishment of 8 services and the formation a new legal entity of the SFRS with its own distinct 

legal parameters. This means that on the publication date of 30 April 2013 the SFRS will have been in 

existence for 30 days. Rather than reporting on those activities the Board of the SFRS has taken in 

the period 1 April to 30 April 2013 to mainstream equality within the fire service this report will 
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focus on those activities undertaken on behalf of the SFRS as part of the Fire Reform Programme 

involving Scottish Government, fire and rescue personnel and staff representative bodies. 

 

While the legal obligation to publish a Mainstreaming Report falls to the Board of the new SFRS it 

should be noted that the content of this report largely falls out with the period of time that the SFRS 

has operated. The Board of the SFRS is currently considering the approach it would wish to adopt 

and promote to mainstream equality and a SFRS equality and diversity strategy will be published in 

due course. 

 

5. Mainstreaming Equality  

The Fire Reform Programme was directed by the Scottish Government and supported by both fire 

service personnel and employee representative bodies. The Programme to achieve reform and 

establish a SFRS was divided into a number of smaller projects covering distinct functional areas and 

split between those led by Scottish Government colleagues and those led by fire service personnel. 

The focus of this section on the Mainstreaming Report will be on those projects led by fire service 

personnel as these were the projects most directly relevant to matters of equality. 

 

Scottish Government led projects amounted to 10 covering, in the main, activities surrounding the 

legal obligations for the dissolution of the 8 antecedent fire authorities and the establishment of a 

legal entity called the Scottish Fire and Rescue Service, the appointment of the Chief Officer and 

Board and the preparation of the main operating framework for the fire service known as the Fire 

Framework. To support Scottish Government colleagues in identifying and embedding relevant 

equality issues within these projects a secondment was made of an equality and diversity specialist 

from the fire service into Scottish Government.  

 

At the start of the reform programme the fire service led on 22 distinct projects covering all 

functions of the fire service. Focus was given to ensuring a seamless transition and continuity of 

service provision between 31 March and 1 April 2013 as well as identifying a model of best practice 

for the future activity and staffing structure to be recommended to the Board of the SFRS.  

 

One of the 22 fire service led projects was the Equality and Diversity Project Group. In addition to 

having discrete equality objectives such as preparing the SFRS for compliance with the Equality 

Outcomes duty, the Equality & Diversity Project organised itself to ensure mainstreaming of equality 

within the fire reform programme. The aim being that by mainstreaming equality within the reform 
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programme there would be a continuation of a mainstreamed approach to equality within the new 

Scottish Fire and Rescue Service.  

 

Each of the remaining 21 projects were assigned an equality and diversity practitioner to provide 

advice, guidance and support in identifying equality issues, meeting equality obligations and seeking 

ways to embed equality considerations into future working practices. The Equality and Diversity 

Project implemented a standardised Equality Impact Assessment process at the start of the reform 

programme and focused the attention of other project groups on using this as a tool for complying 

with equality legislation as well as a means to mainstreaming equality.  
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Case study 
 
Operations Assurance Project 
The Operations Assurance Project was established to identify and recommend best practice on 
testing operational fire and rescue service activity for the purposes of ensuring the safety of 
firefighters and others, improving performance and achieving best value. This is achieved by testing 
processes and reviewing activity at pre-incident, during incident and post-incident interventions.  
 
Working together the Operations Assurance Project, and the equality and diversity practitioner 
assigned to support the group, examined each of the stages carried out by the Operations Assurance 
Team and identified areas where equality measures could be embedded which would a) add value to 
the results of the Operations Assurance process by either improving firefighter safety or service 
provision and, b) not be disproportionately burdensome or detract from the overall purpose of 
Operations Assurance. 
 
One example of how equality issues have been embedded into the work of the Operations 
Assurance team is in the use of Pre-Incident assessments. One element of the Pre-Incident 
assessment is to test the suitability, availability, use and maintenance of operational equipment. 
Equipment includes the protective clothing (PPE) issued to firefighters to provide protection from 
fire and high temperatures. Health and safety testing has determined that male and female 
firefighters require different types of PPE in recognition of the physiological differences between 
men and women. This is clearly a health and safety issue but has a relevance to equality in the sense 
that it specifically addresses the different needs of men and women. The Operations Assurance 
team can easily include within their review of the provision of PPE that it is being correctly 
distributed on the grounds of the gender of the user, is being used appropriately by personnel and 
that both types of PPE have the same standards of maintenance.  
 
This is one simple example of how Operations Assurance have committed to specifically addressing 
equality issues in their day-to-day work. It should be recognised that this example highlights an 
activity that would most certainly have been carried out for the purposes of ensuring health and 
safety but that as an organisation we are seeking to identify and highlight examples of relevance to 
equality. In due course most public bodies would aim to embed equality to such an extent that it is 
no longer something we need to consider as a stand-alone factor but for the time being it is 
important not to mainstream equality issues to the point they can no longer be identified.  
 
The process adopted for the Equality Impact Assessment allows for the SFRS to review commitments 
given by functions on mainstreaming equality, and within the example provided in the case study, 
the Operations Assurance Team will be required to demonstrate that they have undertaken the 
equality initiatives they said they would adopt.  

 

This approach to identifying and embedding equality into the day-to-day working practices of 

functions in the SFRS was replicated across the programme areas. The methodology of reviewing 

equality impact assessments will continue within SFRS as will the partnership approach to providing 

equality support to functional areas. 
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6. The Mainstreamed Equality Model in Structure Design 

The design of the staffing structure in the SFRS was developed to support mainstreaming of equality. 

The Equality and Human Rights Commission set out in their guide Mainstreaming the equality duty: 

A guide for public bodies that it should be the ambition of public bodies to reduce the reliance on 

specialist equality and diversity support as capacity within the organisation on equality matters is 

established.  

 

To support the capacity building of equality across the organisation the SFRS has established a small, 

corporate Equality and Diversity Team. The team will provide advice, guidance and support to 

functional areas on identifying and meeting their equality obligations under a ‘business partner’ 

model approach. The Equality and Diversity Team will oversee the management of the equality 

impact assessment process including administering the review process to monitor and assess 

intended impact versus actual impact of policy decisions.   

 

7. Mainstreaming Equality and Training and Development 

The Equality and Diversity Team will work with personnel from across functions and learning and 

development specialists to ensure that training provided appropriately captures equality issues.  
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Case study 
 
Enforcement Officer Training 
Within one of the antecedent authorities a training programme was developed and delivered to Fire 
Safety Enforcement Officers with the intention of sharing this resource with the remaining 7 fire and 
rescue services and adopting it within the SFRS. Enforcement personnel are responsible for 
undertaking reviews of business premises and public venues regarding compliance with fire safety 
standards. This role brings them into direct contact with Scotland’s diverse communities.  
 
During the delivery of the training programme it became clear that there was a potential gap in the 
knowledge of some Enforcement personnel on equality awareness as it related to Enforcement 
activities. While all fire and rescue services have implemented training courses on equality 
awareness and this particular service had implemented a robust, and compulsory equality 
awareness course over an extended period of time, there had not been a specific course identifying 
potential conflict between enforcement activity and meeting the general equality duty. 
 
The issue that was identified was how to best manage a potential conflict between the statutory 
obligations to deliver fire safety enforcement activity and maintain good relations between the fire 
service and the business community, while meeting the requirements of the Equality Act 2010 and, 
in particular, fulfilling the general equality duty. Examples were provided by Enforcement personnel 
of encountering challenges from some minority ethnic and minority faith groups in accessing 
premises and workers within those premises citing religious and cultural reasons for denying access. 
 
Working together the management team of the Enforcement section, learning and development 
specialists and the equality practitioner designed a training module that reinforces the statutory 
obligations of Enforcement officers and the associated rights they have alongside a fuller 
understanding of equality issues that may arise in executing these functions. The role of the equality 
practitioner in the design of this module was to identify business community representatives from 
minority groups who could participate in the module as ‘expert witnesses’. The role of the 
community representative in the module is to share their knowledge of community beliefs and 
practices and their view of  how the fire service is perceived within these community groups. The 
overall purpose of the module is to reinforce the statutory rights of the Enforcement officers to 
undertake their duties within the context of identifying genuine challenges on the grounds of 
cultural or religious beliefs and how to manage these challenges in a sensitive, appropriate and 
proportionate manner  
 
This module is due to be delivered in 2013.       

 

Capacity building using a range of development techniques and interventions is a long standing 

practice amongst fire and rescue services in Scotland. The role of development activities in building 

capacity amongst the workforce to embed equality across functional areas is an obvious one. The 

ability of an organisation to mainstream equality relies on more than the provision of development 

activities on equality it is also reliant on the method it employs to provide those development 

activities. The ethos of mainstreaming equality should be embedded within the principles of the 

organisational approach to training and development. The case study above outlines one example of 

how equality issues can be embedded into a broader themed training programme acknowledging, as 



APPENDIX A 
 

ix 
 

the Equality and Human Rights Commission does in its Mainstreaming guide, that ‘Training on the 

[general equality] duty is likely to be most effective if it is tailored to the particular work or 

responsibilities of staff.’  

 

Establishing equality related training as ‘just another tool of the job’ makes such development 

interventions more useful, more readily applied in job function and more sustainable for the 

organisation to deliver. The practice of including general equality awareness courses as part of job 

induction programmes and standard items in the organisation’s training catalogue, delivered by 

learning and development professionals best practice.    

 

There is a specific need to ensure that those individuals required to complete equality impact 

assessments are trained to do so. As part of the work undertaken by the Equality and Diversity 

Project Group an Equality Impact Assessment training programme has been developed for 

implementation in the new Scottish Fire and Rescue Service and the learning of participants on this 

course will be underpinned using the ‘business partner’ model approach to consolidate learning.  

 

8. Using Equality Outcomes to Mainstream Equality 

At its meeting on 27 March 2013 the Board of SFRS agreed 7 Equality Outcomes for the organisation. 

 

The Equality Outcomes are: 

1. People from all Scotland’s community groups feel confident in contacting the Fire and 

Rescue Service for advice and information on relevant non-emergency issues 

2. Disabled, LGBT, BME, older people and people from minority faiths are aware of the services 

provided by the SFRS, particularly how these can be adapted to meet their own needs 

3. People from all Scotland’s community groups are safe in their homes and on our roads 

4. Establish the Scottish Fire and Rescue Service as an employer of choice for people across all 

equality characteristics 

5. Provide a positive and healthy workplace culture which welcomes, embraces and develops 

people from across all equality characteristics 

6. People from across all communities are enabled to live lives free from hate crime, 

harassment and domestic abuse/violence 

7. Gypsy travellers and migrant workers are safer, better informed and confident in Scottish 

Fire and Rescue Service engagement 
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Work is currently underway to identify specific activities that will underpin each of the Equality 

Outcomes and support a mainstreamed approach to equality. There is a legal requirement to 

provide a progress report within two years of the setting of the equality outcomes, however, it is the 

intention of the SFRS to provide an annual progress report and reference this within the 

Mainstreaming Report. 

 

9. Employment Information  

The Regulations require that a listed authority publish within the Mainstreaming Report the steps it 

has taken to gather and use employment information within the previous 12 month period across 

each of the protected characteristics as it relates to workforce, recruitment, retention and training 

where this information has not been published elsewhere. 

 

As noted earlier in this report the SFRS has been in existence since 1 April 2013 which has an impact 

on the employment information available at the point of publication of this report. The 8 antecedent 

authorities had a legal obligation to provide information relating to the ‘due diligence’ process of 

transferring basic employee details within very tight parameters of content and timescale. Each of 

the 8 antecedent authorities used somewhat different employment monitoring practices that could 

not be consolidated into a single staffing profile of employment practice by equality characteristic.  

 

The SFRS, and the 8 antecedent fire and rescue services before it, collate and report workforce 

profile data to the Scottish Government. The Scottish Government publishes the results of this 

monitoring exercise in the Statistical Bulletin: Crime and Justice Series - An Official Statistics 

Publication for Scotland - Fire and Rescue Services and on their website.  The most recent publication 

is dated 21 August 2012 and covers the year 2011-2012 and indicates: 

 An overall workforce of 9,040  

 14% of the workforce is female   

 0.6% of the workforce identify as from a minority ethnic group 

 0.6% of the workforce disclosed a disability 

 

Information for publication under 2012-13 is being collated by fire service and Scottish Government 

colleagues and will be published in due course.  

 

The SFRS carried out a pay review and published an Equal Pay Statement in response to the Equality 

Act 2010 (Specific Duties) (Scotland) Regulations 2012. The Statement is available on the SFRS 
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website and includes information about the gender pay gap and occupational segregation. The 

gender pay gap is calculated to reflect the differences between average hourly rates of men and 

women. The closer this figure is to zero then the less likelihood of pay gap inequalities. The 

Statement indicates that at 6 March 2013: 

 The gender pay gap for all employees is 11.53% 

 The gender pay gap for Uniformed employees is 0.01% 

 The gender pay gap for Support employees is 16.38% 

 

Occupational segregation refers to the differences in the distribution of women and men across 

different occupational categories and job types. The Statement indicates that at 6 March 2013: 

 13.1% of all staff are female; 86.9% male 

 7 % of Uniformed employees are female; 93% male 

 56% of Support employees as female; 44% male 

 

In the period to 30 April 2013 the SFRS has not appointed any new employees. The SFRS is currently 

processing a Transfer and Matching Scheme aligning existing fire and rescue personnel to the new 

Service. As part of this process some key equality data is being gathered. As this process is on-going 

the information is not currently available for publication at this time. Data about workforce profile, 

recruitment and appointments process and training will be available for future Mainstreaming 

Reports when the SFRS is in a position to provide meaningful data covering an extended period of 

time rather than the limited period of 1 to 30 April 2013. 

 

To ensure that future employment data is recorded using a single standardised method an equality 

monitoring template has been developed to align with the 2011 census categories. This template is 

subject to consultation within the SFRS and will be available for use across all functional areas by the 

summer of 2013. 

 

The SFRS has identified the need to consolidate employment monitoring practises making use of 

best practice examples for gathering and analysing data such as the recruitment and selection portal 

and the management of training applications and other employment practices.  

 

The SFSR also recognises that work needs to be done to reassure employees about the employment 

monitoring process. A communications campaign will accompany the gathering of data to assure 

personnel that their data is secure, will be used for legitimate purposes only and explains the reason 
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for gathering personal information.  It is hoped that this approach to gathering information will 

encourage more employees to complete equality monitoring forms and disclose more information 

about themselves. 

 

10. Further Mainstreaming Reports 

The Regulations require that a listed authority publish a Mainstreaming report every two years. The 

Board of the SFRS has committed to providing an annual Mainstreaming Report. The next 

Mainstreaming Report will be published by 30 April 2014. 
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Equal Pay Report 

 
1. Introduction 

In accordance with the requirements set out in Section 149 of the Equality Act 2010 (the 

Public Sector Equality Duty), and The Equality Act 2010 (Specific Duties) (Scotland) 

Regulations 2012, the Scottish Fire and Rescue Service (SFRS) is required by 30 April 2013 to 

publish:  

 An equal pay statement 

 Gender pay gap information 

 Occupational segregation information 

 A mainstreaming report and equality outcomes 
 

This report sets out an equal pay statement for the SFRS and reports on the findings of an 

equal pay review conducted during March 2013 using due diligence data collected from the 

antecedent organisations under the terms of their transfer to the SFRS on 1 April 2013.  The 

mainstreaming report and equality outcomes will be reported separately. 

 

2. Equal Pay Statement 
The Scottish Fire and Rescue Service is committed to the principles of equal pay and 
to ensuring that these are applied to all employees through the use of fair and 
transparent working practices and systems which are based on objective criteria.  
 
In line with the requirements of the Public Sector Equality Duty, the SFRS will ensure 
that it is proactive in addressing gender pay gaps and in assessing the impact of 
employment policy and practices on women and men.  To do this effectively the SFRS 
has carried out an equal pay review and has also gathered data on the placement of 
our employees within the SFRS in relation to occupational segregation. The report 
outlined below is based on the data gathered from both of these exercises and the 
information contained therein will be used to develop action plans that consider the 
identified causes of any gender pay gaps and that set out measurable steps towards 
achieving equality.  
 
Although this statement relates to equal pay between women and men, pay systems 
may be open to challenge on the grounds of race, age or other protected 
characteristics under the Equality Act 2010.  
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The SFRS is committed to ensuring equal pay for all. 

 

3. Equal Pay Report: Data Collation and Main Findings 
 

3.1 The Gender Pay Gap 
The gender pay gap was calculated using the due diligence data provided by the antecedent 

organisations on 6th March 2013 (under the terms of the Staff Transfer Scheme): 

 

 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 rate for male Uniformed employees is £10.28 (all 
categories) 

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

 The average hourly rate for male Support employees is £9.46 

 The average hourly rate for female Support employees is £7.91 
 

The Gender Pay Gap figure is calculated to reflect the differences between average hourly 

rates of men and women. The closer this figure is to zero then the less likelihood of pay gap 

inequalities.  

 

 The Gender Pay Gap figure for all employees is 11.53% 

 The Gender Pay Gap Figure for Uniformed employees is 0.01% 

 The Gender Pay Gap Figure for Support employees is 16.38% 
 

3.2 Occupational Segregation 
Occupational segregation by gender refers to the differences in the distribution of women 

and men across different occupational categories and job types. Labour market statistics 

show that women and men work in different jobs, predominate in particular sectors and, 

indeed, are channelled into different jobs as a cause and consequence of a combination of 

factors, such as stereotyping, discrimination, social and educational expectations, a lack of 

flexible working, and, caring responsibilities. 

 
There are two types of occupational segregation: 

 

 Horizontal occupational segregation exists when men and women are crowded 
into stereotypically male and female jobs or occupational sectors.   SFRS 
findings: 

- 13.1% of all employees are female, 86.9% male 
- 7 % of Uniformed employees (all categories) are female; 93% male 
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- 56% of Support employees are female; 44% male 
 

 Vertical occupational segregation exists when women are clustered at more 
junior levels within organisations.  SFRS findings: 
 62% of Grade 1-4 posts are held by women 

 65% of this group who earn minimum or living wage are female 

 42% of Grade 5-9 posts are held by women 

 48% of Grade 10- Senior Management posts are held by female 

 4.6% of Fire-fighters are female 

 7% of Crew Managers are female 

 7% of Watch Managers are female 

 3.9% of Station Managers are female 

 4.6% of Group Managers are female 
 

The published occupational segregation information is based on data drawn from the 

antecedent organisations on 6th March 2013. A number of anecdotal issues should be 

considered in line with interpretation of the data: 

 The Scottish Fire and Service came in to force on 1 April 2013.   In attempting 
to collate data from the antecedent organisations it has been identified that, 
for Support roles, there are a wide variety of job classifications, titles and 
grading systems. For the purposes of this initial report, these have been 
brought together into broadly comparable (and generalised) groups of 
employment.  
 

 The NJC role map nomenclature has been applied to Uniformed roles.  
 

It is anticipated that through the implementation of the SFRS structure and the associated 

transfer and matching processes and subsequent job evaluation arrangements these issues 

will be addressed.  Therefore, future reports will more accurately reflect the established 

employment groups, job functions and grades of the SFRS.  
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4. Uniformed Role Findings 
 

 
 

Fire-fighting has traditionally been regarded as a male occupation.  In recent years, there has 

been a concerted effort to influence attitudinal perceptions of the role and a range of 

proactive approaches have been implemented to encourage more women into the Fire and 

Rescue Services through positive action initiatives and the use of female role models in 

advertising.  Due to very low employee turnover rates, such initiatives have been slow to 

take effect, however, it is anticipated that the continued application of such initiatives may 

demonstrate more positive results (in terms of the numbers of female employees in 

Uniformed roles) over the longer term.   

 

An interesting point to note is the higher % of women in the Retained Service (RDS); 6.2% 

compared to 4.6% in the Whole-time (RDS). The RDS offers a greater flexibility to employees 

and female fire-fighters report to have found this to be an attractive part time occupation.  

In addition, Control Room Operations attract a significantly higher proportion of women and 

this could be attributed to the lower physical demands of this role; i.e. it is possible that 

perceptions of the physical and fitness requirements of operational roles could be creating 

unnecessary barriers to women applying for operational duty.  

 

Whilst the data gathered over time may progressively show that more women are joining 

the service, the current data highlights that their progression to higher level roles is likely to 

be limited. The shift pattern for Fire-fighters has been found, in general terms, to be ‘family 

friendly’ however evidence suggests that some women returning from maternity leave do 
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not find the shifts to be compatible with childcare provisions and responsibilities. This could 

be a factor that inhibits their career progression.  

 

A further analysis of a qualitative nature is required to identify the potential (perceived or 

otherwise) barriers to recruitment and progression.  In addition, a specific analysis of 

working practices and development opportunities will help the SFRS to understand and 

address any unnecessary barriers within the operational career path structure.  These will 

highlight the actions, options and adaptations required to further support women 

throughout their careers.    
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4.1 Crew Managers 

 

 

 

Across the antecedent organisations: 

 There are 1239 Crew Managers and 87 posts (7%) are held by women.  

 Of the 669 WDS Crew Manager posts, 24 are held by women (3.6%).  

 Of the 523 RDS Crew Manager posts, 19 are held by women (3.6%).   

 Of the 47 Crew Manager posts in Control, 43 are held by women (91.5%).   
 

It is of note that the proportion of female Crew Managers in RDS is the same as that 
of WDS although there is a greater % of women in the RDS service.  Further 
qualitative analysis should be undertaken to understand this trend and to identify 
any obstacles to progression.  
 

4.2 Watch Managers 
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Across the antecedent organisations: 

 There are 1011 Watch Managers and 70 posts (7%) are held by women.  

 Similar to the Crew Manager pattern this statistic is boosted by the high 

saturation of women in Control where 45 out of the 53 positions are held by 

women (84.9%).   

 Again, this is not reflected in the WDS where only 19 of the 695 posts are 

held by women (2.7%) and in the RDS where only 6 of the 263 posts are held 

by women (2.3%).  

The trends in each of these areas closely mirror the findings from the Crew Manager analysis 

and would similarly benefit from a wider qualitative analysis to understand the reasons and 

rationale which underpin these. 

 

4.3 Station Managers 

 

 

Across the antecedent organisations there are 152 Station Managers and 6 of these posts 

are held by women (3.9%).  

 

There are no Station Manager posts in the RDS which is reflected in the comparably lower 

figure of 3.9%.   

 

With fewer women feeding through the hierarchy of Crew and Watch Manager posts there 

is a knock-on effect on the numbers reaching a Station Manager role during their careers.   
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4.4 Group, Area and Brigade Managers 

 

 

Across the antecedent organisations there are 153 Group Managers and 7 of these posts are 

held by women (4.6%). 

 

All Area Managers and Brigade Managers are male.   

 

Again as there are very few women reaching Crew, Watch and Station Manager levels there 

is a subsequent impact on further career progression.  
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5.  Support Role Findings 
 

The overall balance of gender in Support roles across the antecedent organisations is more 

balanced than within Uniformed roles with 56% being female and 44% male.  

 

 

 

A number of restrictions have created a barrier to a full analysis of the vertical segregation 

within Support roles.  This is due to the vast range of job titles across the Services and 

varying pay grading systems which make it difficult to draw a full and accurate analysis when 

compared with the Uniformed structure (which benefits from being aligned to nationally 

agreed pay scales).  

 

Notwithstanding this, it was possible to segregate jobs into three groupings based on hourly 

rates which allowed for a reasonable analysis and for key patterns to emerge. Of these the 

breakdown shows that the majority of lower grade and lower paid posts are held by women.  
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5.1 Group One: Grades 1- 4 (hourly rate from minimum wage to £12.72) 

Grades 1- 4 incorporate the lowest graded posts across the services such as manual 

labourers, general assistants, cooks, kitchen assistants and clerical and administration 

employees. Of the 735 posts, women made up the majority of these roles by holding 456 

posts (62%).  

On further analysis to determine whether women are grouped at the lower end of these 

gradings it was identified that, out of the 166 posts which draw the minimum wage or living 

wage, 107 of these are held by women;  this represents 65% of this subdivision.  

Many of these posts are worked part-time or through job share and therefore can be more 

attractive to women who perhaps have caring responsibilities and find part time options 

more practical.  To address any inequalities in the gradings of these roles the job evaluation 

exercise should seek to expose anomalies and allow these to be corrected.   

In line with Work and Family Act Legislation, a review should be undertaken to consider 

whether the same flexibility in terms of work options exists at higher levels.  Anecdotal 

evidence would suggest that higher graded posts tend to be held by full time employees and 

further in-depth analysis of why this is the case and whether this is a potential barrier to 

career progression should be carried out.  
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5.2 Group Two: Grades 5-9 (£12.78-£20.33) 

These gradings incorporate professional administration support roles.  This covers 

employees either qualified professionally or holding a degree of expertise and specific 

knowledge in their field such as such as administrative supervisors, human resource and 

health and safety advisers, IT technicians, risk assessors and finance professionals to name 

but a few.  

Within this group of 226, men occupy 130 posts (57.5%) and women occupy 96 posts 

(42.4%).  A breakdown to the midpoint of £14.87 per hour showed no significant difference 

between men or women in the lower half of this grouping. A qualitative analysis among this 

group may highlight why there are a lower number of women than men in Group 2 e.g. the 

availability of part-time working may be a restriction and should be further investigated 

(similar to group 1). 

 

5.3 Group Three: Grade 10- Senior Management (£20.39 - £> per hour)  

77 roles existed at Grade 10 and above. These encompassed senior and highly specialised 

appointments such as Head of IT, Finance, HR, Corporate Services, and Fleet etc.  37 of these 

posts are held by women and 40 held by men. This is fairly evenly balanced and further in-

depth investigation could perhaps provide invaluable internal knowledge of career pathways 

taken by those in these senior roles which could then be replicated in under-represented 

groups or clusters.  

 

6. Summary/Conclusion  
The gender pay gap can be attributed to the wide range of Support roles and pay grades that 

have been inherited from the antecedent organisations.  A robust job evaluation exercise is 

planned which aims to reduce this gender pay gap over the next two to three years. 

Overall the gender segregation has identified key issues in terms of horizontal and vertical 

segregation.  The uniformed gender segregation is hugely influenced by the imbalance of 

male and women in the Service.  Women are heavily under-represented in uniformed roles at 

all levels.  Actions to address this are in place across the various antecedent organisations but 

the SFRS will be required to review these and put in place more consistent practice.  Existing 

initiatives appear to be focussed on entry level and an emphasis should now be placed on 

succession planning and career progression.   

It is difficult to judge or comment on whether lack of presence at senior level is due to 

barriers blocking female advancement due to the deficiency of infiltration at lower levels.  

Anecdotal evidence suggests that the physical demands of the role could play a factor along 

with shift patterns but further evidence is required to substantiate this.  The shift patterns in 

Control do not seem to have had a negative impact in both attracting or retaining female 

personnel. Both factors require further investigation. Control may hold the key to addressing 

some issues as they have evidenced successful career paths for both men and women. 
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In terms of Support employees there is a reasonable balance of men and women throughout 

each level. However women predominate in the lower grades.  A further study into uptake of 

flexible work options is required to ascertain what the real barriers to female career 

progression are.  Likewise, a study of those who have successfully moved into more senior 

roles is required in order to understand and replicate best practice.  

 
7. Planned Actions 
 

The SFRS has identified the following planned actions to remove the gender pay gap 
and reduce occupational segregation: 

 Examine external organisations to highlight best practice which can be used in the 
SFRS.   

 Carry out a robust job evaluation exercise to ensure jobs are correctly graded. 

 Develop consistent strategies to encourage women and men into areas where 
they are under-represented. 

 Carry out a qualitative analysis to ascertain the full extent of working practices 
and specifically the impact of shifts, flexible working patterns and physical fitness 
requirements for both Uniformed and Support employees. 

 Ensure recruitment processes are transparent and robust both internally and 
externally. Be aware of where jobs are advertised and the images and wording 
used within recruitment information.  Ensure that training is in place for 
individuals involved in the recruitment process and that there is gender balance 
on panels where possible. 

 Evaluate family friendly policies with the view to ascertaining whether they act as 
a catalyst or inhibitor for career progression.  Extend the right to request flexible 
working to all employees where possible. This may include: flexitime; part-time 
working; job-sharing; term-time working and flexibility in terms of work location 
e.g. work from home, other offices or centres. 

 Offer participation in the Childcare Voucher scheme. 

 Build clear career pathways to encourage women to advance in their careers.  
Consider mentoring and career coaching. 

 Provide training on stereotyping of individuals in certain roles and the impact this 
can have on workplace culture.  

 Conduct an analysis of retention data to determine whether any inconsistencies 
exist in the reasons noted for leaving the SFRS by job category/grouping.  
 

This list is not exhaustive and it is anticipated that following the job evaluation 
exercise further actions will be identified. There may be some variances in the data 
presented as a result of the close proximity of the data collection to the reform of the 
Fire and Rescue Services in Scotland. A full action plan with timescales will be 
developed and implemented.   
 
In addition, the SFRS will carry out further equal pay reviews and if required, put 
further actions in place to address any gender gaps that these may highlight.  The 
SFRS will also continue to monitor the relationship between the female and male 
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medians on an annual basis to see if changes are having the desired effect and to see 
where further action might be necessary. This will be done in partnership with Trade 
Unions and employee networks where possible.   

 
 


