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Foreword from CFO N McFarlane 
 

I am very proud to say that Fife Fire and Rescue Service has made 
considerable progress with regard to equality and diversity not only in the 
workplace but also in the daily activities with our local communities. 
 
The aim of this, our first Single Equality Scheme, is to demonstrate the 
commitment we have to our employees to support them to develop and grow 
throughout their career with the Service whilst giving the dignity and respect. It 
also provides an inclusive approach towards the equalities agenda by 
streamling our current Race, Disability and Gender Equality Schemes 
incorporating equality commitments for age, religion or belief, sexual orientation 
and gender reassignment 
 
Our Equality Framework included with this Scheme openly and honestly 
appraises the position of Fife Fire and Rescue Service with respect to equality 
and diversity not only in the workplace but also in our relationship with the local 
community.  The Framework reveals areas that require improvement and areas 
where we have been effective. 
 
 
 
 
 
Neil McFarlane 
Chief Fire Officer 
Fife Fire and Rescue Service 
 
 
 



Who we are and what we do 
 
 

Fife Fire and Rescue Service 
 

Fife Fire & Rescue Service is part of Fife Council.  The Fire Service itself was 
founded under the auspices of the Fire Services Act 1947, as repealed and re-
enacted by the Fire (Scotland) Act 2005. Fife Fire and Rescue Service was 
created from the former Fife Fire Brigade in 1985. This name change reflected 
the Brigade's increasing role in rescues from non-fire incidents such as road 
traffic incidents, flooding and chemical spills.  
 
Fife Fire and Rescue has a statutory duty to ensure all people in Fife are safe 
from fire and other emergencies. This emergency response is provided by 
thirteen stations, five of which are crewed 24 hours a day by personnel on the 
wholetime duty system, and eight stations crewed by retained duty system 
firefighters who live/work locally and are alerted to their stations by pagers. 
 
Our Headquarters, located in Thornton, accommodates management and 
support services, required for successful service delivery, and is structured 
around three functional areas: 
 

 Community Safety 

 Workforce 

 Business Services 

 Operations 
 
Each functional area is led by an Area Manager who forms part of the Service 
Management Team, with the Deputy Chief Fire Officer, reporting to the Chief 
Fire Officer. Also located at Service Headquarters is our Service Control 
Centre, which acts as the control point for those who require our services, and 
the vehicle workshops, where our fire appliances are maintained by Fife 
Council Fleet Services.  
 
 

Service Mission and Objectives 
 

Fife Fire & Rescue Service Mission is Making Fife Safe, through Partnerships, 
Education and Intervention.  The values of the Service are openness, 
accountability, participation and involvement for all its stakeholders.  It 
promotes diversity and equality. This means that we will treat all stakeholders 
with respect and dignity.  It also means that we value the wider range of 
qualities and competencies, which a diverse workforce can bring to the Service.  
The Service educates and develops its staff and will make progress through 
valuing and managing change, to provide continuous improvement of service 
delivery.   
 
 
 



The aims of the Service are to:  
 

 Protect and save life. 

 Provide rescue and humanitarian services. 

 Protect the environment by minimising the damage caused by fire and 
other hazards. 

 Reduce the risk from fire, and other emergencies, by promoting safety 
awareness. 

 Reduce the risk from fire, and other emergencies,  in the workplace 
through legislation and advice. 

 Proactively manage change to improve our service to the community. 
 
 
 

Service Delivery 
 

Fife Fire and Rescue currently employs approximately six hundred members of 
staff and places increasing importance in community planning and working in 
partnership with other agencies to improve safety within the communities of 
Fife. Under the “Community Plan for Fife” the Service works towards its clear 
objective to provide a “Reduction in injury and loss of life due to fire and on the 
roads” and is involved in “Making our communities safer”.  For home safety, 
particularly for vulnerable groups, the Service provides Home Risk 
Assessments.  It also offers advice on a variety of fire safety issues such as 
Fire Safety Action Plans, Electrical Safety and Smoking issues.  The Service 
plays an active role in the community and this includes attendance at gala 
days, providing fire safety advice in schools and door-to-door visits. 
 

Figure 1: Fife Fire and Rescue Management Structure 
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Understanding Equality and Diversity 

 
 
There is often debate surrounding terms such as Equal Opportunities, 
Equality and Diversity.  It is therefore important to clarify and understand 
what these terms mean and how equal opportunities and a diverse workforce 
add real value to Fife Fire and Rescue Service. 
 
 
What are Human Rights 
 
If you are a citizen of the United Kingdom then you have basic human rights 
and freedoms under the Human Rights Act 1998. For example, you have the 
right to freedom of expression, freedom of thought, conscience and religion 
and the right to marry or form a civil partnership and start a family. 
 
Human Rights are based on five core principles: Fairness, Respect, Equality, 
Dignity and Autonomy. 
 
 
What are Equal Opportunities 
 
Everyone has the right to equal opportunities in employment, in the 
provision of goods, facilities and services and in education and vocational 
training.  
 
There are various  core  pieces  of  legislation  in  place  (and  their  amending  
Regulations)  to protect individuals and ensure that they receive equal 
opportunities for example: 
 

 The Sex Discrimination Act 1975 

 The Race Relations Act 1976 

 The Disability Discrimination Act 1995 

 The Employment Equality (Sexual Orientation) Regulations 2003 

 The Employment Equality (Religion or Belief) Regulations 2003 

 The Employment Equality (Age) Regulations 2006 

 
 
What is Equality 
 

“...everyone should have a right to equal access to employment and when 
employed should have  equal pay and equal access to training and 
development, as well as being free of any direct or  indirect discrimination 
and harassment or bullying. This can be described as the right to be treated 

fairly...”The Chartered Institute of Personnel and Development, 2007. 
 
Fife Fire and Rescue is fully committed to equality of opportunity in 
employment and we reinforce this through our Equality and Diversity Policy 
Statement and the many policies that support this document. 
 



What is Diversity 
 
 

“People are not alike. Everyone is different. Diversity therefore consists of 
visible and non-visible factors, which include personal characteristics such as 
background, culture, personality and work-style in addition to the 
characteristics that are protected under discrimination legislation in terms of 
race, disability, gender, religion and belief, sexual orientation and age.” 

The Chartered Institute of Personnel and Development, 2007. 
 
Fife Fire  and  Rescue respects  all  individuals  and  values  their  
differences, welcoming the positive impact this has on the services we 

deliver.  This is reflected in our Corporate Aim „People‟ which is to: 
 
‘Ensure that services are delivered by a well equipped, skilled and highly 
motivated workforce which is able to work safely and whose composition 

reflects the diverse communities it serves’. 

 



The Equality Strands and Our Legal Duties 
 
 

Race 
 
The Race Relations Act 1976 makes it unlawful to discriminate against a 
person, directly or indirectly, on the grounds of race in the field of employment. 
 
The Race Relations (Amendment) Act 2000 gave public authorities a general 

duty to promote race equality. The duty’s aim is to make race equality a central 

part of the way public authorities work, by putting it at the centre of policy 
making, service delivery and employment practice. Under this general duty, 

authorities must ensure “Due regard of the need to”:- 
 

 eliminate unlawful racial discrimination; 

 promote equal opportunities; and 

 promote good relations between people from different racial groups. 
 
The general duty is supported by a series of specific duties which provide 
the methods that public authorities should follow to help them meet the 
general duty. One of the specific duties is to publish a Race Equality 
Scheme. 
 

Disability 
 
The Disability Discrimination Act 1995 makes it unlawful to discriminate 
against people with a disability in terms of employment and access to goods 
and services. 
 
The Disability Discrimination Act 2005 places a duty on all public 
sector organisation’s, to have due regard, when carrying out its 
functions, to: 

 
 Promote equality of opportunity between disabled persons 

and other persons 

 Eliminate discrimination that is unlawful under the Disability 

Discrimination Act 

 Eliminate harassment of disabled persons that is related to their 
disability 

 Promote positive attitudes towards disabled persons 

 Encourage participation by disabled persons in public life; and 

 Take steps to take account of disabled persons‟ disabilities, even where 

this 
 involves treating disabled persons more favourably than other 

persons. 
 



 
 
Gender 
 
The Sex Discrimination Act 1975 made it unlawful to discriminate on the 
grounds of sex. The legislation provided, for the first time, protection for males 
and females in relation to education, employment and the provision of goods 
and services. It also provided protection with regards to marital status, 
pregnancy and maternity and later, in 1999, gender reassignment. 
 
Legislative changes over the years have built on the statute that is in place 
today,or example, with the introduction of Civil Partnerships, protection was 
extended to ensure people are free from discrimination in relation to civil 
partnership status as well as marital status. 
 
Equal Pay Legislation was introduced in 1970 and states that equal pay 
must be provided when a woman carries out work of equal value to a man, 
and vice versa. Again legislative changes have built on this through the 
years. 
 
The Equality Act 2006 introduced the „Gender Equality Duty‟. This places a 
duty, on all public authorities, when carrying out their functions, to have due 
regard to the need: 

 to eliminate unlawful discrimination and harassment (including in 
respect of transsexual men and women) 

 to promote equality of opportunity between men and women 
 
The Gender Equality duty came into force on 6 April 2007 requiring public 
authorities to publish a Gender Equality Scheme and Action Plan. In addition 
to this, the law required an equal pay statement to be published and for this 
information to be reviewed, and progress to be reported on every three years. 
 

 

Sexual Orientation 
 
The Employment Equality (Sexual Orientation) Regulations 2003 prohibit 
discrimination on the grounds of sexual orientation in relation to job 
applicants, employees,  ex-employees or contract workers subject to a 
genuine occupational requirement. 
 
The Equality Act 2006 introduced provisions that made discrimination on the 
grounds of sexual orientation unlawful, in the provision of goods, facilities and 
services and in the exercise public functions. 
 

 

 

 

 

 



Religion or Belief 
 
The Employment Equality (Religion or Belief) Regulations 2003 provide 
that it is unlawful to  discriminate on the grounds of religion/belief in the 
employment of job applicants,  employees,  ex-employees  or  contract  
workers  subject  to  a  genuine occupational requirement. 
 
The Equality Act 2006 introduced provisions that make discrimination on the 
grounds of Religion or Belief unlawful in relation to the provision of goods, 
facilities and services. 
 

Age 
 

The Employment Equality (Age) Regulations came into force on 1 October 

2006.  It is unlawful to discriminate against employees, job seekers and 

trainees due to age. 

 
The regulations make it unlawful, on the ground of age to: 
 

 Directly discriminate, that is treat someone less favourably than others 

because of their age, unless objectively justified 

 Indirectly discriminate, that is to apply a provision, criteria or 

practice which disadvantages people of a particular age, unless 

objectively justified. 

 Subject someone to harassment due to their age. 

 Victimise someone because they have made or intend to make a 

complaint or allegation, or have provided evidence in relation to a 

complaint of discrimination on the grounds of age. 

 
This legislation provides protection for people of all ages. 
 
In addition to the above the legislation introduces the right for employees to 

request to work beyond their normal retirement age. 

 
Gender Reassignment 
 
The Gender Recognition Act 2004 recognises a change of gender (the 
acquired gender) as being a person's gender for all legal purposes.  With 
regards to gender reassignment the protection ensures that people who are 
about to undergo, are undergoing or have undergone gender reassignment 
are not treated less favourably or harassed in relation to this. 
 
The legislation 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 therefore be 
able to obtain benefits just like anyone else of that gender. 
 



Multiple Discrimination 
 
It is important to recognise that discrimination can occur on multiple 
grounds for example towards a woman, from a minority ethnic 
background, who is gay. 
 
Equality Act 
 

The Equality Act is expected to come into force in autumn 2010.  It aims to 

streamline equality legislation, helping people to understand their rights and 

helping businesses to comply with the law. 
 
The Act will replace the many pieces of equality legislation with a single Act, 
which will form the basis of straightforward practical guidance for employers, 
service providers and public bodies. In addition the Bill will: 
 

 Place a new Duty on public bodies that will incorporate all stands of 
equality; 

 Use public procurement to improve equality; 

 Introduce reports on gender pay and equality; 

 Extend the scope to use positive action; 

 Improve protection for breastfeeding mothers; 

 Strengthen protection from discrimination for disabled people. 

 

 

 

Legislation 
 
Every public authority has a legal and moral responsibility to address equality 
and diversity issues to its employees and the communities it serves. 
 
Legislation in relation to these issues initially focused on the prevention of 
discrimination, e.g. the Equal Pay Act 1970 (amendment) Regulations 2003, 
Sex Discrimination Act 1975 and the Race Relations Act 1976. 
 
In 1999, the publication of the MacPherson Report, in response to the murder 
of Stephen Lawrence in 1993, signalled a shift in the way in which 
discrimination was addressed. As a result, the Race Relation (Amendment) Act 
2000 was created, which placed a statutory obligation on public 
services, to proactively address race issues by having due regard to what are 
known as General 
 
 
 
 
 
 
 
 



Duties and Specific Duties 
 
One of the key components of this was the requirement to publish a Race 
Equality Scheme, which details how compliance with these duties would be 
achieved. 
 
Since that time, similar legislation has been developed for another two of the 
diversity strands; disability and gender. Hence Fife Fire and Rescue Service 
presently has three equality schemes covering: 
 

 Race Equality Scheme, 2005 – 2008 

 Disability Equality Scheme, 2006 – 2009 

 Gender Equality Scheme, 2007 – 2010 
 
Each of the three schemes details the respective duties that Fife Fire and 
Rescue Service is required to meet: 
 
 

Race Equality Duty 
 

Disability Equality Duty 
 

Gender Equality 
Duty 

 
General Duty requires public authorities to have due regard for the need to: 

 
Eliminate unlawful 

racial 

discrimination 

 
Promote equality of opportunity 

between disabled persons and 

other persons 

 
Eliminate 

unlawful 

discrimination 

 
Promote 

equality of 

opportunity 

 
Eliminate discrimination that is 

unlawful under the DDA 

1995 

 
Promote equality of 

opportunity between 

men and women 

 
 
 
 
 
 
 

Promote good 

relations between 

persons of 

different racial 

groups 

 
Eliminate harassment of disabled 

persons that is related to their 

disabilities 

 

 
Take steps to take account of 

disabled persons` disabilities, 

even where that means treating 

disabled persons more 

favourably than others 

 
Promote positive attitudes 

towards disabled people 

 
Encourage participation by 

disabled people in public life 

 
 

 



The Single Equalities Scheme as an Equality and Diversity 
Model 

 
 
The Single Equality Scheme will provide a systematic framework for the 
mainstreaming of equalities. This will ensure that equality is not simply viewed 
as the responsibility of the Diversity Team or the Human Resources/Workforce 
Directorate. It will become the responsibility of everyone within the organisation 
and each functional unit, each Station and section, will have their own 
objectives to work towards which will reflect and influence the organisational 
objectives. 
 

 Ensure that Fife Fire and Rescue meets its obligations under the law. 

 Integrate equality of opportunity and respect for diversity into all areas of 
Fife Fire and Rescue’s work. Ensuring that all of our functions are 
assessed for their impact upon equality and diversity and take action to 
prevent or remove discrimination as appropriate. 

 Encourage the development of anti-discriminatory practice.  

 Provide a framework for improving performance, over time.  

 Examine the culture and values of the organisation and build on those 
values and cultural practices that best reflect our commitment to equality 
and diversity. 

 
 

The main objectives of our Single Equality Scheme are 
 

 

 To promote and progress equality in relation to values, service delivery 
(including procurement), and employment;  

 To progress the actions identified in the Equality and Diversity Action 
Plan; 

 To work in partnership with individuals and organisations outside the 
Service; and 

 To communicate equalities issues and policies to all staff and raise 
awareness of equalities issues. 

 
 

To achieve our aims of the Single Equality Scheme we will 
 

 

 Positively promote equality of opportunity and the benefits of diversity 
within the Service and the communities we serve;  

 Challenge all forms of unlawful or unfair discrimination; 

 Profile the make-up of the communities in order to inform our priorities; 

 Develop and maintain an Equality and Diversity Action Plan to 
implement this Scheme; 

 Undertake Equality Impact Assessments on service provision and 
employment and take appropriate action; 



 Establish clear local targets for improvement within Service areas and 
employment; 

 Engage with and listen to the views of our communities and Service 
users, to assist in the development of our equality agenda; 

 Incorporate equality of opportunity into all policies, plans and strategies 
from the start; 

 Develop services that are appropriate and accessible to all members of 
the community; 

 Take positive steps to ensure that we are an attractive employer of 
choice to all the communities that make up Strathclyde; 

 Provide appropriate training and development in equality and diversity 
issues for our Members and employees; 

 Review, self-assess, audit and report progress periodically on our 
equalities work; and  

 Take positive steps to ensure that all employees and recipient of 
services are treated with dignity, respect and consideration. 

 



 Scheme Accountability - Roles and Responsibilities 

 
In support of the modernising agenda for fire authorities, devolved managerial 
responsibilities and in recognition of best practice the gender equality agenda 
will be built in to all that we do from policy development to service delivery. 
 
FFRS Employees  
 
All employees (uniformed and non uniformed) have responsibility to ensure 
they: 

 Participate in delivering the aims and objectives of the Scheme  

 Are familiar with the content of the Scheme and its associated 
documentation  

 Take steps to eradicate discrimination and promote equality of opportunity. 

 Have a personal responsibility for ensuring their behaviour is acceptable 
within the terms of [insert fire authority]’s policies on Diversity & Equality and 
the Code of Conduct. 

 
The Chief Fire Officer and Board of FFRS 
 
The Chief Fire Officer and Board of FFRS, with the support of the Corporate 
Management Team, have overall responsibility for the implementation, 
monitoring and publishing of the scheme.   
 
Further support is provided by the Senior Brigade Managers in assisting the 
Chief Officer and the Board in implementing the Scheme.   
 
The Corporate Management Team  
 
It is the responsibility of each Brigade / Area Manager to ensure implementation 
and compliance with the Scheme within their own Directorate. The Brigade 
Management Team including Area Managers will be responsible for 
implementing the Scheme within their service area and for ensuring that: 
 

 Employees are familiar with and act in accordance with the Scheme 

 Appropriate monitoring mechanisms are in place are utilised and are 
reported  

 Impact Assessments are conducted and reported  

 Ensure Impact Assessments and Consultation exercises influence policy 
development and implementation 

 Service related action plans incorporate gender equality elements 

 Providing information to Strategic Planning and Diversity section on a 
regular basis 

 Promotion of a culture of fairness, equality and diversity within the workforce 

 Take steps to eradicate discrimination and promote equality of opportunity 
 
 



The Brigade Manager for Strategic Planning 
 
The Brigade Manager for Strategic Planning has specific responsibilities for 
activities including: 

 Integrated Risk Management Planning 

 Consultation & communication with partners and communities   

 Performance Management.    
 
The Area Manager will therefore take: 

 Overall responsibility for auditing and reporting the organisation in relation to 
equality 

 Ensure compliance and conduct a review of equality work throughout the 
organisation 

 Publish results and reports in order to ensure public access to such   
information 

 
 
The Area Manager for Human Resources 
 
The Area Manager for Human Resources has a specific responsibility for the 
employment duties as they relate to the organisation as a whole: 
 

 Ensuring that FFRS complies with the Employment Duty of the Acts 

 Providing for the delivery of appropriate training 

 Provide support to allow managers and employees to meet their obligations 
under the Scheme 

 Development, implementation and review Equality policies to ensure 
compliance with the Acts 

 Responsibility for ensuring that the Service complies with the Equal Pay 
element of the Gender Duty.  

 
 
Partnership Working/ External Service Providers 
 
 
Responsibility for ensuring equality of opportunity extends to any organisation 
providing services on behalf of the Board including: 
 

 Private, voluntary and partnership bodies carrying out the Board’s functions.  
 
Procurement 
 
 
The Procurement Team??? have a particular responsibility for ensuring that 
when FFRS procures the services of an external body that the organisation has 
adequate equality policies and practices in place.  The Procurement Team will 
ensure that equality conditions are built in to all stages of the procurement 
process as well as monitoring contractors’ performance against equality 
requirements.  



 
The Procurement Team will actively engage with suppliers to encourage a 
diverse and competitive market including attend events aimed at promoting 
procurement opportunities to small to medium sized businesses as well as 
working in partnership with local authorities. 
 

Implementation of Scheme 
 

Assessing Policy and Practice 
 
It is a requirement of the Duties to assess the Service’s policies and 
practices to determine their differential impact on each of the equality 
strands and to take remedial action where appropriate. 
 
It is necessary to impact assess all proposed policies and practices as an 
integral part of their development and prior to their implementation. It is 
also a requirement of the Codes of Practice to review all existing policies 
and practices to ensure that they comply with the General Duties. 
 

Monitoring 
 

The Fire and Rescue Authority recognises that effective monitoring of relevant policies 

and practices is essential to assess for any adverse impact on the promotion of 

equality. Equality monitoring will enable the Service to obtain information on the 

effectiveness of policies and practices in eliminating unlawful discrimination. It is 

anticipated that monitoring will also enable the Service to determine why and how 

discrimination may be taking place. It is acknowledged that consistency in approach is 

crucial to provision of relevant data. 

 
As part of the periodic review of the Single Equality Scheme the results of monitoring 
will be analysed to determine if any amendments to existing policy or policy 
development could determine improved outcomes in regards to our commitment to 
Equality.  Results of Equality Impact Assessments will be scrutinised and any high 
impact assessments will be consulted on with appropriate voluntary sector partner 
agencies. 
 
 

Employment Practice 
 
The Area Manager for Workforce has a specific responsibility for ensuring that 
employment practices are compliant with legislation and best practice. This 
obligation extends to issue around pay and training.  
 
The organisation has an extensive range of policies and procedures on 
employment practices, which are updated in line with changes in employment 
law. A number have particular relevance to gender including: 

 Maternity Provision  

 Paternity Leave 

 Special Leave 



 Career Breaks 

 Flexi Time Scheme (removal of core hours) 

 Support Staff Personal Appearance and Dress Code Policy 

 Transsexual People in the Workplace 
 
 
 
While others will have particular relevance to disability: 

 Managing Attendance 

 Disability in the Workplace 
 
Equal Pay 
 
The Gender Duty requires that in addition to implementing robust pay models 
that ensure equality in the salary of males and females but also: 

 Uses transparent salary models compliant with gender equality  

 Uses transparent and fair recruitment and promotion practices 

 Identifies the existence and cause of occupational segregation and takes 
appropriate remedial steps.  

 
Employment Monitoring 
 
The Service continues to monitor the workforce by gender, age, race, sexual 
orientation and religion/belief on a monthly basis to the Fire Services Governing 
Body – HMI Inspectorate for Scotland. All employees are encouraged to 
complete a confidential equal opportunities questionnaire when involved in any 
recruitment, development and training opportunity.   
 
We currently monitor: 
 

o Employees in post  
o Applicants for employment, training and promotion 
o Recipients of training 
o Individuals involved in grievance procedures 
o Individuals involved in dignity at work issues 
o Individuals who are subject to disciplinary procedures 
o Individuals that cease to be employed 

 
In addition we have identified that we also need to monitor the following areas: 
 

 Requests for flexible working, parental and carers leave 

 Maternity and paternity leave requests and return rates from 
maternity/paternity leave 

 Promotion and assessment 

 Employment issues affecting transsexual staff 
 
The Service’s policies and commitment to dignity at work are explicit in relation 
to bullying and harassment on any grounds including gender, age, race, sexual 
orientation and religion/belief.  



 
 
 
 
 
 
 
Training  
 
The Board recognises the need for continued and sustained training to assist 
managers and employees in meeting their obligations under the Scheme. To 
this end the Board will continue to provide training in respect of general 
diversity awareness, through the following activities: 

 Where there is a training need identified specific equality training will be 
provided in any of the equality strands 

 All employees receive an equality briefing as part of the induction for all 
new  employees 

 All employees will also attend general Equalities and Diversity training  

 Where appropriate, training on equality issues will be incorporated into a    
range of other training delivered to staff, ensuring that equality issues are      
mainstreamed into all areas 

 Elected Members receive equality training as part of regular training      
programmes, as part of either [insert fire authority] or their host  

     Council training provision 

 Equality Impact Assessment training is available and promoted on an      
ongoing basis. 

 
 

Workforce Consultation, involvement and engagement 
 
Fife Fire and Rescue Service is committed to ensuring that all stakeholders 
are given the opportunity to contribute to and influence policy formulation. For 
the Single Equality Scheme to make a genuine impact on reducing inequality 
and promoting equality, it is vital that the Scheme – in particular the Action 
Plan – is the result of meaningful consultation and genuine involvement. 
 
It is also important to explicitly acknowledge that true consultation and 
involvement cannot be a ‘one-off’ process or isolated incident, and must be 
an ongoing process. Methods of consultation and involvement used during 
the production of this Scheme have concentrated on two broad areas – 
workforce and service/policy issues. 
 

 

Equality Impact Assessments 
 
Our  Equality  Impact  Assessment  (EIA)  process  systematically  analyses  
current, reviewed  and  proposed  policies,  practices,  procedures,  initiatives,  
functions  and services to determine any adverse effect on equality groups.  
It is an opportunity to take  action  and  ensure  we  do  not  discriminate  by  
minimizing  or  removing  any negative impact, while justifying positive 



impacts. 
 
Equality Impact Assessments are required for:  

 Those functions/policies already identified as being relevant to the 
General Duties and included within the action plan  

 Proposed functions/policies 
 
Each Equality Impact Assessment will ask the following questions: 

 Which part of the general duty is relevant to the policy? 

 Is there any reason to believe that individuals with a disability, people 
from different racial and cultural groups or men and women (including 
transsexual people) are being, or could be adversely affected by the 
policy?  

 
The Service is accustomed to conducting equality impact assessments arising 
from its obligations under the Race Equality Duty. Following a review of the 
Service’s performance against the Race Equality Scheme during 2005 it was 
considered appropriate to include disability, gender, age, religion and sexual 
orientation, transsexual people alongside race in carrying out impact 
assessments.  Directorates will continue to work to the Action Plan associated 
with the Race Equality Scheme in conducting the retrospective assessment of 
policies and practices. It is the responsibility of Directorates to identify and 
prioritise policies and practices for assessment, conduct impact assessments, 
maintain a record of assessments conducted and report on their findings to 
their appropriate service committee, Strategic Planning and the Diversity Team. 
 
All staff involved in completing Equality Impact Assessments attend a training 
session which considers each of the equality strands.  A Guide to Completing 
Equality Impact Assessments has also been created to assist those involved in 
conducting assessments. The guide includes information on the stages of an 
assessment, initial, partial and full Impact Report as well as the relevant 
assessment forms.   
 
Appendix 3 to this report is a list of all FFRS’s policies and practices. 
 
 

Monitoring  
The Board recognises that effective monitoring of relevant policies and 
practices is essential to assess for any adverse impact on the promotion of 
equality. Equality monitoring will enable the Service to obtain information on the 
effectiveness of policies and practices in eliminating unlawful discrimination. It 
is anticipated that monitoring will also enable the Service to determine why and 
how discrimination may be taking place. It is acknowledged that consistency in 
approach is crucial to provision of relevant data. 
 
All functions and policies will be monitored by gender, age, race, sexual 
orientation and religion/belief as part of the Equality Impact Assessment to test 
for: 

 The under representation of people from black and minority ethnic 
communities, men and women including transsexual people as well as 



people with a disability.  For example, in reporting problems or using 
services. 

 Satisfaction with a service. 

 How effectively a service is delivered to different communities, for 
example in the delivery of Community Safety Home Visits. 

 How services are provided, for example, whether they take account of 
personal circumstances or the effects of past discrimination. 

 

As part of the periodic review of the Single Equality Scheme the results of 
monitoring will be analysed to determine if any amendments to existing policy or 
policy development could determine improved outcomes in regards to our 
commitment to Equality.  Results of Equality Impact Assessments will be 
scrutinised and any high impact assessments will be communicated to the Risk 
Management Forum for consideration. 

 
Responsibility for gathering and reporting information lies with each Directorate. 
Responsibility for collating and reporting at a corporate level lies with the 
Strategic Planning Directorate and Diversity section as appropriate. 
 
Each directorate is responsible for providing information, which will enable the 
Strategic Planning Directorate to complete a detailed Action Plan.  These 
actions will enable the organisation to provide evidence and outcomes of its 
work in complying with the duties of the scheme.  Periodic reviews will be 
conducted to ensure action plans are adhered to.  The information from reviews 
will then feed into the annual Public Performance Reporting Framework. 



Publication 

 
Fife Fire and Rescue Board publish a wide range of information including:- 

 Public Performance Report 

 Service Plan 

 Information on the Website 

 Recruitment information 

 Leaflets on specific issues such as Fire Safety advice 

 Community safety bulletins 

 Audited statement of accounts?? 

 
A variety of media is used to present information on how to access services, such  

as the organisation’s Website, the local press, free publications, public meetings, 

leaflets and any other appropriate media. 

 

Alternative formats are available for all publications e.g. large print, Braille and 

other community languages. 
 
 
To request a document in an alternative format please 

contact: E-mail: hr.fire@fife.gov.uk 

Phone: 01592 774451 

 
Write to: The Chief Fire Officer  
 Fife Fire and Rescue Headquarters 

Strathore Road 
Thornton 
Fife Council  
KY1 4DF 

 
 
 



Equality Action Framework 

 
The Equality Action Framework assesses the  
 
The Equality Framework for Local Government (EFLG) was used to identify the 
priorities. This section provides more detail on the Framework and on the 
priorities themselves (see Appendix 1 for strategy maps and the corporate 
equalities action plan).   
 
 
Equality Framework for Local Government (EFLG) 
 
The EFLG is a new framework that is designed to help Councils make more 
structured and measured progress in promoting equality of opportunity.  The 
Framework is made up of three achievement levels:  ‘developing’, ‘achieving’ 
and ‘excellent’.  It is suggested that local authorities start with the ‘excellent’ 
level in order to identify where they want to be and to highlight where there are 
potential gaps.  The completion of any one of the levels will highlight actions 
designed to meet the equality duties, meet high standards of customer care 
and provide evidence that equality and diversity is being considered in a 
structured way.   Each of the three achievement levels is further split into five 
performance areas:   
 

 Knowing your communities and equalities mapping; 

 Leadership, partnership and organisational commitment;  

 Community engagement and satisfaction;  

 Responsive services and customer care;  

 A modern and diverse workforce.  
 
The Council’s Senior Equalities Group and the service Equality Leads Group 
used the equality framework to self assess against the “excellent” part of the 
framework in relation to the five performance areas.  Corporate and service 
specific actions were identified.  Attached at Appendix 1 are strategy maps 
setting out the corporate priorities. Some of these priorities are listed under 
each of the performance areas below.   
 
Knowing your communities and equality mapping (see Strategy Map 2)  
 
Our society is becoming more diverse, and understanding this diversity is 
important if we are to make changes to the way we work and provide services 
to these diverse communities. It is also important to understand the differences 
within communities. This section is therefore about gathering the evidence 
about Fife’s communities, which in turn will help to address gaps in services for 
different groups. 
 
 
 
 
 



Our priorities in this area include the need to:  
 

 Ensure equalities information is regularly updated and easily accessible to 
help inform equality objectives;  

 Support data analysis and identify good practice in identified equalities 
areas (e.g. housing, education, social work, employment); 

 Provide regular reporting and monitoring of information to identify trends, 
patterns and gaps in relation to equalities.  

 


