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EXECUTIVE SUMMARY

The Gender Equality Duty came into force in April 2007. It was introduced by the Equality
Act 2006, which in turn amended the Sex Discrimination Act 1975. It places a legal
obligation on Tayside Fire and Rescue to promote gender equality and eliminate sex
discrimination.

Tayside Fire and Rescue produced its first Gender Equality Scheme and Action Plan on 29
June 2007 for the period June 2007 — June 2010. This is the second annual report produced
since the introduction of the scheme and it details the considerable progress Tayside Fire and
Rescue has made.

The annual report details progress made during the period 2008 — 2009. Each Action
discussed in section 2.0 is linked directly to the action plan detailed in section ten of part four
in the Gender Equality Scheme and Action Plan published on 29 June 2007.

The report demonstrates the improvements made over the last year in carrying out equality
impact assessments. Tayside Fire and Rescue is fully committed to equality impact
assessments and will adhere to the timetable set out in our 2008 - 2009 Race Equality
Scheme.

Tayside Fire and Rescue continues to recognise the benefits of having a diverse workforce
which is representative of the communities the organisation serves. As a result we carefully
considered positive action as part of our 2009 Wholetime Firefighter recruitment campaign.
The report details the recruitment information days we held in February, the number of
individuals who attended including a breakdown of underrepresented groups.

Tayside Fire and Rescue values all employees and is committed to equality of opportunity.
In December 2009 we will publish a Single Equality Scheme encompassing the 7 equality
strands; Age, Disability, Race, Religion or Belief, Sexual Orientation, Gender Reassignment
and Gender. The Single Equality Scheme will provide a framework which will mainstream
equality and diversity across the organisation, it will include an action plan of how we will
progress equality during the 3 years of the scheme.
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| 1.0 INTRODUCTION

Tayside Fire and Rescue introduced its first Gender Equality Scheme and Action Plan for the
period June 2007 — 2010 on 29 June 2007. The introduction of the scheme meets the
statutory requirement to maintain an equality scheme for gender.

This annual report has been published to provide details of the steps that Tayside Fire and
Rescue have taken during the last year in order to fulfil its Gender Equality Duty to eliminate
unlawful discrimination and harassment and to promote equality of opportunity between men
and women.



| 2.0 PROGRESS DURING 2008/2009

An Action Plan was included as part of the Gender Equality Scheme published in June 2007
detailing the activities that Tayside Fire and Rescue intended to carry out during the duration
of the scheme.

The following information provides progress of the Action Plan detailed in section ten of part
four of the Gender Equality Scheme.

10.1 Transgender Awareness Training
Relating Action Point 2007 — 2008: AP29

As a modern and culturally evolving organisation we all have a responsibility to broaden our
thinking, challenge unacceptable behaviour and support colleagues and members of the
public as we strive to fully reflect the communities we serve.

As a Stonewall Scotland Diversity Champion the organisation is fully committed to
eliminating unlawful discrimination and promoting equality of opportunity.

In 2008 a Lesbian, Gay, Bisexual and Transgender webpage was launched on our Intranet.
The webpage is designed to inform and educate all employees to be more knowledgeable and
accepting in a modern society.

Transgender awareness training is scheduled in our action plan for 2010 and we will link this
to the introduction of our Single Equality Scheme in December 20009.

10.2 Produce and implement a Transgender policy
Relating Action Point 2007 — 2008: AP29

Tayside Fire and Rescue have decided not to produce a policy dedicated to Transgender.
Harassment on the grounds of Gender Reassignment is included in our bullying and
harassment policy. We will also incorporate Gender Reassignment into our Single Equality
Scheme.

Action 10.3: Continue to improve facilities with regard to privacy and dignity
Relating Action Point 2007 — 2008: AP29

Works were carried out at Vehicle Workshops, Blackness Road, Dundee to provide separate
male and female toilets, shower and changing accommodation. Kirriemuir Fire Station was
also refurbished to provide separate male and female toilets, shower, and changing
accommodation together with a disabled toilet and similar works are underway
at Blairgowrie Fire Station which will be completed in 2009/10.

The percentage of properties which are acceptable in terms of separate dignified and disabled
facilities for 2008/09 is 59%.



Action 10.4: Monitor recent positive action campaign/event
Relating Action Point 2007 — 2008: AP31

A positive action campaign took place in February 2009 prior to our Wholetime Firefighter
recruitment campaign. We held two information days primarily aimed at underrepresented
groups such as Women and the Black Minority Ethnic (BME) community.

The following positive action posters were distributed throughout Angus, Dundee and Perth
and Kinross in leisure facilities, sports clubs, libraries, health centres, universities and cultural
shops such as Polish Healthy Foods.
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We also raised awareness through Radio Tay and their Tay FM website. Radio Tay Traffic
and Travel presenter Katy Roberts was instrumental in our positive action campaign.

Videos were filmed and made available on the Tay FM website to explain:

e The role of a Firefighter

e The fitness levels required

e The physical tests that candidates will complete

e The application and selection process

Statistics have previously shown that females underperform in the Multi Stage Fitness Test
therefore in this campaign Katy Roberts appeared in many of the videos to demonstrate the
recruitment process. Katy appeared in videos demonstrating the Multi Stage Fitness Test and
examples of questions asked at the initial interview. Infomercials were also broadcast on
Radio Tay throughout January, February and March.

There were over 14000 hits on the Tayside Fire and Rescue article on www.tayfm.co.uk

The information days were held on Saturday 21 February 2009 at our headquarters in Dundee
and Sunday 22 February 2009 at our Training and Development Centre in Perth.


http://www.tayfm.co.uk/

We were delighted with the overall turnout on both days. All individuals who took an
application pack away on the day were asked to complete a comments sheet and equal
opportunities monitoring form.

On the Saturday 223 individuals returned an equal opportunities monitoring form however 31
forms were incomplete. Of the forms returned 193 were from men and 13 from women.
Three of the men were BME.

On the Sunday 112 individuals returned an equal opportunities monitoring form however 12
forms were incomplete. Of the forms returned 87 were from men and 13 from women. Three
of the men were BME.

We also tried to attract individuals from the Lesbian, Gay, Bisexual and Transgender (LGBT)
Community, on the Saturday one bisexual women and one gay women/lesbian attended. On
the Sunday 4 gay women/lesbian attended.

We were delighted with the feedback from potential applicants and here are some of the
excellent comments:

“A very informative day with a good insight into the role of the Firefighter and what is to be expected
during the recruitment process.”

“The open day was interesting and informative. It was good to meet so many Firefighters and have
the opportunity to ask them questions. Thanks!”

“The information day was packed with motivated people who were there to pass on information to
those who wish to find out more about the Firefighting service. The information passed was helpful
and the staff were very friendly. Thank you.”

“The open day was very informative and the practical demonstrations gave a good insight into the
physical requirements involved in the recruitment process.”
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Firefighter demonstrating a leg lock Firefighter demonstrating ladder extension
test

Following the information days the recruitment process commenced with advertising. We
received 1105 applications. In addition to receiving applications from individuals in
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Scotland, we received applications from individuals in Southern Ireland, Northern Ireland,
Wales, Sweden, Poland and England. We also received applications from approximately 138
of the individuals who attended the information days. This estimation is based on a unique
code issued on each application form distributed at the information days. It should be noted
that many individuals choose to complete an application form on Microsoft Word rather than
use the application packs given out therefore the figure 138 may not be a true reflection of the
individuals who attended the information days and went on to apply.

Action 10.5: Build on the positive action initiatives — different employee types/job roles
Relating Action Point 2007 — 2008: AP31

Tayside Fire and Rescue have held positive action information days to encourage applications
from Women and Black Minority Ethnic (BME) people for operational positions such as
Wholetime Firefighter as they are underrepresented in the organisation.

We will continue to review our positive action initiatives as vacancies arise in different job
roles. We will consider positive action initiatives for the role of Retained Firefighter and
Firefighter (Control).

Action 10.6: Continue to raise awareness in relation to positive action with employees
Relating Action Point 2007 — 2008: AP31

The term positive action is often confused with positive discrimination. The Equality and
Policy Advisor noted that some individuals in the organisation did not fully understand the
concept of positive action, what it involves and why Tayside Fire and Rescue carry out
positive action initiatives.

As a result an announcement was placed on the Equality and Diversity section of the Intranet.
It briefly explains the organisation’s duties in relation to equality, states the legislation that
permits positive action and that we carry positive action initiatives out to meet our corporate
aim of People:

"Ensuring 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 we serve.”

The announcement also makes clear that all individuals who apply for a position go through
the same selection process. We do not alter standards for men or women.

In January 2009 our HR Watch Manager sent out an email to all email users in the
organisation detailing the launch of our recruitment campaign. All individuals were invited
to assist in providing information to potential applicants at our information days in February.
Many individuals assisted from across the departments, in addition the Green Watch at
Station 1 and Blue Watch at Station 21 were on hand to answer questions and explain the role
of a Firefighter.

Following the success of the information day an article was written for our internal
newsletter.



Action 10.7: Promote flexible working and its benefits, especially to men
Relating Action Point 2007 — 2008: AP26

All employees can request to work flexibly provided that they have 26 weeks continuous
service and are employed directly by the organisation. Our flexible working and job share
policies are reviewed regularly to ensure compliance with legislation and best practice.

Flexible working is promoted in both operational and support staff recruitment adverts. In
June 2008 nine support staff positions were advertised, each of these positions were open to
flexible working. One of the vacancies was already a part-time position. In addition we
stipulated in our recent Wholetime Firefighter adverts that the option of part time working
and job share may be available.

An announcement was also placed on the Equality and Diversity section of the Intranet on 10
April 2009 detailing the extension to the statutory right to request flexible working. It was
also highlighted in the announcement that the organisation already considered requests from
all employees.

Action 10.8: Work towards ensuring equal pay by completing single status and ensuring
terms and conditions/pay are non discriminatory across the organisation
Relating Action Point 2007 — 2008: AP39

Tayside Fire and Rescue implemented Single Status on 1 August 2008 for support
employees, with the exception of Engineering Craft employees, as part of its commitment to
ensuring equal pay, terms and conditions across the organisation. Employees had the right of
appeal against the outcome of the evaluation of their post under the Scottish Councils Job
Evaluation Scheme. An appeals panel was appointed and all appeals raised have been heard
in accordance with the National Single Status Job Evaluation Scheme Model Appeals
procedure. Tayside Fire and Rescue are currently working with Engineering Craft employees
towards aligning their pay, terms and conditions with that of other support staff.

Action 10.9: Review Maternity Policies and Procedures ensuring they develop with best
practice
Relating Action Point 2007 — 2008: AP29

The Maternity, Childcare and Dependency Policy has been reviewed and changes to the
maternity and parental leave regulations were incorporated. After consultation with
accredited associations the policy was published on the Intranet and brought to the attention
of all employees.

After a review of the format of information provided to pregnant employees and their line
managers two additional guides were produced. The maternity information is produced in a
booklet format and provides information on responsibilities and entitlements during
pregnancy and maternity leave.

Tayside Fire and Rescue continues to be a member of Tommy’s the Baby Charity Pregnancy
Accreditation Programme. Through this programme two guides are provided for distribution
to pregnant employees and their managers: “Tommy’s Guide to a Working Pregnancy for



Employees”and “Tommy’s Guide to a Working Pregnancy for Managers” The guides
contain general information and guidance on employees rights during pregnancy, health and
safety, legislation and fitness.

Action 10.10: Continue to deliver awareness training in relation to gender equality
Relating Action Point 2007 — 2008: AP26

An Equality Training Strategy was agreed by Tayside Fire and Rescue Management Team in
August 2008.

Incorporated in this reviewed strategy is the requirement for all employees to complete all
modules on the Diversity E-learning training package which was purchased to create a
baseline of knowledge on the six main strands of diversity. This online package includes a
specific module on gender which covers relevant legislation and allows employees to work
through gender based scenarios.

In addition to the online training it has been agreed in Tayside Fire and Rescue “Towards a
Safer Tayside Action Plan” to deliver awareness training to managers in relation to
pregnancy and managing employees who are pregnant, are on maternity leave or have just
returned from maternity leave.

Action 10.11: Encourage females to go for promotion ensuring processes are
transparent
Relating Action Point 2007 — 2008: AP40 /AP31

Tayside Fire and Rescue continually strives to ensure our workforce reflects the diverse
communities we serve. In addition to attracting more females into the role of Firefighter we
would like more female employees to apply for promotion across all uniformed roles. Table
1 identifies how many women are in each role across the organisation.

Table 1: Number of women in each role as a percentage of total number of personnel in
each role

Wholetime Retained
Role Number % Role Number %
Brigade Manager 0 0 Watch Manager 0 0
Area Manager 0 0 Crew Manager 2 6.5
Group Manager 0 0 Firefighter 10 5.2
Station Manager 0 0 Volunteer
Watch Manager 0 0 Role Number %
Crew Manager 2 3.7 Crew Manager 0 0
Firefighter 15 5.9 Firefighter 4 14.8




Total number of female personnel in post based on figures as at 31 March 2009

Control Support
Role Number % Role Number %
Station Manager 1 100 Head of Department 0 0
Watch Manager 3 75 Section Head 5 55.5
Crew Manager 4 100 Section Co-ordinator 2 33.3
Firefighter 10 91 Supervised Staff 36 67.9

In conjunction with Grampian Fire and Rescue and Highlands and Islands Fire and Rescue
Assessment and Development Centres (ADCs) are held for uniformed personnel at a
supervisory, middle and strategic manager level.

Individuals must have demonstrated competence within the role below the level applied for at
the ADC. If the application form is not used as a means of sifting, individuals may be asked
to complete an Initial Test of Potential (IToP). On the successful completion of an IToP they
will then be inivited to attend an ADC.

A supervisory ADC was held in September 2008, 5 female employees applied, 3 were
successful at the IToP and 2 were then successful at the ADC.

A middle manager ADC was held in August 2008, 2 female employees applied, both were
successful at the IToP and 1 individual was then successful at the ADC.

In addition, a strategic ADC was carried out in November 2008 however there were no
female employees eligible to apply for this level.

All individuals who are successful will be eligible to apply for promotion as vacancies arise.
In order to encourage more individuals to apply for an ADC briefing sessions were held, in
addition briefing sessions were held with a number of females on a one to one basis. We will

continue to encourage all individuals to apply for promotion with a specific emphasis on
females.
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| 3.0 EQUALITY IMPACT ASSESSMENTS

Action 10.13: Continue to carry out Equality Impact Assessments to monitor that our
working practices do not discriminate against particular groups or individuals
Relating Action Point 2008 — 2009: AP35

Tayside Fire and Rescue has a robust equality impact assessment process which fulfils the
obligation to assess all policies and practices for potential detrimental impact.

All new and existing policies and the practices, procedures, initiatives, functions and services
which feed into that policy are subject to an equality impact assessment to ensure that as far
as possible any negative consequences are eliminated or minimised.

The Equality Impact Assessment policy and template has been revised and published on our
Intranet.

In our Race Equality Scheme we published a timetable for completing and reviewing equality
impact assessments. This is an ongoing process and each department has a responsibility to
ensure that they adhere to the timetable.

During April 2008 and March 2009 Tayside Fire and Rescue carried out 175 equality impact
assessments. These are published on our Intranet and are available to view on request.
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| 40 EMPLOYMENT

Table 2: Workforce Profile at 31 March 2009

Category Male Female Declared Declared
Disabled* BME
Wholetime 381 17 5 3
Volunteer 26 4 3 0
Retained 227 12 3 0
Control 2 18 Included in 1
Wholetime Figure
Support 25 43 3 1
Total 661 94 14 5

*Declared disabled is based on an Employee Disability Audit carried out in April/May 2009
Employment Monitoring 2009
The following data is the total of all activities occurring between 29 June 2008 and 28 June

2009 unless otherwise stated.

Table 3: Recruitment

Total Male Female Disabled BME
Applicants 234 71 103 4 3
Shortlisted 65 22 32 0 1
for Interview
Appointed 14 5 9 0 0

*Total number of applicants, total shortlisted for interview and total number appointed is
comprised of male, female and those individuals who did not complete an equal opportunities
monitoring form in the period 29 June 2008 — 8 May 2009

Table 4: Promotion

Total Male Female Disabled BME
Applicants 99 85 3 0 0
Shortlisted 93 79 3 0 0
for Interview
Appointed 32 24 2 0 0

* Total number of applicants, total shortlisted for interview and total number appointed is
comprised of male, female and those individuals who did not complete an equal opportunities
monitoring form

Table 5: Leavers

\ |  Total | Male | Female | Disabled | BME
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| Leavers

| 41

| 7

1

| 1

| 0

*Totals include those individuals who did not complete an equal opportunities monitoring
form in the period 29 June 2008 — 8 May 2009.

Table 6: Training Employee Development Requests

Total Male Female Disabled BME
Courses 23 15 4 0 1
Approved
Courses 1 0 1 0 0
Declined

*Training Courses supported by the Educational Support Grants 2008 - 2009

*Total courses approved and declined includes those individuals who did not complete an
equal opportunities monitoring form

Table 7: Continuous Professional Development Payments

Total Male Female Disabled BME
Applicants 37 15 0 0 1
Approved 12 12 0 0 1
Declined 3 3 0 0 0

*Continuous Professional Development Payments 2008 - 2009
* Total number of applicants is comprised of those individuals who did not complete an equal
opportunities monitoring form

Table 8: Assessment and Development Centres

Total Male Female Disabled BME
Applicants 4 4 0 0 0
Passed 3 3 0 0 0
Failed 0 1 0 0 0

*Assessment and Development Centres 2008 — 2009
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| 5.0 CONCLUSION

Based on this review of the Gender Equality Scheme Tayside Fire and Rescue can
demonstrate improvement in relation to meeting its objectives under the Gender Equality
Duty.

Tayside Fire and Rescue has made considerable progress on a number of Actions during
2008/2009 however there are areas where further improvements can be made. Training in
relation to gender and transgender is required across the organisation and encouraging
females to go for promotion remains a high priority.

The information days we held for Wholetime Firefighter recruitment in February 2009 were a
huge success. We have attracted 1105 applications from individuals including females and
BME from across Scotland and different countries such as Poland, Southern Ireland and
Northern Ireland.

A new integrated Payroll/HR system ‘Resourelink’ is being implemented during 2009 which
will hold details for all employees. This will significantly improve the accuracy of statistical
data which will ensure that future employment monitoring is accurately captured, analysed
and reported.

Tayside Fire and Rescue values all employees and is committed to equality of opportunity.
In December 2009 we will publish a Single Equality Scheme encompassing the 7 equality
strands; Age, Disability, Race, Religion or Belief, Sexual Orientation, Gender Reassignment
and Gender. The Single Equality Scheme will provide a framework which will mainstream
equality and diversity across the organisation, it will include an action plan of how we will
progress equality during the 3 years of the scheme.

The Gender Action Plan has been updated to reflect the progress made during 2008 — 2009
and can be found in Appendix A.
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APPENDIX A

Gender Equality Scheme

Action Plan
Action Relating Relating Lead Department | Lead Person (s) Year
Strategic Strategic
Objective / Objective /
Action Point | Action Point
2007 — 2008 | 2008 — 2009
10.1 Transgender Awareness Training SO13: AP29 | SO12: AP34 | Personnel Services Equality and 2010
Policy Advisor
10.2 Produce and implement a SO13: AP29 | SO12: AP34 | Personnel Services Equality and 2009
Transgender Policy Policy Advisor | (Integrate
Transgender into
existing policies)
10.3 Continue to improve facilities with | SO13: AP29 S012 Technical Services Facilities 2008/2009
regard to privacy and dignity Manager
10.4 Monitor positive action campaign/ | SO14: AP31 | SO13: AP39 | Personnel Services Equality and 2008/2009/2010

event

Policy Advisor




10.5 Build on the positive action SO14: AP31 | SO13: AP39 | Personnel Services Equality and 2008/2009/2010
initiatives — different employee Policy Advisor
types / job roles
10.6 Continue to raise awareness in SO14: AP31 | SO13: AP39/ | Personnel Services | Diversity Forum/ | 2008/2009/2010
relation to positive action with AP40 / Community Equality and
employees Safety Policy Advisor
10.7 Promote flexible working and its SO11: AP26 | SO12: AP36 | Personnel Services Equality and 2008/2009/2010
benefits, especially to men Policy Advisor
10.8 Work towards ensuring equal pay SO18: AP39 SO12 Corporate Head of 2008
by completing single status and Services/Personnel Corporate
ensuring terms/conditions/pay are Services / HR
non discriminatory across the Manager
organisation
10.9 Review maternity policies and SO13: AP29 SO12 Personnel Services Equality and 2008/2009/2010
procedures ensuring they develop Policy Advisor /
with best practice Safety Manager /
Occupational
Health Advisor
10.10 | Continue to deliver awareness SO11: AP26 | SO12: AP34 | Personnel Services Equality and 2008/2009/2010

training, in relation to gender
equality

Policy Advisor




10.11 | Encourage females to go for SO19: AP40/ | SO13: AP40 | Community Safety 2008/2009/2010
promotion ensuring processes are SO14: AP31 / Personnel / Equality and
transparent Services Policy Advisor

10.12 | Produce and publish an Equal Pay SO13: AP29 Corporate Services Completed
statement

10.13 | Continue to carry out Equality SO13 SO12: AP35 | Personnel Services Equality and 2008/2009/2010

Impact Assessments to monitor that
our working practices do not
discriminate against particular
groups or individuals

Policy Advisor




