
EQUALITIES AND HUMAN RIGHTS COMMITTEE 

RACE EQUALITY, EMPLOYMENT AND SKILLS INQUIRY  

SUBMISSION FROM SCOTTISH FIRE AND RESCUE SERVICE 

 

Dear Sir/Madam, 
 
I refer to your correspondence of 2nd March 2020 and 12th June 2020 and am 

responding on behalf of Chief Officer Martin Blunden of the Scottish Fire and Rescue 

Service. 

 

The Scottish Fire and Rescue Service (SFRS) understands the importance of public 

bodies taking steps to provide an inclusive workplace culture and contribute to creating 

a Scotland that promotes equality and reduces inequality. Initiatives undertaken by the 

SFRS reach across all protected characteristics including Black, Asian and Minority 

Ethnic communities (BAME) and beyond those characteristics captured under the 

strict classifications of the Equality Act 2010 to embrace those who may experience 

social or economic disadvantage, carers and care experienced young people. An 

initiative that our employees are particularly enthusiastic about is our responsibilities 

as a Corporate Parent and working to improve the life chances of care experienced 

children and young people. 

 

We recognise the intersectionality of characteristics and that identifying an individual 

by a single characteristic they may hold is unlikely to provide an illustration of the 

entirety of their life experience or their exposure to discrimination or disadvantage. 

Noting, for example that BAME communities are more likely to experience levels of 

disadvantage within the education system can, in turn, lead to their under-employment 

in the labour force and that discrimination against disabled people leads to higher 

levels of unemployment for this group. Using the Equality and Human Rights Impact 

Assessment process lets SFRS identify potential for disadvantage and discrimination 

in the life experiences of different community groups and allows us to take steps to 

counteract these and ensure that we do not reinforce or replicate them. 

 

1. How does your organisation work together with schools, colleges and 

universities to help people from minority ethnic communities move into your 

work place? 

 

The SFRS operates a range of engagement programmes with school aged young 

people including in-school fire and personal safety sessions (Go Safe Scotland) and 

a broader programme hosted within our premises aimed at developing life skills (Fire 

Skills) which includes an Employability Award.   

 

In February 2020 SFRS launched our national Youth Volunteer Scheme which 

currently operates out of Fire Stations in Helensburgh, Kilmarnock, Cambletown and 

Dumbarton with ambitions to extend it further. Open to teenagers between 12 and 18 

this initiative provides an excellent opportunity to engage with young people and 



promote the behaviour and skills that can improve the safety of the people of Scotland. 

It will also help develop the overall confidence and life skills of the volunteers involved. 

 

The SFRS also operates a Career Ready programme where school aged young 

people are mentored by SFRS employees throughout an academic year and 

undertake a structured in-house programme to ready them for life in the workplace 

and enhance their general life skills. 

Typically, these programmes are not targeted towards specific protected characteristic 

groups and most often involve nominations from schools or social work departments. 

Follow-up with the young people involved in these programmes and/or a responsible 

adult provides the mechanism to gather feedback and create a programme for 

continuous improvement.   

 

In addition to formalised SFRS programmes of engagement with schools, colleges and 

universities local station personnel also participate in ad hoc career events organised 

by the local education sector. These provide another important mechanism to interact 

with young people considering their career choices.   

 

2. How does your organisation encourage more people from minority ethnic 

communities to apply to work in your organisation? 

 

SFRS is not currently representative of Scotland’s diverse communities with a 

workforce profile predominantly white British and male.  

 

We have recently re-energised previous efforts to address this imbalance in our 

workforce by launching our Positive Action Strategy (PA Strategy) and our 3 year 

Balancing the Workforce Action Plan. Based around a 360 degrees model of 

intervention in the recruitment cycle our PA cycle involves a rolling programme of 

positive action events starting with targeted outreach to community groups currently 

under represented in our workforce. Hosting events for specific community groups 

such as women, BAME and LGBT allows us to address the issues most relevant to 

that group and show this within the context of working with the SFRS. The third phase 

of the PA Strategy is to support potential colleagues as they prepare for the selection 

stages of the recruitment process such as providing information to women applicants 

on building their physical strength where previous recruitment campaigns have 

identified a potential issue for a particular applicant grouping. Gathering feedback and 

assessing that alongside the results of the recruitment and selection programme 

allows us to continue to adapt our PA Strategy. 

 

For our 2020 Wholetime Firefighter recruitment campaign scheduled for early autumn 

we are redesigning our Recruitment and Selection Policy and Procedure as part 

of our commitment to be a continuously improving public sector body.  Learning from 

feedback from past applicants and our colleagues and analysing data captured on 

recent campaigns our ambition is to have a recruitment and selection programme that 

builds on the good work of the positive action campaign in attracting a wider pool of 

applicants. Implementing a process and applying practices that are legally compliant, 



support equality, reflect best practice and are consistent, fair and transparent is 

essential. This approach requires robust training and development of SFRS staff to 

ensure that bias, conscious or unconscious, has no part in our process and practice. 

We will monitor each stage of the selection process to ensure that bias at any stage 

is eliminated.  This will be measured by monitoring any disproportionate drop-out rates 

and we will take any mitigating action necessary. Our marketing campaign and 

employer branding is being reviewed to align to our ambitions of being an inclusive, 

employer of choice. 

 

Our Apprenticeship scheme provides another avenue into employment with the SFRS 

including operational Firefighter roles via the SFRS Firefighter Modern Apprenticeship 

as well as non-operational apprentice opportunities e.g. Information Communication 

Technology, Business Administration. 

  

3. What support does your organisation give to retain people from minority 

ethnic communities in your organisation? For example, women returning to 

work or opportunities for progression. 

 

The SFRS provides a full suite of positive and inclusive workplace policies expected 

of a modern, inclusive, employer of choice. The SFRS is proud of the Reward 

Framework and range of leave arrangements we have introduced as attractive to 

and meeting the needs of a diverse range of people.  

 

We provide an enhanced maternity leave scheme and are in the process of 

combining all our family leave processes into a single framework which recognises 

the diverse range of family groups. Adopting Stonewall’s guidance on gender neutral 

language across our workplace policies provides another layer of inclusion to our 

policy and practice and our Equality and Human Rights Impact Assessment process 

ensures that our policies and practices support the three strands of the equality duty 

to remove unlawful discrimination, promote equality of opportunity and promote good 

relations between different groups.  

 

In recognition of the improvements we still need to make in monitoring our workforce 

by protected characteristic across the entire work-life cycle we have a communications 

strategy to improve the disclosure rate of personal information through our self-service 

electronic employee data system. A significant project to improve how we manage all 

of our employee data is being managed under our People, Training, Assets and 

Finance Project. 

 

Allowing our employees’ voices to be heard is crucial to understanding their needs 

and concerns and learning how best to respond. We have an internal 

communications strategy that incorporates general staff surveys as well as subject 

specific engagement activities such as listening to our employees’ views on making 

changes to our vision, values and culture.  

 



We recently launched a mechanism for equality related Employee Networks to bring 

together groups with shared experiences and interests. Our senior Equality 

Champions includes two BAME Equality Champions drawn from our most senior 

leadership tiers to support our commitment to equality and inclusion and put a human 

face to some of our corporate initiatives such as Black History Month. 

 

We are executive members of the Asian Fire Service Association and support our 

colleagues participate in their training, development and networking events. In addition 

to our standard engagement with trades unions we also have specific meetings on 

equality matters with our largest representative body. 

 

4. How does your organisation deal with racism and discrimination in the work 

place? For example, does everyone know their responsibilities? 

 

In line with the requirements for all large employers we have a range of policies to 

manage bullying, harassment, discipline and grievance. Employees and managers are 

aware of their responsibilities under these policies as well as demonstrating their 

adherence to our Values and Code of Conduct. 

 

Our Dignity and Integrity at Work Policy is underpinned by our Professional 

Behaviours and Equality module and a recent refreshment of Bullying and 

Harassment focus groups. 

 

5. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce? 

 

In addition to our Professional Behaviours and Equality training module, which 

operates as a face-to-face programme for newly appointed operational staff and as an 

ongoing electronic programme for all employees, we embed equality into our training 

on employment practice. Training on recruitment and managing attendance for 

example, include case studies based around equality themes and addresses the 

theme of unconscious bias.  

 

We support employees who wish to participate in external equality training events such 

as those provided by Stonewall and the Asian Fire Service Association. 

  

Our leadership learning and development programmes have been considered and 

supported by an equality and human rights impact assessment process. Board and 

Executive level training events such as Stonewall or strategy development days on 

equality topics provide for ongoing improvements in equality competence amongst our 

senior teams.  

 

Training and ongoing support on the Equality and Human Rights Impact 

Assessment process is provided by our Equality and Diversity Team. This team 



also provides support across the organisation in meeting our equality obligations and 

enhancing our performance as an employer and service provider that seeks to remove 

inequality and promote inclusion and value diversity.  

 

I would be happy to provide more detailed evidence on the above should the 

Committee consider of interest to receive. 

 
Yours sincerely 
 

 


