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Merseyside Fire & Rescue Service Lesbian, Gay & Bisexual Policy

Aims.

To create a culture of dignity and respect for all staff regardless of sexual
orientation, ensuring that there exists freedom from prejudice, stereotyping,
harassment & discrimination.

To provide support for lesbian, gay & bisexual (LGB) employees, through the
establishment of a workplace LGB employee network.

To raise staff awareness of issues affecting LGB communities, and empower
staff to act in a sensitive manner in any dealings with members of this
community.

To establish a clear consultation & communication process to seek interests
and views of LGB people.

Sexual Orientation & the workplace

Introduction

Lesbian, gay and bisexual people comprise around 6 per cent of the UK population,
according to government estimates. That's roughly 3.6 million people, or 1.7 million
in the UK workforce. The arguments for ensuring that organisational diversity policies
and practices include lesbian, gay and bisexual people have never been stronger.

Merseyside Fire and Rescue Service (MF&RS) recognises that we need to draw on
talent from all sections of the population and create a workforce culture that
embraces diversity and equality and delivers an excellent service to all the diverse
communities on Merseyside. By doing this we will:

Enhance our Reputation — the need to show the right corporate image to
an increasingly discerning population of potential staff and members of the
public.

Improve Recruitment, Retention & Productivity —the need to become an
employer of choice, to retain and motivate the talent necessary for optimal
performance.

“People perform better when they can be themselves”
Stonewall Diversity Champions

In order to do this we will ensure that:
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e Staff experience fairness and equity of treatment in all employment matters,
regardless of their sexual orientation.

e Staff members in a civil partnership receive the same benefits as married
members of staff.

e Staff receive awareness training on sexual orientation issues, in terms of
employment practice, and delivering an equitable service to LGB
communities.

e Any allegation of homophobia will be investigated thoroughly, in a sensitive
manner.

e We consult with the LGB communities of Merseyside, and with staff members
through an LGB staff network.

MF&RS, as an equal opportunities employer, is committed to ensuring that all
individuals whether they are staff, members of the public or other professionals who
come into contact with our service, are treated with dignity and respect. We will
provide equality of opportunity within the working environment, free from unlawful
discrimination, victimisation, harassment or bullying, based upon sexual orientation.

MF&RS respects the right of any individual to choose whether or not they are open
about their sexuality. We support the right of any employee, to do this without fear of
discrimination, harassment or bullying and for them to be confident that they will
receive fair and equal treatment.

Legal Framework

Over recent years there has been an increasing amount of legislation produced in
the area of the protection of employees and consumers/service users, on the
grounds of sexual orientation. In particular:

The Employment Equality (Sexual Orientation) Regulations 2003.
The Civil Partnership Act 2004.
The Equality Act (Sexual Orientation) Regulations 2007.

The Employment Equality (Sexual Orientation) Regulations 2003

The Employment Equality (Sexual Orientation) Regulations 2003 relate specifically
to sexual orientation and employment issues. These regulations make it unlawful to
discriminate in employment or training on grounds of sexual orientation.

The new regulations apply to all aspects of employment and training, including
recruitment, promotion, terms and conditions (including pay) and dismissals.

It defines two types of discrimination: direct, indirect ; as well as defining harassment
and victimisation.

Direct discrimination is where one person is treated less favourably than another

person is treated, has been treated or would be treated in a comparable situation
on the grounds of sexual orientation.
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Indirect discrimination is where a policy or practice is applied equally to all but which
disadvantages people of a particular sexual orientation, unless it can be objectively
justified. It is defined more broadly in these regulations than in current race
discrimination law and there is no requirement to demonstrate the disadvantages
through statistics.

Harassment is defined as unwanted conduct which takes place with the purpose or
effect of violating the dignity of a person and of creating an intimidating, hostile,
degrading, humiliating or offensive environment.

Victimisation occurs when a person has made or intends to make a complaint or
allegation or have given or intend to give evidence in relation to a complaint of
discrimination on grounds of sexual orientation.

LGB&T Staff Network.

A critical part of this policy is to establish an LGB&T staff network within MF&RS.
Such networks provide an effective consultation mechanism, facilitating
communication between organisations and employees from minority groups. They
are a point of contact for employers who want to find out about the concerns of their
staff and can be a useful resource for policy makers and diversity trainers. Providing
a forum for discussion is an important way to build a workforce that feels valued, and
LGB&T employees can use a formal network to support each other. The group can
also speak up for staff who are experiencing problems at work.”
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Contact Stuart McKenna. Equality & Diversity
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4237. stuartmckenna@merseyfire.gov.uk
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