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Introduction 

Buckinghamshire and Milton Keynes Fire Authority (BMKFA) is fully committed 
to Equality and Diversity. The Authority recognises fairness and inclusion is 
fundamental to everything it does, to achieve its vision of making 
Buckinghamshire and Milton Keynes the safest areas in England in which to 
live work and travel. 

The Authority believes a workforce that better reflects the diversity of the 
local working population will create a stronger, more enriched and well-
informed organisation, able to meet the expectations of a modern Fire and 
Rescue Service. This is a key aspect of our People Strategy. The Authority’s 
objective is to embed Equality and Diversity into everything it does internally 
and externally. 

The Authority recognises having a diverse flexible workforce, which better 
reflects the community it serves, can enhance performance as well as improve 
its service to the community. 

Under the Equality Act 2010, public sector organisations are expected to use 
this understanding to demonstrate ‘due regard' to the Public Sector Equality 
Duty (PSED) to:  

• Eliminate discrimination, harassment, victimisation, and any other 
conduct that is prohibited by, or under, the Act. 

• Advance equality of opportunity between people who share a relevant 
protected characteristic and people who do not share it. 

• Foster good relations between people who share a relevant protected 
characteristic and those who do not share it. 

The aim of the PSED is to embed equality considerations into the day to day 
work of public authorities so they tackle discrimination and inequality, and 
contribute to making society fairer. 

The Equality Duty covers the following protected characteristics: age, 
disability, gender reassignment, pregnancy and maternity, race, religion or 
belief, sex, and sexual orientation. 

The duty applies to marriage and civil partnership, but only in respect of the 
requirement to have due regard to the need to eliminate discrimination. 
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The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017 
that came into effect in 2017 require public sector organisations employing 
over 250 staff to carry out gender pay gap reporting. In accordance with the 
Regulations, the Authority is required to annually publish six pieces of 
prescribed data about the pay and bonuses of male and female workers within 
the organisation:  

1. Mean gender pay gap in hourly pay 
2. Median gender pay gap in hourly pay 
3. Mean bonus gender pay gap 
4. Median bonus gender pay gap 
5. Proportion of males and females receiving a bonus payment 
6. Proportion of males and females in each pay quartile 
 
This data must be published ‘within the period of 12 months beginning with 
the snapshot date’ (Regulation 2(2)). The snapshot date for public sector 
employers is 31 March each year. 

Equality, Diversity and Inclusion (EDI) Objectives 2020 - 2025 

The Authority’s Equality, Diversity, `and Inclusion Objectives 2020 to 2025, 
which were approved at the June 2020 Fire Authority are set out against 
elements of the Authority’s core values:  

• Diversity - Our culture will engage and value diversity and difference to 
enhance our service offering to the public. 

• Service to the Community - We will provide a more diverse range of 
services to better protect the communities we serve. 

• Improvement - Our employment offer will be inclusive and embrace 
flexibility to support improved diversity representation across the service.  

• People - We aim to be an employer of choice, attracting, recruiting, 
retaining and developing staff from diverse backgrounds, to reflect the 
communities we serve. 

Progress against objectives has been reported to the Fire Authority on an 
annual basis.  For progress to date, and to explore the themes for 2023, please 
see the Appendices 2 and 4. 

 


