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MESSAGE

FROM THE FIRE SERVICE
RESEARCH TRAINING TRUST 
Alasdair Hay – Chair - Fire Service Research Training Trust

I am delighted to have been invited to write a

short message on behalf of the Fire Service

Research Training Trust (FSRTT) to this Religion

and Belief Toolkit. It is a much needed, excellent

learning and development resource to help fire

services address the role of how religion and

belief plays in the workplace. 

It includes everything from what to look out for,

how to manage requests and how to make

reasonable adjustments to all staff to deliver a

service and accommodate their religious beliefs.

It features case studies from fire and rescue

services staff from different faiths who share

their insights on how they have successfully

integrated their faith and their role as serving

the fire and rescue service. 

This is a great resource

for the fire and rescue

service, and I hope it

shows how any fire

and rescue service, large

or small, should be bold

and ambitious about

accommodating religion

and belief in the

workplace. 
Alasdair Hay
FSRTT Chairperson
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LET’S START THE CONVERSATION
ABOUT RELIGION AND BELIEF
AND THE WORKPLACE 
Dalvinder Rai, AFSA Chair 

We know the fire and rescue

service is committed to being the

most inclusive employer in the 

UK, and to working in a way that

makes everyone feel they can

participate fully in our workplaces

irrespective of faith or no faith

- no matter what their background.

FOREWORD

We are committed to updating this online

toolkit and over time our aim is to add

additional content as we continue to explore

religion  and belief further within the UK fire

and rescue service, so we will keep posting

good practice wherever it’s shared.

Also, this toolkit has been deliberately

developed as a practical guide, providing

information about how to manage religion

and belief within the fire and rescue service.

It is also aimed at supporting HR and learning

development specialists with the tools to create

greater faith literacy within their departments

and wider organisations and to provide

practical support by signposting individuals

to existing guidance and good practice.

Finally, I would like to thank the members of the

AFSA Executive team and those staff who have

taken the time to submit their stories as part of

the case studies. 

If you have any

questions about the

toolkit, or suggestions

for additional content,

please contact

afsafrs@yahoo.co.uk

This toolkit looks specifically at inclusion from

the perspective of religion and belief, with

information on how to support specific religious

practices and wider tips on how to make sure

everyone in your team can feel included.

It’s intended primarily as a tool to support line

managers throughout the fire and rescue

service, although we hope it will be a helpful

resource for anyone interested in developing

their knowledge and how to apply their learning.

We know that faith groups are not homogenous

groups, and practices amongst faith group

participants may vary but we hope this

document is the start of many conversations

in our offices, mess rooms and training

departments. 

I would like to extend a heartfelt thank you to

the Fire Service Research and Training Trust

(FSRTT) for its support and the generous

contribution in January 2020 that has enabled

the AFSA to develop this toolkit. We believe

this toolkit advances the FSRTT stated purpose

‘to support learning, research and the sharing

of information and ideas across UK FRS and

secondly contribute to the aims of the FSRTT

spreading learning, research and sharing

information to support the workings of the

UK FRS’.

Dalvinder Rai
AFSA Chairperson
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This toolkit was developed following a multi-faith summit in 2019 involving

colleagues across the fire and rescue service together with the police,

ambulance and prison services. In addition, a webinar was held in July 2020

to further explore the experience.

INTRODUCTION

and therefore this guide is a starting point for

conversations.

The aim of this toolkit is to capture in one place

the issues to think through when building an

inclusive team that includes people from a

range of different religions and belief systems.

Links have been included for readers to click on

to access more detailed information. 

It is split into different sections:

1.    What do we mean by religion & belief?

2.   Why does the fire and rescue service

      need this toolkit? 

3.   Why does this matter to you as a

      line manager?

4.   Religion and workplace health

      and wellbeing.

5.   Dress codes and religious.

      discrimination: what is reasonable?

6.   Religion or belief and dietary

      requirements.

7.   Time off and religion and belief .

8.   Latest case law and religion and belief

      and the workplace.

9.   Case studies – working in the fire

      and rescue service and practicing my

      religion and belief.

10. Where you can find out more about

      religion and belief in the workplace.

Feedback and research indicates

that fire and rescue services

operate in a society with an

ever widening and diverse

mix of religions and beliefs,

or lack of, need to be

considered when developing services

to the public and employment policies.

The following pages provide information and

guidance to help fire and rescue services

develop services that support the cultural needs

of the diverse communities they serve and

strengthen their role as an inclusive employer –

removing barriers that might prevent them from

attracting, recruiting, developing and retaining

people with the best skills and aptitude to make

careers in the fire service. 

This toolkit looks specifically at inclusion from

the perspective of religion and belief, with

information on how to support specific religious

practices and wider tips on how to make sure

everyone in your fire service can feel included.

It is intended as a guide for line managers

throughout the fire service, although we hope it

will be a helpful resource for anyone working as

part of an inclusive team. We know that religion

and belief groups are not homogenous groups,

Religion, Belief and Culture in our Community Understanding, respecting and 
valuing the diverse communities of 

the United Kingdom 

Working together to make the United Kingdom 

a safer, more sustainable and cohesive Nation

Third Edition 2018 

Yasmin Bukhari

AFSA General Secretary

Diane Dunlevey

AFSA Vice Chair

Hardeep Dale

AFSA Vice chair

AFSA Executive Committee

Fire Service Research Training Trust

( FSRTT)  

ACKNOWLEDGEMENTS
Dalvinder Rai

National Chair AFSA -

Inclusion & Diversity Partner,

Hampshire Fire & Rescue Service

Jagtar Singh MA, BA Hons, MiFireE OBE- 

National Adviser AFSA -

Chair Coventry & Warwickshire

Partnership NHS Trust

Mohamed Jogi Chartered FCIPID, MSc, LLB (Hons)

AFSA Strategic Coordinator -

NHS Employers 

https://www.nationalfirechiefs.org.uk/write/MediaUploads/NFCC%20Guidance%20publications/Workforce/Equality/Faithguide_National_FINAL.pdf
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three people in London; but for less than one

in every 20 people living in the South West

and North East regions (each with four per cent

respectively).

TWO KEY MESSAGES

Simply do not to make assumptions

or generalise. 

When in doubt, ask! People won’t expect

you to know everything about their

attitudes and customs. It’s better to ask

than to get it wrong.

Britain today is a country of great cultural

diversity. It is a multi-ethnic and multi-faith

country. Ten per cent of the population would

describe themselves as from a Black, Asian or

minority ethnic background. Approximately

eight per cent of people in Britain were born in

another country. 2

While no British village, town or city is truly

homogenous, different parts of the country

have varying concentrations of people from

Black, Asian and minority ethnic groups living

in them. In 2005, people from minority ethnic

groups accounted for around one in every

Workplace Religion & Belief Toolkit For Fire and Rescue Services

UNDERSTANDING RELIGION
AND BELIEF
‘An equal society recognises people’s different needs, situations and

goals, and removes the barriers that limit what people can do and be’.1

BUDDHISM 

Dharmachakra, or "wheel of law." 

CHRISTIANITY 

The sign of the cross.

HINDUISM 

Om (or Aum).

HUMANISM 

The Happy Human Symbol.

ISLAM 

Star and Crescent.

JUDAISM 

Star of David.

PAGANISM 

Pentacle.

RASTAFARIANISM 

The conquering Lion of Juda.

SIKHISM 

The Khanda.

1 The Equalities Review, published 2007
2 Mid-2005 population estimates published by ONS as experimental statistics.
For more information see www.statistics.gov.uk/StatBase/Product.asp?vlnk=14238



Asian Fire Service Association

ASIAN FIRE SERVICE ASSOCIATION (AFSA)

PAGE 7

WWW.AFSA.CO.UK

S
E
C
T
IO
N
 1

SECTION 1

WHAT DO WE MEAN BY
RELIGION AND BELIEF?  
The Equality and Human Rights Commission’s (EHRC)

definition of religion or belief, provides useful guidance

and includes:

  Support for any fire and rescue members of staff from any

      religion – including an organised religion such as

      Christianity, Judaism, Islam, Hinduism, Sikhism or

      Buddhism, or a smaller religion such as Rastafarianism

      or Paganism, as long as it has a clear structure and

      belief system.

  Support for any fire rescue members of staff who have philosophical

      beliefs1. The definition of a belief for the EHRC is one that “is genuinely

      held and more than an opinion. It must be cogent, serious and apply to

      an important aspect of human life or behaviour”.

  Support for fire and rescue staff with no religion or belief - on the

      basis that protection against discrimination applies equally to people

      who are not of a particular religion, or a part of it.

example) as well as those for whom it is not.

It is also written in a way that should ensure

that staff within the fire and rescue service who

have no religion or formal belief system can also

feel fully included in the work of their teams.

This guide has been developed in a way that

does not prioritise one religion or belief system

above others and seeks to provide support to

fire and rescue staff for whom their religion is

visible (because of dress or practice, for

This is a more complex area as the case law is relatively new. The case of Nicholson vs Grainger PLC suggests that for a philosophical
belief to be afforded protection it must: • Be genuinely held • Be a belief and not an opinion or viewpoint based on the present state
of information available • Be a belief as to a weighty and substantial aspect of human life and behaviour • Attain a certain level of
cogency, seriousness, cohesion and importance • Be worthy of respect in a democratic society and not incompatible with human
dignity and/or conflict with the fundamental rights of others The majority of case law to date concerns beliefs that have centred
around environmentalism, vegan/vegetarianism and animal rights, but would not be restricted to these. Other protected beliefs could
be a belief in socialism, new age spirituality or secular humanism, but not membership of a political party or anything at odds with
the rights of others e.g. a belief in racial supremacy. This guide will be updated regularly in line with the law. However, managers
should aim to treat requests relating to a philosophical belief with the same respect as those related to religion.

1

Religion or belief: a guide to the law

1

Religion or belief: 
a guide to the law

https://www.equalityhumanrights.com/en/advice-and-guidance/religion-or-belief-what-it-and-why-it-important
https://www.equalityhumanrights.com/sites/default/files/religion-or-belief-guide-to-the-law.pdf
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SECTION 2

WHY DOES THE FIRE AND
RESCUE SERVICE NEED THIS
TOOLKIT ON RELIGION & BELIEF?  
The fire and rescue services are major employers and at the same time

serve an increasingly diverse population. 

All fire and rescue service staff in England: 

50% from a Christian background

0.7% from a Buddhist background 

0.3% from a Hindu background

0.1 from a Jewish background

0.8% from a Muslim background 

0.3% from a Sikh background 

5% from other backgrounds 

42% from no religious background 

Similarly, in terms of society and religious

affiliation or lack of within England and Wales

the following figures from the Office of National

Statistics present a representative picture: 

56.6% of the population identify

as Christian 

5.6% of the population identify as Muslim

1.7% of the population identify as Hindu

0.5% of the population identify as Jewish 

0.5% of the population identify

as Buddhist

1.5% from other backgrounds 

33% from no religious background 

The fire and rescue services are

committed to understanding

the role and increasing value

of developing a diverse

workforce and new ways of

serving diverse communities.  

Therefore, the diversity of the fire and rescue

service workforce In England and the population

it serves has changed and is likely to continue to

do so in the coming years.

Looking firstly at staff representation, the

following figures present a picture of the fire and

rescue service in terms of religion and belief and

job role. The figures are based on 27,695

colleagues in England who have declared their

religious and belief identity, or lack of. 

Firefighters in England: 

49% from a Christian background

0.8% from a Buddhist background 

0.2% from a Hindu background

0.1 from a Jewish background

0.6 from a Muslim background 

0.2% from a Sikh background 

5.5% from other backgrounds 

43% from no religious background 

Fire control and support staff in England: 

55% from a Christian background

0.5% from a Buddhist background 

0.8% from a Hindu background

0.1 from a Jewish background

1.3% from a Muslim background 

0.6% from a Sikh background 

4% from other backgrounds 

38% from no religious background 

Strategy2017 - 2020

21,433 staff revealed their religious affiliation and 12,722 did not state their religion or belief and data for 1086 staff was not collected.

6,262 staff revealed their religious affiliation and 2,729 did not state their religious belief or data for 315 staff was not collected .

For all staff 27695 staff revealed their religious affiliation and 15,501 did not state their religion or belief and data for 1401 staff was
not collected.

2

3

4

https://www.gov.uk/government/statistical-data-sets/fire-statistics-data-tables
https://www.ons.gov.uk/peoplepopulationandcommunity/culturalidentity/religion/articles/exploringreligioninenglandandwales/february2020
https://www.nationalfirechiefs.org.uk/write/MediaUploads/committee%20documents/NFCC_Strategy_Final_july_2018.pdf
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that a growing link now exists between staff

health and wellbeing and religion and belief. 

For staff who practice a

particular religion or have a

particular set of beliefs, we

know from our consultations,

webinars and the production

of the community handbook

and Ramadan Month guidance

booklet that they wish to feel

confident in their ability to

undertake the practices they

need to, and to feel able to

share as much as they need

to about their faith without

fear of discrimination.

The Asian Fire Service

Association (AFSA) continues

to advocate the need to work

towards having a workforce

reflective of the communities

in which the fire and rescue

services operate and which

can only lead to a better

response and delivery of services.

This includes the way services

engage with individuals and

organisations from diverse

religious and belief

communities. 

At the same time, it can also mean we need to

think more about how we can make everyone

feel included in our workplaces. We also know

HOSTED BY:

Prepared by Guy Keen and Wendy Kenyon
Merseyside Fire & Rescue Service. October 2015

Engaging with Diverse Businesses for Business Safety Compliance Seminar Report

HANDBOOK 

WORKING WITHDIVERSE COMMUNITIES

A useful  reference guide to understanding

the UK’s diverse faith & ethnic  communities
East of England Fire and Rescue Services Working Together

PROMOTING D IVERSITY

2021 RESOURCE TOOLKIT

A JOINT PUBLICATION WITH

Produced by:Dr Muhammad Ahsan (FRSA)
Edited by:Jagtar Singh (OBE)

ASIAN FIRE SERVICE ASSOCIATION (AFSA)

Islam Awareness Guide
For Fire and Rescue Services

Issues andChallenges inRAMADANMONTH

Asian Fire Service Associatio

http://afsa.co.uk/Home.aspx
http://109.169.46.147/FileStorage/Documents/94/AFSA%202018%20SMOKE%20AND%20MIRRORS%20REPORT%20V2ADD%207th%20May%202018.pdf
http://109.169.46.147/FileStorage/Documents/139/Engaging%20with%20Diverse%20Businesses_Rapid%20Evidence%20Review_v1.0.pdf
http://109.169.46.147/FileStorage/Documents/137/Engaging_With_Diverse_Businesses_Report.pdf
http://www.essex-fire.gov.uk/_img/pics/pdf_1374154430.pdf
http://109.169.46.147/FileStorage/Documents/183/AFSA%202021%20Ramadan%20Month%20Resource%20Toolkit%20MJ%20(2).pdf
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SECTION 3

WHY DOES THIS MATTER
TO YOU AS A LINE MANAGER?
Line managers are ideally placed to foster a climate conducive to

promoting a better understanding of religion and belief and

accommodating ways for staff to integrate their religious and belief

practices into their day to day job role. 

A variety of guidance has been produced to

support line managers in the workplace. 

This includes

guidance from the

Equality and Human

Rights Commission

(EHRC). This support will help managers

navigate the issues and decide on the

appropriate steps they should take.

In addition, ACAS has

produced a range of

key points and a myth

busting document

targeting line managers and helping them to

develop their understanding.

Furthermore, the CIPD has

published useful guidance

and support addressing the

main issues employers face

when dealing with religious

discrimination in the

workplace.

In addition, the Muslim Council

of Britain has produced a

document to support

understanding and to help

line managers.

The British Board of Deputies

has also published an employers’

guide to Judaism. 

Our work with the fire and rescue services

indicates that line managers are aware of what

constitutes direct discrimination but are

particularly concerned about possible indirect

discrimination on the basis of religion that can

arise from various requirements, such as dress

or appearance codes; for example, not being

able to have a beard or wear a headscarf in the

workplace. Employers making such requests

must be able to justify them with a clear

business case, such as a health or safety risk.

Common scenarios line managers within

the fire and rescue services often deal with

in respect of staff and religion and belief

practices include:

Time off for regular prayers during

work time and requests for not working

certain days to accommodate religious

practice.

Actual expressions of religious faith

(prayer, fasting, meditation, etc.).

Allowing staff to pray whilst at work.

Health and safety implications of dress

codes and religious dress, health for

example wearing specific attire or

jewellery and grooming habits associated

with religious practices such as hairstyles

or facial hair.

Participation in religious discussion.

How best to cater for the food

requirements of employees with various

religions or beliefs.

Organising staff parties and avoiding

offence.

7 Sep 2020

Religion, belief andemployment
Explore the UK legal position and main issues employers face when dealing with religious

discrimination in the workplace.
Introduction

Religion and belief discrimination is illegal in the UK and is listed as a protected

characteristic in the Equality Act 2010. It arises when someone is unfairly disadvantaged

for reasons related to their religion or their beliefs. Protection is given to those with any

religion, or any religious or philosophical beliefs as well as those without a religion or

belief. There is no definitive list of religions or beliefs.
This factsheet offers an overview of the different types of discrimination with specific

examples of how they apply to religious and belief discrimination. It suggests good

employment practices to ensure everyone has fair access and opportunity to progress in

work, regardless of their religion or beliefs.
Explore our stance on religion and belief in more detail, along with actions for

Government and recommendations for employers.What is religion or belief discrimination?
This form of discrimination happens if someone suffers an unfair disadvantage for

reasons related to their religion or belief. ‘Belief’ means any religious or philosophical

belief, or a lack of belief, so for example a person can be discriminated against for being

an atheist. To be protected a belief must satisfy a number of criteria, including that it’s an

important aspect of the way in which a person behaves in conducting their life.

The legislation doesn’t give a list of groups that are covered but case law has confirmed

that the following religions or beliefs have been covered under the discrimination

provisions: Muslim, Christian, Hindu, Jewish, Sikh, Buddhist, Pagan, Humanist and Atheist

beliefs. Other beliefs which have been protected by the Act include: environmental or
© Copyright Chartered Institute of Personnel and Development 2020, 151 The Broadway, London SW19 1JQ, UK

Incorporated by Royal Charter, Registered Charity no. 1079797 123

Page 1 of 8  

Muslims in the Workplace
A Good Practice Guide for Employers and Employees 

The Muslim Council of Britain

THE EMPLOYER’S GUIDE TO JUDAISM  

https://www.equalityhumanrights.com/en/religion-or-belief-workplace
https://www.acas.org.uk/acas-guide-to-religion-or-belief-discrimination
https://www.acas.org.uk/acas-guide-to-religion-or-belief-discrimination
https://www.cipd.co.uk/knowledge/fundamentals/emp-law/religious-discrimination/factsheet
https://mcb.org.uk/wp-content/uploads/2019/04/Muslims-in-the-Workplace.pdf
https://www.bod.org.uk/wp-content/uploads/2015/09/Employers-Guide-to-Judaism2.pdf
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  1.   Don’t think you need to be an expert, just respectful and curious.

          Through dialogue with the member of staff and support from HR and

          others, find out what the member’s choice of religion and belief is

          and then demonstrate empathy. 

  2.  Communicate to employees that they must explain what religious

          accommodation is needed and why it is necessary given their

          religious practice.

  3.  Do not automatically reject requests for religious accommodation

          without having a dialogue about an employee's needs and possible

          accommodations.

  4.  Consider adopting alternative work schedules, floating holidays,

          flexible shifts and systems of substitutions or shift-swapping to help

          accommodate religious needs.

  5.  Be proactive and use diversity calendars to encourage staff to be

          aware of religious holidays and to allow for fair and proper scheduling.

ACAS identify three key areas:  

  Recruitment – discrimination may happen when devising the job

      application, advertising and allocation of tasks as well as when

      offering a role. 

  Taking time away from work for religious reasons - an employer is 

      under no obligation to automatically give staff time off for religious

      holidays or festivals, time to pray or a place to pray. However,

      refusing a request without a good business reason could amount

      to discrimination.

  Dress code and appearance – an employer must consult staff and

      relevant employee networks. In an individual case, employer and

      employee should both be reasonable about each other's needs and

      try to come to an agreement.

ACAS has produced detailed guidance for employers, managers, HR

professionals, employees, employee/trade union representatives and job

applicants on how to reduce religion or belief discrimination in the workplace,

how it might still occur and how it should be dealt with if it happens.

KEY TIPS FOR MANAGERS IN AREAS WHERE
RELIGIOUS DISCRIMINATIONS MAY HAPPEN

SO, WHAT CAN LINE MANAGERS DO? ?

https://www.acas.org.uk/acas-guide-to-religion-or-belief-discrimination
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SECTION 4

RELIGION AND WORKPLACE
HEALTH AND WELLBEING 
Over recent years we have witnessed a growing interest

in the examination of the relationship between religion

and wellbeing.  

Growing research indicates that

people who identify as religious

tend to report better health

and happiness, regardless of

religious affiliation, religious

activities, work and family,

social support or financial

status. 

When employees are provided with a

supportive environment to express their

religious identity in the workplace they

experience increased wellbeing and work more

efficiently, according to new research from the

London School of Economics

and Political Science (LSE). 

At the same time, the

researchers found these

benefits are reversed when

employees are not provided

with a supportive environment

or are required to perform tasks

that are incongruent with their religion.

Religion and belief are associated with a moral

authority and the concept of spirituality is

associated with workplace wellbeing. Spirituality

compared to religion and belief is considered

more personal, something people define for

themselves that is largely free of the rules,

regulations and responsibilities associated

with religion. 

Although the precise categorisations are

contestable and different studies sometimes

spread across different categories, the research

body Theos has identified five concepts of

religion and four of wellbeing.

These are:

Religion: religious affiliation, subjective

religiosity, religious belief, religious

group participation and religious

personal participation.

Well-being: subjective well-being,

mental health, physical health and health

supporting behaviours.

7 Sep 2020

Religion, belief andemployment
Explore the UK legal position and main issues employers face when dealing with religious

discrimination in the workplace.
Introduction

Religion and belief discrimination is illegal in the UK and is listed as a protected

characteristic in the Equality Act 2010. It arises when someone is unfairly disadvantaged

for reasons related to their religion or their beliefs. Protection is given to those with any

religion, or any religious or philosophical beliefs as well as those without a religion or

belief. There is no definitive list of religions or beliefs.
This factsheet offers an overview of the different types of discrimination with specific

examples of how they apply to religious and belief discrimination. It suggests good

employment practices to ensure everyone has fair access and opportunity to progress in

work, regardless of their religion or beliefs.
Explore our stance on religion and belief in more detail, along with actions for

Government and recommendations for employers.What is religion or belief discrimination?
This form of discrimination happens if someone suffers an unfair disadvantage for

reasons related to their religion or belief. ‘Belief’ means any religious or philosophical

belief, or a lack of belief, so for example a person can be discriminated against for being

an atheist. To be protected a belief must satisfy a number of criteria, including that it’s an

important aspect of the way in which a person behaves in conducting their life.

The legislation doesn’t give a list of groups that are covered but case law has confirmed

that the following religions or beliefs have been covered under the discrimination

provisions: Muslim, Christian, Hindu, Jewish, Sikh, Buddhist, Pagan, Humanist and Atheist

beliefs. Other beliefs which have been protected by the Act include: environmental or
© Copyright Chartered Institute of Personnel and Development 2020, 151 The Broadway, London SW19 1JQ, UK

Incorporated by Royal Charter, Registered Charity no. 1079797 123
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Religion and Well-being: Assessing the evidenceNick Spencer 
Gillian Madden 

Clare Purtill
Joseph Ewing
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Abstract
We conducted a systematic review of relevant literature to address how religious

and occupational identities relate to each other in the workplace. We identified

53 relevant publications for analysis and synthesis. Studies addressed value differ-

ences associated with religion and occupation, identity tensions, unmet expectations,

and the connection of religious identity to well-being and work outcomes. Key vari-

ables in the connection between religious and occupational identities included per-

sonal preferences, the fit between religious identity and job-related concerns, and

the organization's policies, practices, and expectations. We highlight the personal and

organizational consequences of being able to express religious identity at work and

the conditions that promote high congruence between religious identity and its

expression in the workplace. From these findings, we develop a research agenda and

offer recommendations for management practice that focus on support for expres-

sion of religious identity at work while maintaining a broader climate of inclusion.

K E YWORD S
identity compatibility, identity conflict, diversity, identity, religion, work/nonwork identities

Being religious, being observant, being ultra-Orthodox is

something that is inside you in everything you do—in your

business, in your meetings, in your interactions, in your

food (Kleinhandler, 2016).
1 | INTRODUCTION

Religious beliefs can profoundly affect how employees do their

jobs. In the United States, nearly 80% of individuals are religiously

affiliated (Pew Research Center, 2015), and in England and Wales,

68% (Office for National Statistics, 2012), suggesting a large seg-

ment of the workforce may identify with a religion. Yet, religious

identity in the workplace is often neglected in human resource

(HR) theory and practice, making it a workplace diversity issue

prone to tension and conflict (Gebert et al., 2014). In 2014, the

case of two Catholic midwives seeking to avoid supervising abor-

tion procedures reached the UK's Supreme Court, which ruled

against them (BBC News, 2014). In 2017, in response to the firing

of a Muslim receptionist, the European Court of Justice ruled that

workplace bans on wearing hijabs need not constitute discrimina-

tion (BBC News, 2017). Recently in the United States, several retail

pharmacy chains faced public backlash after some pharmacists

declined to fill prescriptions they deemed against their religious

beliefs (Turesky, 2018). These events have prompted media atten-

tion and public debate, pointing to potential conflicts between the

expression of occupational and religious identities.

[The copyright line for this article was changed on 23 October 2019 after original online

publication.]
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  Commitment - acknowledge the growing role and benefit that religion

      and belief and spirituality plays in the health and wellbeing of staff.

  Understand - recognise the wellbeing needs of your staff relating to

      both religion and belief and spirituality. 

  Engage with key stakeholders - there are lots of different people across

      your organisation and externally who might be able to support you to

      integrate religion and belief and spirituality within your existing health

      and wellbeing programme.

  Encourage staff - to share why religion and belief/spirituality helps their

      wellbeing. Staff who feel empowered to have conversations will help

      create a culture that supports and encourages the link between health

      and wellbeing and religion and belief. 

  Facilitate - provide opportunities that support religious beliefs, and

      spiritual health and wellbeing.

SO WHAT CAN ORGANISATIONS DO TO FOSTER
THE LINK BETWEEN RELIGION AND BELIEF AND
WORKPLACE HEALTH AND WELLBEING?

?

CASE STUDY 1:
ROYAL BERKSHIRE FIRE & RESCUE SERVICE 
QUIET ROOM AND FASTING 

We strive to ensure that all our sites have quiet rooms available that can be used

for purposes such as prayer and particular attention is paid to this by our Capital

Projects team during new building projects and refurbishments.

During Ramadan this year we produced a guidance document for staff and an

additional document for managers advising them of potential religious

observance needs for staff observing Ramadan and how related requests should

be accommodated as far as reasonably possible. In addition, accommodation

relating to these matters has been made on a local level such as fasting

arrangements, but evidence of this has not been recorded to share at this time.

CASE STUDY 2:
NOTTINGHAMSHIRE FIRE & RESCUE SERVICE  
QUIET AND PRAYER ROOM

Nottinghamshire Fire & Rescue Service ensures its buildings have the facility of a

quiet/prayer room which cannot be booked out but may be used as ad hoc office

space but needs to be vacated if needed for prayer.  
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CASE STUDY 3:
CHESHIRE FIRE & RESCUE SERVICE  
QUIET ROOMS 

Cheshire Fire & Rescue Service has recently modernisation various fire stations.

Within the new design of the buildings, race, religion and culture have been

considered for our workforce and community members which also use the

building. Quiet rooms have been developed in each station which are suitable

for prayer, personal reflection and meditation.

Our service will be modernising further stations over the next year and all new

buildings will have a similar quite space. For example, our new training facility

has a purpose built-in prayer room with wash facility.

CASE STUDY 4:
WEST MIDLANDS FIRE & RESCUE SERVICE   
FASTING  

With the help of Muslim employees, WMFS has developed clear guidance for

operational Muslim fire fighters who are fasting and are exploring ways to

remove barriers for those of a faith that require a beard to become an

operational fire fighter, as well as exploring suitable headwear for Muslim 

female fighters that would allow breathing apparatus whilst still accommodating

their faith needs.
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SECTION 5

DRESS CODES AND RELIGIOUS
DISCRIMINATION:
WHAT IS REASONABLE?
Our research and discussions with colleagues across the fire and rescue

service reveal that a dress code can help project a corporate and

professional image although employers need to be careful that their

policies do not open them up to claims of religious or belief discrimination.

What is crucial to note is that the imposition 

of a dress code is not unreasonable. However,

some legal risks arise because of the impact

dress codes and grooming policies can have on

employees’ ability to demonstrate their religious

and cultural beliefs, particularly in the area of

indirect discrimination.

Within the fire and rescue service, protective

clothing is required for health and safety

reasons. Some dress codes may prevent

employees from wearing jewellery or headwear,

and they may also include grooming policies,

such as requiring long hair to be pulled back into

a ponytail or bun, no facial hair or piercings.

  Does my organisation have a clear rationale? Employers should think

      carefully about the rationale behind implementing a dress code.

      Risk can arise when dress codes are based on personal preferences of

      how employees should look. Where there is good reason for a dress

      code, such as hygiene or health and safety, it would be sensible for an

      employer’s policy to explain this.

  Discretion and flexibility is important - the exercise of discretion 

      is also important. Employers should not impose dress codes and 

      grooming requirements rigidly. They need to be mindful that there

      will be some employees who demonstrate their religious beliefs in

      their appearance, such as the clothes or jewellery they wear or the

      way they style their hair.

  Is the action legitimate? If an employer makes a dress code or

      appearance decision that the employee believes is not in their favour,

      it needs to identify its legitimate aim and demonstrate why its

      decision meets this aim. In this situation, evidence is important.

SO, WHAT DO ORGANISATIONS NEED TO LOOK
OUT FOR? 

?

https://www.equalityhumanrights.com/en/advice-and-guidance/religion-or-belief-dress-codes-and-religious-symbols
https://www.equalityhumanrights.com/en/advice-and-guidance/religion-or-belief-dress-codes-and-religious-symbols
https://www.acas.org.uk/archive/dress-code
https://www.acas.org.uk/dress-codes-and-appearance-at-work
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SECTION 4CASE STUDY 1:
NOTTINGHAMSHIRE FIRE & RESCUE SERVICE  

Nottinghamshire Fire & Rescue Service is proud to be the first fire service in the

UK to employ a female Muslim firefighter. The service sourced a Hijab which

could be worn with the NFRS uniform.

SECTION 4CASE STUDY 2:
CAMBRIDGESHIRE FIRE & RESCUE SERVICE   

The service has taken the proactive action of developing a headscarf for a

prospective female from a Muslim background. This was undertaken to help

recruit and attract female staff from a Muslim background. The headscarf has

been tested with breathing apparatus equipment for compatibility and was

found to be compatible as well as easy to use. The fabric was also identified as

compatible and could always be worn during duty. So, if an incident did arise the

headscarf could be used as part of the uniform, not adding any more time when

getting into the required uniform.
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SECTION 6

RELIGION OR BELIEF AND
DIETARY REQUIREMENTS  

Some religions have dietary laws which prohibit certain foods, or the

mixing of foods. For example, certain meats may be forbidden, such as

pork (Judaism or Islam) or beef (Hinduism), or meat may be required to be

prepared according to religious ritual and law, such as Kosher (Judaism)

or Halal (Islam).

agreement on a framework to ensure dietary

requirements are managed in accordance

with the policy.

Even so, the employer does not have to cater or

provide facilities other than a clean seating area

for breaks. However, it is advisable to consult

with staff and relevant networks to get

  Equipment and storage: separate cutlery and utensils should be

      considered to ensure that milk and meat are not eaten together or

      Halal meat is not stored or cooked with non-Halal meat and kosher

      food is stored or cooked with non-kosher food. For clarity and to avoid

      misunderstandings, it is advisable to ascertain the specific requirements

      of members of staff and to assess how these, where practicable, can

      be accommodated.

  Events: in planning and organising work events or social activities,

      managers or organisers should be mindful of colleagues' faith-based

      requirements. This may mean providing non-alcoholic or vegetarian

      options or alternating the venues for work events so that they are held,

      for example, in places where alcohol is not served. Invitations to

      catered events should explicitly ask guests about any dietary

      restrictions, as this may be relevant for reasons of religious observance 

      and allergies.

  Proportionate and why: what is appropriate and proportionate will

      depend on the specific circumstances, for example the specific needs

      of individuals with restrictions and the availability of alternatives. It is

      recognised that it may not always be possible to accommodate or

      adjust to meet the needs of every member of staff. However, it is good

      practice to consider specific requirements and explain, where possible,

      the reason for a decision.

SO, WHAT AREAS DID STAFF IDENTIFY AS
REQUIRING CONSIDERATION? 

?

https://www.equalityhumanrights.com/en/advice-and-guidance/religion-or-belief-food-and-dietary-requirements
https://www.acas.org.uk/acas-guide-to-religion-or-belief-discrimination
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CASE STUDY 1:
WEST YORKSHIRE FIRE & RESCUE SERVICE
SEPARATE FACILITIES AND PLANNING

Station kitchens are required to have separate cooking spaces for halal

/vegetarian and if possible, a separate fridge for storing food. In addition, all

external caterers for events are required to provide vegetarian or halal options.

Finally, when arranging large events such as training, the organisation avoids

dates around Ramadan to ensure accessibility for all staff.

CASE STUDY 3:
MERSEYSIDE FIRE & RESCUE SERVICE 
SEPARATE FACILITIES AND PLANNING

We have also supported an operational member of staff who is Jewish to ensure

that he has a separate fridge and utensils, which allows him to follow Kosher food

preparation when at work.

CASE STUDY 2:
NOTTINGHAMSHIRE FIRE & RESCUE SERVICE 
CATERING AND RAISING AWARENESS OF
DIETARY REQUIREMENTS 

Nottinghamshire Fire & Rescue Service asks for any dietary requirements of

delegates during its events and conferences where food is served. Its caterers

and staff are made aware of dietary requirements arising from and religion

and beliefs. 

The service supports its staff during religious occasions when dietary habits

differ, for example during times of fasting.
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SECTION 7

TIME OFF AND RELIGION
AND BELIEF 
In dealing with requests for time off for religion and

belief practices employers are encouraged to consider

the request and make sure they are not unlawfully

discriminating against the employee. The EHRC has produced a useful

decision tree to help employers deal with employee requests.

possible for employees to allow ‘swaps’ of

holiday where, for example, an employee works

on a public holiday related to the Christian

calendar in exchange for receiving a holiday

in their religious calendar as leave. As ever,

knowing what your employees require,

listening and acting will go a long way towards

maintaining an engaged workforce.

Some members of religious groups may be

required to pray during work hours. Generally,

many fire and rescue services provide a

designated suitable space to be used for this

purpose, such as a meeting room. 

Similarly, while time off for a religious holiday

is normally taken out of annual leave, it may be

CASE STUDY 1:
WEST SUSSEX FIRE & RESCUE SERVICE 
SPECIAL CIRCUMSTANCE PASSPORT 
The organisation offers support on a case by case basis within the framework of

our Staff Special Circumstances Policy and Passport.

CASE STUDY 3:
LEICESTERSHIRE FIRE & RESCUE SERVICE  
DEDICATED TIME & SPACE FOR OBSERVANCE 
Organisational policy allows staff to take a limited time out of their working day

to pray or reflect, though not at the detriment of service delivery. The policy

suggests a maximum time out of the workplace (not including lunch and/or

break times) of 10 minutes, twice a day. However, this is not prescriptive and a

reasonable approach is encouraged in agreement with the line manager. 

CASE STUDY 2:
NOTTINGHAMSHIRE FIRE & RESCUE SERVICE  
Nottinghamshire Fire & Rescue Service will give consideration to any employee

request for additional paid leave to undertake religious observance on

designated religious festival dates.

https://www.equalityhumanrights.com/en/advice-and-guidance/religion-or-belief-time-work
https://www.equalityhumanrights.com/en/advice-and-guidance/religion-or-belief-how-do-i-handle-employee-requests
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SECTION 8

LATEST CASE LAW  
The following cases and associated summaries highlight key principles

associated with workplace religion and belief issues: 

Grainger v Nicholson (2010):
the Employment Appeal Tribunal (EAT) held that a belief that is genuinely held and which satisfies

certain limitations and criteria, including a certain level of seriousness and importance, can qualify

as a protected belief.

Mba v Mayor and Burgesses of the London Borough of Merton (2013):
the Court of Appeal stated that a Christian care worker did not suffer religious discrimination when

a dispute arose with her employer over her refusal to work on Sundays. 

Rawson v University of the West of England ( 2018):
the employer was able to show that, although the subject of religion had arisen during the interview,

the reasons for its decision on selection were based on experience and qualifications and not

religion.

Qureshi v Teknequip (2019): 
a Muslim employee who was refused an extended lunch break one day a week to attend prayer

at his Mosque was not indirectly discriminated against on the grounds of race. The employer

succeeded in its justification defence for several reasons, including that it had allowed the employee

an extra half-hour for lunch on Fridays and the employee was permitted to say prayers during break

time without restriction.

Eweida and others v United Kingdom (2013): 
based on the outcome of Eweida, an employee does have a right to manifest his or her religious

belief by wearing a religious symbol. However, the right to manifest one’s religious beliefs is not an

unconditional right. In the case of Chaplin, a hospital introduced a policy that forbade employees

from wearing necklaces. The claimant in this case was asked to remove her cross and a dispute with

the employer arose.

In the case of Ladele (2010):
the employee, a registrar of births, deaths and marriages, objected to participating in civil

partnership ceremonies on account of her religious beliefs. The employer commenced disciplinary

action against the employee, and in consequence the employee brought employment tribunal

proceedings. The finding was that the employer had not violated the employee’s rights by

commencing disciplinary action.

The ECHR came to a similar conclusion in the case of Mcfarlane. 
In this case, a Christian counsellor was dismissed for failing to provide unequivocal assurance,

which was viewed as a refusal, that he would provide counselling and psychosexual therapy to

same-sex couples in breach of the employer’s equal opportunities policy.

http://www.bailii.org/uk/cases/UKEAT/2009/0219_09_0311.html
https://assets.publishing.service.gov.uk/media/59d6009ae5274a5be9d131ef/Ms_C_Mba_v_The_Mayor_and_Burgesses_of_the_London_Borough_of_Merton_UKEAT_0332_12_SM.pdf
https://assets.publishing.service.gov.uk/media/59d6009ae5274a5be9d131ef/Ms_C_Mba_v_The_Mayor_and_Burgesses_of_the_London_Borough_of_Merton_UKEAT_0332_12_SM.pdf
https://assets.publishing.service.gov.uk/media/5be5a4d8ed915d6a34b1ba00/Mr_L_Rawlinson_v_University_of_West_of_England_-_1401065_2018_-_Reasons.pdf
https://assets.publishing.service.gov.uk/media/5c9ceb08e5274a5288f6c812/Mr_H_Qureshi_v_The_Commissioners_for_HM_Revenue_and_Customs_2500086-18_Judgment.pdf
https://www.equalrightstrust.org/sites/default/files/ertdocs/Case%20Summary%20Eweida%20and%20others%20v%20UK.pdf
http://www.bailii.org/ew/cases/EWCA/Civ/2009/1357.html
https://www.employmentcasesupdate.co.uk/site.aspx?i=ed5719
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SECTION 9

CASE STUDIES – WORKING IN
THE FIRE AND RESCUE SERVICE
AND PRACTICING MY RELIGION
AND BELIEF   

CASE STUDY 1:
CATHERINE REEVE, STATION COMMANDER, 
LONDON FIRE BRIGADE AND BUDDHIST 

I have worked for the London Fire Brigade for

24 years. I am also a Buddhist, a Mitra in the

Triratna Sangha and training for ordination.

I attend the Brighton Buddhist Centre and have

my own Buddhist Shrine room at home so I can

practice daily meditation, ritual, and devotional

practice (puja and mantras).

My Buddhist Sangha at The Brighton Buddhist

Centre is aware I am in the London Fire Brigade.

I have offered fire safety advice at the Centre and

people ask my advice on community fire safety

when I have guided Buddhist meditation sessions there. We use a large number

of candles in the centre on the various shrines throughout the building and I

remind people to make sure that the candles are not left unattended, especially

on day retreats when we enter and leave the shrine rooms throughout the day.

I have offered verbal and written advice in the centre on fire safety and been

informed that when I have attended the centre I have given a sense of feeling

safe in the event of a fire.

I feel this is an important part of spiritual development and to be able to share

this within my organisation creates an environment to be honest of who I am.

Being open with my Buddhist values and following my ethical lifestyle has

allowed me to demonstrate my faith in the most positive way and has been

embraced within the LFB.

I always follow my five ethical precepts and make sure that I apply them. I treat

people with respect, making sure that I am kind and compassionate. Historically,

kindness and compassion may not have always been looked upon as a strength

within the fire service, however, I feel that these qualities have enhanced my role

as a leader and do have their place within the LFB.

Being honest and not taking anything that is not freely given to me, not putting

people under duress or taking up too much of their time for my own gains is

something that I apply constantly. Being self-aware improves my ability to be

aware of other people’s needs. In addition, creating appropriate working

relationships, treating people with consideration, listening to them and 

supporting them without expecting anything in return is another Buddhist quality 
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CASE STUDY 1: Continued

that I am able to share within my professional life. This has allowed me to create

amazing working relationships. Furthermore, being truthful and speaking with

kindness is something I practice both at home and in the workplace. This is an

important quality to create a harmonised working environment. When speaking

with kindness, this ripples out for others to do the same. Being mindful allows me

to see things at they really are, to see the reality of the world and to look after my

mental health, thereby reducing stress and anxiety. 

When I became a Mitra (a friend of the Triratna Buddhist Order) in 2017, I shared

this with my colleagues and we celebrated my spiritual achievement. I shared

photographs of my special day that showed me making the commitment to the

Buddha in my Triratna Sangha in front of my friends and family. When I asked for

training to become Ordained and it was accepted in September 2019, I again

shared this with my colleagues. My colleagues are very supportive and regularly

ask me about Buddhist values. 

What is very interesting is even people who do not know me well know I am a

Buddhist and when meeting them link my name to the Buddhist faith and ask me

about Buddhist values. 

The only challenge is that being a Buddhist is becoming a true individual on a

spiritual journey. I have been practicing Buddhism since the beginning of February

2016, and my transformation has been significant, combined with becoming a

vegan and changing my culture. I have had an influence on bringing non-leather

materials into the LFB and raising awareness of using cruelty free products. 

I have to be aware that I have been in the LFB for 24 years, 20 years of which

were as a non-Buddhist. Taking on my Buddhist values and following the Dharma

(Buddhist teachings) has changed my very core of who I am. Colleagues can see

this and it has been challenging for people that have known me for a significant

amount of time to see this change.     

I feel that my faith has transformed me into an even more compassionate leader.

Following and believing in my faith has opened my eyes to reality and supports

not just my spiritual life and journey to enlightenment but also my mental health.

Any faith that can do this has an important role within the LFB. 

Seeing the benefits of practicing mindfulness and meditation, I have brought

mindfulness into the LFB. I wrote a proposal in 2017 stating that mindfulness

is the way forward to support metal health and wellbeing. 

The LFB sponsored me to study with the Sussex Mindfulness Centre (SMC) in

Brighton in 2018 and in December 2019 I became a qualified Mindfulness Based

Cognitive Therapy and Mindfulness Based Stress Reduction (MBCT/MBSR)

qualified teacher. As much as this is a secular (non-spiritual) approach to mental

health, the concept of mindfulness and meditation originates from Buddhist

practice over 2,500 years ago. I learnt about the benefits of mindfulness from

my Buddhist faith before following the MBCT journey. 

I have now introduced mindfulness into the LFB. I regularly guide group and

individual meditation sessions for people ranging from Brigade headquarters

to fire stations. I am a qualified coach and bring mindfulness into my coaching

sessions. I write articles on mindfulness and offer advice across the LFB. 

My Buddhist belief has allowed me to grow spiritually and to  bring a mindfulness

quality of life into the LFB where I am able to share the benefits and bring people

along, giving them the tools to look after their mental health and wellbeing.  
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CASE STUDY 2:
SHAHBAZ HUSSAIN SHAH, ACTING CREW 
MANAGER/FIREFIGHTER, LANCASHIRE FIRE
& RESCUE SERVICE AND MUSLIM    

Residing in the Pennine region of Lancashire which

has a significant Muslim ethnic minority population,

my role as an operational firefighter has developed

into a key link between my organisation and the

wider Muslim community.

Due to my knowledge and background as a British

Muslim, previously perceived hard to reach groups

have become accessible to me as ‘second nature’,

due to cultural and religious understanding and the

removal of language barriers. This initially translated

into a tangible increase and uptake of Home Fire

Safety Checks by the Muslim Community at the start

of my career within the Fire Service with Red Watch Blackburn. I was able to

achieve this through leaflet drops at Mosques, as well as acquire a platform to

speak on behalf of my service during Friday prayers to hundreds of parishioners.  

I have also been heavily involved with safety issues specific to my community such

as road safety and kitchen safety around Eid periods. Acquiring access to much of

the Muslim community in my area during Eid prayer, I have incorporated Lancashire

Fire Rescue’s road safety messages targeting young drivers through the sermon

read out by the Imam before the Eid prayer starts. I’ve also acquired  consent to

present a ‘Wasted Lives’ vehicle (a crashed vehicle donated by parents who have

lost a son to an RTC), outside mosque entrances to get the message across in the

most impactful way to hundreds of young drivers over the years.

Due to my faith background I was asked by an Incident Intelligence Officer to

act as a liaison officer for a Muslim family which had tragically lost their elderly

grandmother to a loose clothing fire, assisting both the police and fire service

during this difficult time. After being involved in five other incidents in a relatively

short period of time, all from Muslim heritage backgrounds, I helped develop a

loose clothing campaign. This involved the development of a short video showing

the scenarios in which these incidents were occurring and a burn simulation of a

manikin with typical Asian clothing, displaying how fast the clothing caught fire.

The incidents attracted the attention of BBC Northwest News and I was requested

to provide an interview on television representing my service.

The fire safety package generated a considerable amount of interest by other

services and was disseminated to West Yorkshire and Tyne and Wear to raise

awareness of the issue to the Muslim and wider Asian community in those areas.

My faith is intrinsically linked to joining the fire and rescue service. I was enjoying

a highly successful career in the car industry as a Launch Engineer for Jaguar Cars

but losing my father at the age of just 56 had a profound effect on my outlook

towards life and was the catalyst for completely changing my career direction. 

In the pursuit of finding a career in which I could serve my fellow human beings,

which in any faith is the ‘highest calling’ for a person, I resigned my position and

initially joined Lancashire Fire & Rescue Service as an on-call firefighter. Within

18 months I acquired Whole-time and have been dual contract ever since. 

In my opinion the fire service career is the perfect synergy between this life’s

worldly needs and the requirements to be a force for good to attain the best of

places in the next life. The essence of this job is to protect my community to the
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CASE STUDY 2: Continued
best of my abilities from all calamities, to aid those in distress, to assist those in  the

greatest need. I have been privileged to have taken part in many rescues from water,

fire, RTCs, animal as well as human. This ‘sewa’*, ‘sadqa-jaaria’* I feel is a tangible

legacy I hope to leave behind when it is my time to leave this world and balance out

my indiscretions and wrongs.

In the Quran Surah 5 verse 32 “if anyone saves a life, it shall be as though they had
saved the lives of all mankind”   

I feel honoured to be in such a position to fulfil the above statement made by my

Lord.  I try to apply my faith in all aspects of my work within the service , not just

the obvious rescues. For example, when conducting a home fire safety check for an

elderly person, I have sometimes found that they are isolated and may not have

spoken with anyone for quite a while. So I try to spend some extra time to just sit

and chat with the individual to make sure they are ok. (This is before the formalised

process of safeguarding came into effect, where we are now obliged as a service to

make sure we recognise the signs of isolation of elderly people.) 

My personal experience since the start of my career in the fire and rescue service has

always been a positive one when it comes to the acceptance of my faith and practices.

I can freely pray when I am at work and fast during the month of Ramadan. The service

has provided prayer rooms and quiet rooms at key stations or there is always a

convenient place to put down my prayer mat at other stations. Every year the service

highlights Ramadan and Eid on the routine bulletin so the rest of my colleagues

acquire a deeper understanding of my needs and those of my community during this

time, and makes adjustments, such as allowing me to go to my room during lunch

breaks so I don’t have to watch everyone eat.  Lancashire Fire & Rescue even has a

Race and Religion Steering Group which celebrates and promotes all faiths.

The job can be challenging at incidents during Ramadan; however, I have personally

found that I have more strength and endurance when my adrenalin kicks in during

fasting. I have never had to break my fast during an incident for water, although a

couple of my other Muslim colleagues have experienced this at challenging,

protracted incidents. However, in Islam, the saving of life takes precedence over any

act of worship and therefore to break your fast in sometimes extreme conditions is

no issue. The fast day lost can be caught up on another day at the end of Ramadan.

All acts of prevention and protection in the job can be viewed as worship, whether

this is an educational fire safety visit to year 2 and year 6 at school or a Home Fire

Safety Check or rescue. The jobs synergy is seamless between faith and the essence

of what we do as protectors of our community.

All acts of prevention and protection in the job can be viewed as worship, whether

this is an educational fire safety visit to year 2 and year 6 at school or a Home Fire

Safety Check or rescue. The jobs synergy is seamless between faith and the essence

of what we do as protectors of our community.

Due to the nature of our work, belief, faith and spirituality will always have a part to

play in the fire and rescue service in my opinion. We often have to deal with death or

life changing injuries which not only affect the individuals caught up in the incident,

but also the people involved in the rescue operations.

For many but not all, faith can be a source of comfort during these difficult times

and I feel it is important for fire and rescue services to embrace and acknowledge

faith in all its forms. Not only for the well-being of its employees but also develop

a deeper understanding of all the faiths in our communities so that we may serve

our communities with the sensitivity required during traumatic events, now and

into the future. 

* sewa – 
service
to others

* sadqa-jaaria –
the concept
of a good 
deed which 
continues to 
benefit you, 
even after 
you have 
passed away. 
E.g. building
a water well,
from which
all drinking
is a blessing
for you
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CASE STUDY 3:
FAISAL JULIUS GILL, LEADING FIGHTER,  
LONDON FIRE BRIGADE AND ORTHODOX
CHRISTIAN   

I work for the London Fire Brigade and I describe

myself as an Orthodox Christian. 

I have spoken to my church about the importance

of fire safety which is key to saving lives and have

educated quite a few members who were unaware

of the importance of smoke alarms.

As a Christian there is no partiality as I stand with

all faiths or no faith and so as a Firefighter it is my

duty to save all lives. Being a Christian and a

Firefighter is first the most important role for me

to play in this life. I get to save lives and protect

my City which is a core Christian value as it is written in the Holy Bible. In the

book of St. John 15:13: There is no greater love than to lay down one’s life for

one’s friends.

Most people at work didn’t believe I’m a Christian because I’m Asian with a

Pakistani background so they presume I’m a Muslim especially cos I don’t eat

pork and my name is Faisal but that’s how conversations go. I have a diverse

watch and we all respect each other’s views and opinions and especially now

with the inclusion policy there is more acceptability now. Trust me my watch

bend over backwards for me at Christmas and Easter to accommodate with

leave and special events and even letting me do prayers over our food. 

The only issue is that on some Sundays I’m working because of the shift pattern

but other than that everything is blessed in the London Fire Brigade.

Our future depends on having some guidance and so to deliver a more

disciplined service in the London fire Brigade I feel this helps me to be a role

model in a managerial role and gives me a moral compass and so I have my

Christian belief and faith and to sum it up it is all about LOVE and Christ being

the perfect example of a man and GOD’s son and so it leads me to this verse In

the book of St. John 3:16:

“For this is how God loved the world: He gave his one and only Son, so that

everyone who believes in him will not perish but have eternal life.”
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CASE STUDY 4:
NICHOLAS BERNSTEIN, FIREFIGHTER,  
MERSEYSIDE FIRE & RESCUE SERVICE
AND JEWISH

As a practicing Jewish Firefighter at Merseyside

Fire &Rescue Service, I have felt that my religious

beliefs have been very warmly welcomed by 

my colleagues. 

I have found that my fellow firefighters have been

very receptive to my religious beliefs and have

taken a keen interest in my religion and also have

welcomed me into mess facilities ensuring that

they cater for my dietary requirements. At my

current station, Kirkdale, members of my Watch

ensure we select meals that can be altered to

include my Kosher ingredients and also ensure

that when they are cooking, that utensils are not mixed between the main meal

and my separate Kosher meal. I have found it warming that members of my

Watch are so welcoming and have taken an interest in my religious beliefs to

ensure that they cater for my dietary needs. 

Vicky Campbell from the E&D team has also taken a keen interest in

communicating with me when the Equality and Diversity team are creating any

material such as calendars and has asked for input around the Jewish faith.

We recently developed a campaign to promote safe practices around candle

lighting, which are used regularly in the Jewish Faith and especially around

Chanukah, and this was warmly received by Jewish members of my community. 

The attendance management team have been fantastic in helping me take leave

when there are Jewish festivals such as the Jewish New Year and I have found

it once again very warming that the team understand my religious beliefs and

where possible grant leave so I can celebrate these occasions. 

Finally, I was also invited to join the Positive Action team to give my insights

into the fire and rescue recruitment techniques to try and welcome more Jewish

firefighters into the service as the number at the moment is extremely low. I have

felt welcomed onto all Watches and found it extremely heartening that Watch

members have taken a keen interest in my religious beliefs and have actively tried

to develop their knowledge of the Jewish faith. 
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CASE STUDY 5:
HARDEEP DALE, FIREFIGHTER,  
LONDON FIRE BRIGADE AND SIKH    

With sixteen years’ service within the London Fire

Brigade has enabled me to fulfil an important

function of being a Sikh. The concept of Seva is

a distinct and unique feature of Sikhism. 

The highest service, according to Sikh religion, is

service of mankind. The practice of sharing one’s

skills, wealth or time to better the lives of others

is a key pillar of Sikhism, known as Vand Chhako.

At the heart of these actions is the idea of Seva,

meaning “selfless service”—work performed for

others without expecting anything in return.

Seva in Sikhism means selfless and voluntary

service for the benefit of humanity without any personal gain. Seva enjoins

a Sikh to promote the welfare of his fellow beings. Seva is an activity that is not

recognised as an individual action for self-aggrandisement or glory. According to

Sikh tradition, service is regarded as part of supreme worship. The Sikh Gurus

enjoined their followers to serve humanity. This concept brings physical, mental

and spiritual relief to the troubled persons. Therefore, my role as a firefighter

fulfils the important service of ‘Seva’. 

My faith is part of the person that I am. It informs my values, which in turn

underpins everything I do, at home and at work. That doesn't mean that without

my faith I would have no values, but it's not separable from the rest of me.

I can't truly bring my whole self to work without bringing my faith too. I believe

we all do our best work if we feel that we can be our whole selves at work.

My faith is certainly based on a strong sense of community. I believe our common

faith brings us together, and I believe in a faith that helps us to look beyond our

differences to that which binds us together, by reminding us that each and every

person is part of something bigger than ourselves, that we have more in common

than that which divides us. 

London has an incredibly diverse society with many different faiths and

communities. I have worked with Gurdwaras and communities across the city

to ensure health and safety messages were taken on board and during major

festivals such as Vaisakhi and Diwali to ensure safety but also to encourage

people to become part of the London Fire Brigade family. 

I have also utilised my work and life in my role as a firefighter to encourage a

better understanding of Sikhism across the fire service and how some Sikhs

observe a strict lifestyle, with prayer and being active in the sadh sangat (true

congregation) as an important part of our day-to-day lives.

How we observe articles of faith called the 5 kakkars (5K's) which involve not

cutting our hair and then covering it, generally with a dastaar/turban (kesh).

How we wear an ornamental dagger that reminds a Sikh of their need to protect

others and have mercy (kirpan). Why we wear a steel bangle to remind them of

God (kara) and wear specific underwear (kachera). How we keep a small wooden

comb so their kesh is always tidy (kangha). Finally, how baptised Sikhs undertake

Nitnem Bani, their daily observation prayers and pray three times in a day.
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CASE STUDY 5: Continued
For me, though I am not a strictly orthodox Sikh person, I have a belief in Sri Guru

Granth Sahib ji as our living guru and I believe in the Gurbani (word of God) that it

contains. Sikhi is important to me because the core values are belief in one God,

respect for other religions, equality for all (abolishment of caste) and the notions

of kirat kaaro vand chakko naam japo (work diligently and share with others).

The values that Sikhi encompasses are inclusive and compassionate and I believe

the knowledge and peace that Sikhi brings helps me to be a better person and a

better firefighter. 

Waheguru Ji Ka Khalsa Waheguru Ji Ki Fateh (God is pure God is victorious).
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WHERE YOU CAN FIND OUT
MORE ABOUT FAITH AND BELIEF
IN THE WORKPLACE 
The following links to web-based resources will provide you with further information advice

and support:

    ACAS has published guidance as has the Equality Human Rights Commission (EHRC) on religion

       and belief to help support organisations and their staff that have a particular religion, belief or

       those that don't hold any beliefs. The guidance offers employers essential advice on how to

       comply with the Equalities Act, which protects employees against discrimination based on

       religion and belief.

    Fire & Rescue Service Chaplains Association - Association of Fire and Rescue Service Chaplains

       for the UK. 

    Healthcare Chaplaincy Faith and Belief Group (HCFBG) includes all nine world faith groups.

       It works to facilitate a mutual understanding and support for chaplaincy among faith and belief

       communities, chaplaincy bodies and other providers of religious, spiritual and pastoral care

       within the NHS.

    The CIPD has  produced a detailed resource supporting employers on how to manage

       religion and belief in the workplace. 

    The Muslim Council of Britain has produced useful guidance on supporting staff in the

       workplace as has  the Board of Deputies of British Jews.

    Sikh Missionary Society has produced supporting guidance on all aspects of employment

       and service delivery.

https://www.acas.org.uk/latest-news
https://www.equalityhumanrights.com/en/religion-or-belief-workplace
https://www.frsca.co.uk/chaplainsassoc
https://network-health.org.uk
https://www.cipd.co.uk/knowledge/fundamentals/emp-law/religious-discrimination
https://mcb.org.uk/#:~:text=The%20Muslim%20Council%20of%20Britain%20%28MCB%29%20is%20a,Council%20of%20Britain%20is%20a%20grassroots%20community%20organisation.
https://www.bod.org.uk/resources/
https://www.sikhmissionarysociety.org
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