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Report to: SCOTTISH FIRE AND RESCUE SERVICE BOARD 

Report Number: B/POD/1-14 

Date: 30 JANUARY 2014 

Report By: LORNA HARRISON 
 

Subject: POSITIVE ACTION REVIEW UPDATE     

 

1 PURPOSE 
 

1.1 To inform the Board of progress made to date in relation to the positive action review. 
 

2 RECOMMENDATION 

2.1 The Board is invited to: 
 

a) Note findings from further research requested by the Board.  
 

b) Note the action plan and revised timeline.  
 

3 BACKGROUND 
 

3.1 The HR and Organisational Development Team and the Equality and Diversity Team have 
been tasked with working together to conduct engagement activities with 
underrepresented groups. The focus of these activities is to determine potential or 
perceived barriers that exist within underrepresented groups in relation to joining the 
Scottish Fire and Rescue Service (SFRS).  

3.2  Further research into the following areas, as requested by the Board has been 
undertaken and findings are detailed within this report:- 

 

 Examination of the workforce profile of other FRSs in the UK; 

 Examination of  the workforce profile of FRSs in other countries, and; 

 Identification of  comparable organisations and   their approaches which  could be 
adopted to inform future recruitment activites within the SFRS.      

Agenda Item: 15 



140130/Board/Positive Action  Page 2 of 8 Report Number: B/POD/1-14 
Review Update 

3.3 In addition to the above the Board also requested the following:- 
 

 Engagement with serving female police officers to explore their reasons for 
joining the police service 

 To explore if they had considered a career in the fire service and if so why they 
choose the police as their career of choice.   

 Engagement with existing SFRS female personnel in wholetime, RDS and Control 
positions to understand  what influenced their decision to apply for and their own 
experiences working within an  FRS. 

 
3.4 The Board requested that a recommended model for implementing a sustainable positive 

action plan across the SFRS be developed on completion of the above activities.  

4  RESEARCH FINDINGS  
 

Workforce profile of FRSs in the UK and other countries 
 

4.1 As requested by the Board additional information has been gathered in relation to 
workforce profiles across other UK fire authorities. Data is presented in Appendix B. Data 
shows that:- 

 

 There is a lower percentage of minority ethnic employees (0.6%) within the SFRS, 
as compared to other UK Fire Rescue Services.  

 There is a higher percentage of females employed as wholetime firefighters (3.8%) 
within the SFRS, as compared to other UK Fire Rescue Services. 

 
4.2 Work is ongoing to engage with FRS’s out with the UK to collate additional workforce 

profile comparisons and identify any significant variations and areas of good practice. The 
following FRSs have been contacted but to date the only information available has been 
from the French FRS and New South Wales FRS (NSWFRS) in Australia:- 

 
New South Wales, Australia, FRS French FRS 

Irish FRS Hong Kong FRS 

Turkish FRS Cape Town FRS 

German FRS Miami FRS 

New Delhi FRS Los Angeles FRS 

New Zealand FRS Dutch FRS 

 
4.3 New South Wales Fire and Rescue Service  (NSWFRS), Australia, is the seventh largest 

urban fire service in the world, with over 6,800 firefighters serving at 339 fire stations 
throughout the state, 408 support staff, and 6,000 community fire unit volunteers. 
Women make up 4% of full time employees, however this year the NSWFRS saw the 
largest number of women graduate as firefighters. Approaches the SFRS might wish to 
consider are detailed in the following section.  
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Identify comparable organisations and approaches which might be used to inform 
future SFRS recruitment activites 

 
4.4 A comparision between antecedent Scottish FRS activities and those undertaken by 

comparable organisations (e.g. Police, Scottish Ambulance Service, and other FRSs) did 
not identify significant gaps in positive action or recruitment activities within the SFRS. 
The use of social networking sites is an approach not yet employed to date by the SFRS. 
This is recommended as a cost effective way to promote SFRS recruitment activities. It 
could also be another way to target underrepresented groups. This approach was 
documented by NSWFRS as an effective positive action recruitment activity. They also 
encourage visitors to their website to keep up to date using facebook and twitter.  

 
4.5 In NSWFRS online assessment solutions were sought out which aligned the role 

competencies and values framework to assist with identifying best-fit candidates for the 
organisation, four online tests were used. If successful, candidates were called in for the 
Physical Aptitude Test, medicals and interviews.  They found that due to being able to 
undertake tests online this attracted more females (increase in applications from stay at 
home mums). The SFRS have already moved to an online recruitment system, with online 
psychometrics tests included in this.  
 

4.6 Further differences identified between comparable organisations and the SFRS did not 
relate to specific positive action recruitment activities and/or practices. Significant 
differences identified related to wider organisational factors. These differences have 
been outlined below. 

 
4.7 Police Scotland’s workforce profile was outlined in the report to the Board in June 2013 

and they have seen an increase in the number of women successfully applying. They were 
cautious to attribute any specific reason for this although highlighted that their 
‘Accelerated Career Development Programme’ could be a factor which has attracted 
more people to consider a career with them. This programme is open to serving police 
officers who meet certain criteria and provides carefully selected experience as part of a 
programme from which police officers, who hope to be promoted to senior rank 
eventually, may benefit. Between April 2012 and February 2013, 62 applications for the 
Accelerated Career Development Programme were received. 29% of applications were 
from female police officers, 3% of all applications received were successful. To determine 
if this factor might encourage more individuals from underrepresented apply for a career 
in the SFRS it is recommended that this is explored as part of the survey and focus 
groups. 
 

4.8 Another possible consideration for the SFRS is a ‘Graduate Recruitment Scheme’ to 
attract a more diverse pool of applicants. This would offer a structured career 
progression pathway with opportunity to fast track graduates to a managerial position 
subject to performance in the SFRS. To determine if this factor might encourage more 
individuals from underrepresented groups apply for a career in the SFRS it is 
recommended that this is also explored as part of the survey and focus groups e.g. 
Question (47) in the survey asks respondents to rate the extent to which, “A graduate 
career programme would encourage me to consider a career as a firefighter with the 
Scottish Fire and Rescue Service”. 
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4.9 The Scottish Ambulance Service (SAS) employ 4,213 staff. 0.3% are from minority ethnic 
groups.  There continues to be a steady increase in the proportion of women employed 
by the SAS. As at 1 April 2012 they employed 34% women and 66% men. The SAS advised 
that they have not employed any specific targeted recruitment activities. They believe 
that the sharp rise in females has been due to more nurses applying for a career in the 
SAS. No targeted recruitment strategies were used, the increase was more a result of 
crossover between role requirements between the two occupations. 
 

5.0 There may be benefit in considering how the role of the modern firefighter can be shaped 
and subsequently better promoted. This would reflect a more diverse role which includes 
specialised areas (e.g. trauma care, community safety, fire behaviour, legislation, H&S) 
with greater focus on career progression within specialised areas of interest. Recruitment 
activities and promotional materials could be better positioned to illustrate the breadth 
of the role and the different areas of specialism available within the SFRS.  
 

5.1 Police Scotland have reported that they attribute some of the success they have seen in 
recruitment activities to the fact they have focused attention on specialised areas e.g. fire 
arms, and organised days to promote these roles and offer a realistic job preview to 
members of the public. In their view this has encouraged people who may not have 
otherwise considered a career working for example with fire arms, apply for a career with 
the Police. To find out if this factor might encourage more individuals from 
underrepresented apply for a career in the SFRS it is recommended that this be explored 
as part of the survey and focus groups.  
 

5.2 Work patterns were highlighted as a potential barrier in the June Board paper. The SFRS 
currently offer a single roster system of 2 days, 2 nights, then 4 days off. The NSWFRS 
roster system comprises of three options as follows: 
 
- Firefighters work two day shifts (8am to 6pm), followed by two night shifts (6pm to 

8am) and then four days off. The majority of firefighters fall into this category.  
- Back‐to‐Back Roster – Firefighters work four day shifts (6am to 6pm) then four days 

off (6am to 6pm), or; 
- Special Roster – Firefighters work Monday to Thursday (8am to 4.30pm) and Friday 

(8am to 4pm). 
 

Applicants are able to apply for any one of these three rota options. To find out if 
alternative rota systems might encourage more individuals from underrepresented 
groups apply for a career in the SFRS it is recommended that this is also explored as part 
of the survey and focus groups. 
 

6. ACTION PLAN UPDATE 
 
6.1 An action plan to undertake the review July through to October 2013 was developed, 

however, given the threat of industrial action and the release of the strategic intent 
document during this period, the team considered it appropriate to postpone the staff 
engagement activities. A revised action plan is therefore outlined in Appendix A. Police 
Scotland were also approached however they were unable to participate due to their 
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own organisational priorities at that time. The following sections detail the actions taken 
and progress which has been made to date.  

 
6.2 In August a comprehensive range of external groups, detailed below, were contacted and 

invited to participate in a survey and focus groups. Initial feedback from these groups was 
positive, with the majority indicating that they would be happy to participate. The aim of 
the survey and focus groups is to engage with members of the community and their 
representatives on their perceptions of the fire service, if they might consider a career in 
the SFRS and how we might we encourage them to consider a career with the SFRS.  

 
Semper Close the Gap 

Transgender Alliance Scotland Engender 

Central Scotland Regional Equality Council Fawcett Society 

Grampian Regional Equality Council Amina 

Capability Scotland Scottish Travellers Education Programme 

Carers Scotland LGBT Youth Scotland 

Seeme Stonewall Scotland 

Youth Scotland Scottish Inter Faith Council 

Networking Women in the Fire Service FBU 

Unison Unite 

  
6.3 A survey to explore the perceptions of underrepresented groups has been designed. The 

survey was developed to explore perceptions and the extent to which perceived 
stereotypes commonly associated with fire and rescue services, may or may not be a 
factor impacting on individuals from underrepresented groups deciding to apply for a 
career in the SFRS. Consideration has also been given to existing research carried out in 
this area.  

 
6.4 Findings from the survey and focus groups, originally scheduled for circulation in early 

September 2013, are intended to inform future recruitment activities and also help to 
inform how the SFRS wish to consider defining itself as an organisation and as an 
employer. The findings will shape content of focus groups to follow up on specific areas 
of interest with key groups.  

 
6.5 In the June Board paper it was recommended that dialogue with existing SFRS female 

personnel in Wholetime, RDS and Control positions on what influenced their decision to 
apply to be a firefighter and their experiences in the Service is undertaken. However to 
maximise the opportunity to determine which factors influenced existing employees who 
may sit within other underrepresented categories to apply for a career in the FRS, and to 
find out more about our own employees experiences within the FRS, consideration is 
being given to conducting a SFRS wide survey not solely targeted at female personnel. 
Consideration is being given to whether a SFRS wide survey should be adapted from the 
original survey to be used with external underrepresented groups, or if the forthcoming 
cultural audit survey could capture this. 

 
6.6 As noted above Police Scotland were approached to assist in the project but declined to 

participate at this time due to competing priorities. It is therefore highlighted to the 
Board that at this time the review have been unable carry out further research in this 
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particular area. There remains an appetite of working collaboratively with the Police on 
the issue of positive action in the future.  

7 NEXT STEPS AND ACTIONS 
 

7.1 A revised action plan is set out in Appendix A.  In summary the actions below will be 
progressed:- 

 

 Comment and feedback requested from Staffing Committee on survey content 
(December 2013).  

 Response from Staffing Group (January 2014). 

 Revise survey on basis of comments and feedback from Staffing Committee 
(February 2014). 

 Discussion with Unions re internal focus groups e.g. with female firefighters 
(January 2014). 

 SLT to endorse and sign off survey content (February 2014). 

 Distribute survey to key groups, members of the community and their 
representatives (March 2014). 

 Plan and arrange focus groups (March 2014). 

 Survey responses to be analysed (April 2014). 

 Focus groups with external groups to be undertaken to explore key findings from 
the survey (April-May 2014). 

 Internal focus groups e.g. with existing SFRS female personnel to be undertaken 
(April 2014). 

 Analyse overall data for report (May 2014) 

 Present report, model and overall recommendations to Board members (June 
2014). 

8  EMPLOYEE IMPLICATIONS  
 
8.1 There are no staffing implications arising directly from the review of targeted recruitment 

campaigning. There may, however, be employee implications arising from future 
initiatives which will be addressed at the appropriate time. 

 
9 FINANCIAL IMPLICATIONS 

9.1 There are no financial implications directly arising from the review of targeted 
recruitment campaigning. There may be financial implications arising from future 
recommendations and these will be considered at the appropriate time.    

 
 
LORNA HARRISON 
People & Organisational Development Manager 
22 January 2014 
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APPENDIX A – Original Positive Action Review Action Plan 
 
 
 2013 -2014 

A
C

TI
O

N
S 

DECEMBER JANUARY FEBRUARY MARCH APRIL MAY JUNE 

Survey 
submitted 
to Staffing 
Group for 
comment 

Staffing 
Committee 
to return 
feedback on 
survey 
content 

Revise 
survey on 
basis of 
feedback 
from 
Staffing 
Committee 

Distribute 
survey  

Analyse 
survey 
responses  

Analyse & 
collate 
overall 
data for 
report 

Present 
findings to 
Board and 
SLT 

 Discussion 
with Unions 
re internal 
focus groups 
e.g. with 
female Ffs 

SLT to 
endorse 
and sign off 
survey 
content 

Plan and 
arrange focus 
groups 

Focus groups with 
external groups to be 
undertaken to explore 
key findings from the 
survey 

 

    Internal focus groups 
e.g. with existing SFRS 
female personnel to be 
undertaken 

 

 
 
 
 
 
 
 
 
 



 

APPENDIX B – FRS Workforce Profiles: UK & Other Countries  
 
Table 1: FRS Workforce Profiles 

 UK  Other Countries 

Scottish Fire & 
Rescue Service 
 

English Fire & 
Rescue 
Services 
(Total) 

English Fire & 
Rescue 
Services (Non 
Metro) 

English Fire & 
Rescue Services 
(Metro*) 

Welsh Fire & 

Rescue Service  

New South 

Wales Fire 

and Rescue 

Service  

(NSWFRS), 

Australia 

French Fire & 

Rescue Service 

Total number of staff in post 8,964 50,520 34,376 16,144 4,115 7,237 250,584 

Minority Ethnic (%) 0.6% 3.8% 1.68% 8.42% 0.85% 2.25% ** 
 

Not Available 

Disability (%) 
 

0.6% Not Available Not Available Not Available Not Available 1.29% Not Available 

Females in overall workforce 
(%) 

13%  14.4%  14%  15.32%  14.1% 8.03%  12% 

Females in wholetime (%)  3.8% 2.48%  1.89%  3.74% 1.46% 4.02% Not Available 

References High Level 
Summary of 
Statistic Trends  
www.scotland.go
v.uk/topics/statist
ics/browse/crime-
justice/trendfirer
escue 

DCLG Annual 
Returns, 
Operational 
Statistics Bulletin 
for England, 
Department for 
Communities and 
Local 
Government, 
released 29

th
 

November 2013 

DCLG Annual 
Returns, 
Operational 
Statistics Bulletin 
for England, 
Department for 
Communities and 
Local 
Government, 
released 29

th
 

November 2013 

DCLG Annual 
Returns, 
Operational 
Statistics Bulletin 
for England, 
Department for 
Communities and 
Local Government, 
released 29

th
 

November 2013 

www.statswales.
wales.gov.uk 
 

http://www.fire
.nsw.gov.au/gall
ery/files/pdf/an
nual_reports/an
nual_report_20
12_13.pdf) 
 

www.interieur.gouv
.fr/publications/stat
istiques/securite-
civile/2011 

* Metro includes Greater Manchester, Merseyside, South Yorkshire, Tyne & Wear, West Midlands, West Yorkshire, Greater London 
** Aboriginal & Torres Strait Islanders  

http://www.scotland.gov.uk/topics/statistics/browse/crime-justice/trendfirerescue
http://www.scotland.gov.uk/topics/statistics/browse/crime-justice/trendfirerescue
http://www.scotland.gov.uk/topics/statistics/browse/crime-justice/trendfirerescue
http://www.scotland.gov.uk/topics/statistics/browse/crime-justice/trendfirerescue
http://www.scotland.gov.uk/topics/statistics/browse/crime-justice/trendfirerescue
http://www.statswales.wales.gov.uk/
http://www.statswales.wales.gov.uk/
http://www.fire.nsw.gov.au/gallery/files/pdf/annual_reports/annual_report_2012_13.pdf
http://www.fire.nsw.gov.au/gallery/files/pdf/annual_reports/annual_report_2012_13.pdf
http://www.fire.nsw.gov.au/gallery/files/pdf/annual_reports/annual_report_2012_13.pdf
http://www.fire.nsw.gov.au/gallery/files/pdf/annual_reports/annual_report_2012_13.pdf
http://www.fire.nsw.gov.au/gallery/files/pdf/annual_reports/annual_report_2012_13.pdf
http://www.fire.nsw.gov.au/gallery/files/pdf/annual_reports/annual_report_2012_13.pdf
http://www.interieur.gouv.fr/publications/statistiques/securite-civile/2011
http://www.interieur.gouv.fr/publications/statistiques/securite-civile/2011
http://www.interieur.gouv.fr/publications/statistiques/securite-civile/2011
http://www.interieur.gouv.fr/publications/statistiques/securite-civile/2011

