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Introduction

Managing diversity in the workplaces of the United Kingdom (UK) has gained increasing importance over the recent years since the previous Labour Government tried to improve diversity in the public sector organisations, legislation was introduced to ensure equality and diversity in employment – the most recent of which is the Equality Act 2010 – but very little has been done to test whether such policies have worked well to achieve the goal of enhancing representation (Ashworth and Andrews, 2010).  One of the areas within managing diversity is managing gender diversity. Although almost half of the labour force in the UK is women some occupations such as fire-fighting, police and the military for instance, are still largely male dominated indicating the manifestation of occupational sex segregation, which in turn magnifies the enormity of gender imbalance prevalent in certain workplaces (Grube-Farrell, 2002). For Instance, Moore and Kleiner (2001, p. 209) suggested that the culture of the fire service is not suited to women, stating that, “the occupation and its culture have been created in a way that sets up barriers to females”. It is also believed that the service should take effective steps to successfully attract and recruit female fire-fighters (Marohl, 2002). According to Rosell, Miller and Barber (1995), fire-fighting belongs to the type of organisations where physical strength, ability and stamina are pivotal and as a result, fire-fighting is very commonly perceived as a man’s job. Female fire-fighters are currently grossly underrepresented in the fire services; statistics show that only 5.28% of the operational fire-fighters at London Fire Brigade are females (London Fire Brigade, 2011). 

This study focuses on the case of Tayside Fire and Rescue in Scotland. It was found that this service is not any different than the other fire and rescue services across the United Kingdom in terms of attaining gender diversity. This research aims to explore the dynamics behind the under-representation of female fire-fighters in the fire service by examining the views of male and female fire-fighters working in the fire service. It attempts to achieve the following objectives:

· To examine occupational sex segregation in the fire service

· To evaluate the culture of the fire service

· To assess the perception of male fire-fighters on working with female fire-fighters and vice versa

· To examine the recruitment and selection strategies pertaining to attracting females to the fire service

To achieve the aim and objectives of the study, three questions were put forward, as follows:
1. Why are women underrepresented in the fire-fighting service?
2. What are the perceptions of the male fire-fighters on working with female fire-           fighters and vice versa?

3. What recruitment strategies are effective in attracting females to the fire service in      the views of female and male fire-fighters?

To answer the above questions, a review of relevant literature was carried out before collecting data for the study. A summary of the main issues from the review of literature is given in the next section. The methodology used in this research and the methods of data collection and analysis are also explained. After that the key findings from the data collected are presented and then discussed, seeking to answer the research questions and meet the research objectives. Finally, a conclusion is presented based on the findings of the study. 

Managing diversity: A review of literature
A diverse workforce recognises the reality that differences exist among people. These differences can be either visible or invisible and are determined by a wide range of factors including gender, age, marital status, sexual orientation, religion, culture, ethnicity and personality (Hernandez and O’Connor, 2010; Roberson, 2006; Kossek, Lobel and Brown, 2005). While each country has its own predominant diversity issue, gender inequality is the most common and the oldest diversity issue all over the world (Shen et al., 2009). 

Managing diversity is defined as “valuing everyone as an individual - valuing people as employees, customers and clients” (CIPD, 2005:4). According to Kandola and Fullerton (1998, cited in Torrington, et al. 2008:578), “The basic concept of managing diversity accepts that the workforce consists of a diverse population of people consisting of visible and non-visible differences…and is founded in the premise that harnessing these differences will create a productive environment in which everyone feels valued, where all talents are fully utilized and in which organizational goals are met.”

Thomas (2000, cited in Jabbour et. al. 2011: 60) pointed out the three types of initiatives for diversity. They are: 1) to emphasise the differences that act as stimulators in fostering a better relationship among employees and promote the understanding and acceptance of diversity; 2) to use social pressure to meet action policies that are positive; and 3) to obtain competitive advantage through a group of employees that are diverse. Development of a diversity management strategy which combines these initiatives is likely to transform diversity management practices into structured process and hence provide a competitive advantage to the organisation (Jabbour, et. al., 2011). According to O’ Mara (1994), adoption of diversity management strategy is also likely to benefit an organisation by adding competitive advantage through the recruitment and retention of talented employees, improving the organisational climate through enhancing productivity, satisfaction, quality, creativity and work group efficiency, enhancing customer service, and reducing any discrimination and harassment that might be present in the organisation. However, it is questionable whether the approaches to managing diversity in the organisation are actually being renewed to bring noticeable progress in the area of equality (Torrington et al. 2008).
Women and occupational sex segregation

Wharton (2005:167) described sex segregation as “the concentration of women and men into different jobs, occupations and firms.” Browne (2006) emphasised that segregation and inequality are not synonymous, occupational segregation is of two types, horizontal occupational sex segregation (HOSS) and vertical occupational sex segregation (VOSS). Only VOSS is linked with inequality as it indicates pay inequality between the two sexes (Browne, 2006). Maleta (2009) indicated that sex-segregation has put men in an advantageous position in terms of roles and identities at work, and as a consequence women are marginalised at work.

Wharton (2005) challenged the argument that occupational sex segregation is an outcome of skills, abilities and sex-specific preferences by indicating that during World War II when men were unavailable women predominantly occupied many of the traditional male jobs. Grube-Farell (2002) described occupational segregation as one of the several factors behind the failure of disadvantaged women to achieve self-sufficiency while attempting to move from welfare to self-sufficiency and added that this situation is severe in the uniformed services such as fire-fighting, police, military and corrections. The barriers that are driving the under-representation of women in the uniformed services, as noted by Grube-Farell (2002:1), are “bias, stereotyping, and tokenism; the existence of hostile workplace climates and the influence of workplace cultures; and the lack of adequate workplace supervision”.  Although public service jobs such as the police, military, fire service offer the salary, benefits, and security to make independence a reality for women, they seem to be closed to women due to their traditional, all male appearance (Grube-Farell, 2002). 

One of the key theorists of occupational sex-segregation is Steven Goldberg (1979, 1993) who argued that men and women are inclined to be seen unequally by the society due to the differences in physiology and psychology. He states that natural endowment of hormones prepare men with an “aggressive advantage” over women. This “aggressive advantage” allow men to be physically stronger, more competitive and self-assertive than women. Therefore, men are more prone to dominate the society with higher status, whether it entails working at the top of the corporate ladder or doing jobs that require physical strength, stamina and high level of assertiveness. However, Goldberg did not claim that males are more capable in performing a task than females; rather he believed that men are more attracted to challenging jobs than women. Critics of Goldberg’s Male Dominance Theory point to the fact that the theory largely ignored the impact of social influences on behaviour. 

Moreover, according to the Empathising/Systemising Theory, “the female brain is predominantly hard-wired for empathy” while the “male brain is predominantly hard-wired for understanding and building systems” (Baron-Cohen, 2002, 2003; Baron-Cohen, Knickmeyer, & Belmonte, 2005, cited in Focquaert, F. et al. 2007: 620). Empathising is described as the ability to understand other’s emotion and responding to them accordingly, whereas systemising is exploring systems and their laws, rules and mechanisms, which require a person to be emotionally separated from others (Browne, 2006). Baron-Cohen (2003) agrees with Goldberg (1979) that males are naturally more competitive than females, but instead of pinning it down to hormonal differences, Baron-Cohen describes the different cerebral abilities of men and women. To further support the theory, examples were drawn from several scientific experiments on the behaviour of males and females. Nevertheless, critics claim that the examples Baron-Cohen drew on were mere observations rather than any conclusive evidence. Browne (2006) argues that it is not clear whether the behavioural and social differences between men and women are actually biological or merely social.
The concept of patriarchy has been widely used to analyse gender inequalities and to understand the position of women in society. Patriarchy is the central concept in three major theories which try to identify the root causes behind women’s subordination to men. The theories are ‘radical feminist’, ‘Marxist feminist’ and ‘dual systems theory’ (Pilcher and Whelehan, 2004). Walby (1997) argues that one of the major patriarchal strategies that facilitated men to secure well-paid jobs for themselves is ‘exclusion’, whereby women were prevented from joining certain jobs and sectors such as engineering, architecture and medicine. Walby (1990, 1997) claims that male strategic organisations have confined females to occupations lower in status and pay. However, Browne (2006) argues that Walby’s Patriarchy Theory is not useful in understanding the 21st-century workforce which is highly diverse and complex as it stereotyped sex roles and treated men and women as two groups which are distinct and homogeneous in nature. 
Human capital-based theories of occupational sex-segregation include Becker’s Rational Choice Theory (1981, 1991). Becker argues that the human capital of women is adversely affected by the expectation on them to be responsible for household activities and childcare and thus they end up being able to offer less in the labour market compared to men. Therefore, women end up choosing jobs that match their lower human capital or jobs that are less demanding and as a consequence they are usually less paid than men.
Integration of women in masculine professions
Various policy changes in the recent decades have forced many of the previously known masculine professions to devise ways of integrating women in their professions.  In terms of integrating women professions like the military, Zeigler and Gunderson (2005) have indicated that men’s readiness to accept females in the job might be more of a problem than the women’s capability to carry out the jobs. For instance, two major policy changes in the late 1990s facilitated the integration of women (Woodward and Winter, 2004) in the British military service. The first of the two made many jobs in the Army – which were previously for men only - open to women, hence the posts open to women increased from 47% to 70%. The second policy change led to the design of gender-free physical selection tests called PSS(R) (Physical Selection Standards (Recruits)), which again widened the array of career opportunities for women. The other example is the National Aeronautics and Space Administration (NASA) in the USA where considerable effort was put to integrate women in the previously male dominated club of astronauts. NASA with the help of its engineers and technicians designed and introduced new suits, special gloves and personalised tools to fully prepare female astronauts to travel to space, toilets were also specially designed in the space shuttles to accommodate both men and women (Foster, 2011). 
Diversity and modernisation of the UK fire services

Sex Discrimination Act (1975), Race Relations Act (1976) and lobbying by community and women’s group resulted in the development of equal opportunities policies in the United Kingdom by the 1980s (Office of Deputy Prime Minister (ODPM), 2003). According to ODPM (2003) these policies mostly focused on women and ethnic minorities and their employment opportunities within the local authorities. The United Kingdom employed its first female fire-fighter in 1982 in the London Fire Brigade and it was over a decade later, in 1994 that the first female fire-fighter was employed by the Tayside Fire and Rescue service in Scotland. 

According to Bucke (1994), a career in the fire service was unattractive to females and other minority groups because the UK fire services were deemed to be sexists and provided the lowest level of equality in comparison to some other similar organisations. Similarly, Ashworth and Andrews (2010) indicated that low female representation in the fire service had previously been pinned down to discrimination and harassment within the service. Bucke (1994) revealed that verbal abuse of females was not uncommon in the fire service, also physical abuse and harassment was not unheard of.  The Labour Government during its tenure concertedly tried to modernise the ways in which the fire service is staffed and managed; along with new duties surrounding fire prevention, new pay structure, development programmes for the fire and rescue personnel, emphasis on creating a positive working environment, a great deal of emphasis was also put on increasing representation of gender and ethnic minority among the staffs of the fire and rescue authority (Ashworth and Andrews, 2010). An important plank of this agenda for change has been an emphasis on the need to increase gender and minority ethnic representation amongst fire and rescue authority staff (ODPM, 2003). This so-called ‘hiring by numbers’, it is suggested, improves representation through processes of ‘targeted hiring’ designed to counteract discrimination within recruitment processes (Agocs and Burr, 1996).  However, the number of women serving as operational fire-fighters is very small, which is 3.1% at the entry level and 1% at the top level, as of March 2007 (Department for Communities and Local Government, 2008). In order to make the experience and contribution of women visible, Childs (2006) advocated a balance of genders in the fire services. Marohl (2002) argued that creating a workforce that is diverse in nature is challenging, Marohl (2002) supports her argument by indicating that, traditional male occupations like fire-fighting continues to struggle to attract females and other minority groups in the occupation despite widespread discussions in the workplaces about mirroring the community. 

Lunneborg (1990:148) quoted a female fire-fighter in the United States commenting on how the ability of women to conduct different tasks simultaneously is very distinctive and is useful to the fire service. Grube-Farrell (2002:336) commented that men view occupations in the uniformed services which comprises of the military, police, fire fighting and corrections, as private resources and in particular men see work in the police service and in the fire-fighting service as “family business”. Craig and Jacobs (1985) and Weldy (1976) indicated that uniformed services such a fire-fighting are not suitable for all females as they very often lack the required physical strength, especially upper body strength and aptitude that is essential for the job. Maleta (2009) referred to literature associating fire-fighting with traditional values of hegemonic masculinity, which include technical competence, physical strength, courage, aggression, leadership and authority among others, and argued that these values and stereotypes bolster the dominance of a male culture. According to Beatson and McLennan (2005) and Brucciani, et al. (2006), women’s increasing participation in traditionally male dominated fire-fighting jobs challenges the structure and everyday norms of the fire services. Similarly, Maleta (2009) indicated that the complexity of a gendered work culture unveils when women work in male occupations. 
Managing Diversity and the Role of Human Resource Management

Theoretically, human resource management is the most relevant area in managing diversity in an organisation (Jabbour, et al., 2011). The involvement of human resource management is a significant challenge in diversity management and the process of diversity management requires actions to be taken by the human resources (Agars and Kottke, 2004; Jabbour and Santos, 2008). In this respect, Marohl (2002) stressed the importance of engaging in successful recruitment process by targeting specific groups with the potential of being capable of doing the job. According to Kornberg (1991, cited in Marohl 2002:13), effort should be put on attracting a target group of population who are qualified in the relevant area, for example, physically fit females for the fire service. 

Marohl (2002) argued that prior to implementing the actual recruitment campaign some steps need to be followed to build a solid ground for the success of the recruitment programme. The steps laid down by Kornberg (1991, cited in Marohl 2002:13) include setting SMART (Specific, Measurable, Achievable, Realistic, Time bound) goals, building support from the organisation and making the organisation ready for change, creating recruitment strategies that are focused, arranging pre-employment training for women and other minority groups, arranging trainings on managing diversity, working with diversity and on supervising diversity, maintaining high-standards and avoiding undesirable impacts. 
According to Floren (1997, cited in Marohl 2002:15) the foundations of a recruitment programme that the fire service must complete prior to implementing the actual recruitment strategies are: the review and revision of the existing fire service policies; training on issues like diversity management, communication skills and conflict resolution; and implementing peer mediation and similar programmes. Marohl (2002) indicated that recruitment is the key to enhancing diversity in the fire service. Similarly, Martinette (2000) discussed a number of recruitment strategies geared towards enhancing diversity in the fire service. The strategies include: seeking advice from the minority groups on what they think is the best method to advertise job openings; distributing information packages to colleges, universities, churches, mosques, temples; organising recruitment programmes at local high schools; attending recruitment fairs; hosting career days which specifically focus on female candidates; and encouraging the current female employees to refer the job to female friends and family. 
It has been attributed that the role of HRM is to attract more female employees in places where they are under-represented (Chiu and Ng, 2001). However, positive action does not include taking disadvantages of the minority group into account while making a decision regarding selection, pay, and promotion by employers (Noon, 2010). International Association of Fire-fighters and International Association of Fire Chiefs (IAFF, 1999) expressed that, “diversity should never come by lowering validated entry standards. Rather, it should come from actively recruiting qualified men and women candidates from all racial and ethnic backgrounds for careers in the fire service” (quoted in Marohl 2002:10).

Research design
The epistemology of this study required the active involvement of participants to help in gathering data. The participants of this study are the operational fire-fighters employed by the Tayside Fire and Rescue. Therefore, the research is conducted at the Tayside Fire and Rescue. This research is based largely on primary data collected through the use of self-administered questionnaires and semi-structured interviews. The questionnaire and the interview questions were specifically designed to obtain data to answer and analyse the research questions. The main advantage of using primary data is the fact that it is collected for the particular research at hand and thus it is very consistent with the research questions and research objectives (Ghauri and Gronhaug, 2002). Secondary data is also used to obtain an overview of the studies previously done on the fire service and to triangulate the results of the primary data obtained.

Interviews

The aim of the semi-structured, in-depth interviews is to obtain the individual views of a sample of fire-fighters at Tayside Fire and Rescue, which comprises of full-time fire stations in six locations around the Tayside area. The total sample size for the interview is thirteen, which comprises of eight male and five female fire-fighters. The sample was chosen through convenience sampling (Bryman 2008:183). The ranks of the fire-fighters interviewed ranged from Fire-fighter to Watch Manager. These particular ranks were specifically chosen to obtain a perspective which reflects the views of the large number of fire-fighters towards the initial levels of the hierarchy within the Fire Service with whom any new fire-fighters recruited will have to work closely with. The eight male fire-fighters were chosen from among the ones who were available and who agreed to do the interview. However, due to the presence of a very small number of female fire-fighters in the service, all five female fire-fighters based at the headquarters were interviewed. The questions were used as an “interview guide” (Bryman 2008:438) and were used as a tool to initiate a dialogue with the interviewees. 

Questionnaire surveys

The questionnaire was designed to survey a sample of full-time fire-fighters with the aim of obtaining a broad picture of their views and experiences. The format of the questions used in the questionnaire is mostly contingency questions with only one matrix question. The contingency questions are mostly open questions which allowed the respondents to jot down the reasoning behind their answers. A total of 60 questionnaires – covering 15.2% of the total number of full-time fire-fighters – were randomly attached to the fire-fighters’ pay slips and distributed in all full-time fire stations under the Tayside Fire and Rescue on the last week of June 2011. The response rate was 58.33%.
Data analysis
The quantitative data is analysed using the SPSS software package to present the findings in the form of charts and percentages. The qualitative data is analysed by interpretation and it is done through thematic analysis (Bryman, 2008).
The findings
Background: Tayside Fire and Rescue
Tayside Fire Brigade was formed by the amalgamation of the Brigades of Angus, Perth & Kinross and Dundee on 16th May 1975. With the advent of the Fire (Scotland) Act in 2005, the name of the Brigade changed to Tayside Fire and Rescue. It is a large organisation covering an area of approximately 7,500 square kilometers. As of 7th July 2011, the service had 675 operational fire-fighters based at the full-time, part-time and voluntary stations in the Tayside area. Out of the total number of operational fire-fighters, 394 of the full-time fire-fighters are male while only 19 of them are females, the part-time stations have only 8 female fire-fighters compared to 221 of their male counterparts, and finally the voluntary stations have 5 female fire-fighters and 28 male fire-fighters. The community served by Tayside Fire and Rescue is large and comprises of around 416,000 people. 
According to Tayside Fire and Rescue Board Equality Scheme and Action Plans (2010) Tayside Fire and Rescue agreed on an Equality Training Strategy in October 2004. Training strategies were developed to deliver training to all employees on various formats on the topics of gender, race, sexual orientation, disability, religion and belief, and age. The various formats in which the training was provided meet the needs and learning styles of all the employees. 

The respondents of the study
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The operational role of the questionnaire respondents at the time of the survey is presented above. 
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From the table above, it can be seen that the mean number of years worked in the fire-service by the questionnaire respondents is 14.46. The maximum is 32 years and the minimum is less than a year. 

When asked why they decided to join the fire service, 74.29% of the questionnaire respondents indicated job security, 60% indicated career opportunity and pension and other reasons were indicated by 40% of the respondents. The other reasons include element of danger, respected profession, desire to work in the communities and job satisfaction.
The interviewees joined the fire service from a diverse backgrounds and a wide range of professions which include electrician, roof slating, architecture, dental nursing, accountancy, Royal Airforce, Royal Army and scientific research. All fire-fighters went through training after being accepted in the service. 

Perceptions of working with female fire-fighters
The responses to the questionnaires, as seen from Figure 2, show that 40% of the respondents believe that female fire-fighters are underrepresented in the service, while 51.43% of the respondents believe that females are not under represented. Over 8.5% of the respondents are unsure whether females had been underrepresented or not. 
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Most of the respondents supported their views by indicating that females do not show an interest in the job as it is a physically demanding job and the type of work undertaken at operational incidents are unattractive to a majority of females and therefore, not many females are attracted to partake the job. One of the respondents stated: “Females are underrepresented if you look at the number of females and males there are in the country but if you consider the number that shows interest and apply for a post in the service then they are not under represented.” (QR 26). 
There are other similar responses: “If you are asking, are there less female FF’s than males then yes that is the case. But that is because fewer females want to do the job.” (QR 24). 
Another respondent who felt females had not been underrepresented in the service stated: “We are in a comparable position to other FRS’s [Fire and Rescue Services] and probably better than some.” (QR 2). Among those who believe that females were underrepresented in the service, one commented: “We have a very white male culture which really needs to be broken down and whilst we carry out positive action campaigns we fall short of changing this culture” (QR 21). 

When asked whether they have worked with a female fire-fighter, all the respondents answered positively to the question. The majority of the questionnaire respondents indicated that working with a female fire-fighter is no different than working with a male fire-fighter. However, there were comments on the unique ability of each individual and the variety they bring to the workplace, for example: “they [females] offer an alternative view point and different range of skills.” (QR 29). 
Whereas some indicated that they felt a difference between working with male and female colleagues. One respondent said, “I have had a couple of experiences with 2 separate female fire-fighters that were under a bit of pressure and became emotional which I had not experienced with male fire-fighters.” (QR 17). Physical strength of females was also commented on, for example: “at first the only issue I had was her physical strength. Apart from that she carried out her duties as well as, if not better than, her male colleagues.” (QR 20).

Similarly, the male fire-fighters have indicated that working with female fire-fighters was no different than working with their male counterparts, but difficulties faced by some females due to the high demand for physical strength were also highlighted. For example one interviewee said: “the girl in training struggled extending a ladder but was good at everything else, a good team player and brought a good balance to the team…”(I 6). 
The fire-fighters interviewed have also stated that they do not mind working with more female fire-fighters as long as they can do the job. As one of them said: “to me, if you could do the job it does not matter whether you are male or female” (I 1). 

All the female fire-fighters interviewed indicated that they were either actively involved in sports or were interested in sports and exercises and kept themselves physically active and fit prior to joining the service. One of the female interviewee said: “I was interested in keeping myself fit, I did a lot of sport out in my personal life just for recreation” (I 12), another interviewee stated that “before I joined, I [have] done a degree on sports coaching” (I 9). 
There were comments on the short-comings of women in terms of physical strength compared to men. A female interviewee mentioned that: “Females are never going to be physically as strong as men, so when I am struggling I am not scared to ask.” (I 9). One fire-fighter commented on the importance of physical strength by stating that: “you don’t have to be a strong man but you need some strength as you need to be able to lift people and ladders and equipment…” (I 1). 
The female fire-fighters have also mentioned that they had been well accepted by their male colleagues in their respective Watches. However, comments like: “when I first joined in Edinburgh I was the first female in Musselborough station they had to make some changes to the station and some guys told me they were really wary that a female was coming on to their shift but after a couple of weeks working with me they thought it was great and we all got on fine.” (I 9) illustrates that initially, the men were not quite comfortable to welcome females in the service. 
The female interviewees were also asked whether they have faced any discrimination in the service due to their gender. The answers received include: “I haven’t faced discrimination. Nowadays people don’t make comments that females don’t belong to the service but when I first started there were a couple of comments but nothing now.” ( I 13).
Is Fire-fighting a career for females?
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More than 30% of the questionnaire respondents agreed to the statement that females do not consider a career in fire-fighting, but an equal percentage (31.43%) of respondents disagreed to the statement. Over 25% of the respondents were neutral and 11.43% strongly disagreed to the statement. None of the respondents strongly agreed that females do not consider a career in fire-fighting.
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Above 50% of the questionnaire respondents disagreed to the statement that females are not physically prepared for a career in the fire service. Only 5.71% strongly agreed that females are not physically prepared while a slightly higher percentage, 14.29%, just agreed to the statement. It was also mentioned that from a young age children are given the impression that certain jobs are only for males or only for females, therefore when girls grow up, they do not contemplate having a career in occupations that they learnt are for men only. For example one interviewee said: “There are careers that are stereotypical for males and females to do and they are encouraged to pursue from a young age and fire-fighting is one of them.” (QR 1). 

All the fire-fighters had indicated that women possess the key qualities that are required to be a fire-fighter, for example teamwork, fitness, commitment to the job, good communication skills. Therefore a career in the fire service would be appropriate for women. 

Organisational culture
The interviewees indicated that the culture of the fire service is similar to “one big family” (I 2 and I 4). However, the fact that it is patriarchal was also pointed out by the interviewees, “Still mostly male…” (I 3), "It is male dominated but not to the extent that girls are ignored.” (I 6). Other phrases used by the fire-fighters to describe the culture include: “Mixed, changeable, always improving, friendly, good work ethics” (I 6 and I 7). The presence of discipline in the service was also commented on: “It is an uniformed service so there is discipline and rules that have to be adhered to” (I 12).
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More than 42% of the questionnaire respondents disagreed and 31.43% strongly disagreed with the statement that there is a fire service attitude that females do not belong to the service, while 20% were neutral and 5.71% just agreed. One of the fire-fighter who had been in the service for over 20 years stated that: “…there has been many changes to make the fire service female friendly. Facilities on stations are now available for both [genders], the nature of the job is not all about macho fire-fighters but about community engagement, family friendly policies, shift patterns, job share.” (QR 17). Some avoided responding directly to the question by giving indirect answers such as: “Tayside Fire and Rescue welcomes everyone into its organisation and they are treated with dignity and respect.” (QR 19). In overall, the current culture of the fire service was described as more open to females than previously. 
Working practices
The words commonly used to describe the working hours and shift patterns by the fire-fighters are “brilliant”, “excellent” “fantastic”. All the fire-fighters interviewed indicated that they have no problems with the shift patterns and it suits well to their family life. “Great, love it, brilliant, family friendly – fits in with the wife and children, really happy with the working hours” (I 6). Also, there were comments on the suitability of the working hours and shift patterns to fit childcare arrangements and family commitments, “…..nobody else really has that amount of time off and we have a really good shift pattern, especially for females who have kids” (I 5). Another fire-fighter commented: “Very family friendly…it is very good for child care especially” (I 3). The female fire-fighters also indicated that the two days and two nights is a very good pattern to be on. It works well with child care issues and the four days off in between is very good to spend quality time with family. 

Getting used to the shift patterns were also mentioned in the interviews. One interviewee said: “It would maybe take a month or six weeks to get used to it but once you are into it, it is easy.” (I 5). Two of the interviewees indicated that working on night shifts is not always very convenient, one of them commented: “…I am not keen on working night shift at weekends and stuff and miss the opportunity to catch up with friends and family” (I 9). But, the fire-fighter defended the view by adding that: “but I get time off during the week to allow me to do things, catch up things in my personal life.” (I 9). 

Recruitment and selection
When asked what changes in recruitment campaigns the fire-fighters have seen to attract more females since they have been hired to the service, all the respondents except one who had been hired for only four weeks indicated that they had witnessed great efforts in attracting females since they have been hired. The efforts that have been taken on since their hire include information packets, posters, city council/fire service web pages, open days/station tours practice sessions physical ability test, school career days with female representation, bus/radio advertisements and positive action days. One of the respondents said that in order to attract more females to the service, “fitness standard has been reduced mechanical comprehension test has been removed”. (QR 12).
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Most of the questionnaire respondents (62.9%) disagreed that recruitment efforts do not reach the potential female candidates, while only 8.6% agreed to the statement and none of the respondents strongly agreed. Similarly, a large number of the questionnaire respondents disagreed to the statement that recruitment efforts do not focus on attracting female candidates and a small number agreed to it, which is 57.1% and 5.7% respectively. 
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Barriers to attracting female fire-fighters
The belief that it is a male orientated job may put females off from joining the service was widely commented on. Comments such as: “I think some [females] may think it is a daunting experience because it is a male orientated job” (I 9) were made. There were also comments indicating that the perception of a male dominated service is not correct as in: “I know a lot of individuals because it is such a male environment it could put you off but it only takes one visit to the fire station to see that it is not like that, it is very friendly” (I 10). Some interviewees indicated that the general physical side of the job and attending emergencies may be unattractive to women and that females are uninterested to join the fire service. 
It was also mentioned that from a young age children are given the impression that certain jobs are only for males or only for females, therefore when girls grow up, they do not contemplate having a career in occupations that they learnt are for men only. The interviewees stated that: “There are careers that are stereotypical for males and females to do and they are encouraged to pursue from a young age and firefighting is one of them.” (QR 1). “From a male point of view you kind of know what is expected, as you know from being a little boy playing with fire engines etcetera what to expect but maybe a female would not know as much.” (I 5).
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About a third (31.4%) of the questionnaire respondents agreed that the general public still believes that females do not belong to the fire service. However, 42.9% disagreed to the statement. 
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Among the questionnaire respondents, 40% strongly disagreed and 34.3% disagreed to the statement that the lack of family friendly policies deters females from joining the service, a mere 8.6% agreed to the statement. 
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The statement saying that the unsocial work hours do not suit females was also disagreed by a large percentage of the respondents at 42.9% and 31.4% strongly disagreed to it. Only 8.6% of the respondent agreed to the statement and 2.9% strongly agreed.
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Equal number of the questionnaire respondents (5.7%) strongly agreed and strongly disagreed to the statement that the male dominated culture of the fire service discourages females to apply to the service, whereas 31.4% disagreed and 28.6% agreed to the statement. 

Steps to attract female fire-fighters
The respondents mentioned a range of recruitment and selection efforts which could be implemented to attract more female fire-fighters to the fire and rescue service. The suggestions include targeting young women at an early teenage age to provide them with focus to the possibility of joining the fire service, recruitment drives with females on posters and advertisements, local newspaper articles on the positive experiences of the current female fire-fighters, creating awareness of the fact that the job is not only available to males, group discussions and open days with inputs from female fire-fighters. Nevertheless, some of the respondents were against undertaking recruitment and selection efforts to specifically attract females to take up fire-fighting as a career. For example, one respondent stated: “I feel that there is no point trying to ‘fudge’ over that we work in any situation and any environment, to save life or property. It is inherently dangerous. We enter highly volatile environments while others flee. No organisation can ‘pink’ this up to encourage females. They will join if they want to” (QR  22).

The respondents were asked to describe the programmes that had been successful in preparing females to successfully pass the fire-fighter entrance tests. Some indicated that they were unsure or they did not know. The fire-fighters’ inclination towards practical thinking was reflected though some of the answers. For instance, one respondent said: “I don’t know of any [programmes] that will get a female weighing less than 10 stone able to gain access to a house through a door using a 14lb sledge hammer in a similar time to a male of over 13 stone. This is just one scenario, there are many others” (QR 8). While some others felt that it is not in the best interest of the fire and rescue service to implement programmes geared towards preparing females to succeed in the various stages of the entrance procedures. As one respondent explained: “Each applicant should be on the same playing field as the next. I feel it is unfair that groups are given programmes for training to pass the tests where this information is not so readily available to others” (QR 17).

Positive Discrimination
One of the respondents expressed the belief that positive discrimination is prevalent when making the following statement, “Whilst pregnant on modified duties female FF’s [fire-fighters] get to pick their base, shifts and workload to an extent, this is not the case for male FF’s. I don’t have a problem with this but it should be equally applied to all personnel on modified duties” (QR 24). Other examples of positive discrimination provided include; the lowering of the strength test standards, specific campaigns to attract minorities, positive action days. It was indicated that positive discrimination is always not a good thing through statements such as, “……. many [female fire-fighters] , who have passed out from Gullane [training center], have come on shift and are unable to do heavy tasks required of this job” (QR 8). However, some of the respondents indicated that the only positive discrimination was through the positive action days, otherwise the service does not positively discriminate and all of its employees are treated fairly and equally. The female fire-fighters also showed their discontent on the use of positive action to attract females to the fire service through statements like: “The service is trying to recruit and promote more females a little bit too much the other way” (I 12).

However, there were mentions of female fire-fighters taking advantage of positive discrimination, such as “…I think some females don’t do as much as male colleagues on their shifts…just because they can get an easy ride on their shifts. It’s positive discrimination I think they call it…guys will get picked up by guys on the shift [if they work less] but females may not [be picked], as they [male fire-fighters] don’t want to be causing bother with a female as this could cause bother upstairs” (I 8). When the preceding comment was mentioned to a female fire-fighter she said that she heard similar comments before already, but denied witnessing any female fire-fighters skiving off their duties.

Discussion 
The findings are discussed in line with the research study objectives under five headings, which are female representation in fire-fighting, culture of the fire service, diversity and discrimination, male perceptions of working with female fire-fighters, and recruitment and selection. 
Female representation in fire-fighting
More than half of the questionnaire respondents stated that female fire-fighters are not under-represented in the service, although there were less than 5% female fire-fighters in the Tayside Fire and Rescue service. The situation is no different from the United Kingdom’s largest fire and rescue service, London Fire Brigade, where only 308 of the 5,837 operational fire-fighters were females (London Fire Brigade, 2011). The fact that a large percentage of fire-fighters indicated that females are not underrepresented in fire-fighting is quite surprising, but the explanations they gave to support their answers indicate that they feel women are not interested in a career in the fire service. This may well be a result of horizontal occupational sex-segregation as described by Grube-Farrell (2002). As more than 90% of the respondents were men, their views of female are not underrepresentation in the fire service also could be an outcome of social closure. Social closure is the process implemented by senior male managers in organisations to marginalise women through legitimate bureaucratic procedures (Maume, 2011; Roscigno, 2007). The concept of social closure incorporates both exclusion and segregation and is likely to occur when a job is more popular among men (Wharton, 2005). 

The female fire-fighters who participated in this particular study have unanimously indicated that they have never faced any discrimination or heard any malicious comments directed towards them in the service because of their gender. This is contrary to the Bucke’s (1994) findings that the fire service was sexist and provided lower level of equality. This could mean that the fire service is now more tolerant and welcoming to female fire-fighters than it was about two decades ago. Although the male fire-fighters can no longer directly discriminate, harass or bully their female colleagues due to stringent legislations, they still indirectly or unconsciously bully them as seen in this study, by questioning the ability of females to acquire a position or achieve a promotion purely based on their own merit.

Culture of the fire service
The presence of a large number of males in the fire service and their uncontested domination at the strategic management levels make the culture of the fire service male dominated. Hence, the fire service can be deemed to be a classic example of a patriarchal organisation (Walby, 1990). Nevertheless, this study has found the overall culture of the fire service to be friendly and welcoming to females, expect for the presence of a small number of males who still believe in occupational sex segregation. This contradicts Grube-Farrell (2002: 341) who indicated that the culture of the uniformed services including the fire service, have traditionally been resistant to women through hostile attitudes and lack of facilities. 

Diversity and discrimination
It was found that the fire and rescue service have already taken initiatives to promote diversity and equal opportunities within the organisation in response to the legislations made during the recent Labour government tenure (Tayside Fire and Rescue, 2011). According to the Equality Schemes and Action plans of Tayside Fire and Rescue Board, a strategy has been compiled to create awareness on equality and diversity among all employees in the service. 
Male perceptions of working with female fire-fighters
Although the male fire-fighters expressed that working with female colleagues is no different than working with male colleagues and they have no issues on working with more females, they also indicated that sometimes the lower physical ability and different emotions of women concerns them. This indicates that Rosell et. al. (2005) finding that fire-fighting is perceived to require a great deal of physical strength and stamina, which could only be attained by men; is still true. At the same time, the male fire-fighters indicated that a variety of different people with different skills and personalities makes a good team which is essential in the fire-fighter job. They felt that the fire service is now more open and friendly to females as most of the older fire-fighters who believed that fire-fighting is not a female’s job had retired from the service. However, the male fire-fighters also expressed that often they felt that the females were given undue advantage in terms of recruitment and promotion. Overall, they expressed that they believe females should be recruited and promoted solely on their professional capability rather than to increase the numbers. 

Recruitment and selection
In the recent years, several recruitment strategies have been implemented by the fire service to attract female fire-fighters to the service. These include positive action days, targeted poster distributions, breaking the stereotypes associated with the fire service, providing an insight to the fire-fighting job, practise sessions for physical ability test, fitness advice, and radio campaigns. The recruitment campaigns have been identified as the key to attracting females in the fire service (Marohl, 2002). The fire service advertised fire-fighting vacancies to the females in the community by distributing posters, which challenged the stereotypes, associated with the job and provided descriptions of the fire service’s role and its selection process. As Kornberg (1991, cited in Marohl 2002, p. 13) suggested, efforts were made to attract the target group of population. The posters were distributed in specifically targeted locations where the females are known to frequent, for example, women’s organisations and female only gyms.  According to Tayside Fire and Rescue (2011), positive action days were held in the past to create awareness about the job and give insights about the recruitment and selection procedures, the attendees were also given statistics on the areas of the selection process where females struggle. Female who registered on the positive action day were allowed to a taster session of Multi Stage Fitness Test and were given the opportunity to discuss specific training plans with the Fire Service’s fitness advisor. Other efforts made by the fire service to target female applicants include radio campaign. As part of the recruitment campaign, a female presenter of radio Tay was given the opportunity to try out the fitness tests for herself and encourage female listeners of the radio to apply to the fire service. 

The recruitment strategies indicated by Martinette (2000) which include designing brochures, literatures and posters; including the target group of recruits in visual advertisements; placing posters in areas that are frequented by the target groups; setting up physical test practice sessions was found in the study to be already implemented by the fire service. Marohl (2002) indicated that word of mouth, self recruitment - using female fire-fighters is more effective in attracting females to fire-fighting. The study found that although the female fire-fighters engaged in self-recruitment at some point in their career but they were not actively involved in it.
Conclusion
The study sought to explore the reasons behind the lack of female fire-fighters in the fire services. It was found that although the Labour and the current coalition government have emphasised on diversity in the public sector to mirror the communities they serve, the fire service still struggles to attract female fire-fighters. Although the various equal opportunities legislations now make the fire service - as a public sector organisation - open to females, a very small number of females join the service compared to males. It has been confirmed that the fire service is a male dominated organisation, which has a previous reputation of not being welcoming to females.
This study also found that, the culture of the fire service is currently open and welcoming to females. The male fire-fighters feel that working with their female colleagues is no different than working with their male counterparts. Unlike most of their predecessors, the new generation of male fire-fighters do not believe that females do not belong to the fire service. However, it was indicated that the difference in physical strength and emotions of females are sometimes noticeable. It was also found that the role of the fire-fighters is now changing as more emphasis is now put on prevention and hence good communication skills along with physical fitness is necessary to be a fire-fighter. All fire-fighters agreed that the shift patterns suit their family commitments and child care arrangements. It was indicated that various recruitment strategies have been implemented to attract females to the service and the fire-fighters suggested to some strategies that they feel will be effective in attracting females to join the fire service. However, the use of positive action to attract and recruit female fire-fighters was not approved of by the majority of the fire-fighters. 
The study adds to our understanding of managing gender diversity within the fire service through the employment of women and provides a basis for future academic research. 
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