
 

  

FREEDOM OF INFORMATION ACT 2000 – FEMALE OPERATIONAL STAFF 
 
I refer to your Freedom of Information Act request which was received by East Sussex 
Fire & Rescue Service on 14 March 2018. 
 
Request: 
 
I am writing to make an open government request for all the information to which I am 
entitled under the Freedom of Information Act 2000.  
 
I am a third-year student at the University of Central Lancashire studying Fire & 
Leadership Studies. I am in the process of completing a dissertation project regarding 
female operational staff within the UK Fire and Rescue Services and am carrying out 
primary research. I am writing to make a request for all the information to which I am 
entitled under the Freedom of Information Act 2000.  
 
Please send me information on the following questions: 
  

1. What percentage of your operational workforce is female?  
 

2. How has this figure changed over the last 5 years? 
 

3. Do you adhere to the Equality Challenge Unit’s Athena SWAN Charter? 
(If “No”, does the organisation follow an alternative charter with similar 
principles that recognises and awards commitment to and progress on gender 
equality and diversity?) 

 
4. What targets does the organisation have regarding increasing the percentage 

of operational female staff at firefighter level? 
 

5. List any specific initiatives in place during the selection and recruitment 
process to attract females to the organisation, both to an operational. Please 
explain. 

 
6. How is the organisation addressing the imbalance in the number of females in 

an operational firefighting role? 
 

7. What percentage of the workforce are female in the following categories of 
managerial roles 

 
a. Supervisory 
b. Middle management 
c. Senior management 

 
8. What targets does the organisation have regarding increasing the percentage 

of operational female managerial staff? 



 

 

 
9. How is the organisation addressing the imbalance in the number of female 

operational managerial staff? 
 

10. Does your organisation allow job sharing or flexible working patterns to 
encourage recruitment and retention of female operational staff? 

 
11. List initiatives in place that encourage an inclusive environment and positive 

culture within the workplace. 
 

12. State how you evaluate the success/failure of these practices. 
 
Response: 
 

1. What percentage of your operational workforce is female?  
6.0% 

 
2. How has this figure changed over the last 5 years? 

2016/17 6.0% 
2015/16 5.5% 
2014/15 5.5% 
2013/14 5.2% 
2012/13 5.1% 

 
3. Do you adhere to the Equality Challenge Unit’s Athena SWAN Charter? 

(If “No”, does the organisation follow an alternative charter with similar 
principles that recognises and awards commitment to and progress on gender 
equality and diversity?) 
No, Athena Swan is really geared toward Higher Education and Research. 
Recognising we are a male dominated organisation we signed up to the UN 
HeForShe initiative and pledged to improve our gender representation. We are 
also members of Stonewall and Disability Confident. 
We also have our own Inclusion, Equality and Diversity Strategy and utilise the 
national NFCC People Strategy and Equality Framework for the Fire Service. 

 
4. What targets does the organisation have regarding increasing the percentage 

of operational female staff at firefighter level? 
We have not set specific targets but have committed to increase our current 
figures. We have recently held a recruitment process for wholetime 
firefighters. Of those successful 12.5% were female. 

 
5. List any specific initiatives in place during the selection and recruitment 

process to attract females to the organisation, both to an operational. Please 
explain. 
Positive Action including, have a go dates. We are currently embedding our 
commitment to gender equality in every aspect of business from audits to 



 

 

open days, career days to community engagement. We believe role models is 
essential so these focus a lot. 

 
6. How is the organisation addressing the imbalance in the number of females in 

an operational firefighting role? 
See above. For us it’s about everything we do so we are making a step 
change across the service. 

 
7. What percentage of the workforce are female in the following categories of 

managerial roles 
 

a. Supervisory   33.3% 
b. Middle management  14.8% 
c. Senior management  4.7% 

 
8. What targets does the organisation have regarding increasing the percentage 

of operational female managerial staff? 
 

9. How is the organisation addressing the imbalance in the number of female 
operational managerial staff? 
We have a female Chief Fire Officer and up until recently the number of 
females we have in operational roles has been proportionately reflected in 
managerial role. Recently two of our female members of staff have been 
recruited by neighbouring services, we will be looking to ensure our service 
reflect our commitment to gender parity and we will continue to develop 
existing female staff through development opportunities. 

 
10. Does your organisation allow job sharing or flexible working patterns to 

encourage recruitment and retention of female operational staff? 
Yes. 

  



 

 

 
11. List initiatives in place that encourage an inclusive environment and positive 

culture within the workplace. 
 
We have a comprehensive Inclusion, Equality and Diversity Strategy and 
People Strategy that set the leadership positive to creating an inclusive 
workplace and have signed up to the following initiatives corporately:  
 
HeforShe 
White Ribbon 
Mind Blue Light Programme 
 
We have a range of policies including: 
 
Flexible Working 
Part-time working 
Coaching and Mentoring 
Staff Networks 
Parental Leave 
Inclusion, Equality and Diversity Policy 

 
12. State how you evaluate the success/failure of these practices. 

We have an internal equality group provides feedback on activities and assist 
us in scoping out initiatives and external reference group which we an seek 
advice. Recommendations are fed into our decision making processes.  
 
Our initiatives go through a consultation process we consider take up and 
evaluate them in practice. 
 
We are also about to embark on a staff survey. 
 

 


