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ABSTRACT 
 
 

The problem the Fort Worth Fire Department is faced with is the lack of minority and 

female representation among its civil service employees.  The Fort Worth Fire Department will 

see a major decrease in its diversity as it relates to race and gender, due to pending and future 

retirement of minorities in the department as well as recruitment efforts that have fallen short. 

The purpose of this research paper is three-fold.  First, to examine why the Fort Worth 

Fire Department has fallen short in their efforts to recruit and hire minorities and females. 

Secondly, what other organizations have done to increase their diversity. Third, to develop 

strategies that will enhance the departments ability to attract, recruit and hire non-traditional 

candidates, and maintain a diverse pool of qualified individuals prepared to become members of 

the Fort Worth Fire Department. 

This action was taken in order to obtain a workforce that represents the ethnic make up of 

our community.  To accomplish this task, action research was conducted to answer the following 

questions: 

1. What is the cultural diversity of our community? 

2. What is the cultural make up of the Fort Worth Fire Department? 

3. What have other organizations done to increase diversity in the workplace? 

4. What strategies could the Fort Worth Fire Department implement to achieve 

diversity? 

The procedure used in this endeavor included literature review, interviews, surveys, and 

focus groups. 
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The results showed an alarming lack of diversity in the last five (5) recruit classes.  The 

research indicated that the Fort Worth Fire Department does not culturally represent the diversity 

of the community. 

The strategies identified from the survey from a convenience sampling were: 
 

• Target recruitment of women and people of color 

• Internships and shadow program 

• Public Safety Cadet Program 

• Mini-Fire Academies 

• Hold Fire Chief accountable for not meeting diversity goals 

• Review screening process to remove barriers 

• Develop physical (work out) fitness program for women 

• Employee referrals for cash incentives 

• Parternships with educational institutions 

These recommended strategies identified from this research will be presented to the Fort 

Worth Fire Department for future consideration. 
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INTRODUCTION 
 
 

The strength of our nation is the diversity of its people. How we deal with this diversity 

continues to be a challenge. As we begin a new century, the ethnic balance of our population is 

shifting dramatically. Demographers predict that by the year 2050, African-Americans, Asian 

Pacific Islanders, Latino/Hispanics, and Native Americans will constitute the majority of 

Americans (http://www.ala.org/olos/notebook/1999diversityfair.html).  For the purpose of this 

report the phase “cultural diversity” refers to that which pertains to the condition, expressions 

and experiences of four historically under-represented groups under federal regulations these are:  

Asian Americans/Pacific Islander, Latinos, African Americans, and Native Americans/American 

Indians.  

The problem is the Fort Worth Fire Department’s membership is not representative of the 

community it serves, as it relates to race, gender and ethnicity.  The purpose of this research is to 

identify strategies to be presented to the Fort Worth Fire Department for consideration in an 

effort to reduce the cultural disparity between the fire department and the City of Fort Worth.  

Examine why minorities and females do not join the fire service and identify what other 

organizations have done to increase their diversity. 

The action research method used will focus on answering the following research 
questions: 
 

1. What is the cultural diversity of our community? 

2. What is the cultural make up of the Fort Worth Fire Department? 

3. What have other organizations done to increase diversity in the workplace? 

4. What strategies could the Fort Worth Fire Department implement to achieve 

diversity? 

  

http://www.ala.org/olos/notebook/1999diversityfair.html
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BACKGROUND & SIGNIFICANCE 
 
 

The Fort Worth Fire Department services a community of approximately 540,000 people 

with 38 fire stations.  It was originally founded in 1873 as a volunteer fire brigade.  It has 

steadily progressed since that time, until today, where it is a diverse organization comprised of 

745 full time professional firefighters.  The Fort Worth Fire Department serves its citizens by 

providing the “highest level of protection of life and property in situations relating to fire, 

emergency medical and incidents which pose danger to the people of Fort Worth.”  The fire 

department provides services such as fire suppression, fire investigation, bomb detection, 

emergency medical services (EMS), hazardous materials response and mitigation, construction 

plan checks, dive teams, confined space, high rise, high angle, and trench rescue, as well as fire 

and municipal code compliance business inspections.  The department also offers a variety of 

public safety education programs such as CPR, Learn Not To Burn in conjunction with the local 

school district, Citizens Fire Academy, Juvenile Firesetters programs, etc.  The Fort Worth Fire 

Department is a “First Responder,” which means that in a medical emergency, the fire 

department will respond with EMTs and Paramedics to assist with basic and advanced life 

support measures. 

The Fort Worth Fire Department is faced with the shortage of minority representation 

among its civil service employees. Since 1990 the Fort Worth Fire Department has held 16 

recruit classes. Over the last ten years firefighters 360 were hired. Out of 360 fire trainees only 

61 were minorities. The percentage of minorities and females was 17%. In January 2000, the 

Human Resources Department determined that under- representation existed in every civil 

service classification for females within the department. According to recent data taken from the 

last five recruit classes, a deficiency exists in the recruitment and hiring of females and 
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minorities. In three of the last six recruit classes, the minority representation was zero. Since 

October 1998, the department has hired 189 fire trainees; four were females while 22 were 

minority males.  Recent hiring trends and minorities retiring at a rate faster than they can be 

replaced will have a dramatic impact on the department meeting its diversity goals in the future.    

The fire service has spent the last 30 years trying to develop programs that would result in a 

membership that more adequately reflects the community served (Ganz, 1998). Although many 

viable practices to improve cultural diversity exist, currently there is no universal formula to 

improve cultural diversity. This topic is related to the Executive Development course in the unit 

discussing Organizational Culture. Currently the Fort Worth Fire Department is faced with the 

lack of minority representation among its civil service employees. Our recruitment efforts have 

fallen short. However, the inequities can occur in any work setting, but a deeper level of 

exclusion takes place when the occupational identity itself is constructed along the lines of a 

social category such as race and gender. Neither the working conditions nor the occupational 

culture of firefighters have been determined in a social vacuum; both are embedded within 

historical relations of race, class, and gender (Chetkovich, 1997). The key to the Fort Worth Fire 

Department’s success in creating a cultural diverse workforce will begin with a comprehensive 

recruitment and mentoring program of under-represented minorities.  The significance of this 

study to the National Fire Academy (NFA) is threefold. First quantitative data will be available 

to prove or disprove if there is a lack of diversity in the fire service. Secondly, the information 

will help departments understand what diversity is, and how to have and manage a diverse 

workforce. Finally, the research will provide a fresh new approach, and ideas for fire 

departments to better reflect the communities it serve. This project could serve as a model for 

future workforce diversity strategies.  
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LITERATURE REVIEW 
 
 

Several departments and fire service organizations were interviewed about the cultural 

diversity in their respective departments. The interviewees were from a cross-section of 

firefighters from small combination (paid/volunteer) to large professional departments. 

Multiculturalism was not well understood by many interviewees (Thomas, 1991).  As minority 

populations increase significantly in North Texas and across the nation, area fire departments are 

not keeping pace. Hiring and retaining female and minority firefighters remains a challenge in a 

profession traditionally dominated by white men, officials say (Star-Telegram, 2001). 

Eleanor H. Jones has worked for years encouraging young women to enter fields such as 

law, medicine, religion and higher education. The Fort Worth- area civic leader added another 

career to the list-firefighter. Jones said she was surprised to learn at a city-sponsored meeting 

that only 17 of Fort Worth's 746 firefighters are women. " I realize that nearly all professions 

have opened up to women, "said Jones, president of the local chapter of National Women of 

Achievement, which provides mentors and scholarships to young women. "You never see female 

firefighters, though. They 're not very visible."(Jones, 2001) That is partly why fire departments 

locally and around the nation have such a difficult time finding female and minority recruits, fire 

department officials say (Star-Telegram, 2001).  

" Our numbers are not going up," Coble, a fire captain with the Fort Worth Fire 

Department, president of AAFRO (African-American Firefighters Reaching Out), told a 

predominately black audience at Wednesday's Minority Leaders and Citizens Council luncheon.  

"We are having a difficult time motivating people of color to join the department." Young 

African -American typically does not consider firefighting as a career when they graduate from 

high school or college, said Coble. 
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"They don't see many firefighters who look like them," said James R. Tate, a 26-year 

department veteran. "We're trying to both recruit and serve as role models to them." African-

Americans are not the only minority group in need of greater representation. 

Of the 750 firefighters in the city, 85 are Hispanic, 17 are women, and two are Asian- 

American and Native American, said Battalion Chief Cager Mitchell, The department 's 

recruiter. "We're having a difficult time competing with private industry," said Mitchell, 57 who 

became the city's first African- American firefighter in 1967. " I'm not sure that we're (fire 

department) committing the resources that the private industry is investing to get these people," 

he said.   

There are no Asian firefighters in Haltom City, where the Asian population has grown 

over the last decade, and is now 7 percent.  Of 84 firefighters in Grapevine, one is female.  The 

city has never hired a black or Asian firefighter, Grapevine Fire Chief David Anderson said. 

“It’s not that we are not trying,” he said.  “It’s a slow process.” 
 

Growing up in east Fort Worth, firefighter Christina Dooley, never saw women in the job 

that she now holds. 

“I didn’t think that women could do this,” said Dooley, 35, one of two African-American 

women in the Fort Worth department.  “It didn’t seem like something a woman would want to 

do.” 

In some cases, minority firefighters feel rejected and isolated, area firefighters say. 
 

Rick Herrera, a firefighter in Arlington, said his comrades labeled him affirmative action 

hire in 1994 when the department recruited two Hispanics, two women and a black firefighter. 

“We came with a stigma,” said Herrera, 35, who had worked for two smaller fire 

departments.  “I had never experienced such isolation.  I felt like an outsider.” 
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Darrel Whitfield, the African-American in Herrera’s class, said minorities – particularly 

women – have to prove themselves more than whites. 

Most departments locally and nationally require some diversity and sensitivity training, 

fire officials said. 

“We want them to appreciate cultural differences rather than fear them or view them 

negatively,” Riley said.  “Every person of a different race or background should be seen as an 

asset.” 

Quy Phan, a seven-year veteran of the Dallas Fire Department, said he has always felt 

like a member of the team. 

“Being treated badly is all part of being a rookie; you are a nobody,” said Phan, 32, who 

was born in Vietnam.  “With me, everyone is curious.  They want to know everything about me.” 

“You don’t see many minority candidates in those fire academy classes,” said Burns, the 

Deputy Chief in Fort Worth.  “For so many years, minorities were excluded from this profession.  

They are just now beginning to consider this job as a viable option” (Burns, 2001).                  

Female applicants tend to breeze through the written portion of firefighter exams, but 

usually fail a rigorous, timed agility test that requires wearing a 35-pound vest and dragging a 

175-pound dummy, said Floren of Women in the Fire Service. 

Greater minority representation will only come about when women, Hispanic, Asian and 

Native American firefighters become more visible, said Ed Davis, a Dallas fire rescue officer and 

vice president of the National Association of Hispanic Firefighters. "We have to be exposed," he 

said. "We have to be out there talking to young people about our job." 

The city of Garland and the Justice Department will square off in a Dallas courtroom 

Monday over tests the city uses to screen applicants for its Police and Fire departments… 
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Christine Romano of the Justice Department said what’s at issue is the way the city uses 

the tests. “ The Justice Department believes the means used by the city have an illegal and 

negative impact on African-American and Hispanic applicants,” she said.  

A statistician who examined data from 1991 to 1998 for the Justice department concluded 

in a report filed in court in 1999 that Garland would have hired 21 more Blacks and Hispanics as 

police officers and 11 more minorities as firefighters in the last decade if the city had not use its 

written exam in hiring (http://www.wfaa.com/wfaa/articledisplay/0,1002,29528,00.html). 

The purpose of this literature review was to identify the following: 

1. What are the current trends addressing cultural diversity? 

2. What are the current strategies being utilized? 

3. The problems minority candidates encounter trying to enter the fire service.  

Current Trends Addressing Cultural Diversity 
 
The National Fire Academy (NFA) Human Dignity Statement says, “As cultural diversity 

increases among the American people, that change is being reflected in the composition of our 

Nation’s fire and emergency services personnel.  The U.S. Fire Administration’s National Fire 

Academy recognizes the uniqueness of each individual and supports human dignity by: 

• Ensuring equal opportunity to all students, employees, and contractors; 

• Prohibiting all discrimination and harassment; 

• Supporting affirmative employment policies and practices on behalf of minorities, 

women, and persons with disabilities; 

• Committing to resolve all human dignity issues; 

• Encouraging students, staff, and contractors to communicate and behave in a manner 

which is sensitive to, and acknowledges the viewpoints of others; 

  

http://www.wfaa.com/wfaa/articledisplay/0,1002,29528,00.html
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• Regarding diversity as a resource that enriches the learning environment through the 

sharing of differing perspectives, experiences, and ideas; 

• Removing barriers to teamwork through collaboration, problem solving, and the 

constructive resolution of conflicts; and 

• Continuing to identify and eliminate barriers to training, employment, and 

advancement of minorities, women, and persons with disabilities (National Fire 

Academy, in effect March 2001). 

By embracing the diversity model of the NFA in our recruiting, hiring, and employee 

relations' practices, we can begin to make some long-term impact in this area. 

Current trends indicate that America has struggled to overcome perceptual and 

procedural barriers to achieve the ideals of its founding fathers; the modern day fire 

service finds itself in the grasp of change.  An institution of immense tradition, the fire 

service has spent the last 30 years grappling with how to integrate its membership to 

more adequately reflect the community at large (Ganz, 1998). 

In an interview with Amy Malick, Sandy Robinson II, the Community Relations Director 

of Springfield, Illinois, states that it is not uncommon in communities for an issue to not be 

addressed unless it needs to be.  Such is the issue of race and race relations (Interview, 1999). 

Conrad and Maddux (1988), stated the following: 

The Civil Rights Acts on 1964, Title VII, as amended by the Equal Employment 

Opportunity (EEO) Act, 1972, states it prohibits discrimination on the basis of color, 

race, religion, sex, or national origin.  Covers all employers with 15 or more persons, all 

educational institutions, public and private, state and local governments, public and 

private agencies, labor unions with 15 or more members, joint labor management 
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committees for apprenticeship and training.  Prohibits practices caused by statistically 

determined adverse impact as well as intentional unequal treatment.  

In 1991, Congress passes a new Civil Rights Act.  In part, the purpose of this Act was to 

provide appropriate remedies for intentional discrimination and unlawful harassment in the 

workplace (Civil Rights Act, 1991).  The most important provision of the new act amended Title 

VII of the 1964 Civil Rights Bill to allow monetary compensation for victims of harassment and 

other forms of intentional discrimination based on sex, religion, or disability (Hanmer, 1993, pp. 

115-116). 

 The 1991 Civil Rights Act has a direct effect on establishing selective lists.  In fact such 

gender and minority list classification (once considered a tool to even the playing field) was 

specifically to be “Race Norming”, a practice that the 1991 Civil Rights Act made illegal 

(Stanard, 1993). 

Current Strategies Being Utilized 
 

There appears to be no universal formula to improve the cultural divide, nor is one 

necessarily required.  In a book titled The New Leaders, Ann Morrison (1992) sites recruitment 

practices utilized by several organizations, which has successfully increased diversity in their 

company’s workforce.  She reported the most important efforts in rank order as follows: 

 
1. Targeted recruitment of women and people of color for entry-level positions. 

2. Selective hiring of women and people of color from outside for key management 

positions. 

3. Extensive public exposure as a leader in diversity. 

4. Use of the organizations image as liberal or progressive. 

5. Partnerships with educational institutions. 
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6. Use of incentives in recruiting nontraditional employees, such as cash incentives for 

recruits. 

7. Internships to orient and screen potential full-time employees (Morrison, 1992, p. 

148). 

 
The North Texas BOLD Initiative, an acronym for Business Opportunities for Leadership 

Diversity, represents a shift in how corporations search for minorities and women to fill senior-

level jobs. The program will provide internships and mentoring opportunities, which have long 

been cited as a key to advancing in management. 

"We'll give them a talented pool of managers who want a chance to demonstrate their 

competence and skills in senior management positions," Monte Elliott, a retired Southwestern 

Bell executive hired as the program's executive director. Elliott said BOLD will help the 

corporate partners identify, hire, and develop programs to mentor women and minorities. He said 

it would take about a year before the database is complete (Star-Telegram, August 2001).   

The recent downturn has put more multiethnic talent on the market and represents a 

critical opportunity for companies to recruit these workers and use them to gain market 

share, industry experts say. Women and people of color will represent 70 percent of net 

new entrants to the workforce by 2008 (Diversityinc.com).  

• Recruit young people of color while they’re still in school. 

• Maintaining detailed metrics that are tied to managerial bonuses and building 

strong employee networks 

• Companies with a diverse supplier base are more successful in gaining access to 

multicultural markets.  
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• Companies are using an increasing sophisticated array of diversity- measurement 

tools to quantify their efforts. 

• A few companies have begun to make the direct empirical connection between 

diversity and competitive advantages (diversity inc.com). 
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PROCEDURES 

 

The purpose of this applied research project was to identify and develop strategies to 

increase the cultural diversity in the Fort Worth Fire Department. Action research methodology 

was utilized to help answer the research questions. Research and data collection began with 

literature review at the National Fire Academy’s Learning Resource Center in March 2001. 

Articles in local newspaper, articles in fire service trade magazines, Internet sources.  A literature 

review of human resource books that pertain to this topic at the City of Fort Worth’s Central 

library in June, July and August 2001 were reviewed for information pertaining to this applied 

research project. Other items reviewed include the City of Fort Worth’s Affirmative Action Plan 

and a Request for Proposal to enhance diversity in the Fort Worth Fire department (2001).  

Statistics from Human Resources Department on underutilized positions in the city.  Proposed 

Community Outreach Training Program, were also reviewed.  Interviews of fire service 

professional were conducted via telephone in the Month of July 2001. By use of action research, 

a survey was sent electronic and faxed to 26 fire departments located in Texas. Of the 27 surveys 

sent out I received seven back (27%). The list of the departments given the survey is contained in 

Appendix B. The mailing list was developed from the North Central Texas Fire Chiefs, Tarrant 

County Fire Chiefs, Metroplex Fire Chiefs, and State Fire Marshal’s Office. This survey was 

designed to see if the cities demographics and the fire departments demographics represent the 

community it serves. Do fire departments actively recruit minorities and women? What have 

other fire departments done to obtain a diverse workforce? Are they any programs in place to 

expose and attract non-traditional applicants to the fire service?  If departments had targeted 

recruitment, by what methods did they use? What new and creative ideas for hiring minorities 
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and females have they used?  We identified the strategies and programs from the surveys, 

interview and literature review and made them recommendations for this applied research 

project. This was a comprehensive effort to answer the research questions and develop a plan of 

action to increase the cultural diversity in the Fort Worth Fire Department. 

The results were tabulated and a percentage of yes, no, and N/A responses were complied 

for questions 3, 5 and 7. The complete survey instrument and the results are contained in 

Appendix C. 

WM – White males    A – Asian/Pacific Islander 
BM – Black males    F – Females 
HM – Hispanic males    MIN – Minority percentage 
 
       MIN 
 WM BM HM A F TOTAL % 
Class 43 12 1 2 0 0 15 16 
Class 44 13 3 0 0 0 16 23 
Class 45 19 2 1 0 0 22 13.6 
Class 46 21 5 0 0 0 26 19.2 
Class 47 21 5 1 1 1 29 27.5 
Class 48 12 0 3 0 0 15 20 
Class 49 18 2 4 0 0 24 25 
Class 50 15 2 3 0 0 20 33.3 
Class 51 17 1 2 0 0 20 15 
Class 52 23 2 2 0 3 30 23.3 
Class 53 22 0 0 0 0 22 0 
Class 54 18 4 1 0 1 24 25 
Class 55 24 0 0 0 0 24 0 
Class 56 20 1 3 0 1 25 16 
Class 57 22 1 3 0 0 26 14.5 
Class 58 22 0 0 0 0 22 0 
TOTAL 299 29 25 1 6 360 17 
 

Notice the chart above as the figures clearly identifies the problem of diversity in the Fort 

Worth Fire Department.  In the last six (6) fire recruit classes, three did not have minority 

representation.  This signifies that the current recruitment methods are not functioning properly.  
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While the number of Black and Hispanic males has increased in recent years, the numbers still 

do not reflect the community or the city demographics. 

A survey was conducted to identify other recruitment methods and/or strategies used by 

other departments in the local area to increase the number of minority representation and 

diversity. 

DEFINITIONS OF TERMS 

Affirmative Action - Proactive actions taken to provide equal opportunity, as in 

admission of employment, development, and promotions, for under-represented groups such as 

people of color, women, and people with special needs. 

Assimilation - When the dominant group becomes the standard of behavior of all persons, 

and the majority expects members who are different to reject or repress their own culture and 

adopts the dominant culture in order to fit in.  For example, in the past women were often 

expected to dress like men, so as not to distract men, (the dominant group).  Often rules are made 

simple for the comfort of the majority group rather than for clear business reasons. 

Acculturation - A process used by organizations to help new members learn the values, 

customs, and norms of the organization.  The goal is to focus the entire group on important 

organizational values without expecting those who are different to deny their own culture, while 

adapting to the organization’s culture.  For example, within many organizations men are allowed 

to have facial hair and wear an earring, and African American women can wear braids without 

feeling as though they are “bucking the system.” 

Ableism - Fear or discomfort regarding people with special needs.  Inappropriate 

comments and gestures about people who are disabled. 
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Bias - An inclination or preference, especially one that interferes with impartial 

judgement. 
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Bigot - A person fanatically devoted to one’s own group, religion, politics, or ethnic 

group and intolerant of those who differ. 

Homophobia - The fear of homosexuals.  Making anti-gay jokes and gestures.  Believing 

it is acceptable to treat gays and lesbians and others who are not heterosexual as less than equal 

human beings, and to expect them to follow strict rules of conduct not expected of heterosexuals. 

Inclusion - The process of including all types of people in the group or team, by 

recognizing that differences are an asset for achieving high productivity. 

Multiculturalism - That which pertains to, or is designed for, several individual cultures 

or groups (i.e. the United Stated Constitution).  For example, Disney and AT&T now recognize 

homosexual couples as equal to married couples for the purpose of employee benefits and health 

care, rather than denying them benefits just because they are different. 

Prejudice - An adverse opinion or judgment formed beforehand or without full 

knowledge or complete examination of the facts.  Irrational hatred or suspicion of a specific 

group or religion. 

Pluralism - A condition of society in which numerous distinct ethnic, religious, cultural, 

or age groups coexist. 

Sexism - Prejudice or discrimination based on gender, especially against women.  

Arbitrary stereotyping of social roles based on gender. 

Stereotypes - A conventional, usually oversimplified opinion, perception, or belief about 

a person; lacking in individuality. 

Racism - The notion that one’s own ethnic stock is superior.  Prejudice or discrimination 

based on ethnicity. 
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RESULTS 

What strategies could the Fort Worth Fire Department implement to achieve diversity? 

The results of the literature review and the surveys provided the following answers to research 

question 1: 

What is the cultural diversity of our community? 

Shifting demographics, census information showing Latinos have increased their 

presence in the United States (U.S.) population by 58 percent over the last 10 years, and now 

rival African Americans as the dominant ethnic minority, is impacting the marketing strategies of 

businesses throughout the nation. 

 African Americans are now the second largest ethnic group in the nation, with a total 

population of 36.4 million people.  Latinos, with a population of 35.3 million people, present 

12.5 percent of the total U.S. population.  Mexican Americans are the largest ethnic group 

among U.S. Latinos, followed by Puerto Ricans. Asian Americans are the third largest minority 

group with 10.2 million people. The largest Asian-American group is Chinese, followed by 

Filipinos and Asian Indians. 

Women now account for 46.6 percent of the U.S. workforce and hold almost half the 

managerial and leadership positions at Fortune 500 companies 

(http://www.diversityinc.com/insidearticlepg.cfm). 

According to Census 2000 figures, the City of Fort Worth has a population of 540,000 

citizens.  Hispanics now represent 30 percent of the population in the City of Fort Worth, 

showing an increase of 10 percent from 1990.  This increase shows the dramatic presence of 

Hispanic not only in the City of Fort Worth, but also in the United States (U.S.) as a whole.  

African Americans remained a steady 20 percent of the City of Fort Worth population.  

  

http://www.diversityinc.com/insidearticlepg.cfm
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However, the department’s African American’s workforce remains at 12% and the Hispanic 

workforce is 11%, the females remain at a low 2%.  As part of the U. S. population, African 

Americans are the predominant ethnic group in the nation.  The overall percentage of Caucasians 

dropped from over 50 percent to 46 percent in 2000 (U.S. Census Bureau, 2000). 

What is the cultural make up of the Fort Worth Fire Department? 
 

The current demographics in the Fort Worth Fire Department as of August 9, 2001 are as 

follows: 

Blacks   87 (12%) 

Hispanics   85 (11%) 

Caucasians   557 (74%) 

Females   16 (2%) 

Other    5 (.007%) 

Total    750 firefighters 

 
 The latest census indicates that Hispanics make up 30% of the city of Fort Worth, while 

African-Americans make up 20%. 

FWFD DEMOGRAPHICS

12%

11%

2%

74%

1% BLACKS
HISPANICS
FEMALES
CAUCASIANS
OTHERS
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Looking at the chart below, you notice that the hiring demographics for the last ten years shows 

that out of 360 firefighters hired from 1990 -2000 the number of minorities and females is 61.  

Since Class 43, 299 white males were hired while only 29 black males, 25 Hispanic males, and 6 

females and 1 classified as other were hired. 

 
FWFD HIRING DEMOGRAPHICS

WM

BM HM AF WM
BM
HM
A
F

 
 
 
 
 
 
 
 
 
 
 
 
What have other organizations done to increase diversity in the workplace? 

According the survey (see Appendix C) conducted of local fire departments, the same 

recruitment efforts currently in placed for the Fort Worth Fire Department are part of the 

responses received.  Local fire departments are going to high schools, colleges, military bases, 

career fairs, etc. to recruit.  Some departments are specifically targeting minorities and females, 

but others do not set out to recruit a particular group of individuals.  Two out of the seven fire 

departments that were surveyed and responded back did not have a particular program in place to 

address diversity. 

What strategies could the Fort Worth Fire Department implement to achieve diversity? 

The City of Fort Worth Fire Department actively target and recruit minorities and females. The 

city has adopted an "affirmative recruitment and competitive hiring" strategy. The strategy will 

focus on our up-front activities in filling vacant positions. Activities include focused recruitment, 
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on-site hiring on college campuses, technical training programs (City of Fort Worth Affirmative 

Action Plan, 2000). The Diversity taskforce that was implemented under the new city manager 

identified the following strategies:  

• Provide education, awareness, training, and opportunities to enhance leadership 

knowledge and skills in cultural competence. 

• Design coaching and mentoring programs including formal and informal mentoring, 

sponsorship, and electronic mentoring. 

• Create a permanent diversity unit within the human resources division with the 

responsibility to implement, administer, and monitor the diversity plan, including 

department head accountabilities. 

• Hold department heads accountable for results through performance evaluation. 

• Develop a diversity marketing campaign, including brochures, various media (video CD-

Rom), and a web presence, to promote awareness about opportunities, promotions and 

recognitions.   

• Create a standard in hiring practices that assures diversity on the screening ad interview 

team, including community participation as necessary and appropriate. 

• Review and eliminate policies and procedures that promote biases and double standards. 

• Provide sufficient budget to support goals, needed resources, equipment 

(hardware/software), training, incentives, and staff recognitions. 

• Conduct an annual environmental scan and assessment to benchmark success in diversity 

efforts, including cultural competence of department heads. 

• Establish a workforce utilization analysis to compare workforce data and demographic 

statistics. 
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• Design an effective “join-up/orientation” program that introduces and showcases the 

city’s diversity initiatives at the employee’s point of entry in the workforce. Such a plan 

would highlight factual information about diversity in the city’s workforce, opportunities, 

including customized career paths, mentoring, cross training, and rewards (Diversity 

Taskforce Report, 2001). 
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DISCUSSION/IMPLICATIONS 
 

After reviewing the results from surveys, interviews and literature, it is of my opinion 

that diversity in the workplace will continue to be a challenge for fire departments and 

businesses.  For most of its existence, the Oakland Fire Department- along with other urban fire 

departments-was staffed entirely by men and almost entirely by whites (Chetkovich, 1997, p. 19) 

the word “diversity” has a negative connotation to most people. Traditionally, the American 

approach to diversity has been assimilation. Newcomers are expected to adapt so that they “fit”; 

the burden of making the change falls to them (Thomas, 1991 p. 7)  

The results indicated that people view diversity as a race and gender issue only. Diversity 

includes everyone; it is not something that is defined by race or gender. It extends to age, 

personal and corporate background, education, function, and personality. It includes life style, 

sexual preference, geographic origin, tenure with the organization, exempt or non-exempt status, 

and management or non- management (Thomas, 1991, p. 10).  

The Fort Worth Fire Department has had 16 recruit schools over the last 10 years and has 

only hired six females. Out of the last six recruit classes, three classes were all white males. The 

statistical data indicates that the Fort Worth fire department has not made diversity a priority 

when it comes to hiring (Class Chart, p. 18). Chief Anderson said in an interview  “ Of 84 

firefighters in Grapevine, Texas, one is female. The city has never hired a black or Asian 

firefighter. “He said, it’s not that we are not trying, it’s a slow process” (Star-Telegram, 2001).  

Fire departments are beginning to advertise in minority newspapers, target recruitment of 

minorities and females, attend job fairs at predominately minority institutions, and implement 

cadet and explorer programs to expose minority youths to the fire service. These new approaches 

will have a significant organizational impact on increasing the minority representation in fire 
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departments. A successful diversity program begins with the recruitment of people who have the 

potential to succeed (Chetkovich, 1997, p. 162).    

Due to the limited responses received and some of the answers to the survey questions, 

the issue of diversity will be a hot topic for years to come and will have great organizational 

implications. Traditional, fire departments have had major problems with affirmative action, 

racism, prejudice, inclusion, sexism, and homophobia.  Both minority and female pioneers 

entering nontraditional work have met with isolation and harassment to some degree, and in 

some contexts resistance has been quite strong (Chetkovich, 1997 p. 5). The demographic 

motivation to recruit and develop women is compelling (Donaldson, 1999, p. 350). The surveys 

indicate women are not joining the rank and file of the fire service.  Most departments are falling 

behind in their efforts to recruit, hire and retain women. This is linked to the corporate culture of 

the fire service. Women will have a hard time becoming firefighters to the extent that to be a 

firefighter means to be a man… I do not argue here that women are by nature unsuited to the 

work of male-dominated occupations, but I argue instead that this occupation and its culture have 

been crafted in a way that reflects and enhances the social construction of gender in the society 

as a whole, exaggerating the barriers to sexual integration (Chetkovich, 1997 p. 36). 

Edgar H Schein, noted organizational psychologist, has defined corporate culture as the 

basic assumptions driving life in a given organization. It is important to understand that these 

assumptions are unexamined. That makes them different from values, which often are debated. 

They are also different from behaviors, styles of working, and traditions. One way to understand 

culture is to conceptualize an organization as a tree. In this organizational tree, the roots are the 

corporation’s culture. These roots, of course, are below the surface, invisible. But they give rise 
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to the trunk, branches, and leaves- the visible parts of the tree. Nothing can take place in the 

branches and be sustained unless it is congruent with the roots (Schein, 1985, p. 1-22).  

Until organizations value diversity and learn how to manage diversity, society will 

continue to suffer in productivity and growth.  Multiculturalism, acculturation, pluralism, and 

inclusion will be some of the cornerstone of a diverse workplace.   “The more you know yourself 

and value others who are different, the more your team can turn diversity to mutual advantage 

(M.J. Kirton, personal communication, March 2001).”  

To summarize, most fire departments do not match their community’s cultural diversity 

and few departments and businesses are actively working towards narrowing the disparity. The 

Fort Worth Fire Department is not the exception to this fact. However, there are proven 

strategies that could help to narrow the gap between the Fort Worth fire department and the 

community that should be examined.  If the Fort Worth fire department does not proactively seek 

to model diversity and allocate resources, there is a high probability that community support for 

the organization could suffer, even to the point of being unable to provide acceptable levels of 

service.    
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RECOMMENDATIONS 
 

Based on the results of this applied research project and the disparity of the cultural 

diversity in the Fort Worth Fire Department (FWFD) and its community, I strongly suggest that 

the city and fire department take a proactive approach to have a city and fire department that 

reflects the diversity of the community it serves.  According to the recent hiring trends over the 

last ten years in the FWFD, it is evident that we are losing minorities and females faster than we 

can hire them .The data collected supports the problem that there is a lack of cultural diversity in 

the FWFD. Current demographics in the FWFD are: Blacks 11.6%, Hispanics 11%, Caucasians 

74%, Females 2%, others .007%. Due to the lack of response from other fire departments, and 

comments from the surveys and interviews “diversity” will continue to be a major hurdle in the 

fire service.  Some departments choose not to comment, or answer the survey question. 

Personally, I think the sensitive nature of the topic makes department uncomfortable and 

unwilling to deal with the issues and problems of a diverse workforce. The purpose of this 

applied research project was to identify problems and develop strategies to increase the cultural 

diversity in the FWFD. Through my research project, I identified several plans, programs and 

ideas that will be beneficial to other fire service agencies and businesses. 

The Fort Worth Fire Department is proposing to implement a new recruitment plan for 

the department to increase minority representation.  The primary goal is to hire, train and 

maintain a diverse work force that represents the ethnic makeup of the City of Fort Worth.  

Additionally, this recruitment plan addresses a concerted effort to recruit females to enhance the 

department’s overall diversity.  
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Recruitment Action Plan 
 

The Fort Worth Fire Department proposes the creation of a recruitment team of 

uniformed fire personnel to focus on a year-around recruitment plan.  This team will ensure that 

recruiting would take place throughout the year instead of just prior to a Civil Service test.  The 

recruit team would consist of 20 uniformed personnel of diverse backgrounds.  The team would 

be organized into four groups, with each responsible for a specific geographic area of the city.  

Each recruiter will be responsible for attending events and/or activities in churches, schools, 

community centers, neighborhood associations, etc. within their designed geographic areas. 

Each member of the recruit team would be assigned to work up to 24 hours of overtime 

per month, which can be worked in any increment deemed necessary to ensure all relevant 

activities and/or events have representation from the Fort Worth Fire Department. 

Each recruiter will be responsible for the following visits to each of their respective 

quadrants two to three times a year: 

Elementary Schools 

Middles Schools 

High Schools 

Other Schools 

Churches 

Military Bases 

Colleges 

Neighborhood Associations 
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Recruiters will maintain an annual schedule of visits to the above mentioned and will be 

available upon request with a goal of reaching each high school, middle school, etc. an average 

of two times per year. 

In addition, the Fire Department would establish recruitment centers, including fire 

stations, churches, community centers, and commercial establishments within the City.  These 

recruitment centers would be located in areas of the City with a high minority concentration.  

Recruitment officers along with volunteers would staff these centers.  Applications would be 

accepted and other employment information distributed.  In addition, these centers could serve as 

a center to coordinate community involvement in Fire Department and other City projects. 

The recruitment plan will: 
 

• Increase Fort Worth Fire Department recruiting presence in the community 

• Expose non-traditional candidates to the Fort Worth Fire Department 

• Increase the awareness of opportunities in the department 

• Develop partnership with FWISD and TCC 

• Enhance employment opportunities for minorities and females in the non-traditional 

career/role in the Fire/EMS profession 

Expanded Public Safety Cadet Program 
 
The goal of the Public Safety Cadet program is to allow individuals who are interested in the fire 

service to participate in fire service related activities in order to make them worthy candidates for 

employment.  This is a two-year program in which the cadets agree to work 20-40 hours per 

week for the Fort Worth Fire Department.  They also agree to take at least 12 hours of college 

credits each semester.  In return, the City pays each cadet $9.00 per hour for work and 

reimburses the tuition for college credits.  The cadets are recruited from area high schools and 

  



 32

colleges.  The ultimate goal is for the cadets to take the civil service examination and continue as 

a civil service employee for the City. 

Proposal for Expanded Cadet Program 
 
To fully utilize the Public Safety Cadet Program, it is recommended that the Fort Worth Fire 

Department make the following changes: 

• Increase the number of authorized cadets 

• Increase the salary 

• Move control of the program to the fire department to provide for better management and 

funding 

• Increase the budget to allow cadets to work 40 hours.  This will reduce the high turnover in 

the program. 

• Flexibility in the educational requirements. 

• Expand the cadet’s work environment to include other City departments on an as needed 

basis 

• Add a component for physical assessment during their tenure as cadets 

Partnership Program: Central City Community Outreach Program 

The Central City Community Outreach Program is a job-training program proposed to 

take a proactive role in increasing the diversity of the Fort Worth Fire Department.  This will be 

done by creating an innovative approach to recruit and train qualified Fort Worth residents that 

will be more representative of the community it serves.  The program goals are: 

• Increase Fire Department recruiting presence in the community 

• Create a more diverse workforce 

• Increase the membership of the FWFD to reflect the city’s diverse population 
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• Assist in meeting the City’s recruitment goals and Affirmative Action Plan 

• Increase the number of Fort Worth residents on the department 

• Expose non-traditional applicants to the fire services 

• Create a career path for participants of the FWFD Outreach Program through our 

cadet program (MedStar, hospital, and business community) 

• Improve the marketability of central city youths in fire and emergency medical 

services 

• Develop a partnership between City Fort Worth, FWFD, business community, 

Tarrant County College and Fort Worth Independent School District (FWISD). 

The purpose of the program is three-fold.  First, to create a fresh approach to recruitment, 

increase the awareness of opportunities within the Fort Worth Fire Department, and increase the 

fire department’s interaction with our youths through ride outs, joint training sessions, firefighter 

shadow program, etc.  Second, improve participation in the public safety cadet program.  Third, 

to assist in filling the position of firefighters with “non-traditional” candidates and maintain a 

diverse pool of qualified individuals prepared to become members of the Fort Worth Fire 

Department. 

Key Components of the Program 
 

The following are the key components of the Community Outreach Program.  First, the 

department will explore the possibilities of offering residency points to applicants and members 

of the Outreach/Cadet Program who take the civil service examination and also a requirement 

that applicants would have to reside in the city for one year prior to testing.  Second, improve 

participation in the Public Safety Cadet program as outlined above.  Third, certify the 

participants as Firefighters/EMTs through a partnership with Tarrant County College.  This is 
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also involves building recruitment partnerships with local fire departments to gain insight into 

their programs.  Fourth, increase interaction between participants and Fort Worth Fire 

Department members through ride outs, joint training sessions, firefighter shadow program, etc.  

This would give participants a mentor throughout the program.  Fifth, increase the awareness of 

opportunities within the Fire Department by positioning the participants in the different areas and 

given insight into the diverse specialties.  The department will also develop an emergency 

medical training program at local high schools. 

The community outreach program will target identified zip codes for recruitment (Central 

City Community Outreach Program).  This will enable the department to gain participation from 

all areas of the community.  The Fort Worth Fire Department will recruit 20-25 candidates each 

year to participate in the program. 

Program Implementation 

• Recruitment 

• Application Process 

• Selection Process 

• Orientation 

• Emergency Medical Technician Certification 

• Firefighter Certification 

• Graduation 

• Internship (pain/non-paid) 

• Job Assignment/Placement 

• Length of Program: 6 months – 1 year 
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DIVERSITY SURVEY 

 
1. What are the demographics of your city? 
 

___White/Anglo     ___Black/African-American     ___Hispanic     ___Other 
 
2. What are the demographics of your fire department? 
 

__WM  __BM  __HM  __Other/F 
__WF  __BF  __HF  __Other/M 

 
3. Do you actively recruit minorities and women in your fire department? 
 

__Yes.  If yes, what strategies has your department used.  ___________________ 
__No 

 
4. What has your city or fire department done to have a diverse workforce? 
 

__Target recruitment  __Mentoring  __Other__________ 
__Career days   __Advertising 
__Volunteer   __Internship 

 
5. Do you have any program to expose non-traditional applicants, i.e. minority, females and 

youths?  If yes, what type of program? (explorer, cadet, etc.) 
 

__Yes, _____________________________ 
__No 

 
6. What type of physical ability test do you administer for entry level hiring? 
 

__CPAT __Pack Test  __Other____________ 
 
7. Has your department’s physical ability test been validated?  If so, when? 
 

__Yes, _________ 
__No 

 
8. How many women have successfully completed the physical ability test in your 

department? 
 

___Past 3 years 
___Past 5 years 

 
9. Do you hire certified or certifiable firefighters only?  ____________________  If yes, 

how many were minorities or females?_____________________ 

  



 38

 
 
 
 
 
 
 
 
 
 
 
 

Appendix 
B 

  



 39

List of Fire Departments Surveyed for the External Diversity Survey 
 
 
Allen Fire Department 
Arlington Fire Department 
Amarillo Fire Department 
Austin Fire Department 
Balch Springs Fire Departments 
Bedford Fire Department 
Carrollton Fire Department 
Corpus Christi Fire Department 
Dallas Fire Department 
Denton Fire Department 
DeSoto Fire Department 
D/FW Airport Fire Department 
Duncanville Fire Department 
El Paso Fire Department 
Farmers Branch Fire Department 
Garland Fire Department 
Grand Prairie Fire Department 
Highland Park Fire Department 
Houston Fire Department 
Irving Fire Department 
Keller Fire Department 
Lancaster Fire Department 
Plano Fire Department 
Richardson Fire Department 
San Antonio Fire Department 
Seagoville Fire Department 
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Results From External Survey 
 
26 Surveys Sent Out; 7 Completed Surveys Returned = 27% 
 
Diversity Survey 
 

1. What are the demographics of your city? 
 

No department gave a detailed breakdown of the demographics for their city. 
 

2. What are the demographics of your fire department? 
 

2247 WM 403 BM 127 HM 45 Other/F 
95 WF  10 BF  6 HF  15 Other/M 

 
 *Two departments did not submit specific numbers. 
 

3. Do you actively recruit minorities and women in your fire department? 
 

Yes, five departments used strategies such as the following: colleges, periodicals, 
newsprint, Internet, churches, high school career days, newspapers, etc.  One department 
actively recruits women and minorities for entry-level Firefighter positions.  Strategies 
this department used include other than traditional recruiting methods.  For example: 

 
• Meet and Confer Contract Agreement between the City of Austin and the Austin 

Association of Professional Firefighters allows for a hiring process other than set 
forth by Texas Civil Service Law Ch. 143. 

• Austin Fire Department funded women’s strength study developed by the 
University of Texas.  The study focused on strength conditioning for female 
candidates prior to the candidate physical ability test. 

• Partnership with Explorers Post 370/380.  Offering opportunities to high school 
age students to learn more about the Emergency Services. 

• “Plant the Seed” program targeted at the Junior High and High School students 
spreading awareness of careers in the Fire Service. 

• Currently developing an accelerated Fire Service college credit program for High 
School students in partnership with the Austin Independent School District and 
the Austin Community College District.  Anticipated start date given is Spring 
semester 2002. 

 
No, two departments clearly stated that they did not actively recruit minorities and 
women. 

  



 42

 
4. What has your city or fire department done to have a diverse workforce? 

 
Five departments use a combination of target recruitment, career days, advertising, 
volunteering, and internships.  Two departments did not respond to this question. 
 
5 Target recruitment  0 Mentoring  1 Volunteer 
5 Career days   4 Advertising  1 Internship 

 
5. Do you have any program to expose non-traditional applicants, i.e. minority, females and 

youths?  If yes, what type of program? (explorer, cadet, etc.) 
 

Yes, four departments have an Explorer program. 
No, two departments said they did not have any programs. 

 
6. What type of physical ability test do you administer for entry level hiring? 

 
2 CPAT 2 Pack Test  3 Other 

 
7. Has your department’s physical ability test been validated?  If so, when? 

 
Yes, six departments have had their test validated within the last ten years. 
No, one department has not had their test validated. 

 
8. How many women have successfully completed the physical ability test in your 

department? 
 

25 Past 3 years 
47 Past 5 years 

 
9. Do you hire certified or certifiable firefighters only?  If yes, how many were minorities or 

females? 
 

No, all seven department responded that they did not hire certified firefighter only. 
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CURRENT DEMOGRAPHICS IN THE FORT WORTH FIRE DEPARTMENT 
 

(By Race/Rank As of August 9, 2001) 
 
 
Budgeted Blacks Hispanics Caucasians Females Other Totals 

Deputy Chief 
(3) 

1 
(33%) 

1 
(33%) 

1 
(33%) 

  3 

Battalion 
Chief 
(23) 

2 
(8%) 

1 
(4%) 

21 
(88%) 

  24 

Captain 
(79) 

9 
(11%) 

10 
(12.6%) 

59 
(75%) 

1 
(1.3%) 

 79 

Lieutenant 
(109) 

14 
(12.8%) 

7 
(6%) 

85 
(77%) 

3 
(2.8%) 

 109 

Engineer 
(176) 

23 
(13%) 

22 
(13%) 

126 
(73%) 

4 
(2.2%) 

1 
(1/2%) 

176 

Firefighter 
(355) 

38 
(10.5%) 

44 
(12%) 

265 
(73%) 

8 
(2%) 

4 
(1%) 

359 

Total – 745 87 
(11.6%) 

85 
(11%) 

557 
(74%) 

16 
(2%) 

1 Black 
Female 

Engineer 

5 
(.007%) 

750 

 
Note:  Females are shown as a separate group; all others are shown as males.  Class 59 is composed of 16 
Caucasians, 8 Hispanics and 4 Black males who are not included in the above figures.  There are 750 actual 
positions—the department is 5 position (including one Battalion Chief position) overbudget. 
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INTERESTING FACTS ABOUT 
THE CITY OF FORT WORTH 

AS OF JANUARY 1, 2001 
 

TOTAL WORKFORCE 
 
• There are 5,524 authorized full-time positions. 
• There are 5,318 full-time employees as of January 2001. 
• The average City employee is 39.7 years old, with 8.1 years of service. 
• There are 10.91 employees per 1000 population. 
• There is one African-American City Manager and three African-American Department Heads. 
• There is one Hispanic Assistant City Manager and five Hispanic Department Heads. 
• There is one woman Assistant City Manager and seven women Department Heads. 
• Women make up 27.5% of the total City workforce. 
• City employees reside throughout the Metroplex Area: 
 

2524 – Fort Worth  1669 – Tarrant County (outside Fort Worth) 
  401 – Park County      27 – Denton County 
  347 – Johnson County          96 – Dallas County 
    60 – Wise County    103 – Hood County 

 
• The gender/ethnic composition of the Municipal workforce as of January, 2001 is as follows: 
 

 CITY-WIDE TOTALS C.S. POLICE ONLY C.S. FIRE ONLY 
 Total Females Males Total Females Males Total Females Males 
African-American 19.2% 7.2% 12.0% 11.8% 2.9% 8.9% 12.0% 0.3% 11.7% 
Hispanic 15.9% 4.2% 11.7% 11.4% 1.0% 10.4% 11.2% 0.0% 11.2% 
Caucasian 63.4% 15.6% 47.8% 75.4% 12.5% 62.9% 76.4% 2.0% 74.4% 
Other 1.5% 0.4% 1.1% 1.5% 0.2% 1.3% 0.5% 0.0% 0.5% 

 
• There are 442 different job classifications in the City’s classification and pay plan. 
• There were 346 city-sponsored targeted training courses in 2000 attended by 4,806 participants. 
• During calendar year 2000, there were 15,616 applicants who applied for 439 jobs in the City. 
 

CIVILIANS 
 
• There are 3,311 full-time employees as of January 2001. 
• The average civilian is 41.5 years old, with 6.7 years of service. 
• Women (excluding Civil Service Police and Fire employees) make up 47% of professionals in City 

government. 
• Average base pay for Civilian employees is $34,745. 
• The average actual pay for a Civilian employee including longevity, overtime, etc., is $36,204. 
• Calendar Year 2000 turnover for civilians (not including retirements) was 13.39%. 
• 44.2% of Civilian employees live outside of Fort Worth. 
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Interesting Facts…(continued) 
 
 

CIVIL SERVICE POLICE 
 
• There are 1,240 full-time employees as of January 2001. 
• There are 35 full-time Police Trainees as of January 2001. 
• The City hired 71 Civil Service Police employees in 2000. 
• The average Civil Service Police employee is 36.3 years old, with 9.6 years of service. 
• There are 208 women Civil Service Police employees as of January 2001. 
• Average base pay for Civil Service Police employee is $49,094. 
• The average pay for a Civil Service Police employee (all ranks) including educational incentive pay, 

certification pay, overtime, etc., is $50,683. 
• Calendar Year 2000 turnover for Civil Service Police employees (not including retirements) was 

1.16%. 
• There are 2.5 Civil Service Police employees per 1000 population. 
• 62.4% of Civil Service Police employees live outside of Fort Worth. 
 

CIVIL SERVICE FIRE 
 
• There are 767 full-time employees as of January 2001. 
• There are 22 full-time Fire Trainees as of January 2001. 
• The City hired 47 Civil Service Fire employees in 2000. 
• The average Civil Service Fire Employee is 37.3 years old, with 11.3 years of service. 
• There are 17 women Civil Service Fire employees as of January 2001. 
• Average base pay for Civil Service Fire employees is $50,415. 
• The average pay for a Civil Service Fire employee (all ranks) including educational incentive pay, 

certification pay, overtime, etc., is $53,264. 
• Calendar Year 2000 turnover for Civil Service Fire employees (not including retirements) was 0.4%. 
• There is 1.6 Civil Service Fire employees per 1000 population. 
• 72.6% of Civil Service Fire employees live outside of Fort Worth. 
 
 
 
 
 
 
 
 
 
 
 
 
 
Compiled by the City of Fort Worth Human Resources Department (January 2001). 
 
 
Revised 1/19/01 
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I have read and approve this 2001 Affirmative Action Plan for the Fort Worth Fire Department. 
 
 
 
 
 
 
 
_______________________________________  ______________________________ 

Libby Watson       Date 
    Assistant City Manager 
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DEPARTMENTAL AFFIRMATIVE ACTION PLAN GUIDELINES 
 

The City of Fort Worth’s Affirmative Action Program (AAP) for 1999 places direct 
accountability upon each Department Head of the City for the development and implementation 
of an Affirmative Action Plan in their respective department. 
 
This plan is divided into seven (7) sections.  Each of these sections constitutes a distinct element 
in the departmental AAP.  The seven (7) section titles will serve as the Table of Contents for the 
department’s AAP: 
 
I. AA/EEO Policy Statement 
 
II. Dissemination of AAP 
 
III. Responsibility of AAP Implementation 
 
IV. Identification of Problem Areas/Deficiencies 
 
V. Audit and Reporting Systems 
 
VI. Participation in Community Programs 
 
The Fort Worth Fire Department Affirmative Action Plan, as worded in some areas refers to 
Civil Service personnel; however, it represents the guidelines for enhancing the opportunities of 
civilian employees also.  This Affirmative Action Plan will be referenced whenever possible to 
employ, place train, promote, and ensure equal and just treatment of the civilian employees of 
the Fort Worth Fire Department. 
 
In many ways, this plan can be used more effectively when dealing with civilian employees 
because Administration is not faced with the restraints of Civil Service rules and regulations.  
The Affirmative Action Plan is to be used to assist the Fort Worth Fire Department in placing 
qualified minorities and females into underutilized areas, both Civil Service and civilian 
employees. 
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I. 
AFFIRMATIVE ACTION AND EQUAL EMPLOYMENT OPPORTUNITY POLICY 

 
FORT WORTH FIRE DEPARTMENT 

 
The Fort Worth Fire Department strives to assume equal employment opportunities. 
 
All policies, including those regarding recruiting, hiring, training and the assignment of Fire 
Department members will be administered without regard to race, color, religion, national origin, 
sex, or age.  Equal and fair consideration will be given to the employment of the physically 
challenged. 
 
Along with the implementation of the Americans with Disabilities Act of 1990 (ADA), one of 
the most significant laws in American society and business in many years, the Civil Rights Act 
of 1991 (CRA-91), creates some very definite policy and financial concerns for the City and the 
department.  Collectively, these laws have had a tremendous impact in terms of hiring, 
promoting, assignments, employee relations, workplace environments, and the administering of 
disciplinary actions in the public and private business sectors.  ADA and CRA-91 will offer 
unique challenges that must be met with creativity, compassion, and a willingness to make 
though business decisions in order to ensure equity to all persons. 
 
The Fire Department will diligently continue to support the Human Resources Department in 
developing and maintaining special recruitment efforts to locate qualified minority and female 
candidates for underutilized classifications.  We must continue when possible to expand and 
create opportunities for all firefighters to develop skills and move up within the organization so 
that they realize their optimum potential both in terms of their professional careers as well as 
their personal lives.  Career development, educational opportunities, job placement, lateral 
movement within the department, and more input into the direction that this Fire Department 
should move are but a few of the ways that this can be achieved. 
 
While the overall goal of the department includes the above-mentioned challenges, the 
predominant goal is to work diligently to obtain a workforce that represents the ethnic makeup of 
our community throughout the organizational structure.  This document is intended to represent 
an instrument to focus attention throughout the department on efforts to advance the process of 
achieving this goal.  It should be understood that this program is the continuation of an 
established program for this Fire Department – not an end. 
 
The department encourages innovation, initiative, and personal leadership by individuals as the 
way of ensuring the success of this program.  We want to meet this challenge in a positive and 
constructive spirit.  Violations by any member of this department of this program cannot and will 
not be tolerated.  Such violations will be met with appropriate action. 
 
The department will work cooperatively with the City Human Resources Department and seek 
the assistance of appropriate minority groups and agencies, government agencies, educational 
institutions, and civic organizations to meet this predominant goal. 
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While the ultimate responsibility for the success of the Fire Department’s Affirmative Action 
Plan rests with the Fire Chief, it is the responsibility of each member of the management team, 
from the Fire Chief to the Company Officer, to give this non-discrimination policy full support 
through leadership and personal example.  In addition, it is the duty of each employee of this 
department to create a job environment that is conducive to our non-discrimination policies.  The 
direct responsibility for the overall administration of the Affirmative Action Plan is delegated to 
the Educational Services Deputy Chief. 
 
 
 
 
____________________________________  ______________________________ 

H. Larry McMillen, Fire Chief      Date 
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II. 
ESTABLISHMENT OF PROCEDURES 

FOR DISSEMINATING 
AFFIRMATIVE ACTION PLAN 

 
Internal Methods of Dissemination 

 
To disseminate the Affirmative Action Program internally, the Fort Worth Fire Department will 
continue to: 
 
1. Conduct meetings with executive, management, and supervisor personnel to explain the 

intent of the policy and individual responsibility for effective implementation, making 
clear the Department Head’s attitude; 

 
2. Meet with the Executive Board members of employee groups to inform them of the 

policy and request their cooperation; 
 
3. Visualize both men and women, minority and non-minority, when employees are 

featured in product or promotional advertising, employee handbooks, or similar 
publications; 

 
4. Communicate to employees the existence of the Affirmative Action Plan and make 

available such elements of the program as will enable said employees to know of and 
avail themselves of its benefits; 

 
5. Issue a copy of the policy to all divisions and sections within the department, as a 

reference resource for all employees; 
 
6. Meet with African American and Hispanic Association Executive Board members to 

inform them of the policy and request their cooperation; and 
 
7. Meet with female firefighters to inform them of the policy and request their cooperation. 
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III. 
RESPONSIBILITIES 

 
The Educational Services Division Chief and the Chief Training Officer will: 
 
1. Have the responsibility of maintaining close and continued contact with the Human 

Resources Department to ensure a diverse number of applicants for positions within our 
departments; 

 
2. Assist line management in arriving at solutions to problems by serving as consultants; 
 
3. Serve as liaison between the Fire Department and enforcement agencies; 
 
4. Serve as liaison between the Fire Department and minority organizations, women’s 

organizations, and community action groups concerned with the employment 
opportunities of minorities and women; and 

 
5. Keep management informed of latest development in the entire Equal Opportunity area. 
 
The Chief Training Officer responsibilities will include: 
 
1. Full-time responsibility for coordinating, monitoring, and administering the Equal 

Opportunity Employment and Affirmative Action Programs through the Fire Department. 
 
2. Assisting in the identification of problem areas and establishment of departmental goals 

and objectives. 
 
3. Active involvement with local minority organizations, women’s organizations, 

community action groups, and community service programs; 
 
4. Periodic auditing of hiring and promotion patterns to remove artificial impediments to the 

attainment of goals and objectives. 
 
5. Regular discussions with our chiefs, supervisors and employees to ensure that these Fire 

Department’s policies are being followed; 
 
6. Providing career counseling for all employees, as requested; 
 
7. Ensuring minority and female employees are afforded a full opportunity and are 

encouraged to participate in all Fire Department associated educational, training, 
recreational and social activities; and 

 
8. Attempt to assure that supervisors are meeting their responsibility to take action to 

prevent any possibly harassment of employees placed through Affirmative Action efforts. 
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It will be the responsibility of all Division and Battalion supervisors to provide an opportunity 
for minority and female members to cross-train and be exposed to the various levels and duties 
within the department which will provide greater experience and opportunities for upward 
mobility. 
 
It will be the responsibility of all officers of the department to see that no member is denied the 
opportunity to seek an assignment, transfer, or other benefit or opportunity to which they are 
qualified to fill. 
 
All supervisors should encourage employee support for the department’s Affirmative Action 
Plan by displaying positive attitudes toward Affirmative Action and by demonstrating a 
commitment to equal employment opportunity. 
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V. 
PROBLEM AREAS/DEFICIENCIES 

 
The City of Fort Worth Fire Department is governed by Chapter 143 of the Local Government 
Code.  This statute, like most, offers both advantages and disadvantages for the Fire Department.  
The statute, in terms of minority relations, offers some limitations.  As an example, many of the 
vital personal function, such as employment and promotions, are specifically addressed in the 
law and the statute prescribes a written examination as the only vehicle for determining 
promotions.  However, recognized progress has occurred in both minority employment and 
promotions. 
 
Some of the problem areas are in: 
 
1. The fire service is a traditionally male career.  As such, much of the female population is 

hesitant to become pioneers in this area.  Recruiting females, therefore, becomes 
significantly more difficult. 

 
2. The promotion of female firefighters is limited to the requirements presented by the State 

Civil Service Statute, which, as previously mentioned, prescribes a written examination 
as the only process to be used in promoting firefighters. 

 
3. Based on the 1999 Utilization Analysis (see below) the Fire Department has made 

significant progress in meeting Affirmative Action Plan objectives.  One area of needed 
improvement is in the placement of females at Entry Level and Fire Engineer positions. 

 
Utilization Analysis 

Fire Department 
 
Underutilized Jobs 
 
Administrators – CS Level 3     Technicians – CS Level 3 
Female (1.17)       Female (17.04) 

Fire Battalion Chief      Fire Engineer 
 
Professionals – CS Level 1     Protective Services – CS Level 1 
Female (6.45)       Female (20.19) 
 Fire Lieutenant      Firefighter 
 Fire Captain 
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V. 
ACTION ITEMS 

 
1. The Fort Worth Fire Department will support those legislative actions, which are 

intended to eliminate any artificial barriers that prevent minorities and women from 
competing on an equal basis with non-protected class members. 

 
2. The department will strive to increase the female representation in all fire trainee classes. 
 
3. The Human Resources Department has primary responsibility for the recruitment of Fire 

Trainee candidates.  The Fire Department supports the efforts of the Human Resources 
Department with a full-time Battalion Chief assigned to liaison with them and to assist 
with all recruitment efforts, including; 

 
a) Maintaining a recruiting vehicle and assigning recruiting responsibilities to seek 

candidates through routine visits at high schools, junior and senior colleges, 
community activities, etc., within a 75-mile radius. 

 
b) Utilizing newly developed videotapes, posters, and brochures. 

 
c) Publicly encouraging mentorship by department incumbents of prospective 

candidates. 
 

d) Making use of advertising to attract candidates, including public service 
announcements, articles, and paid advertising whenever fiscally possible. 

 
e) Utilizing Educational Services staff members to conduct training sessions over the 

entry-level study guide in geographical areas that have a high minority make-up. 
 

f) The department will conduct monthly physical agility test practice sessions for 
applicants to evaluate their physical condition prior to taking the city’s civil 
service physical agility test. 

 
g) Recruitment at military bases and job fairs throughout the State of Texas and 

neighborhood states. 
 

h) In conjunction with Jeremy Bagley from DFWEmployment.com, the Fire 
Department will start using the Internet to advertise its recruitment efforts.  As 
more people are relying on the Internet for information, this new avenue will be 
advantageous. 

 
i) The department will modify the public safety cadet program to provide an 

opportunity for flexible work hours and college credits.  An opportunity will also 
be extended to the public safety cadets to participate in training activities with the 
Fort Worth Fire Department for college credit. 
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j) The department will attempt to partner with minority fire departments’ 
associations to apply for a grant in order to develop fire career programs in areas 
of the city with high minority population. 

 
k) The department will attempt to partner with the Fort Worth Independent School 

District to develop a fire service career program in the public schools. 
 
4. The department will attempt to place protected class members into classifications and 

areas identified in the utilization analysis where the opportunity to do so presents itself. 
 
5. Provide the opportunity for our incumbents to serve as assessors in assessment centers for 

other fire departments. 
 
6. Attempt to increase the number of qualified females at the entry level: 
 

a) Recruitment at special events for females. 
 

b) The department will continue working with Human Resources and Tarrant 
County College to expand the physical agility training program. 

 
 c) Include incumbent female firefighters in recruitment. 
 

d) Continue to work with Human Resources to conduct an annual conference 
addressing diversity in the Fire Service. 

 
 e) Partner with women organizations to identify potential applicants. 
 

f) Partner with Human Resources to develop a mini-fire academy.  This mini camp 
is a summer camp for young women ages 16-19 years old.  The purpose of this 
mini camp is to provide an opportunity for young women to explore firefighting 
as a potential career. 

 
7. Target recruitment efforts in organization and communities with a diverse population. 
 
8. Establish and maintain on-going dialogues with multicultural programs at universities. 
 
9. Announcements at local churches, as well as, partnerships with ministerial alliances. 
 
10. Presentations in local schools by Firefighters and Human Resources professionals are 

recommended. 
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VI. 
AUDITING AND REPORTING SYSTEM 

 
The status of the Fire Department’s Affirmative Action Plan will be included whenever, such 
reports are requested by the City Manager.  Included in the report will be information that 
reflects upon the action items and the employment of minorities and women. 
 
The Chief Training Officer will have the overall responsibility for implementing and managing 
the EEO and AAP programs.  The Recruitment Chief may appoint an assistant or committee that 
will design and implement an audit and reporting system that will: 
 
1. Measure the effectiveness of the Fire Department’s action items identified in the fifth 

section. 
 
2. Indicate the need for remedial action. 
 
3. Determine the degree to which the fire department’ objectives have been attained. 
 
Additionally, the Chief Training Officer will define objectives and monitor and develop 
measures of success.  A quarterly report will be developed and disseminated internally.  This 
report will communicate program progress. 
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VII. 
PARTICIPATION IN COMMUNITY PROGRAMS 

 
The Fort Worth Fire Department will assign personnel to both formal and informal 
communications with minority and women’s organizations and associations in the community.  
The purpose of these meetings and activities will be to publicize the department’s interest in 
recruiting and training individuals for employment. 
 
Cooperative efforts may include such endeavors as tours of the Fire Department facilities and 
presentations to minority and women’s groups regarding the fire service and career opportunities 
available within the department.  An attempt will be made to publish articles in community and 
neighborhood newspapers describing the achievements of minority and women employees and 
within the department. 
 
Recruiting presentation and lectures at area colleges, high schools, and vocational training 
institutions will be conducted as needed to provide another dimension of community 
involvement. 
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