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The purpose of this thesis was to investigate the current situation of equality and non-discrimination within 
the Western Uusimaa Rescue Department, and based on that information, to conduct an extensive equality 
and non-discrimination plan for them. The aim was to clarify the concept of equality and non-discrimina-
tion, and put up clear guidelines for the organization to promote equality. 

The theoretical framework of this thesis consists of diversity management, organization culture, and rele-
vant laws and concepts related to equality. The study was carried out as a case study research. The research 
material was collected with a survey. 

The equality and non-discrimination plan created as part of this thesis explains the principles of equality 
and non-discrimination, as well as the legal basis for planning. The plan includes sections on management, 
recruitment, orientation, communication, personnel training, and occupational health and safety in mat-
ters related to improving equality. Concrete development proposals are also described in the plan. In addi-
tion, implementation, monitoring and evaluation are represented. 

According to the research results, equality and non-discrimination are not fully realized in the Rescue De-
partment. The current situation suggests that increasing awareness of equality and non-discrimination is 
necessary. The plan created gives the organization clear, practical measures to promote equality. After all, 
it will increase employees’ psychological safety and trust towards the employer. 
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1 Introduction 

The awareness for equality and non-discrimination is on constant rise; globalization, techno-log-

ical improvements and migration movements are changing the world we live in. With the ever-

changing world, we also need to change our mindsets and adopt inclusion and equality as part of 

our everyday operations. 

The rescue departments of Finland have been under some negative media attention during the 

last year. After an extensive report by YLE in October 2021, it was brought to public’s attention 

that sexual harassment is a serious issue within the departments; several personnel members had 

commented on their experiences of inappropriate behavior (Mattinen, 2021). 

The Ministry of the Interior guides and directs emergency response center operations and pre-

pares related legislations. In November 2021 it has published an equality and non-discrimination 

guidelines with long-term goals and over 30 measures to improve equality in rescue services. 

Every rescue department must conduct an equality and non-discrimination plan, and it was ad-

vised to have it by the beginning of 2023. 

Kettunen (2022) conducted an equality plan for the North Karelia Rescue Department at the end 

of 2022 as part of her master’s thesis. The research included a survey for the personnel, and it 

was clear according to the research that equality was not realized and there was need for increas-

ing awareness and developing the plan. Other than that, the situation within other departments 

remains unknown. 

The commissioner of this thesis is The Western Uusimaa Rescue Department (later mentioned as 

LUP for Länsi-Uudenmaan pelastuslaitos). The research problem is that the LUP does not have an 

equality and non-discrimination plan. LUP has participated in Kunta10 surveys that are conducted 

every other year. The results for 2022 have been published in the beginning of 2023, and accord-

ing to them, discrimination is clearly experienced. The response rate was 54% (n = 311), and 26,2 

% of them had experienced discrimination. The percentage has grown significantly since 2020 

when it was 15,9 %, even though the response rate was higher (68 %, n = 384). 

The purpose of this thesis is to investigate the current situation regarding equality and non-dis-

crimination within LUP. Based on that information, an extensive plan with measures is con-

ducted. The objective of this research is to clarify the concept of equality and non-discrimination, 
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and to put up clear guidelines for the organization to operate accordingly. In addition, the aim is 

to produce concrete action proposals to facilitate equal practices within the organization. 

The research questions are: 

RQ1. What is the current situation with equality and non-discrimination within 

LUP? 

RQ2. What are the possible issues/problems? 

RQ3. How to promote equality and non-discrimination within LUP? 

The theoretical background of the thesis consists of theories of key concepts of equality and non-

discrimination, diversity management, and organization culture. The research strategy used will 

be a case study. Data collection method will be a survey for the LUP personnel, and it includes 

quantitative and qualitative (open) questions. Brainstorming will be used as a development 

method for the development task itself. 
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2 Equality and non-discrimination within work life 

This chapter includes theoretical basis for the key concepts such as equality and non-discrimina-

tion as well as discrimination. In addition, the related laws are introduced. According to legisla-

tion, the employers have certain obligations that will be presented in this instance. 

2.1 Legislation 

There are several laws that regulate the equality and non-discrimination within work life. The 

development of Finnish laws related to equality are highly influenced by the decision-making 

practices of, for example European Court of Human Rights and the Court of Justice of EU. (Minis-

try of Justice c, 2023) 

International agreements and EU directives 

One of the most relevant milestones in the history of human rights is the United Nations’ Univer-

sal Declaration of Human Rights. It was proclaimed in 1948, and Finland ratified the agreement 

on 1990. (Ihmisoikeuskeskus, 2023) The Declaration sets a common standard for fundamental 

human rights, and it has paved the way for other human rights treaties globally (United Nations, 

n.d.) 

The European Union’s goals include the equal treatment of employees. It has enacted many laws 

against discrimination over the years, and EU legislation applies to all employer-employee rela-

tionships in companies, organizations, and authoritative organizations. Workplace discrimination 

on the grounds of age, sex, disability, ethnic or racial origin, religion or belief, or sexual orientation 

is prohibited. (European Commission a, 2019)  

One of the most relevant EU directives is 2000/78/EC, which establishes a general framework for 

equal treatment in employment and occupation (European Commission b, n.d.). Everyone work-

ing within EU has certain minimum rights, and all EU countries must make sure that their national 

laws protect these rights related to health and safety at work, equal opportunities for women and 

men, protections against discrimination and labor law (European Commission c, n.d.). 
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Constitution of Finland 

The Constitution of Finland [PeL] (731/1999) provides for fundamental rights. Regarding equality, 

it states that everyone is equal before the law. In addition, it states that no one should be treated 

differently from other persons on the ground of sex, age, origin, language, religion, conviction, 

opinion, health, disability or other reason that concerns his/her person. Furthermore, the law 

raises up the children’s equal rights, and the promotion of equality between sexes. (PeL Chapter 

2, Section 6) 

Act on Equality between Women and Men 

The purpose of the Act on Equality between Women and Men [Tasa-arvoL] (609/1986) is to pre-

vent gender-based discrimination and to promote equality between women and men. Particu-

larly, the improvement of women’s status in work life is essential to this Act. In addition, the 

objective of the Act is to prevent discrimination based on gender identity or gender expression. 

(Tasa-arvoL Section 1) 

Non-discrimination Act 

The Non-discrimination Act [YhdenvertL] (1325/2014) promotes equality and prevents discrimi-

nation, and it enhances the protection provided by law to those who have been discriminated 

against.  

The Act obliges employers, authorities and education provides to promote equality. It is also 

stated that authorities and employers who employ more than 30 persons, and education provid-

ers must have a plan to promote equality. (YhdenvertL Chapter 2, Sections 5-7) 

The Act is integrated with several other laws, such as the previously mentioned Constitution of 

Finland (731/1999) and Act on Equality between Women and Men (609/1986).  

Criminal Code of Finland 

Regarding discrimination, the penalties for violating the prohibition of discrimination are deter-

mined by the Criminal Code of Finland [RL] (39/1889). Chapter 11, Section 11 contains a broad 

prohibition of discrimination. In addition, the Criminal Code prohibits discrimination in work (RL 

Chapter 47, Section 3). 

Sexual harassment and gender-based harassment are prohibited in the Act on Equality Between 

Women and Men (Tasa-arvoL Chapter 7). However, if the harassment includes physical touching, 
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it is possible to apply the Criminal Code’s provisions as sexual harassment in cases of physical 

integrity is criminalized (RL Chapter 20, Section 6). 

Legislation related to employment 

There are several laws related to employment. Employment Contracts Act [TSL] (55/2001) pro-

vides for matters related to employment contracts. The law stipulates on equal treatment of all 

employees and prohibits any discrimination related to employment (TSL Chapter 2, Section 2).  

The Civil Service Act [VirkamL] (750/1994) provides for government employment. The Act ensures 

that civil servants are treated equally so that no one is unjustifiably placed in a different position 

compared to others for discriminatory reasons. 

The objective of Occupational Safety and Health Act [TTL] (738/2002) is to improve the working 

environment and working conditions. This ensures and maintains employees’ ability to work. In 

addition, it aims to prevent occupational accidents and diseases, and to eliminate other risks 

caused to physical or mental health. (TTL Chapter 1, Section 1) Therefore, the Act is closely related 

to discrimination and harassment that causes mental stressors. It obligates the employer to take 

necessary measures in case of harassment. (TTL Chapter 5, Section 28) 

2.2 Equality 

Equality means that all people are equal, regardless of their gender, age, ethnic or national origin, 

citizenship, language, religion and belief, opinion, disability, state of health, sexual orientation or 

other reason related to the person. (Ministry of Justice b, 2022)  

As the development task of this thesis was done in Finnish, it is important to define the meaning 

of the word equality as in Finnish terminology it covers two meanings: tasa-arvo and yhden-

vertaisuus. Tasa-arvo was originally used for political and social equality, and it was adopted as 

the term used in the context of sex/gender equality. (McCrudden & Prechal 2009, 23) The Act on 

Equality between Women and Men (609/1989) defines the prohibition of discrimination between 

sexes and the promotion of gender equality. 

Yhdenvertaisuus was originally referring to formal equality. The etymology of the word is a refer-

ence to yksi (one) and vertaisuus (comparison, equation). Later, the word yhdenvertaisuus has 

been used as to other prohibited grounds of discrimination. (McCrudden & Prechal 2009, 23) 
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The Ombudsman for Equality is an independent authority whose main duty is to supervise com-

pliance with the Act on Equality between Women and Men (Ombudsman for Equality a, 2022). 

According to the Act the Ombudsman for Equality has the right to receive necessary information 

from any person in order to supervise compliance with the Act (Tasa-arvoL Section 17). 

2.3 Discrimination 

Discrimination is treating someone less favorably than others on the basis of a personal charac-

teristic (Non-discrimination Ombudsman b, 2022). 

Under the Non-discrimination Act 

no one may be discriminated against on the basis of their age, origin, nationality, 

language, religion, belief, opinion, political activity, trade union activity, family re-

lationships, state of health, disability, sexual orientation or other personal charac-

teristics. Discrimination is prohibited, regardless of whether it is based on a fact or 

assumption concerning the person him/herself or another. (YhdenvertL Chapter 3, 

Section 8) 

As mentioned in the previous chapter 2.1, also other laws prohibit discrimination. Finland has a 

Non-Discrimination Ombudsman who promotes equality and prevents discrimination. The Om-

budsman also supervises the removal from the country and is the National Rapporteur on Traf-

ficking Human Beings. (Non-discrimination Ombudsman a, 2022) 

Different forms of discrimination in work life will be further introduced in a later chapter 2.5 

Forms of discrimination. 

2.4 Sexual harassment and gender-based harassment 

Under the Equality Act (609/1989) sexual harassment is considered as discrimination. Sexual har-

assment is defined as 

verbal, non-verbal or physical unwanted conduct of a sexual nature by which a per-

son’s psychological or physical integrity is violated intentionally or factually, in 
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particular by creating an intimidating, hostile, degrading, humiliating or offensive 

atmosphere (Tasa-arvoL Section 7). 

Sexual harassment can be expressed in various ways. It is not only physical contact, rape or at-

tempted rape, but also sexually suggestive gestures or expressions, indecent talk, sexually sug-

gestive emails, text messages or phone calls, and suggestions of or demands for sexual inter-

course or other kinds of sexual activity. (Ombudsman for Equality c, 2023) 

In addition, gender-based harassment is considered as discrimination. It is defined as 

unwanted conduct that is not of a sexual nature but which is related to the gender 

of a person, their gender identity or gender expression, and by which the person’s 

psychological or physical integrity is intentionally or factually violated and an in-

timidating, hostile, degrading, humiliating or offensive atmosphere is created 

(Tasa-arvoL Section 7). 

Gender-based harassment can be expressed by degrading talk concerning another person’s gen-

der, by belittling the opposite gender, or by workplace or school bullying. The latter is when this 

is based on the victim’s gender. (Ombudsman for Equality c, 2023) 

2.5 Forms of discrimination 

The law defines five different forms of discrimination; direct and indirect discrimination, harass-

ment, denial of reasonable accommodation and instruction or order to discriminate (YhdenverL 

Chapter 3, Section 8). All forms of discrimination entitle to compensation provided for in the Non-

discrimination Act. 

Direct discrimination 

Discrimination is direct, if a person is treated less favorably than others on the grounds of per-

sonal characteristics (YhdenvertL Chapter 3, Section 10). Unfavorable treatment refers to a pro-

cedure, either an act or an omission, by which the subject of the procedure is placed in a worse 

position than others. An example of this could be a situation where the employer does not invite 

job applicants of certain ethnic minority to a job interview because of their origin. (Leppänen 

2015, p. 34) 
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Indirect discrimination 

According to Non-discrimination Act (1325/2014) Section 13, indirect discrimination is when 

an apparently neutral rule, criterion or practice puts a person at a disadvantage 

compared with others as on the grounds of personal characteristics, unless the rule, 

criterion or practice has a legitimate aim and the means for achieving the aim are 

appropriate and necessary. 

Indirect discrimination is often more difficult to detect than direct discrimination. This could occur 

during applying for a job that requires a driver’s license; it is practically impossible for visually 

impaired people or people under the age of 18 to meet this requirement. However, if the perfor-

mance of the duties of the job or position being applied for genuinely requires a driver's license, 

it is not considered discrimination. (Leppänen 2015, p. 37-38) 

Harassment 

Harassment is one of the forms of discrimination. It is referred as deliberate or de facto infringe-

ment of the dignity of a person, if the infringing behavior relates to a reason referred to in section 

8, and as a result of the reason, a degrading or humiliating, intimidating, hostile or offensive en-

vironment towards the person is created by the behavior (YhdenvertL Chapter 3, Section 14). 

Leppänen (2015, p.39) describes harassment as a behavior that violates human dignity.  It is a 

broad concept that can include emails, facial expressions, gestures or displaying written or elec-

tronic material. Leppänen adds that this behavior does not have to be aimed directly at a specific 

person to be harassment, but it can also be aimed at a group of people. 

The employer is obligated to take action to remove the harassment. However, the employer's 

procedure is not discrimination if the employer does not receive information that the employee 

has been subjected to harassment at work. In addition, it should be noted that the employer 

fulfills their responsibility as long as they take the measures available to them in each situation to 

eliminate the harassment. (Leppänen 2015, p. 41) 

Denial of reasonable accommodation 

Chapter 15 of Non-discrimination Act (1325/2014) stipulates the reasonable accommodation for 

people with disabilities in order to realize equality for them. The employer must make appropriate 
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and reasonable adjustments necessary in the given situation, so that a disabled person can get a 

job, perform work duties and progress in a working career on an equal basis with others. 

As Leppänen (2015, p. 42-43) mentions, it is discrimination only when the employer, aware of the 

obligation to adapt, has not taken action after the need for adaptation has arisen, the adaptation 

has been requested and it has been considered reasonable. Therefore, if no request for adapta-

tion has been made, it is not possible to sue for compensation afterwards. 

Instruction or order to discriminate 

An instruction or order to discriminate constitutes as discrimination (YhdenverL Chapter 3, Sec-

tion 8). 

Discrimination by an instruction or order must be due to a reason related to a person in order for 

it to be discrimination as defined in the law. Such reasons related to a person are, for example, 

age, origin, language, disability, etc. (Leppänen 2015, p. 43) For example, an employer that in-

structs employees at a shop not to serve customers with a foreign background is guilty of discrim-

ination. Even if none of the employees have actually followed the instruction this constitutes as 

discrimination. In addition, it is important to note that following a discriminatory order or instruc-

tion also constitutes as discrimination. (Non-discrimination Ombudsman b, 2022) 

2.6 Justification for different treatment 

Treating individuals differently does not always constitute discrimination, as long as the different 

treatment is based on legislation, and it has an acceptable objective and the measures to attain 

the objective are proportionate. Non-discrimination Act provides grounds for justified different 

treatment. (YhdenvertL Section 3, Chapter 11) 

Positive action 

Proportionate different treatment that aims to promote de facto equality, or to 

prevent or remove the disadvantages attributable to discrimination, does not con-

stitute discrimination (YhdenvertL Chapter 3, Section 9). 

The purpose of the provision is to allow the positive special treatment necessary to secure de 

facto equality, i.e., actions that improve the status and conditions of a certain group in need of 
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special protection. Such groups can be, for example, young people, immigrants, elderly, or disa-

bled people. (Leppänen 2015, p. 57) Positive action can be, for example, an admission quota at 

educational institutions for a group at risk of discrimination (Non-discrimination Ombudsman b, 

2022). 

Positive action and the proportionality of its measures must always be assessed case by case as it 

is necessary to be careful when using positive special treatment. If recommending or placing an 

individual or group in a privileged position means discrimination against others, it is considered 

prohibited by the regulation. (Leppänen 2015, p. 57) 

Different treatment in hiring and employment 

Non-Discrimination Act (1325/2014) allows different treatment in hiring and employment on cer-

tain conditions. The different treatment must be based on the nature of the tasks and the actual 

and critical requirements of carrying them out. The treatment must also be proportionate. 

(YhdenvertL Chapter 3, Section 12) 

In certain situations, the person’s personal characteristics, such as age or ethnicity, can be used 

as a criterion for hiring. This may include, for instance, employment campaigns targeted at young 

people, or perhaps hiring a member of certain ethnic minority for a business which promotes the 

rights of such minority. (Non-discrimination Ombudsman b, 2022) 

2.7 Employer’s obligations 

The Non-discrimination Act (1325/2014) provides obligations to promote equality. In Chapter 2 

of the Act, these obligations are assigned to authorities, education providers and employers. The 

provision regarding the employer's obligation to promote equality has three parts: a general ob-

ligation to promote equality, obligation to make an equality plan (for companies employing at 

least 30 persons), and the personnel representatives’ right to receive information about the em-

ployer’s actions to promote equality. 

General obligations to promote equality 

According to Non-discrimination Act (1325/2014) Chapter 2, Section 7, the employer must evalu-

ate the realization of equality at the workplace. According to the regulation, the employer must, 

considering the needs of the workplace, develop working conditions and the operating methods 
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that are followed when selecting personnel and making decisions regarding personnel. The em-

ployer's promotion measures must be effective, appropriate and proportionate, considering the 

operating environment, resources and other circumstances. 

The Non-discrimination Act (1325/2014) does not define in more detail what kind of concrete 

measures the promotion obligation covers. However, the Act on Equality between Women and 

Men (609/1986) includes more specific obligations employers have as to promoting gender equal-

ity: 

In order to promote gender equality in working life, the employer must, with due 

regard to the resources available and any other relevant factors, 

1) act in such a way that job vacancies attract applications from both women and 

men; 

2) promote the equitable recruitment of women and men in the various jobs and 

create for them equal opportunities for career advancement; 

3) promote equality between women and men in the terms of employment, espe-

cially in pay; 

4) develop working conditions to ensure they are suitable for both women and men; 

5) facilitate the reconciliation of working life and family life for women and men by 

paying attention specially to working arrangements; and 

6) act to prevent the occurrence of discrimination based on gender. (Tasa-arvoL 

Section 6) 

Obligation to make a plan for the promotion of equality 

All employers who regularly employ at least 30 persons must make a plan for the necessary 

measures for the promotion of equality. It is worthy of remark that as the word equality covers 

two meanings in Finnish, tasa-arvo and yhdenvertaisuus, both of these laws provide the same 

obligation for employers to make a plan (YhdenvertL Chapter 2, Section 7 ; Tasa-arvoL Section 6).  

However, the Non-discrimination Act (1325/2014) does not specify other requirements than to 

have a plan. The Act on Equality between Women and Men (609/1989) on the other hand has 

more precise requirements, such as the pay survey which presents the differences in pay between 



12 

women and men. The pay survey is used to ensure that there are no unjustified pay differences 

between men and women working for the same employer. (Tasa-arvoL Section 6) 

In addition, there is another difference between these two obligations to conduct a plan for pro-

moting equality: the gender equality plan must be made at least every two (2) years dealing par-

ticularly with pay and other terms of employment (Tasa-arvoL Section 6 a). As for the equality 

plan according to the Non-discrimination Act 1325/2014, Section 7, there is no schedule men-

tioned. 

The personnel representatives’ right to receive information 

According to law, a shop steward elected or other representative of the personnel, is entitled to 

access information on what actions the employer has taken to promote equality in the workplace 

(YhdenvertL Chapter 2, Section 7, Sub-section 3). If the promotional activities are included, for 

example, in occupational health and safety program, it is considered to be sufficient information. 

In case there is no current plan, the employer is nevertheless obligated to give either oral or writ-

ten information of the on-going activities on request. However, it must be noted that the repre-

sentative of the personnel is not entitled to any sensitive personnel information. (Leppänen, 

2015, p. 30) 
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3 Diversity management 

To work with and lead diverse workforce, it is crucial for the organization to acknowledge the 

basics of diversity and how to manage it. These issues will be discussed in this chapter. 

3.1 Diversity 

Diversity as a concept is broad. It is important to distinguish it from the words difference or dis-

similarity as these evoke an image of something that needs to be understood or solved. In other 

words, they contain a hint of a problem. Diversity as a word is neutral and equal. Even though 

diversity can be described as a challenge or even as intimidating, it also includes an essence that 

is extremely positive and aspirational. (Ajanko 2016, p. 19-21) 

According to Ajanko (2016, p. 21-23) diversity consists of four different levels (Figure 1). Firstly 

(1), there is clearly visible definable diversity, such as age or sex. In addition, physical restrictions 

are included in these visible, external factors. Secondly (2), there is a level of more invisible diver-

sity that includes different educations, work experiences or even ethnicity. These factors can be 

seen in a person’s resume. The third (3) level consists of invisible, internal factors that range from 

cultural background and religion to different working habits and styles. The fourth (4) level is the 

deepest diversity which includes the parts of our personality that define our behavior: identity, 

values, motivational factors.  

 

Figure 1. Example of the diversity levels (based on Ajanko, 2016, p. 21-22) 
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It is necessary to acknowledge that diversity and its levels can change within time. Some aspects 

are permanent, such as ethnicity or usually sex. However, aspects such as age, situation of per-

sonal life or the ability to work can change over time. Encountering the diversity with an open 

mind challenges our own prejudices, fears, and immaturity, and we can work on them by becom-

ing aware of them. (Ajanko, 2016, p. 24) Jabe (2017, p. 27) points out that it is common for people 

to avoid meeting different people, even at work. She agrees that having an open mind allows us 

to take advantage of diversity, and we can learn to rejoice the different skills others have. 

3.2 Diversity management 

As the world has been - and still is - changing due to globalization, technology development and 

migration movements, so has been the work environment. The workforce has drastically diversi-

fied, and this has led to a need for diversity management within the work environment as diver-

sity encompasses many different areas: ethnic groups, genders, educations, backgrounds and so 

on. (Alshaabani et al., 2022)  

It is argued that diversity management is increasingly important for organizations. By planning 

long term diversity management strategies and including them into the human resource manage-

ment activities, the organizations can succeed in sustainable prosperity. Diversity management 

improves employee engagement: when employees perceive the diversity management practices 

positively, they tend to be more engaged and motivated at their workplace. (Alshaabani et al., 

2022) 

Alshaabani et al. (2022) state that diversity management has a direct negative effect on job inse-

curity. Especially in this era of the pandemic and the increased insecurities by it, the organizations 

are able to build trust between them and the employees by clear diversity management practices 

and policies. Organizational trust leads to a feeling of security, which leads to job satisfaction and 

motivation. 

In their study, Dongrey and Rokade (2022) mention employee emotional commitment which is 

known as affective commitment. Inclusiveness in the workplace plays an immense role for the 

diversity management as it gives employees a feeling of belonging to the organization and being 

valued. As perceived discrimination detaches employees from the organization, the perceived 

equality gives them emotional safety. This leads to higher affective commitment, which can be 

seen as enhanced performance, active participation and taking initiatives. Jabe (2017, p.26) 
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agrees with this and underlines that the organization’s management and HR need to ensure ade-

quate equality in representation and growth opportunities in order to achieve affective commit-

ment and thus the organization’s sustainability and success.  

3.3 Leader’s role in diversity management 

Leader’s role in diversity management is crucial as they provide direction and guidance to the 

employees. They are responsible for implementing the organization’s policy on diversity and this 

affects the employees’ behavior and their views of the organization. (Rahman, 2019) Thus, the 

leader’s behavior can have a positive or negative affect on employees’ perceptions and therefore 

to their feeling of security. Jabe (2017, p. 273) emphasizes the role of the leader, too. In addition, 

she argues that team commitment is the most significant predictor of the leader’s success. 

Inclusion of diverse workforce plays an important role in both leadership and diversity manage-

ment. As mentioned in the last chapter 3.2, it is crucial to include all employees in the organization 

and give them the feeling of belonging and being valued. The leaders must promote equality in 

their own behavior and representation to achieve the positive outcome of employees’ commit-

ment to the workplace. (Dongrey & Rokade 2022) 

Ajanko (2016, p. 132-134) mentions that leader and their management style have a decisive in-

fluence on the organization’s culture; almost 70 %. The remaining 30 % forms of standards, sys-

tems, and processes. The personality of the leader creates the basis for the organization culture, 

and the leader’s attitude to diversity very much forms the organization’s diversity culture. 

The organization as well as an individual can take certain steps to grow and develop into the 

diversity management. Ajanko (2016, p. 132-134) covers the same steps Daniels (n.d.) has de-

scribed as the “5 As” of the change process.  

1. Awareness - Having practices to increase the receptivity and understanding. 

2. Acceptance - Increasing acceptance through open dialogue and reflection. By getting 

more knowledge of one another, we are able to accept the different approaches every-

one has. 

3. Appreciation - Through awareness and acceptance, we move to genuine appreciation, 

and we are able to see the value of diversity in ourselves and others. 
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4. Action – Through the previous steps we can achieve real responsibility which leads to 

action. By connecting the increased self-knowledge to the needs of business life, useful 

areas for development can be found. 

5. Adherence – Committing to the whole process of “5 As” in the daily practice. It is essential 

to acknowledge that the conscious diversity management cannot be fixed at once, but it 

needs practice by going back and forth with these steps. (Daniels, n.d.) 

Even as diversity management is considered important, it also causes challenges for leadership. 

Globalization and technological improvements add their own weight on leadership, as leaders 

must know what is expected of them and how to execute their leadership in the international 

work environment. As Chuang (2013) is cited in Rahman (2019), there are six immense leadership 

challenges: 

- time management 

- decision making 

- speeding up the work 

- motivating others to work smartly and diplomatically 

- mentoring and coaching 

- leading a team; adapting leadership for the chances of the globalization 

Overall, it is the managing of diverse people in the ever-changing world and work environments 

that cause challenges for the leadership. Leading change and overcoming the resistance to 

change, as well as dealing with employees’ reaction to it is demanding (Chuang, 2013 as cited in 

Rahman, 2019). 

Ajanko (2016, p. 108) recommends familiarizing with coaching management approach when the 

leader wants to develop themselves and the whole community. This approach is one of the most 

efficient ways to promote performance, development, and learning. Coaching interaction is part 

of diversity management. 

Coaching management approach includes building of relationship and trust, active listening, pres-

ence, and giving room for realization. Coaching is targeted on how the desired goals can be 

achieved. However, this approach does not exclude the traditional management and leadership 
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approaches, it is more of an addition to these. It is good to remember that coaching interaction 

is not only restricted to your own subordinates, but it is preferable to use when interacting with 

colleagues and supervisors. (Ajanko 2016, p. 109-111) Even though Jabe (2017, p. 276-) is not 

mentioning the term coaching management, she also emphasizes the same features that form a 

good leader: active listening, presence, etc. The author also mentions empowerment as a result 

of experiencing together; empowering the employees can be obtained by sharing experiences 

and accepting diversity. This means hearing through the words of the employee and understand-

ing in more depth. By this, the entire organization can be strengthened. 



18 

4 Organization culture 

Organization’s internal culture is a significant factor not only in the succeeding in business, but 

also in the psychological safety for the personnel. This chapter introduces the main factors related 

to organization culture. 

Organization culture has as many meanings as there are people describing it. It includes the or-

ganization’s conscious and unconscious values, structures, and modes of operation that guide its 

employees’ thinking and behavior. The latter also unite the employees and differentiate the or-

ganization from the others. (Luukka, 2019, p. 16-25) Kulmala and Rosvall (2022, p. 20-21) agree 

that there is no certain definition for the organization culture. They also agree on the fact that 

the culture guides the behavior of the employees on a long-term basis, and that is what makes 

the organization culture so powerful. Jabe (2017, p. 261) argues that the effect of organization 

culture will go even so far as to influence the way we dress, what hobbies we have, how we talk, 

etc. 

According to Luukka (2019, p25-29), there are six key features that form the organization culture. 

These features are: 

1. Culture requires a group. Even though an individual can be participating in creating the 

culture, in itself the culture is always a group feature. 

2. Culture is created within the group, together. The outside world may impose some bound-

aries for the organization, but its culture is formed by the acts within the group. The cul-

ture reflects the leader’s values, actions, and omissions. Culture is often the shadow of 

its leader. 

3. Culture is learned, and it can be taught. New members will always adapt to the culture, 

and if not, they will leave. Culture and culturally appropriate activities can and should be 

taught, for example as part of the initiation process. 

4. Culture is shared – it unites group members and differentiates from others. The culture is 

formed when the community has shared habits, symbols, etc. The identity, which is es-

sential element, is then formed by the culture. This identity also differentiates the organ-

ization from others with its own unique ways. 
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5. Culture affects on the level of assumptions, values, symbols, and behavior. A common 

misunderstanding is that the culture is only the visible symbols. In reality, it consists of 

the shared values and common world view. 

6. Culture is always stronger than an individual. Culture is a feature of the group, and it 

contains the organization’s history. Sometimes the culture can be even stronger than the 

group. (Luukka, 2019, p. 25-29) 

Organization culture operates in multiple levels. Luukka (2019, p. 30) introduces the classic or-

ganization culture model made by Edgar Schein in 1994 (Figure 2). It demonstrates clearly the 

external and internal levels, and the deeper layers within them. 

The basis for the organization culture is the basic assumptions that describe the company’s world 

view. The assumptions may have been values originally, but as time goes by, they have become 

self-evident, and they are no longer questioned. Adopted values are built on these assumptions. 

However, the written values may not always be the organization’s true values. (Luukka, 2019, p. 

31-32) 

 

Figure 2. Edgar Schein's classic organization culture model (based on Luukka, 2019, p. 30) 

The external, observable things are the artifacts. They are the company logo, the office and inte-

rior design, but they are also the recruiting process, organization’s own “language”, etc. The cul-

ture in its entirety cannot be seen solely by these external factors, but the meaning behind them 

must be understood. (Luukka, 2019, p. 31). 
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4.1 Cornerstones of organization culture 

Luukka (2019, p. 176) presents four cornerstones that form the foundation for a strong, humane 

organization culture: perception of human beings, world of values, reason for existence, and di-

rection.  

The first cornerstone, perception of human beings, reveals how the management of the company 

sees its employees. In the end, it defines everything related to the organization culture. As the 

company’s structures, value systems, operating models etc. are reflections of the management’s 

perceptions of people, it will “make or break” the business. For example, if the management’s 

perception is negative, the culture is built upon mistrust and control. In case the perception is 

positive, trust and openness are in the center of the organization culture. (Luukka, 2019, p. 177-

183) Kulmala and Rosvall (2022, p.38) also emphasize on this, and especially that the manage-

ment and other decision-makers have a significant effect on the culture’s perception of human 

beings. 

During the last decades, one of the biggest oversights for companies has been following the “per-

formance – potential” matrix, which emphasizes leading with fear with the idea of employees 

doing their job as well as possible while being concerned of losing their jobs. The employees are 

still being controlled in most organizations. However, new ideas of detaching from such ideas are 

rising. Transferring from strictly transactional model to understanding and valuing the employee’s 

work input can strengthen the culture. The desire to understand people and diversity is an essen-

tial part of the organization's and its leaders' perception of people, and therefore also the cul-

ture’s. (Luukka, 2019, p. 187-192) 

The second cornerstone is the values of the organization. While the mission tells why the com-

pany is, vision tells where the company is going and strategy offers the way to get there, the 

values define how the company needs to operate for it to succeed. The values are supposed to 

tell how, by actions, the company is going to realize the purpose of its existence and reach the 

goals it has set. It must be remembered that the values are not guiding the business but the peo-

ple in it. Therefore, setting a value of, for example, result orientation is not actually a value for 

the employees, but the company itself. (Luukka, 2019, p. 202-206) 

Another important aspect of the values is that they need to be created by the company manage-

ment or the owners. Unfortunately, many companies try to involve the whole organization in the 

definition of values, even though values cannot be created as an equal, democratic process. In 
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addition, as the values reflect the organization culture, the management needs to commit to 

them. (Luukka, 2019, p. 224-225) 

As for the values of the organization, Kulmala and Rosvall (2022, p. 52-53) point out that values 

are often perceived as abstract or personal. Principles of action refer more clearly to what the 

common code of conduct within the organization is. The authors also emphasize that the com-

mon principles of action are helpful when different people work together, and for example, ad-

dressing unwanted behavior is actually defending the common values. 

The third cornerstone, reason for existence, separates the succeeding businesses from others. For 

the culture to be strong, the organization’s purpose should guide the actions and really inspire 

the employees. The purpose or mission can connect the everyday work to something bigger, and 

it provides a reason for the work. This can only be achieved if it is based on true motives of the 

owners and management. (Luukka, 2019, p. 227-231) 

The purpose, i.e. mission, always needs a vision to succeed. Therefore, the fourth cornerstone is 

direction.  The vision should look ahead ambitiously enough, but the people should feel it as their 

own. People want to feel inspired, and regrettably, too often organizations set values only related 

to their own key figures, which is not motivational for the employees. However, inspirational vi-

sion is not enough: employees want to feel they are working towards a clear future vision, and 

they have their own role in achieving the goal. In addition, using the vision in everyday commu-

nication has a great effect on this experience. Building a strong organization always requires a 

vision. (Luukka, 2019, p. 235-249) 

4.2 Psychological safety 

It is crucial for the employees to feel that they can be themselves in the workplace. When this 

situation is obtained, the employees feel valued, and they will not use their energy in wrong is-

sues. They are able to participate and give their own contribution to the community. It can be 

said that psychological safety is a joint agreement that the community aims for a space where 

everyone can bring their true self to the game. (Rinne, 2021, p. 27-29) However, Snow (n.d.) warns 

that creating a “too comfortable” environment is counter-productive; comfort is not the same as 

safety. The leader’s job is not to protect the employees from discomfort, but from harm. In addi-

tion, the leader will motivate and guide through the discomfort and harness that into growth. 



22 

As Figure 3 demonstrates, psychological safety is trust among a group rather than just between 

two people. It is a commitment to treat each other charitably. (Snow, n.d.) 

 

Figure 3. The difference between trust and psychological safety (Snow, n.d.) 

Nowadays learning is part of the daily work life, it is not only restricted to school. So-called learn-

ing organizations observe their environment constantly trying to identify and process new infor-

mation and, if necessary, change their activities and strategy. Learning is a competitive advantage 

in this instance, and a major prerequisite for learning is a culture that allows mistakes. It is unde-

niable that psychological safety affects to learning as in principle people do not want to make 

mistakes. They need to feel safe in order to try and possibly learn from their mistakes. Therefore, 

to obtain psychological safety, the work needs to be framed as a learning process instead of per-

formance oriented. (Rinne, 2021, p. 66-69) 

Responsibility and specifically responsible organization culture have become an important part 

of company branding. It is used as an attraction factor in recruiting. Integral part for the respon-

sible organization culture is psychological safety, and furthermore, equality is essential for both 

of them. (Rinne, 2021, p. 72-73) 

Psychological safety does not mean that there are no problems in the work community. It is im-

portant to understand that psychological safety is not a conflict-free state, but it enables discus-

sion of challenging issues, and it helps people solve problems together. Furthermore, psycholog-

ical safety is not about being friends with every colleague and having only happy workdays. It is a 

state that is built on directness, clear goals, transparency and openness. It allows people to focus 

on their work and to develop it together. (Rinne, 2021, p. 80) 
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Kulmala & Rosvall (2022, p.31-33) bring up the important aspect of the meaningfulness of work. 

As they cite philosopher Frank Kulmala “If forty hours of our waking hours each week are mean-

ingless drudgery, the leisure experiences or gadgets that money can buy are not enough to com-

pensate for that loss”. In developing the culture, it is pivotal to clarify the meaningfulness of work 

as employees crave for deeper meaning for their work life. Nobody wants to just perform, but 

rather experience of producing something valuable, solving problems or making customers 

happy. This is strongly linked to positive experiences at work. 

4.3 The management of organization culture 

Managing the organization culture is determining for any company that wants to succeed. The 

culture is in constant motion due to internal changes and the external operating environment. 

Understanding the organization’s history, having a clear understanding of today’s values and 

trends, and having a clear vision of the future are needed for successful management. (Kulmala 

& Rosvall, 2022, p. 34-37) 

Kulmala and Rosvall (2022, p.88-90) point out that it is a common misconception that the organ-

ization culture is managed as a giant change project. However, it is rather an ongoing process that 

will never end. The different stages form a circle (Figure 4) that demonstrate the process. Inter-

esting feature is that with each new round the circle will become a new version of itself, including 

new energy and learnings. 
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Figure 4. The stages of culture management (based on Kulmala & Rosvall, 2022, p. 90) 

As one of the most important processes regarding the constructing or changing the organization 

culture, Luukka (2019, p. 255-256) brings out recruiting: he emphasizes that it is crucial to not 

hire employees that do not fit in the culture. As this statement can be criticized for decreasing 

the diversity and making the culture too homogeneous, Luukka wants to clarify that this is a mis-

conception. The author does not mean hiring people with certain education, sex, etc. He points 

out that if the organization culture is built upon openness, it is necessary to hire people who fit 

into that. If the culture appreciates individual performance, there is no sense in hiring people who 

want to co-operate in their work and do not appreciate individual competition. 

Kulmala & Rosvall (2022, p. 21-22) remark that as individuals seek out cultures that suit them, 

companies try to choose people who fit the culture, and over time, people who do not fit the 

culture leave, and it will form a reinforcing cycle of the organization culture. The authors add that 

besides the culture fit term, there is also now culture add term which means recruiting employees 

that will shake up and develop the culture in a new direction. With both perspectives, the man-

agement can use recruiting to stabilize and reinforce the culture, or to renew the culture towards 

the desired direction. 
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5 Research design 

The research took place between September 2022 and March 2023. It was conducted as a case 

study with mixed methods. The data was collected via a survey, with both quantitative and qual-

itative parts. The open questions, i.e. the qualitative part, of the survey were analyzed inductively. 

Brainstorming was used as a collaborative development method.  

5.1 Case study as research strategy 

The research strategy used in this thesis is a case study. Case study is used when doing research 

in real life context and its primary purpose is to research a particular phenomenon within a single 

case, which in this instance is an organization. Case studies can have an enormous impact, and it 

should not be wasted in unimportant issues. As it is usually used in single cases, it can reveal 

important information and lead to a process of change. (Simons, 2009, p.3; Gillham, 2001, p. 101-

102) 

As a case study, the findings cannot be generalized. Case studies are subjective by their nature, 

and therefore the results are usually qualitative as of how people understand the situation etc. 

However, it is important to understand that the objective is not ignored, rather than the qualita-

tive element that lies behind the objective evidence is searched for. (Gillham, 2001, p.6-7)  

For this thesis, a case study strategy was a justified option as this research is done in a real-life 

context and the purpose is to research a particular phenomenon, i.e. the equality and non-dis-

crimination within the organization. The aim of this thesis is to produce information for the com-

missioner only, and the results are helpful for them to assess the situation and future develop-

ment actions. 

It is typical for a case study to use both qualitative and quantitative methods as research ap-

proach, however usually the qualitative method is more dominant. In addition, usually having 

multiple sources of data and triangulating it, is typical for a case study. (Saunders et al. 2009, p. 

146) For this research, mixed methods, i.e., qualitative and quantitative methods were used. A 

questionnaire presents quantitative results as well as qualitative results in the form of open ques-

tions. A literature review adds for the qualitative part of this research. Triangulation in this 
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research is achieved by combining the theoretical knowledge, analysis from the empirical study 

and by the inductive analysis on the open questions from the survey. 

5.2 Data collection and development method 

Survey 

Survey is suitable when the target group is big and scattered; in this research, the number of 

employees was 635. The respondents will read the question and reply to that in writing. In addi-

tion, survey is the best option when dealing with sensitive issues, and anonymity is required. 

(Vilkka, 2015, p. 94) 

Surveys can have ethical issues when it comes to anonymity; e-mail and internet surveys can re-

veal the e-mail or IP address, and therefore securing the anonymity can be difficult in some cases 

(Vilkka, 2015, p. 95). In this research, this issue was avoided by using Webropol survey tool. It was 

possible to conduct the survey anonymously by sending a link to the personnel’s e-mail addresses, 

and by using the link they were able answer anonymously. 

Constructing the survey questions carefully is important. It is necessary to know the research 

questions first, so that forming the survey questions is meaningful. This means that the research 

plan is closely tied to the survey. The questions can be multiple choice questions, open questions, 

or mixed questions. (Vilkka, 2015, p. 105-107) It is vital for the questions to be clear and unam-

biguous, so there is no room for interpretation. In addition, the questions cannot lead the re-

spondents to a certain response. (Adams et al., 2014, p. 123) 

In this research, the survey was constructed by the instructions of the Ombudsman of Equality 

and Non-discrimination Ombudsman. In addition, instructions from the Ministry of Interior have 

been used to form the survey questions. 

Inductive analysis 

Content analysis is a popular approach to the analysis of qualitative data. Its purpose is to describe 

the content of the respondents’ comments by counting key phrases or words, and then by ana-

lyzing the frequencies. This method allows the researcher to present a picture of what the con-

cepts are. (Adams et al., 2014, p. 159) 
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The content analysis can be done as inductive or deductive analysis. The deductive analysis is 

based on the theory and its concepts when the inductive analysis is based on the data and the 

respondent’s voice. By using the inductive analysis, the researcher’s objective is to find some kind 

of logic or underlying message in the data. (Vilkka, 2015, p. 163-164) 

The inductive analysis has three phases.  

1. Firstly, the material needs to be reduced or simplified by removing all irrelevant infor-

mation from the data. The reduction can be done by summarizing the data or by splitting 

it up. The research itself directs the reduction, and the relevant expressions are coded, 

which can be done simply by using different colored pens. (Tuomi & Sarajärvi, 2009, p. 

109) 

2. Then the data is clustered. The coded expressions are reviewed, and the material is 

searched for any similarities. Similar concepts are gathered in subcategories, then com-

bined into main categories, and lastly named into one class. The classification units used 

can be, for example, features or ideas of the phenomenon researched. (Tuomi & Sa-

rajärvi, 2009, p. 110) 

3. Finally, the data is abstracted, i.e. conceptualized. Clustering is considered as a part of 

abstraction. In this phase the analysis progresses from original linguistic expressions into 

theoretical concepts and conclusions. The classifications of the material are combined as 

long as it is possible from the content’s point of view. (Tuomi & Sarajärvi, 2009, p. 111) 

Brainstorming 

Brainstorming is a relaxed and informal approach to problem-solving. It encourages people to 

come up with ideas without being afraid of being criticized. However, it is necessary to approach 

it with an open mind and without any judgment. Otherwise, it may cause people to mentally close 

and any advantage is then lost. (Mindtools, n.d.)  

The best approach combines individual and group brainstorming. For groups it is advised to man-

age the process according to few rules: 

1. Preparing the group. Necessary preparation and information given is needed before the 

session. Including people with variety of different thinking styles brings more creative 

ideas. 
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2. Present the problem. Defining the problem clearly and informing that the objective of the 

session is to come up with as many ideas as possible. Sharing each idea with the possibility 

for others to contribute. 

3. Guide the discussion. Starting a group discussion to develop other people’s ideas; one of 

the most valuable aspects of group brainstorming is building on other’s ideas. Encourag-

ing everyone to contribute. (Mindtools, n.d.) 

Individual brainstorming can produce even more ideas than the group session. This is because 

there may be bad behavior in groups, but mostly because people focus too much on other people 

and fail to generate own ideas. A great tool for individual brainstorming is the classic mind map. 

(Mindtools, n.d.) 
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6 Research process 

The research process (Figure 5) started by exploring the answers to the first and second research 

questions RQ1 and RQ2. This was conducted in November 2022 by a survey, which produced both 

quantitative and qualitative data. The quantitative data was analyzed in Excel, and the qualitative 

data was analyzed with inductive analysis. The answer to the third research question RQ3 was 

obtained based on the inductive analysis and collaborative development method of brainstorm-

ing. The LUP work group identified the points of improvement in the brainstorming session, and 

these points were included in the development task, which was the final part of the thesis. The 

development task was to create an equality and non-discrimination plan for the commissioner 

based on the theory and results of the thesis.  

 

Figure 5. The research process of the thesis 

6.1 Case organization: The Western Uusimaa Rescue Department 

The Western Uusimaa Rescue Department takes care of the safety of citizens, companies and 

communities in the area of ten (10) municipalities, including Espoo, Hanko and Kirkkonummi. Its 

tasks include accident prevention, rescue operations, emergency medical services and improving 

the preparedness of the municipalities and their residents in case of emergencies. LUP has twelve 
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(12) permanent fire stations and more than forty (40) contract fire brigades operating in its re-

gion. 

LUP covers a vast operating area (Figure 6). For example, Espoo area alone is over 312 km² with 

over 300 000 residents. The whole area has over 480 000 residents.  

 

Figure 6. LUP operating area, Western Uusimaa Wellbeing Services County (Western Uusimaa 

Wellbeing Services County, 2023) 

At the moment, in March 2023, LUP has approximately 660 employees, but during the research 

and especially the survey the amount was 635. The amount is changing as LUP transferred from 

the City of Espoo to the Western Uusimaa Wellbeing Services County on 1st January 2023. In ad-

dition, the organization model is changing at the same time, and the new recruitments are ongo-

ing. Figure 7 presents the new organization model. 
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Figure 7. The new organization model for the Western Uusimaa Rescue Department 

As seen in the organization model, the department is divided in three different sections: planning 

and control, service production and support services. Most of the personnel is placed in service 

production, which includes all of the service regions within Western Uusimaa.  

Due to immigration and good work opportunities, Western Uusimaa is becoming increasingly in-

ternational. There are over 150 nationalities in Espoo area alone (Espoo, 2023). Different ethnic 

groups, religions, languages, sexual orientations, disabilities etc. make the population diverse, 

and this affects how organizations – LUP included - should adopt equality, inclusion, and non-

discrimination to their operations. 

In addition, it is known that rescue services are already facing the issue of shortage of manpower. 

It is already known that by 2030 there is a national shortage of 1 000 person-work years. (Pelas-

tustieto, 2021) The Emergency Services Academy Finland provides for vocational education for 

firefighters, sub-officers, fire officers and emergency response center operators in Finland. Even 

though the number of students has grown over the years in the Academy (Figure 8), the need for 

firefighters across the country is increasing. 
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Figure 8. The number of students at Emergency Services Academy Finland 1992-2022 (Emer-

gency Services Academy Finland, 2023) 

6.2 Data collection 

RQ1. What is the current situation with equality and non-discrimination within 

LUP? 

RQ2. What are the possible issues/problems? 

In order to answer to the first two research questions RQ1 and RQ2, it was required to do a survey 

for the personnel. As the research concerned the whole organization of LUP (635 employees at 

the time of the survey in November 2022), this data collection method allowed everyone to par-

ticipate, and offer more reliable results.  

The survey was implemented by using Webropol questionnaire. The questions were formed ac-

cording to the instructions of the Ombudsman for Equality (Ombudsman for Equality c, 2023). In 

addition, there was internal advice received from a Senior Specialist Outi Salo from the Ministry 

of the Interior (Salo, 19.10.2022).  

Link to the survey was sent by e-mail to every member of the LUP’s personnel in November 2022. 

The survey had quantitative and qualitative (open) questions (Appendix 3). The time period for 

answering the survey was three (3) weeks. A reminder e-mail was sent to the personnel after two 

weeks. In addition, a reminder of the survey was announced every Monday morning in a weekly 

Teams info, which is available for all personnel members. The results of the survey will be pub-

lished to the personnel during the spring of 2023. 
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Key concepts, such as sexual harassment, discrimination and inappropriate behavior, were ex-

plained before the questions to ensure the participants understood the questions. 

The quantitative part, i.e. the results of the survey were transferred and analyzed in Excel. The 

survey included four open questions. Three of these, questions number 13, 16 and 27 (Appendix 

3) were analyzed by using inductive analysis to find any hidden facts or perceptions.  

13. In your opinion, how could the reconciliation of work and other areas of life be 

improved in your work community? 

16. In your opinion, what caused the discrimination? 

27. Which measures could promote equality and non-discrimination within LUP? 

To which issues should we pay attention to? 

Last open question, number 28, was not analyzed as it was merely asking for any other comments.  

RQ3. How to promote equality and non-discrimination within LUP? 

In order to answer the last research question RQ3 LUP’s own equality and non-discrimination 

work group had a brainstorm session in March 2023 to come up with ideas how to improve the 

experience of equality within the organization. The aim was to decide which development 

measures were going to be included in the equality and non-discrimination plan.  
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7 Results of the survey 

The personnel survey was roughly divided into five sections (Appendix 3). The first (1) section was 

the respondent profile, which demonstrates essential information about the respondents. The 

second (2) section covered the general image of the workplace atmosphere and equality. In the 

third (3) point, the respondents were asked about their experiences of reconciling work and other 

aspects of life. In the fourth (4) section, respondents' perceptions and experiences of discrimina-

tion and harassment (discrimination, sexual harassment, inappropriate language) are demon-

strated. In the last, fifth (5) section, respondents were asked about their opinions on the promot-

ing of equality and non-discrimination. This section contained two open questions. 

None of the questions were mandatory. This was to ensure that the respondents could, if neces-

sary, not answer a single question if they felt it was unnecessary or uncomfortable. Thus, it was 

also ensured that the survey would be carried out to the end. 

In connection with the actual equality-related questions, the definitions of discrimination, sexual 

harassment and inappropriate behavior were explained to the respondents. The purpose of open-

ing up these concepts was to make sure that the respondents understand the concepts correctly 

and thus, clarify the comprehensibility of the answers. 

7.1 Respondent profile 

The first part of the survey demonstrates the respondent profile. The section had four questions 

related to age, gender, possible management position and the nature of the employment (per-

manent/temporary). The person's workplace or service area was not asked to preserve the ano-

nymity of the survey. 

A total of 152 people responded to the survey, which is 24 % of the personnel in November 2022. 

Of the respondents, 72 % were men, 26 % were women, and 2 % of the respondents chose "other" 

as their gender. Three respondents did not answer what their gender is.  

In terms of age distribution, there were various respondents from each age group; the range of 

percentages was from five to thirty-four percent (Figure 9). The fewest respondents were 
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employees over 60 years (5 %) and employees under 30 years (12 %). The largest number of re-

spondents were between the ages of 30 and 39, a total of 34 %. 

 

Figure 9. Age distribution (n = 152) 

30 % of the respondents were in management position. 89 % of the respondents were permanent 

employees and 11 % were temporary employees. 

As the respondents’ work place or service area was not asked to ensure anonymity, the study 

could not reveal how diverse group of the personnel responded to the survey. However, the per-

centages of gender distribution of the respondents are quite equal to the gender distribution of 

the Rescue Department as approximately 21 % of the employees are female. In addition, the per-

centages of employment type were equal to the current employment types in LUP, as 87,5 % are 

permanent employees. 

7.2 General image of the workplace and equality 

There was plenty of dispersion in the answers regarding personnel’s general opinions and the 

perceived image on the atmosphere in case the employee is affiliated with a trade union or a 

minority group (Figure 10). 
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Figure 10. Question 5: Does the atmosphere of your work community support employees equally 

express their affiliation with the following? (n = 152) 

The answers showed that 79% of the respondents considered the expression of belonging to a 

different language group was supported by the atmosphere. In addition, 74 % felt the same way 

about belonging to a trade union movement. There were also a lot of "I don't know" answers, 

especially about belonging to an ethnic minority (29 %), a sexual minority (25 %), and a religious 

or non-religious group (28 %). 

In addition, the staff's opinion was asked about whether they think the employer is ready to make 

reasonable adjustments in the event of a possible decrease in work ability. Most of the respond-

ents, 40 %, believed they cannot trust the employer's willingness to make reasonable adjust-

ments. 34 % of respondents were confident the employer would make such adjustments, but 26 

% could not say either. 

In terms of image, people were also asked four questions for their opinion on the realization of 

equality in terms of recruitment of management and supervisors, recruitment of personnel, sal-

ary/terms of employment, career advancement, education and study opportunities, division of 

work tasks and social interaction. The topics were equality between women and men (Figure 11), 

equality of employees of different ages (Figure 12), equality of different employment relation-

ships (Figure 13) and equality of minority groups (Figure 14). The answer options were on a scale 

of 1 to 5, of which 1 was "very poorly" and 5 was "very well".  
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Figure 11. Question 7: "In my opinion, equality between women and men is realized at my work 

place" 

 

Figure 12. Question 8: "In my opinion, equality between different ages is realized at my work 

place" 
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Figure 13. Question 9: "In my opinion, equality of different employment relationships is realized 

at my work place" 

 

Figure 14. Question 10: "In my opinion, equality for minority groups is realized at my work 

place" 

In each question, the majority of the respondents replied “quite well” or “very well” regarding 

the realization of equality. It must be noted, however, that there were responses in every topic 

stating that equality is realized very poorly. 

Based on the answers in this section, it could be interpreted that in general opinion the equality 

is considered to realize quite well. However, the trust towards the employer in case of de-

creased working ability was mostly negative or uncertain.  
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7.3 Experiences of reconciling work and other aspects of life 

In the next section, respondents were asked about their experiences of reconciling their own 

work and other life areas, such as parenting, relationship, hobbies and studies. The answer op-

tions were on a scale of 1 to 6, of which 1 was "doesn't apply to me", 2 was "never" and 6 was 

"every day" (Figure 15). The answers reveal that the majority of the respondents did not feel 

there was any major problems with coordinating their life areas. 

 

Figure 15. Question 11: "How many times during the past year have you faced difficulties in rec-

onciling your work and other areas of life?” 

The respondents had the opportunity to specify the reasons if they had encountered difficulties 

in coordinating the areas (Figure 16). They could choose several options and write their own op-

tion, if needed. The biggest difficulty in reconciling the areas was clearly the work rush, which was 

chosen by 67 respondents (47 %). 32 respondents (23 %) did not experience difficulties in com-

bining work and other life areas. 35 respondents (24 %) wrote their own option, of which work 

time and the difficulty of changing shifts were clearly highlighted. 
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Figure 16. Question 12: “If you have encountered difficulties in the last year in reconciling your 

work and other areas of life, what factors do you think it is due to?” 

In addition, there was an open question at the end, to which respondents could give suggestions 

for improvement. This resulted in 55 responses which were analyzed by inductive analysis. The 

original, unedited replies were transferred to excel worksheet. Firstly, the raw data was reduced 

into simplified text. Table 1 demonstrates an example of reduction process. After that, the sim-

plified material was searched for any similarities, which were then coded with different colors. 

For example, reduced data related to work shifts was coded with orange.  Then, these color-coded 

concepts were clustered into sub-categories. There were total of 8 sub-categories. In addition, it 

was marked how many times the sub-category in question was mentioned. Table 2 demonstrated 

an example of clustering the sub-categories. 
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Table 1. Question 13: an example of the reduction process 

  

 

Raw data (original expression)Reduction

Let's improve the 

opportunity for employees 

to study. House swaps are 

proposed, which would be 

a good option for the 

employer, but not for the 

employee. Other rescue 

facilities have made it 

possible for the employee 

to study much better.

Enabling and 

encouraging 

employee 

competence 

development

With more flexible work 

shift planning. By listening 

to employees, reporting 

deviations from the work 

rhythm very well in 

advance.

Flexibility of work 

shift planning

Seeing the employee as an 

individual, not just a 

vacancy number. As close 

supervisors, people who 

are really suitable and 

capable for it, who would 

have enough working time 

to meet the employees. 

Improving trust throughout 

the entire organization.

Selecting the 

supervisors

Supervisors' role

I think it's going well now. 

The most critical plans can 

usually be agreed upon if 

you can request time off in 

time or by changing shifts 

with a colleague. Shift work 

has its advantages and 

sometimes it inevitably 

messes up the rest of your 

life. However, I think that 

shift work has more good 

than bad aspects, which is 

why I don't think it 

interferes too much with 

the rest of my life.

All is well, career 

choice issue
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Table 2. Question 13: an example of clustering the sub-categories 

Clustering was then continued by transferring the sub-categories into main categories. There 

were total of 3 main categories. Table 3 visualizes how the sub-categories were combined into 

main categories. 

Reduction Sub-category

Work shift flexibility

Flexibility of work 

shift planning

Shortening the 

weekly hours

Changing work shifts

Flexibilty in work 

shifts

Work shifts (26)

Enabling and 

encouraging 

competence 

development

Supporting studying

Utilization of 

personnel's skills

Organizing trainings 

during work days

Competence 

development (7)

No problems with 

reconciling

Career choice issue

No problems

The responsibility lies 

with the employees 

themselves

No issues with 

work (11)
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Table 3. Question 13: the main categories produced by inductive analysis 

Flexibility with work shifts, planning of the work shifts, and other working processes were consid-

ered to be a key factor for coordinating the life areas. In addition, education and development in 

general were considered to be important. One of the main categories turned out to be “no prob-

lem”, meaning that some of the respondents did not see any issues with reconciling work with 

other life areas. 

A profession in rescue services means different working times than the regular office hours. This 

could be clearly seen in the answers. Almost one fourth did not consider any problems with 

Sub-category Main category

Work shifts

Recruiting

Individual work 

tasks and 

responsibility

Remote work

Work processes

Competence 

development

Supervisors' 

knowledge and 

role

Work wellbeing

Education and development

No problem No problem
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reconciling work with other life aspects, and as can be seen from the open answers, many of the 

respondents understand that it is a career choice. 

7.4 The experiences and perceptions of discrimination 

The fourth section of the survey focused on respondents' perceptions and experiences of discrim-

ination, sexual harassment, and inappropriate language. If the person had not experienced or 

noticed these things, they automatically skipped the following clarifying questions. 

Discrimination 

When asked about observing or experiencing discrimination in the workplace during the past two 

years, 43 % of respondents replied they had not observed or experienced discrimination (Figure 

17). It is noteworthy that the rest, i.e. a total of 57 % of the respondents, had either observed (32 

%), experienced (9 %) or observed and experienced (16 %) discrimination.  

 

Figure 17. Question 14: "Have you observed or experienced discrimination in your work commu-

nity within the last two years?" (n = 141) 

As shown in Figure 18, discrimination had been observed or experienced significantly more by 

those in a superior position (57 %), but also from a colleague (46 %) and a close superior (30 %). 

The respondents were able to choose multiple options. 5 respondents (6 %) chose “I don’t want 

to say”. 
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Figure 18. Question 15: "By whom have your observed or experienced the discrimination from?" 

(n = 81) 

In question number 16, the respondents had the opportunity to answer in their own words what 

they thought the discrimination was caused by. There were 48 answers, and they were analyzed 

by inductive analysis. Table 4 demonstrates an example of the first phase of reduction, and Table 

5 presents the final, main categories. 

 

Table 4. Question 16: an example of reduction phase 

Raw data original expression Reduction

Old-fashioned attitudes. Sexual 

minorities are not appreciated, 

racism is somehow acceptable. 

Women are belittled.

Old-fashioned 

attitudes

My gender. Gender

Because of gender, 

incompatibility of personalities 

and/or working methods.

Gender

Incompatibility

Educational background and 

young age

Education

Age

Gender, personality, position, 

structure of the work community 

and ingrained habits and culture 

that are passed on, i.e. inherited 

when personnel change

Gender

Personality

Position at work

Old-fashioned 

attitudes

Organization 

culture
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Table 5. Question 16: the main categories 

The main categories derived from the open questions as to what the respondents consider was 

the reason for the observed and/or experienced discrimination, were organization culture and 

discrimination, such as personal attributes. 

The survey also inquired whether the respondent had reported the observed/experienced dis-

crimination. 47 % had reported discrimination forward. In addition, it was asked whether 

measures had been taken in the work community. 19 % of the respondents answered yes. 55 % 

answered that no measures have been taken in the work community. 26 % could not say whether 

measures had been taken or not. 

According to the results, it can be clearly seen that the majority of the respondents have experi-

enced or observed discrimination. It is important to notice that over half of the people who had 

reported the discrimination, did not know if any measures had been taken, or were certain that 

no measures had been taken. An interesting fact derived from the inductive analysis was that the 

organization culture was considered to be a key factor in the observed and/or experienced dis-

crimination. 

Sexual harassment 

As shown in Figure 19, regarding sexual harassment, the number of persons who had not ob-

served or experienced harassment was higher than regarding discrimination: 65 %. Of the re-

spondents, 2 % had been the target and 5 % had observed and been the target of sexual harass-

ment. 28 % had observed sexual harassment in the workplace during the previous two years. 

Sub-category Main category

Attitudes

Organization's actions

Ignorance, lack of 

knowledge

Organization culture

Personal attributes

Diversity

Discrimination
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Figure 19. Question 19: "Have you observed or experienced sexual harassment in your work com-

munity within the last two years?" (n = 143) 

When asked what the nature of the harassment was (Figure 20), the answer clearly revealed ob-

scenities or rudeness chosen by 44 respondents (88 %) and unwanted remarks about the body or 

sexuality chosen by 26 respondents (52 %). In this section, the respondents could choose several 

options. 

 

Figure 20. Question 20: "What was the nature of the sexual harassment?" (n = 50) 

Based on the answers, sexual harassment was experienced significantly most by a colleague 

(76%). One answer (2 %) mentioned harassment from a patient. 10 % of the respondents did not 

want to answer who. 

In total, 50 persons (35 %) had observed or experienced sexual harassment. Only 30 % of them 

had reported the harassment forward (Figure 21). The same amount answered "yes" to the next 
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item, which surveyed whether measures were taken in the workplace regarding sexual harass-

ment. So, it can be concluded from this that every time the matter was taken forward by the 

person, something was also done about it in the work community.  

 

Figure 21. Question 21: "Have you reported the harassment?" (n =50) 

 
Inappropriate language 
 
In the last point it was asked if the respondents had observed or experienced the use of inappro-

priate language in the work community. 44 % had observed, 1 % had experienced it directed at 

themselves, and 12 % had both observed and experienced it. Less than half of the respondents, 

i.e. 43 %, had not observed or felt that such a thing had happened. 

The respondents' opinions on what the inappropriate language was targeted at was also sur-

veyed. The respondents could choose multiple options. The answers were quite evenly distrib-

uted among the different options (Figure 22). However, personal qualities, gender, position in the 

work community and sexual orientation were in the majority. 
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Figure 22. Question 25: "What do you think the inappropriate language you observed and/or ex-

perienced was aimed at?" (n = 80) 

There was a possibility for the respondents to give their own answer, in which there were few 

answers, such as: 

“Motherhood.” 

“Transgenderism, gender minorities.” 

“I have experienced these more as a joke, not as malicious and offensive.” 

 
In this section, the percentage of experiencing and/or observing inappropriate language was the 

same as the percentage in the discrimination section. However, it can be seen that in the section 

of sexual harassment, the nature of the harassment was mostly obscenity or rudeness, i.e. inap-

propriate language. As sexual harassment can also be inappropriate language, these sections are 

very closely attached to each other. 

7.5 Opinions on promoting equality and non-discrimination 

In the last part of the survey, it was asked how necessary the respondents felt the developing of 

the following subject areas were: equality of different ages, equality of minorities, equality of 

genders, and education on equality and non-discrimination. The answer options were on a scale 
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of 1 – 5, of which 1 = completely unnecessary and 5 = very necessary. Based on the answers, all 

areas were perceived as important (Figure 23). However, there were respondents who consid-

ered these to be unnecessary: for example, in total 13 % replied that the education of equality 

and non-discrimination was totally unnecessary or unnecessary. In each category the percentages 

were quite similar. 

 

Figure 23. Question 26: "How necessary do you think it is to develop the following areas?" 

Finally, in an open question number 27, the personnel could indicate which measures they think 

could promote equality and non-discrimination, and which issues should be paid particular atten-

tion to. This resulted in a total of 42 answers, from which 7 replies were not answering the ques-

tion. These were left out from the analysis as they did not give any input for the outcome of the 

analysis; they were stating that there are no issues with equality within LUP. Therefore, there 

were 35 replies which have been reviewed with the help of inductive content analysis to find any 

hidden perceptions or facts. 

Table 6 demonstrates an example of reduction process. After that, the simplified material was 

searched for any similarities, which were then coded with different colors. Then, these color-

coded concepts were clustered into sub-categories. There were total of 9 sub-categories. In ad-

dition, it was marked how many times the sub-category in question was mentioned. Table 7 

demonstrated an example of clustering the sub-categories. 
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Table 6. Question 27: an example of reduction process 

 

Raw data (original expression) Reduction
By addressing unwanted behavior. 

Not just words, but some concrete 

actions. Education.

By addressing inappropriate 

behavior.

Concrete actions.

Education.

The attitude of immediate 

supervisors is the most effective 

target to influence. That effectively 

spreads the matter forward.

By influencing the attitudes of 

supervisors.

Just starting with the managers. It 

would probably be worthwhile for 

many to look in the mirror and think 

about what is today and how others 

are spoken to and treated. Selfish 

people with a sense of superiority 

are slowly eroding work colleagues - 

no matter what their subordinates 

do.

By changing the way of actions of 

the managers.

Changing attitudes must continue. 

The rescue services is no longer a 

traditional male-dominated industry.

By changing attitudes.

By training, external lecturer e.g. 

experience specialist, especially the 

perspective of minorities/ethnic 

minorities. Influencing attitudes and 

management commitment.

By training.

By consulting an experience expert.

Influencing attitudes.

Commitment of the management.
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Table 7. Question 27: An example of clustering, i.e., gathering similar concepts into sub-categories 

 

Reduction Sub-category

By raising awareness.

By educating.

Clarification of values for 

personnel.

By consulting an experience 

expert. 

By reducing prejudices.

By influencing attitudes. 

By training the whole 

personnel.

Changing the attitudes.

Education (15)

Addressing inappropriate 

behavior.

By rooting out "fire deparment 

humour".

Not accepting any kind of bad 

behavior from older 

employees.

The supervisors' addressing 

any inappropriate behavior.

By addressing grievances.

The supervisors' addressing 

laziness.

Addressing inappropriate behavior 

(7)

With management's 

commitment.

Accepting of common rules 

across the board.

The transfer of issues from 

management downwards, a 

unified line.

The management's commitment to 

values (3)



53 

Clustering was then continued by transferring the sub-categories into main categories. There 

were total of 3 main categories. Table 8 visualizes how the sub-categories were combined into 

main categories. 

 

Table 8. Question 27: the three main categories 

The inductive analysis raised up three main categories: 

1. Education 

• Educating the entire personnel 

• Coaching the supervisors/management, leading by example 

• Equal opportunities of education 

2. Concrete actions 

• Addressing inappropriate behavior 

• Getting rid of “rescue department humor” 

• Supervisors/management addressing avoiding of work 

Sub-category Main category

Education

Educational opportunities

Educating the supervisors

Education 

Concrete actions

Addressing inappropriate 

behavior

Consideration of others

Prioritizing the operative 

work

Concrete actions

The management's 

commitment to values

Openness

The management's actions
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3. Management’s actions 

• Real commitment to values 

• United policies 

• Openness 

• Leading by example 

Regarding the 7 open answers that were excluded from the inductive analysis, it was brought up 

that some of the respondents experienced that discrimination was made up or non-existent. Be-

low are couple of those comments: 

“In my opinion, there is no need to promote equality.” 

“The rescue department is more equal than the researcher would have hoped.” 

“The fact that a person belonging to a minority could understand that the "discrim-

ination" and the "bullying" they experience is not due to their minority status but 

entirely to their own personality and behavior.” 

In addition, at the very end, the respondents had the opportunity to leave comments via an open 

text field. There were 17 answers, few of them as follows: 

“Oh my god, what queer surveys? 🤔 Fuck shoot yourselves ♂️ 🤦” 

“A good and necessary survey. Also need for making new ones at regular intervals.” 

“Very good that attention is paid to this matter! LUP is really behind the rest of 

society in these matters and often operates by its own rules. These things will not 

change as long as discrimination, harassment and bullying are knowingly allowed 

by management.” 

“In general, it would be worthwhile to start encouraging the atmosphere to elimi-

nate foul language, racism and discrimination. There are laws and training about 

these that are not heard of in our working community. Women are sexually laughed 

at behind their backs, etc., ethnic minorities are belittled, etc. The problem is not 

only that individuals are ignorant, but that they actively do not want to do anything 

about it. In the workplace, you have to guide away from this kind of behavior, as is 
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done elsewhere in society. Some people are old people who won't change their be-

havior if it is not really addressed in a good and preparatory spirit. Equality and 

non-discrimination law, freedom of speech and opinion, etc. must be reviewed and 

concrete instructions for action must be given.” 

“It's great that this topic is being investigated. Then also some concrete actions for 

it! The realization of equality in the working community is in everyone's interest.” 

“At the moment, there is a lot to develop in the division/distribution of tasks. Some 

of the personnel ‘pick the raisins from the bun’, determine the working time to be 

used for their tasks, and others take care of the "rest".” 

Even though some inappropriate remarks emerged from the survey, it was clearly noticeable that 

this research was expected and welcomed. The survey brought up good, practical suggestions to 

promote equality and increase occupational health. 
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8 Development task – equality and non-discrimination plan for LUP 

As the development section of this thesis, an equality and non-discrimination plan was composed 

for the Western Uusimaa Rescue Department (Appendix 4). The purpose was to clarify the con-

cept of equality and non-discrimination, and to put up clear guidelines for the personnel of LUP 

to operate accordingly. In addition, based on the results of the survey, specific measure proposals 

were produced. 

The principles of equality and the legal basis for the equality planning have been opened up in 

the plan. The plan also includes a short section for pay survey, however, as LUP is now a part of 

the Western Uusimaa Wellbeing Services County, more in-depth pay survey will later be done by 

the County.  

The equality and non-discrimination work group had a brainstorming session regarding the final 

version of the plan in March 2023. The group was informed of the meeting and the agenda several 

weeks in advance. In the beginning of the meeting, the results of the survey were presented for 

the group members. The brainstorming session was informal and relaxed, and everyone had a 

chance to bring up their own ideas or comments. The researcher guided the conversation along 

with the presentation of the survey results and the plan.  

Based on the results of the survey, the brainstorming session focused on main issues. As a result 

of the session, the work group gathered up few development issues for the equality and non-

discrimination plan. The plan includes a section for the measures to be taken regarding manage-

ment, recruitment, employee initiation training, communication, personnel training, and occupa-

tional health and safety. Lastly, the plan describes the implementation, monitoring and evalua-

tion of the equality and non-discrimination within LUP.  

The plan has been introduced to the executive team of LUP in March 2023. 
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9 Conclusions 

The purpose of the thesis was to investigate what the current situation of equality is within the 

Western Uusimaa Rescue Department. As law obliges, and the Ministry of Interior guides, every 

rescue department should have their own equality and non-discrimination plans. The research 

problem was that LUP does not have one. With these facts in mind, the research questions were 

formed to find out the answers to the research problem: 

RQ1. What is the current situation with equality and non-discrimination within 

LUP? 

RQ2. What are the possible issues/problems? 

RQ3. How to promote equality and non-discrimination within LUP? 

The completed survey gave answers to the first two questions. The findings addressed that there 

is room for improvements regarding equality and non-discrimination within the organization. 

There were experiences of discrimination, sexual harassment, and inappropriate language. Inter-

esting fact derived from the inductive analysis was that the respondents recognized the organi-

zation culture as a key factor in the observations and/or experiences of discrimination. In addi-

tion, a conclusion can be drawn from the results that the employees are experiencing lack of trust 

towards the management. 

However, it can be seen that some of the employees do not consider any discrimination happen-

ing within LUP. As this may be true regarding themselves, it does not erase the fact that other 

employees have experienced and/or observed discrimination happening. 

According to the results of research, there is a need for clear instructions and guidance for the 

commissioner. As for the third research question of how to promote equality within the organi-

zation, the qualitative part of the survey presented obvious proposals: educating the entire per-

sonnel, concrete actions and addressing the inappropriate behavior, as well as the management’s 

actions and leading by example. 

The development task of the thesis, i.e. the equality and non-discrimination plan, offers the or-

ganization clear and simple instructions on how to improve equality. The development proposals 
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are concrete and relatively easy to implement into action. The monitoring and evaluating the 

situation in future is also unambiguous. 
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10 Discussion 

The aim of this thesis was to find out are equality and non-discrimination realized in LUP, and to 

conduct a comprehensive plan for the commissioner. 

The subject of equality and non-discrimination is topical, especially within the rescue services. It 

is a very sensitive and even difficult subject, however as it is an essential part of my work in human 

resources, it was a natural choice for the thesis. 

I was able to combine both thesis and my work during this process, as making the plan was also 

one of my work tasks. I have been working for LUP for less than a year, so this process gave me 

deeper insights to the organization. Making this thesis and implementing the development work 

has been an educative experience. 

The thesis and the development work became concrete, usable and useful for the commissioner. 

As for all research and development projects, some slight setbacks appeared. Even though I was 

granted to use work time partially for the project, due to my other, prioritized work tasks I mostly 

made the thesis on my own time. However, this has not prevented me from staying on schedule. 

In addition, the low response rate to the survey was not hoped for.  

Reliability and validity of the research 

In the context of quantitative research, reliability and validity are essential parts of a valid re-

search. Reliability means the accuracy of the results, and validity means the ability of the research 

method to measure what the research is supposed to measure. (Vilkka, 2015, p. 193-194) 

Qualitative research can be said to be reliable when the research object and the interpreted ma-

terial are compatible and the formation of theory has not been influenced by irrelevant or ran-

dom factors. When a research is conducted with a qualitative research method, the criterion for 

reliability is ultimately the researcher themselves and their honesty. In the reliability assessment 

the subject is the actions, choices and solutions made by the researcher, so the researcher must 

assess the reliability of each choice they make. They must be able to describe and justify in the 

text, from which group of choices the final choice is made, what the solutions were and how they 

have ended up with such solutions. The researcher must also evaluate the appropriateness and 

functionality of their choices from the point of view of the research goals. (Vilkka, 2015, p. 196-

197) 
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In my opinion, all the reliability criteria mentioned above are met in this thesis. The progress and 

implementation of the development work are described in detail. All choices are duly justified.  

A research plan of the thesis has been made, and the thesis was implemented according to it. A 

research permission to conduct the project has been approved by the commissioner before the 

project. 

The data collection methods were appropriate and suitable for this development work. Anony-

mous survey brought up the target group’s honest experiences and opinions regarding the reali-

zation of equality in the organization. The survey questions were formulated according to the 

instructions of the Ombudsman of Equality and the Ministry of the Interior. The design of the 

questionnaire requires that the researcher knows the goal of their research, i.e. which questions 

they are looking for answers to (Vilkka, 2015, p. 105). In this instance, the research questions 

were unambiguous. The inductive analysis of the qualitative data was used to reveal any hidden 

facts or perceptions. This also prevented the possibility of researcher’s own thoughts or assump-

tions interfering the results. 

The results of the research and the development work are useful and usable. Related issues were 

already known to the commissioner earlier through, for example, Kunta10 survey. In this re-

search, all the results are presented thoroughly, and there are clear development proposals based 

on them. LUP work group’s participation in the brainstorming session strengthens the usability of 

the development proposals, and the group’s approval of the plan itself strengthens its validity. 

This thesis has been done in accordance to the guidelines for responsible conduct of research. 

Research and data collection methods are known and generally accepted, source references are 

clear, the work has been done carefully and precisely, and the development work built as a result 

of the thesis is useful from a practical point of view. The thesis presents the results honestly, and 

offers concrete development proposals for the commissioner.  

Evaluation of the success of the thesis 

In the beginning of the project I was a bit worried of the schedule. The subject was chosen rela-

tively late in terms of when I was planning to graduate. In addition, the organization was in the 

middle of massive changes, such as transferring from the City of Espoo to the Western Uusimaa 

Wellbeing Services County. Also, the entire organization transferred to TUVE which is a national 

safety net for authorities. TUVE belongs to the scope of high preparedness, which guarantees the 

use of the services in exceptional circumstances and disturbances. This meant that all equipment, 
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such as computers and phones, were changed, and the use of the equipment was somewhat more 

challenging. 

The chosen data collection methods were successful, and they were fit for this research. Due to 

the subject of the survey, I was worried how the attitudes of the personnel would influence the 

outcome. The response rate of 24 % was quite low, however, it is still a reliable amount. The 

inductive analysis of the qualitative data presented some clear proposals from the personnel for 

the promotion of equality. 

Even though the LUP equality work group is part of the equality planning, I as a researcher had 

the responsibility of making the plan itself. The whole thesis project required a lot of independent 

work. Designing the development work, outlining the theoretical framework and scheduling the 

project requires disciplined self-management. I consider myself as an excellent organizer and ex-

pert in time management, however, this process and tight schedule taught me even more about 

independent, goal-oriented work. 

As for my professional competencies, this Master’s degree and the thesis project have definitely 

developed them further. For example, my ability to acquire and assess information has increased, 

and I have learnt from doing research and development work. My employer has given me the 

responsibility of this development work, and I act as the chairman of the LUP equality work group. 

My competence in developing and managing my work community has strengthened. 

Ethical perspective of work life has been broadened by this development work, especially as I 

have been getting closely acquainted with related laws and regulation, and the concepts of equal-

ity and non-discrimination. I am able to promote the realization of ethical principles in my work.  

For me, the personal development has been the best result of this project. I am confident with 

my professional competencies. The thesis process also increased my interest and motivation in 

being involved in the development of LUP in the future.  

The benefit of the thesis for the commissioner 

The measures represented in the development work can realistically be implemented without 

expensive investments. Of course, implementing the plan requires work as development work 

always does. Compared to the benefits obtained, the work amount required is relatively small. 

As the development proposals are based on the research results, it is unlikely that any measures 

taken would encounter resistance from the personnel. 



62 

The benefits for the Western Uusimaa Rescue Department are numerous. The results of the re-

search open up the current situation of equality within LUP, and thus, it can help the organization 

develop itself. Implementing the plan and its measures, can increase occupational wellbeing and 

the employees’ trust towards the employer. This will also result as an appeal factor for new pos-

sible employees, as the lack of professional firefighters and paramedics is a real problem in the 

future for all rescue departments in Finland. 
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Appendix 1 1/1 

Thesis material management plan 

 

Attached to the thesis plan 

1. General description of the material 

Research material is collected with a Webropol survey. It is sent by e-mail, including a link to 

the survey. 

2. Documentation and quality of the material 

Report of the survey answers is transferred to Excel format. The survey is conducted anony-

mously to ensure the respondents’ identity remains unknown. The survey does not include 

any questions that could reveal identifying factors. 

3. Storage and backup 

The material is saved in the researcher’s computer and flash drive, owned by the commis-

sioner. The Rescue Department uses TUVE (safety net) computers, which means they are 

highly secured authority equipment.  Access is only by the researcher herself; using TUVE 

identification card, bitlock password and personal pin code. 

4. Ethical and legal issues related to storage 

The material does not include any personal information.  

5. Opening the material and long-term storage 

The material belongs to the commissioner, so it will be saved to LUP’s own Sharepoint for 

possible later use. The material itself acts as a reference to any future researches, so it will be 

used as a tool for monitoring and evaluating the situation. 
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Literature review summary. 
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