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Appendices 
Use of Generative Artificial Intelligence 

In this dissertation, generative AI tools such as ChatGPT and Copilot have been used to enhance 
research efficiency, primarily by facilitating access to a broader range of perspectives and aiding in the 
refinement of language and structure. These tools have been particularly valuable in reformulating 
complex ideas, improving coherence, clarity, and readability, and ensuring that key arguments are 
articulated effectively. 

However, while AI-assisted refinements in wording and structuring, the core research process remains 
entirely the author’s work. AI was used as a supportive tool rather than a content generator, ensuring 
that the dissertation maintains academic and intellectual integrity. 

Figures 

 

Figure 17 - Map of the 34 emergency rescue zones in Belgium 
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Figure 18 - Financial overview 2023 

 

Figure 19 - Categories for emergency rescue zones (source: Royal decree of February 24th, 2014) 
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2024  BE BO HA HE HZ ST TE TO Total  

FIRE 119  47  448  77  137  207  76  142  1253  

HAZMAT  16  5  88  18  28  45  20  37  257  

TECH 974  308  2569  670  1289  1382  647  925  8764  

SPEC 1  0  7  1  2  5  1  0  17  

LOG  54  19  468  66  147  185  51  159  1149  

Total 1164  379  3580  832  1603  1617  795  1263  11440  

Figure 20 - Overview of incidents for each station in 2024 

Interview guide 

Dutch translation is used during the interviews due to the participant’s native language. 

 
  

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)   

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |_|_| - Between 23 and 65 

Employment: Vol / Prof  

Type of station: 1 / 2 / 3  

Rank: FF – PO – O  

4. Interview date (dd/mm/yyyy) |_|_| / |_|_| / |_|_|_|_| 

5. Participants agree for interviews to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |_|_|_|_| 

7. Time – end of interview (hhmm-24hr) |_|_|_|_| 

Step 1: Complete Q1-4 above before the interview 

Step 2: Introduce yourself as a researcher (not a business leader) – appreciate the participation 

Step 3: Explain the study using section A 

Step 4: Ask permission to start recording – complete Q5 

Step 5: Complete Q5 and start interview (section B + section C) 

Step 6: At the end of the interview, thank the participant and ask for further questions – fill in Q7 
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Keynotes for interviewer’s mindset 

 Ask open questions and keep on asking these questions. 
 When getting stuck into one specific topic, try to get out of it (“I have heard … in another 

interview, what’s your idea about that?”) 
 Apply an appreciative approach (“What is your best experience on … “What could be the ideal 

circumstances?”) 
 Search for concrete illustrations, not only opinions.  

Section A: 

This research aims to give an answer to the question “what key people management factors have 
influenced the transition of fire and rescue service in Belgium over the past decade, and how can these 
factors contribute to achieving ambidexterity in the organization?” 

I am conducting this interview in a researcher’s role for an MBA master’s thesis. The conclusions in the 
thesis should deliver valuable insight in people management strategies to address challenges for Fire 
and Rescue Services in Belgium on organizational ambidexterity and the region of South-Western 
Limburg more specifically.  

Section B: 

 This research is about people management, what do you understand by this?   

Deepening questions (in general) 

 Can you tell me more about what you felt in that situation? 
 What led you to make that decision? 
 Can you describe the reasoning behind this (your) approach? 
 Why do you think it happened that way? 
 Can you describe how you arrived at that conclusion? 
 What were the circumstances or factors at play? 

Research questions 

 What did you experience most in people management last decade? Key moments for you? 
 Who (person, department, …) is playing a key role as an accelerator (or decelerator) for the 

further development and implementation of new ideas you have (or have had)? 
 What opportunities for further innovation do you see?  

o How could this be in conflict with our standards and daily work?  
 How much of your time is spend on executing tasks compared to working on changes? 

o Change can be any change, reflection with colleagues, try-outs on training moments, 
discussions on meetings, …  

 How did you experience new tactics and technics during the past decade? Can you compare it 
before 2015?  

o Experienced frequently or not?  
o Difference before and after 2015?  

 Can you describe a moment where you felt a great energy level, fostering creativity and giving 
results?  

o  Try to detect accelerators (or decelerators, when spontaneously pointed out) 
 What leadership behaviors do you think are most critical for fostering ambidexterity?  
 What role does (financial) resource allocation in the FRS play in achieving ambidexterity? 
 What does innovation mean for you?  
 Have you experienced innovation? 

o Bottom-up – experienced need to convince management? 
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o Top-down – experienced need to convince operational core? 

Section C: 

Make sure subjects of importance according to personal insights are covered as well. Only after section 
B is done and in correlation with the answers and depth of the interview so far.  

 Training (station or training facilities) vs. incident responding. 
 Participation and use of work groups / project teams? 

Registration of participants 

 

 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  1 (IND) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |3|7| - Between 18 and 65 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |2|5| / |0|2| / |2|0|2|5| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |1|4|3|9| 

7. Time – end of interview (hhmm-24hr) |1|5|2|0| 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  2 (IND) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |4|3| - Between 18 and 65 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |_|_| / |_|_| / |_|_|_|_| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |1|3|1|0| 

7. Time – end of interview (hhmm-24hr) |1|4|0|0| 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  3 (IND) 



 

 

   Page 61/73 

 

 

 

 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |4|0| - Between 18 and 65 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |1|4| / |0|3| / |2|0|2|5| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |1|0|2|5| 

7. Time – end of interview (hhmm-24hr) |1|1|0|0| 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  4 (IND) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |4|1| - Between 18 and 65 

Employment: Vol / Prof  

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |0|3| / |0|4| / |2|0|2|5| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |0|9|0|0| 

7. Time – end of interview (hhmm-24hr) |0|9|5|5| 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  5 (FG_BK) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |4|3| - Between 18 and 65 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |2|3| / |0|4| / |2|0|2|5| 

5. Participants agree for interviews to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |1|0|1|5| 

7. Time – end of interview (hhmm-24hr) |1|2|0|0| 
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1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  6 (FG_BK) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |3|5| - Between 18 and 65 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |2|3| / |0|4| / |2|0|2|5| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |1|0|1|5| 

7. Time – end of interview (hhmm-24hr) |1|2|0|0| 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  7 (FG_BK) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |3|5| - Between 18 and 65 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |2|3| / |0|4| / |2|0|2|5| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |1|0|1|5| 

7. Time – end of interview (hhmm-24hr) |1|2|0|0| 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  8 (FG_BK) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |3|3| - Between 18 and 65 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |2|3| / |0|4| / |2|0|2|5| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 
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6. Time – start of interview (hhmm-24hr) |1|0|1|5| 

7. Time – end of interview (hhmm-24hr) |1|2|0|0| 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  9 (FG_BK) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |4|3| - Between 18 and 65 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |2|3| / |0|4| / |2|0|2|5| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |1|0|1|5| 

7. Time – end of interview (hhmm-24hr) |1|2|0|0| 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  10 (FG_MK) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |3|9| - Between 18 and 65 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |2|8| / |0|4| / |2|0|2|5| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |1|4|1|0| 

7. Time – end of interview (hhmm-24hr) |1|6|2|5| 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  11 (FG_MK) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |4|2| - Between 18 and 65 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 
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4. Interview date (dd/mm/yyyy) |2|8| / |0|4| / |2|0|2|5| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |1|4|1|0| 

7. Time – end of interview (hhmm-24hr) |1|6|2|5| 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  12 (FG_MK) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |4|7| - Between 18 and 65 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |2|8| / |0|4| / |2|0|2|5| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |1|4|1|0| 

7. Time – end of interview (hhmm-24hr) |1|6|2|5| 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  13 (FG_MK) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |3|2| - Between 18 and 65 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |2|8| / |0|4| / |2|0|2|5| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |1|4|1|0| 

7. Time – end of interview (hhmm-24hr) |1|6|2|5| 

1. Interviewer name Frederick van der Have 

2. Participant ID (separated list)  14 (FG_MK) 

3. Inclusion criteria 
(Double-check exclusion criteria) 

Age: |4|7| - Between 18 and 65 
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Training obligations 

Tables from the Royal Decree of November 18th, 2015. 

 

 

 

Employment: Vol / Prof 

Type of station: 1 / 2 / 3  

Rank: FF – PO – O 

4. Interview date (dd/mm/yyyy) |2|8| / |0|4| / |2|0|2|5| 

5. Participant agrees for interview to be 
digitally recorded 

Yes   □         No □ 

6. Time – start of interview (hhmm-24hr) |1|4|1|0| 

7. Time – end of interview (hhmm-24hr) |1|6|2|5| 
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Executive summary 
Objective: The purpose of this thesis is to analyze the first decade of reformation from local, municipal 
organized fire brigades to emergency rescue zones in Belgium. This analysis, focused on human 
aspects-management, is employed to give insight into the key factors in people management to 
become an ambidextrous organization combining both exploitative and explorative activities. The 
region South-Western Limburg is chosen as the use-case for the author’s relevance and accessibility of 
information.  

Approach & methodology: A literature review of organizational ambidexterity within the context of a 
high-reliability and public service organization is conducted first. These insights are compared to 
qualitative research within the region of South-Western Limburg started combining individual 
interviews with focus groups.  

Key findings: This thesis underscores the importance of balancing formalization with flexibility. 
Secondly, the simultaneous pursuit of both exploitative and exploratory goals is supported by an 
elaborate use of after-action reviews, targeted training and flexibility in providing resources. Finally, 
fostering top-down and bottom-up information inflow of knowledge while avoiding silo-thinking is 
essential. 

Practical implications: The findings offer opportunities for emergency rescue zones to implement or 
adjust certain practices in their pursuit of becoming an ambidextrous organization. To support this, a 
concrete framework has been provided. 

Contribution: The field of organizational ambidexterity is ambiguous in its nature. This thesis adds 
knowledge within the specific context of a high-reliability organization in the public service sector, 
which is rather unique. Most findings align with those from earlier research however some nuances 
are made. The role of training for exploratory goals was striking and underexposed in existing 
literature.  

Future directions: Several suggestions for future research are made. From the importance of a clear 
mission as a driver for combining exploitation and innovation over the role to the impact of more 
diversity in top-management teams. More specifically for emergency rescue zones, more research on 
the role of non-uniformed staff for organizational ambidexterity could deliver valuable insight.  

Keywords: Ambidexterity, high-reliability organization, governmental, public service organization, fire 
and rescue services, exploration, innovation, exploitation, people management.  
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