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The Fire Department Labor/Management Team has reviewed our Departmental approach to the City Diversity Action Plan.  We concluded that we have done a substantial amount of the work, and that it was reflected in the “Working Environment – Labor/Management – Member Relations” section of the 2003 edition of the Tempe Fire Department Six Year Strategic Plan and Operational Guide.  In addition to identifying our on-going Labor/Management process, this section describes standing initiatives and eight
2003-05 Action Plan Objectives.
The “Recruitment” section of the Six Year Strategic Plan and Operational Guide is also attached for your review.  This section addresses our recruitment goal, desired qualities of firefighter and fire inspector candidates, the challenge of the State Drop Program (retirement incentive) and the opportunities that it represents for recruitment, along with four 2003-2005 Action Plan Objectives.  
The Department has a Recruitment Team in place consisting of eight members that conducts community outreach to both general and targeted audiences, working tirelessly to insure a diverse and qualified applicant pool for entry level positions.  This team is charged with exploring new and enhanced approaches to getting the word out about career opportunities with the Tempe Fire Department.
We will continually focus on the five strategic areas identified by the Diversity Steering Committee as specific areas of concern within the overall framework of an effective and fair organizational climate.

Our Department’s strategy is identified clearly in the Six Year Plan in terms of goal, purpose, foundational elements of success, standing committees, and use of the Strategic Areas and Program Strategies of the Diversity Steering Committee.
The Department’s approach to inclusion and its commitment to the overall City wide diversity effort is exemplified through participation by providing an instructor for MST III, having a member on the City’s Multi Cultural Employee Task Force Committee, and a member on the City’s Women’s Employee Task Force Committee.
Our success will be evaluated in a number of ways that include; feedback during our annual Communication and Goal Setting Workshops, feedback and discussion during quarterly Labor/Management Meetings, reports from Standing Labor/Management Teams and Labor/Management review of any personnel related complaints and personnel issues.

The past success of the Fire Department Labor/Management process will be built upon as part of the continuous improvement initiative of the Department and its members.  Focus on the issues and processes for improvement will make an excellent Department even better.

Working Environment- Labor/ Management -

Member Relations                                                              SECTION 4

GOAL:  To deliver highly effective services to citizens and visitors through a positive and cooperative working relationship between Fire Department Management and the Tempe Chapter of Local 493, the Tempe Employees Council, Tempe Supervisors Council, that involves members from throughout the organization.

The purpose of the Labor/Management and Member Relations process is to make the Tempe Fire Department more effective as an organization.

The delivery of effective emergency services, fire prevention and public education services and support programs is highly dependent on positive working relationships and a positive approach to the care and development of our members.

The success of our Labor/Management, Members Relations process is dependent on a number of foundational elements, including that we all:

· Value input and diversity.

· Build on an environment of trust.

· Look for solutions where everyone wins.

· Always work to strengthen relationships as well as address issues.

· Agree to disagree at time – choosing to place emphasis on working on areas of agreement.

· Protect the Labor/Management, Member Relations process.

· Share the credit and the work of the process.

A standing labor management committee is in place co-chaired by the Fire Chief and Union President of the Tempe Chapter of the International Association of Fire Fighters Local 493.

Standing committees are in place within the labor management process to deal with committee related issues, and to support a strong communication system within the Department for effective input, early problem identification and grass root solutions to issues within a committee’s area of responsibility.

Standing committees co-chaired by a departmental chief officer and a union member include:

Personnel and Safety – Battalion Chief and Union Member

Support Services – Battalion Chief and Union Member

Fire Prevention – Fire Marshal, Union Member and a Fire Prevention Inspector or Educator

Emergency Services – Battalion Chief-District Managers & Union Member

Training – Battalion Chief and Union Member

Special Operations – Battalion Chief and Union Member

Major initiates for the labor management process include organizational communication, support of members during times of injury or sickness, maintenance of a harmonious working environment, positive management of conflict, joint development and maintenance of personnel related policies and procedures and strong support for city and department programs.

Diversity Action Plan
The City Diversity Audit was conducted in 2002.  The Fire Department and its members reflected very positively in the audit results, which is a credit to all department members.  The audit has now evolved into a citywide Diversity Action Plan, which provides additional opportunities to support the Fire Department culture of continuous improvement and enhance a positive work environment.

The President of the Tempe Chapter of Local 493 represents the Department in a citywide diversity task force, which examined the results of the diversity audit, and produced a diversity action plan containing five strategic areas.

Strategies have been developed and measures of success identified in preparation for positively addressing the areas identified above.

Additionally, a solutions checklist has been developed and will be made available to all members as a tool for dealing with conflict within the organization.

Standing Initiatives

Standing cooperative initiatives of the labor management process include:

· Good and Welfare of Department Members

· Recruitment and hiring of firefighters

· Annual Departmental Picnic

· Annual Remembrance for Firefighter/Paramedic Ed Gaicki

· Policy and procedure review and updates

· Labor/Management Committee meetings

· Community Service Opportunities

· Joint attendance at yearly Labor/Management retreat in Flagstaff

2003 - 05 ACTION PLAN OBJECTIVES

· Strongly support the 2003 – 2005 Memorandum of Understanding with Local 493.

· Work closely with Tempe Employee’s Council Representative in support of civilian members of the Department

· Hold quarterly Labor/Management committee meetings.

· Jointly publish Fire Department yearbook.

· Coordinate September 11th observance at Gaicki Park.

· Coordinate Ed Gaicki Observance at Gaicki Park.

· Expand Urban Survival public education program in Tempe elementary schools.

· Support City Diversity Action Plan.

FOLLOW UP RESPONSIBILITY: FIRE CHIEF CLIFF JONES/LOCAL 493 TEMPE CHAPTER PRESIDENT RICH WOERTH
RECRUITMENT                                                                                                          SECTION 3

GOAL:  To employ and retain a talented, committed, and diverse employee group for the Tempe Fire Department in an effort to continue the strong legacy of service to the community and sustain the organization for the future.  Keep Tempe the best place to live, work, and play.

The two primary areas of recruitment for the Department are in Emergency Services and Fire Prevention/Public Safety Education; i.e., firefighters and fire inspectors respectively.


Firefighter

Qualities the Department is looking for in a firefighter include: a person who is a team player, ability to get along in confined living quarters, ability to think clearly under stress, a person with organizational loyalty, strong personal values, and excellent health and physical condition.

New hires must be non-tobacco users and will be required to sign a non-tobacco use agreement.

The testing process for firefighter selection will be conducted annually or as needed in conjunction with the Human Resources Department and will include at a minimum a general aptitude test, Candidate Physical Ability Test, hiring interviews, and pre-employment medical examination including drug screening.

An aggressive approach will be taken to make appropriate people in the job market aware of an upcoming testing process and to acquaint potential candidates with the nature of the job, expectations, challenges, and opportunities that the position presents.

We will take action to ensure quality recruitment efforts and a balanced employment pool of highly qualified applicants including a strong effort to recruit and hire qualified women and minorities.  Addition of women and minority firefighters to the Department is the strongest possible recruitment tool and these efforts must be continued in the future.

Firefighter applicants are preferred to have completed college level coursework in addition to completion of the high school/GED requirement.  Possession of an Arizona Emergency Medical Technician certificate is also preferred.

A person selected for hiring as a result of the interviewing process will be subjected to a comprehensive background investigation. 


Fire Inspector

Qualities the Department is looking for in a fire inspector include: strong personal values, individuals with a strong desire to engage in fire prevention activities and people who can interact with both citizens and peers in a positive and supportive manner.

Normally, more emphasis will be placed on the potential of the given candidate than on previous experience, however, fire prevention and public safety education, code interpretation and plans review experience is desirable and will be carefully evaluated.

Recruitment for fire inspector will center on word-of-mouth contacts and advertisements in appropriate publications.  32 semester credit hours of college level course work are preferred.

There is a possibility of utilizing Emergency Services personnel on assignment to the Fire Prevention/Public Safety Education Division to allow for cross training and to enhance professional development.  Newly promoted supervisors for fire companies could be temporarily assigned to Fire Prevention to enhance fire prevention knowledge and skills.  Fire company personnel on light duty due to injury can be assigned to Fire Prevention to enhance their fire prevention knowledge and skills and assist in addressing workload issues in fire inspection.


Upcoming Retirement Challenge

Currently the Tempe Fire Department has 137 members who are in the Arizona State Public Safety Retirement System.  As of March 31, 2003, 38 members (or 28%) have twenty or more years of service and are eligible for retirement.

The State of Arizona Public Safety Personnel Retirement System has authorized a Deferred Retirement Option Program (D.R.O.P) allowing members of the system to declare at a given point following 20 years or more of service their intention to retire up to five years in the future. At the five-year point the individual must retire or they will not be entitled to receive any interest accumulated on the DROP account.  During the DROP period they will cease to contribute to the retirement system, but will continue to be a city employee for up to five additional years.  At the time of this printing, 22 members have entered the DROP, with the majority now having less than three years remaining with the department.

The number of senior department members coupled with the implementation of the D.R.O.P.  will create a strong challenge for our department in the next few years.  The challenge will be to replace members at all levels of the organization, including recruitment and training of new firefighters, selection and training of fire company officers, chief officers, and an appropriate number of paramedic and special operations personnel. 

2003 – 05 ACTION PLAN OBJECTIVES

· Conduct recruitment and establish an eligibility list for the firefighter position as needed.

· Continue to evaluate joint firefighter recruit testing.

· Develop recruitment, selection, promotion and training strategies that address the personnel needs of the Department while ensuring a diverse, productive and well trained workforce in preparation for implementation of the D.R.O.P. Program and beyond.

· Train and certify additional paramedics in preparation for the D.R.O.P. 

FOLLOW UP RESPONSIBILITY: BATTALION CHIEF TOM KIEFER

