REPORT TO COUNCIL 23
City of Sacramento

915 | Street, Sacramento, CA 95814-2604
www. CityofSacramento.org

Staff Report
September 28, 2010

Honorable Mayor and
Members of the City Council

Title: Small Business Development and Employment Advisory Board
Employee Committee
Fire Department Equal Employment Opportunity (EEO) Analysis

Location/Council District: City-wide
Recommendation: Receive and File
Contact: Ken Fleming, Manager, Office of Civil Rights

Presenters: Susan Edmonson
Trina McKie

Department: Human Resources
Division: Office of Civil Rights
Organization No: 08000

Description/Analysis

Issue: An EEO Review of City Fire Department’s diversity and recruitment policies
and practices shows that the representation of minority employees within the
Department workforce has decreased. The levels of employment for Blacks,
Hispanics, Asian and women are below their representation in the labor-force.
There are opportunities to show that the Department is committed to diversity and
inclusion.  This report proposes recommendations that will enhance the
Department’s ability to recruit and retain a diverse workforce and make its
commitment to diversity and inclusion more visible.

Policy Considerations: City of Sacramento Equal Employment Opportunity
Policies. The proposed recommendations are in-line with the * busmess
|mperat|ves of the City’s Inclusion Commitment.



Small Business Development and Employment Advisory Board

Employee Committee
Fire Department Equal Employment Opportunity Analysis September 28, 2010

Environmental Considerations: California Environmental Quality Act (CEQA)
This activity is not subject to the CEQA because it does not constitute a “project”
as defined in Section 153784o'f the CEQA Guidelines.

Sustainability Considerations: There are no sustainability considerations
applicable to this action.

Rationale for Recommendation: Disparities exits between the representations of
women and minorities within the Fire Department workforce in comparison to their
representation in the County Labor Force. Over the years the representation of
minorities and women within the Department’s workforce has decreased. Existing
hiring criteria tends to create an unnecessary artificial barrier to recruiting a diverse
workforce and there are opportunities for the Department to show its commitment
to diversity and inclusion and not engage in any practice that shows a preference.
Some recommendations can be immediately implemented while others are phased
in when economic realities deem them appropriate.

Financial Considerations: No financial impact.

Emerging Small Business Development (ESBD): There are no ESBD considerations
‘as there are no goods being purchased.

Respectfully Submitted by:

Kenneth M. FI
Manager, Office of Civil

Approved By \ﬁ&@ Q%(//,ul/yt %
/ mby

»Q

Geri Ha
Human Resources Directo

Recommendation Approved By:
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Gus Vina, Interim City Manager
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REPORT TO
Personnel and Public Employees Committee

City of Sacramento

915 | Street, Sacramento, CA 95814-2604
www.cityofsacramento.org

»Di.scussion Calendar
August 17, 2010 .

Honorable Chair and Members of
The Personnel and Public Employees Committee

Title: Small Business Development and Employment Advisory Board

Eriployment Committee
Fire Department Egual Employment Opportunity Analysis

Location/Council Distriét: (Citywide)

Recommendation: Adopt Recommendations Outlined in the Employment
Committee’s Report '

Contact: Susan Edmonson, Equal Opportunity Specialist, Office of Civil Rights

Presenters: Susan Edmonson
Trina McKie

Department: Human Resources
Division: Office of Civil Rights
Organization No: 08001011

Description/Analysis: : _
issue: An EEO Review of City Fire Department’s diversity and recruitment policies
and practices shows that the representation of minority employees within the
Department workforce has decreased. The levels of employment for Blacks, Hispanics,
Asian and women are below their representation in the labor-force. There are
opportunities to show that the Department is committed to diversity and inclusion. This
report proposes recommendation that will enhance the Departments ability to recruit
and retain a diverse workforce and make its commitment to diversity and inclusion more
visible. - " ' ‘

Policy Considerations: City of Sacramento Equal Employment Opportunity Policies. The
proposed recommendations are in-ine with the “business imperatives” of the City's
inclusion Commitment.



Environmental Considerations: .
California Environmental Quality Act (CEQA) This activity is not subject to the

California Environmental Quality Act (CEQA) because it does not constitute a “project”
as defined in section 15378 of the CEQA Guidelines. '

Commission/Committee Action: ,

The Employment Committee (Committee) is a standing committee of the Small Business
Development & Employment Advisory Board (SBDEA) tasked with the responsibility of
reviewing employment issues, '

As a result of a strategic planning session, SBDEA established a goal of reviewing the
City's Police and Fire Departments. The Board tasked the Employment Commitiee to
research the best practices of similar cities and to identify and recommend effective ways
to recruit and retain a diverse workforce.

in October 2008, The Employment Committee set objectives to meet this goal. The
Commiitee held several discussions with officials within the Fire Department and the Risk
Management Division to gain information about the department’s recruitment and hiring
processes, conducted two surveys in an effort to learn about best practices of other
municipalities in California, and conducted interviews with four recently hired firefighters, of
varying ethnicities and gender, within the Fire Department. This analysis is a result of the
Employment Committee’s research efforts.

Rational for Recommendation: Dispatities exist between the representations of women
and minorities within the Fire Department workforce in comparison to their representation
in the County Labor Force. Over the years the representation of minorities and women
within the Department’s workforce has decreased. Existing hiring criteria tends fo create an
unnecessary artificial barrier to recruiling a diverse workforce and there are opportunities
for the Department to show its commitment to diversity and inclusion and not engage in
any practice that shows a preference. Some recommendation can be immediately
implemented while others phased in when economic realities deem them appropriate.

Financial Considerations: Required funding not determined at this time.

Emerging Small Business Development (ESBD): There are no ESBD éonsiderations
as there are no goods or services being purchased.

Rec%n li;zzled:

Gerl Hamby, Director, Depariment of ptiman Resources

B Do
e

Gus Vina, City Manager
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CITY COUNCIL ‘ CITY OF SACRAMENTO

SMALL BUSINESS DEVELOPMENT

'AND EMPLOYMENT ADVISORY BOARD CALIFORNIA

ECONOMIC DEVELOPMENT DEPARTMENT (916) 808-7223

915 T STRERT, THIRD FLOOR FAX: 916-808-8161
SACRAMBENTO, CA 95814 )

June 2010
MEMORANDUM
TO: SMALL BUSINESS DEVELOPMENT & EMPLOYMENT ADVISORY BOARD
FROM: EMPLOYMENT COMMITTEE

SUBJECT: Fire Department Equal E.mployment Opportunity Analysis

The Small Business Development and Employment Advisory Board (SBDEA) was established
by the Sacramento City Council on October 10, 2000, when if adopted Ordinance # 2000-040
which added Chapter 2.54, et seq. to Chapter 2 of the Sacramento City Code. '

A purpose and function of the Board as set forth in §2.54.030 s, in pertinent part:
(A) to provide advisory recommendations to the Mayor and Gity Council on strategies
and policies designed to assure equitable and non-discriminatory practiceé in the

areas of City employment; and

(b) To monitor goals established by the City Council relating to equal opportunity in the
City’'s employment....

The powers and duties of the SBDEA are outlined in §2.54.040:

(2) To recommend to the Mayor and the City Council, and to the Personnel and Public
Employee Committee, programs, practices, and strategies relating to the objectives
set forth in §2.54.030; and

(b) To review the achievements of the City's efforts to obtain equal opportunity in City
employment for all citizens... (d) TQ recommend to the Mayor and City Council




educational and other activities which prevent and discourage discrimination and

foster fair and equitable treatment in the areas of City employment.

EMPLOYMENT COMMITTEE

The Employment Committee (Committee) is a standing committee created by SBDEA fo
accomplish the powers and duties discussed above. The Committee is currently composed of
five members who regularly meet every first Thursday of each month.

As a result of a strategic planning session, SBDEA established a goal for the Employment
Committee to research the best practices of similar cities; specifically, to seek effective ways to
recruit a more diverse workforce. The emphasis was placed on the Police and Fire

Departments,

The Employment Committee began setting objectives to meet these goals in October 2008,
Since that time, the Employment Committee held several discussions with management within
the Fire Department and Human Resources Risk Management Division to gain information
about the department’s recruitment and hiring processes, conducted two surveys' in an effort
to learn about best practices of other municipalities in California,. and conducted an informal
interview with four recently hired firefighters, of varying ethnicities and gender, within the
department.

SACRAMENTO FIRE DEPARTMENT

The Committee began with the examination of the recruitment policies and practices of the City
of Sacramento’s Fire Department, as they relate to issues of equal opportunity, diversity and
inclusion. This report is the result of that effort. Specifically, conclusions are based on the
information obtained from various sources, as well as recommendations, which are believed to

assist the Fire Department's efforts to recruit and retain a more diverse workforce.

‘The Sacramento Fire Department (Department) was originally formed in 1850 and was the first

volunteer fire department in the western United States. In 1872, it was established as a paid

fire 'ckepar‘(ment....”"Z There are currently nine divisions and twenty three stations within the

Department which serves 144 square miles.

! See Appendix A

2 Got Time? Spotlight on Department Volunteering. (2009, Summer). Sac Fire News: Sacramenfo Fire
Department Communily Newsletter. .




EVALUATION CRITERIA

The Employment Committee utilized four criteria in accessing the Fire Department's diversity
performance. The first criterion is publicly accéssible material and programs that relate to the
Department’s views on diversity and equal employment oppbrtunity. The second criterion is
workforce demographics as it compares to the demographics of the available labor pools. The
third criterion is recruitment and promotion data as a predictor in determining the Department’s
likelihood of becoming more diverse in the futwe. The fourth and final criterion is the
perspectives of the Department’s employees regarding their experiences within the

Department as it relates to diversity.

PUBLIC MATERIAL AND PROGRAMS

Publicly accessible material and programs as they relate to the Department’s public
Views on diversity and Equal Employment Opportunity.

Source of Information ‘
The source for evaluating the City of Sacramento Fire Department's publicly accessible

material and programs was the Department's website (www .sacfire.ord).

AnalysisIConclusion

For the general public, the Fire Department’é website lacked relevant content, details, or
images that would provide the general public with information on the Department’s views
regarding diversity. Most of the information available on the website concerned public safety,
and very litle information was available about the depariment, its workforce, or its views on
diversity. In reviewing the department’s press releases and newsletters, the Committee found
the information did not maximize their ability to outreach. The website provided helpful tips for
staying safe, but did not provide any useful information that could assist the public in

determining whether or not the organization valued diversity.

The Committee did not find the word “diversity” nor any mention of the Department's anti-
discrimination policies in any of the public relations material we read. The statement, “Equal .
Opportunity/Affirmative Action Employer” is listed only once and was found at the bottom of the
Fire Recruit Test Dates web page. Positive diversity initiatives found in the department’s
public material and programs focused primarily on its community-based programs. The
Department offers a variety of safety-related programs that are open for everyone to

3




participate. Also, because fire statlons are located throughout the community, the 3-5 monthly
open houses sponsored by the Sacramento Fire Department are certain to attract attention

from the diverse residents living in those communities.

- Recommendations

The Committee recommends the Department post on their webs&te initiatives that demonstrate
its awareness of the diverse community it serves and ways in which the Department addresses
those diversities. For people who desire to learn about the Department’s diversity values,
whether for general research or for employment matters, we recommend the Department
include statements and images that clearly declare its views and policies. The Committee
recommends the Department address the findings of an accessibility review of the
department’s website.? '

- Gonclusion

Fire Department Management stated they will adopt this recommendation and incorporate the
statement “Equal Opportunity/Affirmative Action Employet” on all their publications and
policies. The Fire Department recently completed their 2008 annual report the EEO statement
will be placed in the report.

WORKFORGE DEMOGRAPHICS

Source of information

The sources for evaluating the City of Sacramento Fire Department’s workforce demographics
were year-end employment data obtained through the City's Human Resource Department
and Sacramento County population information from the U.S. Census website.

Analysis/Conclusion
Disparities exist between the representations within the Sacramento Gounty Labor Force and
the diversity of the City of Sacramento Fire Department.

"3 See Appendix B




| A "ALLTIRE DEPT. PERSONNEL, COMPARED TO SACRAMENTO CO- LABORF

2008 White Black Hispanic Asian Native Women
American :

Sac Co* 627% = 8.3% 14.0% 8.0% 0.8% 47.8%

Fire Dept 75.0% 6.0% 9.7% 6.8% 20% 14.5%

With the exception of Native Americans the numbers of females and racialfethnic minority
groups are disproportionately under-represented in the City of Sacramento Fire Department
compared to the demographic make-up of these .groups within the County labor force. For
instance, the total female population is 47.8%; however, females comprised only 14.5% of the
Fire Department’s workforce in 2008. Blacks make up 8.3% of the total population in
Sacramento Co., but only 6.0% of the Fire Department’s workforce is Black. Slmllarly, 8.0% of
people living in Sacramento are Asian, while only 6.8% of people working in the Sacramento
Fire Department are Asian.

Recomméndaﬁons

The Committee recommends the Department broaden their outreach efforts and coilaborate
with community and employee groups that may serve to enhance the diversity of the applicant
pool, if funding is avallable the Commitiee recommends the Department post recruitment
announcements in the Sacramento Observer, El Hispano, and other culturally diverse
newspapers within Sacramento Region.  Additionally, they should review the current
employment process and consider modlfying any stages and requirements that adversely
impact their ability to recruit and maintain a diverse workforce.

RECRUITMIENT

Source of Information

The source for evaluating the City of Sacramento Fire Department’s recruitment procedures
were discussions with and presentaﬁons by members of the City of Sacramento Fire
Depaﬁment to the Committee over the course of 2008,

41J.5. Census Bursau. (2008). American Community Survey.




Analysis/Conclusion _

In the past, the City of Sacramento Fire Department funded a firefighter recruitment officer

- whose primary role was to conduct outreach and recruitment activities in the local communities
for the Department. This included programs making the department more visible o the
general public, especially among teenagers. The Fire Department was a regular participant in
local job fairs and career day events. In 2007, the recruiter position was eliminated and
related activitieg were stopped due to budget cuts. '

in order to be considered for employment as a firefighter with the City of Sacramento Fire
Department, applicants must meet the minimum qualifications: which are to be at least 21
years of age, have a high school diploma or GED equivalent, have a current Emergency
Medical Technician | (EMT-1) Certificate or higher, have twenty semester units or thirty quarter
units from an accredited college or university, be a citizen of the United States, and pass a

written examination.’ . 2 W ‘W

During the course of one conversation, a Fire Department staff person in a management role
expressed the opinion that the minimum age requirement of 21 is one of a number of
contributing factors that negatively aﬁects‘the number of minorities actively seeking firefighting
as a career choice. He remarked that since the age requirement changed from 18to21in
1994, the Depariment has experienced a noticeable decrease in minority applicants.
Teénagers belongihg to minority race/ethnical groups.are more likely to become parents than
white teenagers, thus by the age of 21, a propoﬁionate!y higher number of minorities have
already started working in a chosen field and have a family to support.®

During another discussion with four relatively new City of Sacramento Fire Department staff
members, the Committee leamed that navigating. through the hiring process could be daunting
and discouraging. Three of the four staff members commented that having a mentor to go to
for guidance, support, and advice through the hiring process was very helpful. These three

% See Attachments C and C2.

¢ Genterfor Disease Control (1997) Morbidity and Morality Weekly Report, “State-Speclfic Birth Rates for Teenagers --
United States, 1990-1996.", 12 Sept 1997. Relrieved July 14, 2009 from Canter for Disease Control
hito:/iwww.cde.govim mwrlpreviewlmmwrhtmI(00049290.htm




empioyées also credit the mentorship relationship as a primary reason why they became

interested in pursuing a career as a firefighter.

Recommendations

The Committee considers the educational requirements to he a barrer for racial/ethnic
minorities. As of the year 2000, only 8.9% of Hispanics in the United States had college
degrees and only 13.6% of Blacks had college degrees, compared to 25.3% of Whites with
‘college degrees.”  Modifying the educational requirements should result in racial/ethnic
minorities being more likely to meet qualifications that would be considered essential for

potential candidates for firefighter positions.

The Committee recommends the department reduce its minimum age requirement fo 18 in o
make firefighting an attractive career choice for persons before other life circumstances steer
them in a different direction. The Committee recommends the Department consider hosting
workshops and practice tests aimed to prepare potential candidates with a general overview,
educational, work experience, upper body strengthening, and interviewing skilis required of
successful candidates.

Finally, we recommend the Fire Department reinstate the recruitment officer position and
implement a mentorship program for youth and young adults interested in becoming
firefighters. - These mentors could reach out during career days and job fairs to replace the
time spent by a designated staff person in recruitment procedures.

EMPLOYEE PERSPECTIVES

The following information explores the perspectives of the Department's employees regarding
their experiences within the Department as it relates to diversity and Equal Employment
Opportunity.

Source of Information

The source for evaluating the Fire Departrhent’s employee perspectives was a more than one-
hour informal interview with four racially and gender diverse, recently hired, firefighters within
the Department. The committee members were encouraged by the empldyees’ openness,

"Le, C.N, (2009). nsocioeconomic Statistics & Demographics. " Asian-Nation: The Landscape of Asian Arerica.
Retrieved on July 18, 2008 from htip:/iwww.aslan-nation.org/demographics.shtml. (July 18, 2009).




honesty, and willingness to share first-hand knowledge and views about the Department’s
treatment of minorities and women, and overall workplace culiure. Additionally, the
Committee would like to note the perspective of the interview panel is their reality of their

experiences.

Analysis/Conclusion

When employees were asked direct questions about whether or not the organizatioh values
diversity, overall their responses seemed to support the premise that employees perceive the

organization to value diversity. None of the employees, all recently hired within the past few

years, believed they had experienced work place harassment, discrimination or mistreatment.

All had experienced behavior in the form of harmless jokes (which none found offensive} that

are shared among colleagues working closely together. None had witnessed others within the

Départrhent being subjected to mistreatment, harassment or discrimination.

Although they expressed the above views, certain information gathered during the interviews -
suggest their hiring experience was different. For example, when asked about their
experiences during the recruitment process, employees interviewed by the Committee shared
having dramatically different experiences regarding their background checks. '

The process of the background check for one employee was seamless and in his/her words
“uneventful.” The employee completed the paperwork and delivered it in person to a non-City
agency. After the paperwork waé submitted and reviewed, this employee was notified shortly
thereafter they he/she had cleared the background check. Another employee remarked that
his/her experience was very similar but that it was challenging for his friends.

In contrast, another employee described their experience as grueling and very stressful. The
process took much fonger (months) than what other employees in the Department had
described as their experience. This employee recalled an interrogation-like interview process
conducted by a City police officer. During the interview the officer made comments such as, i
know you're lying.” The employee described being made to feel as if he/she was a criminal.

Another employee was required to undergo the background process a second time; two
months after he/she was given clearance the first time. When the employee was informed that
the process would be re-opened hefshe had been working for the Department for several

8




months. The employee anguished over what fo do. This person wanted to work for the City of
Sacramento, but another égency had made an offer. Should they accept the new offer (where
background had been passed) or stay with the City realizing that if the second background
check was not successful, they would be out of a job. Ultimately, the employee decided to take
the risk and wait out the background check a second time. Months went by again with no
response. Finally, one of the employee’s superiors intervened and decided 1o put an end to the
process. Employees that had this type of experience shared a significant frustration is never
being told what the issue is, or the status of completion of the background check.

While the Committee understands the necessity of a thorough background check for
firefighters, there is concern that work performance, and ultimately, the success of the new
employee may be impacted if baglfground checks are permitted to be re-opened after ap
employee has received clearance. Eﬂrther, the interviews revealed that the more grueling
background checks existed for employees that come from racial/ethnic backgrounds that have

historically been discriminated against in this area.

Finally, while the employees interviewed conveyed mostly affirmative responses when asked
directly if the organization values diversity, a review of the workforce makeup data (admittedly
only one indicator of whether an organization values diversity) does not reflect the amount of
" diversity within the City of Sacramento.

Prior to finalizing this report, Fire Department Management had an opportunity to review it and
provide feedbéck. Management respects the panels’ perception of their experiences as their
realitics, however stated it is not uncommon for Recruits to begin the Academy without
clearing backgrounds; it is possible for Recruits to undergo a second interview with
background staff due to information that is revealed during the background process.

Regarding another panel members remark during the background interview process, the
investigator made them feel like a criminal, Management stated there are three investigators,
two retired arson investigators and the other a retired pofice sergeant. He stated their job is to
be skeptical, but not disrespectful and will relay the recruits concern to them.

Additionally, Management was not aware Recruits were not informed about the status of
completion relative to their background checks and will further research this issue.




Recommendations ,

The Employmént Committee recommeﬁds the Department review its current policies and
procedures for conducting background checks and implement more consistent and uniform
methods of conducting background checks on prospective new hires.

FINAL THOUGHTS o

In conclusion, there are a number of reasons why a fire department should value and
effectively manage diversity of gender and race. Doing so would be beneficial for both the
organization and its employees in areas of cost, resource acquisition, marketing, creativity,
problem solving, and system flexibility.® There is a relationship between the traditional work of
firefighting and the identity and culture constructed by those who do this work. This interaction
amongst the firefighters is important in this highly dangerous and interdependent work culture.?
Efforts for inclusion of various racial groups are imperative. With that said, it is imperative that
the City of Sacramento acknowledge the value of diversity, the obstacles, and develop a plan
 of action to maintain it. A failure to value and enforce such policies is a missed opportunity to
encourage a broader understanding and acceptance of diversity among its workers, and the
community it serves. In turn it may negatively affect the firefighters’ performance and retention '
within and for the City of Sacramento and its residents.

Consequently, this affects each firefighter's treatment of others; detracts from the firefighters’
ability to performance at their best and assimilate because of conflicts and discord. In turn, this
compromises the public's perception and ability to trust and communicate effectively with the
firefighters who protect and serve them. A diverse firefighting workforce is important, and

Sacramento should lead by eXampEe, as it is the “most integrated cily in A_merica."10

+

® Cox, T., & Blake, S. (1991). Managing diversity: Implications for organizational compeiitiveness. Academy of
Management Executives, §(3), 45-56.

8 Chetkovich, Carol, (1997). Real Heaf, Gender and Race In the Urban Fire Service. Rutgers Universily Press.

19 Stadghill, R. & Bower, A. (2002). Welcome to America’s Most Diverse City 25 Aug. 2002. 13 Jul. 2008 Time -
Magazine htto/fwww.time.comitime/printout/0, 8816,340694,00.himl :

10
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Enfry Firefighter Recruitment &
Retention Survey

Surveyed 18 jurisdictions

x Primary Group: Anaheim, Fresno, long Beach, Oakland, San Franciéco, and 8anta Ana
- = Secondary Group: Sacramento County, State of California, West Sacramento, Woodland,
Roseville, Folsom, Elk Grove, Citrus Helghts, Davig, Stockton, Vallejo, Modesto

11 responded and 7 did not responded fo survey

x Respondents were State of California, Anaheim, Davis, Consumnes Community Services
District!, Folsom, Long Beach, Oakland, San Franclisco, Stockton, Vallejo, and Woodland

= Non-respondents were Clirus Helghts?, Fresno, Modesto, Roseville, Sacramento County,
Santa Ana, and West Sacramento.

Recruitment Methodology

« 10 of the 11 jurlsdictions replied to question #5. The common methodologles used were
- Unpaid internships, volunteer positions, recruitment fairs/fevents, coliege/high school events,
opsn house, referrals/word of mouth, websifes
= Top five commonly used were websites (90%); referralsiword of mouth (70%), recrultment
fairsievents (60%), college/high school events (50%), volunteer positions (40%)

Sun)ey Reéponses

1. Please provide the name of your organization.

a) City of Anaheim

b) Department of Human Resources Gity and County of San Francisco
¢} City of Woodland

d) City of Valigjo

e) Consumnes Community Services District (serves City of Elk Grove residents)
f) City of Long Beach — Civil Service Department

g) City of Stocklon  ~ _

h) State of California Depariment of Personnel Administration

{) City of Davis

j) City of Oakland

k) City of Folsom

2. What is your primary recruifment methodology for enfry levet firefighter posifions?

a) Use Fire & Police Selection, Inc. to conduct recruitment, testing

b) Community groups employee groups web

¢) External recruitment with advertisements posted locally (Sacramento, Woodland,
Davis) : C ' '

d) V\{e use FIREHIRE to draw a list of those firefighters who passed the written test. The
Gity. of Vallejo then conducts and additional examination, which is an oral board. The

.

*city of Elk Grove Is part of Consumnes Community Services District.
*City of Citrus Helghts is part of Sacramento Metro Fire.
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written exam and the oral exam scofes are combined fo come up with the candidates’
final scores on the Register of Eligibles.

e) Advertising in local publications

f) Use of recruiters- both Long Beach Fire Department and Givil Service; standard
distribution to recruitment resources, schools, community group, websites.

g) Traditional methods include advertising In local and diverse print and internet media

h) State administered exams - Additional information is avaliable via the California
Department of Forestry and Fire Protection's website at

. hitp:/Awww fire.ca.goviabout/about careers.php

i) Open Recruitment - This type of recruifment is open fo anyone who meets specified
qualifications for the position, including, but not limited to, current City of Davis
employees. An open recruitment shall be conducted when the needs of the service
require, as determined by the City Manager.

j) Recruit based on City's demographics {fe: language, ethnicity & gender)

k) Written/physical/oral exam

3. Does your agency advertise as an EEO employsr? pYes oNo
a) Yes '
b) Yes
c) Yes
d) Yes
e) Yes
f) Yes
g) Yes
h) Yes
i) Yes
) Yes
k) Yes

4. \What, i any, programs or sfrategies were ufilized to create a diverse candidate
pooi?

a) None

b) involvement of community and employee groups

c) N/A

d) We work with FIREHIRE on developing strategies.

) Posting job announcement in local publications. Sacramento Observer, El Hispano,
Nationa! Urban League.

f) Workshops; targeted recruitment; on-going recruitment

g) Attendance at Recruitment Fairs, representatives from the Dept attended community
events (diversity related events), school visits; ride along, created mentorship program
with local high schools to encourage minority interest In Fire service. ,

h) Please see our 2006 Survey of Total Compensation for Firefighters in California,
beginning on page 14, found via the DPA website at
hitp:/iwww.dpa.ca.gov/salaiies/surveys/2006/fireli hters/survey.him

i) Distributed recruitment flyers as widely as possible to various public agencies,
businesses, colleges, firefighter academies, associations and clubs.

Icity of Elk Grove is part of Consumnes Community Services District.
ICity of Citrus Heights Is part of Sacramento Metro Fire.




i) Advertized & rmarketed position in: local paper as well as bilingual publications,
national web campaign, community organizations, other fire agencies, local
colleges/universities, efc.

k) Advertised in more diverse populations

5. What recruitment methodology does your agency utilize for entry tevel firefighter
positions? . .

a) College/High School Events; Website(s); Mail outs; board postings; word of mouth

b} Volunteer positions; recruitment fairsfevents; referralsiword of mouth; website(s)

c) Volunteer positions

d) FIREHIRE

e) Unpaid internships; recruitment fairs/events; Coltege/high school events;
referrais/word of mouth; website(s) ’

f) Recruitment fairsfevents; college/high schoo! events; referralsiword of mouth;
website(s); candidate information workshops ) L CoL

g) Volunteer positions; recruitment falrs/events; college/high school events; open house;
referralsiword of mouth; website(s) .

h) Referralsiword of mouth; websites(s); see response to question #2

i) Recruitment fairsfevents; referralsiword of mouth; website(s); put ads in several
newspapers, mailed recrultment flyer/announcement to various agencies

i) Volunteer positions; recruitment fairsfevents; college/high school events; open house;
referralsiword of mouth; website(s); see answer to #4 :

k) Website(s); advertising

.

6. What are the demographics of your current workforce within the fire department?
Please provide the percentage of African-American, Asian-American/Pacific islander,
Hispanic-Latino, American Indian/Native American, other. :

a) African American - .02%; Asian American/Pagcific Islander- .068%:; Hispanic-Latino —
46.07%; American Indian/Native American - .009% ,

b) African American —~ 10,2%; Asian American/Pagific Islander- 23.3%; Hispanic-Latino —
15.4%; American Indian/Native American - .7% :

c) No way of pulling this information for just Fire. We track Citywide only,

d) Our current fire department workforce are as follows: Afrlcan American — 17.0%; Asian
American/Pacific Istander- 12.0%; Hispanic-Latino — 12.0%; Ametican Indian/Native
American — 2.7%; White — 55%

e) Asian American - 2.0%; American Indian/Native American — <1 .0%; Hispanic-Latino —
6.0%:; Pacific Istander — 2.0%; %; Other —2.0% .

f) Current firefighter classification; African American — 8,6%:; Asian-American — 8.9%;
Hispanic — 21.0%; American Indian - .5%

city of £lk Grove is part of Consumnes Community Services District.
ICity of Citrus Helghts Is part of Sacramento Metro Fire,

4
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g) African-American — 2 B4%:; Asian-American — 5.28%; Hispanic-Latino ~ 16.22%;
American Indian/Naiive American - .76% (includes non-sworn classifications)

h) Not available :

fy No response

j) Fire Chief (0): Deputy Chief (2) - 2 Males,1 White 50%, 1 Black 50%: Fire Marshall
Battalion Chief (12) - 8 Males, 4 White 44.5%, 3 Females 2 White 67%, 4 Black
44.5%, 1 Hispanic 11%, 1 Hispanic 33%; Captain (49) - 456 Males, 19 White 42.2%, 4
Females, 2 White 50%, 18 Black 40%, 2 Black 50%, 6 Hispanic 13.3% 2 Asian 4.5%
Lisutenant (56) 55 Males 26 White 47% 1 Females 16 Black 29% 1 Black 100% 8
Hispanic 15% 4 Asian 7.2% 1 Filipino 1.8% Engineer (81) 72 Males 22 White 31% 9
Females 6 White 67% 28 Black 3% 2 Black 22% 11 Hispanlc 156% 1 Hispanic 11% 7
Aslan 10% 1 Indian 1% 2 Filipino 3% 1 Other 1% Firefighter (247) 225 Males 92 White

 41% 22 Females 12 White 54,5% 54 Black 24% 7 Black 32% 49 Hispanic 22% 1

Hispanic 4.5% 15 Asian 6.6% 1 Asian 4.5% 1 indian 4% 13 Filipino 5.6% 1 Filipino
4.5% 1 Other .4% FireBoat Operator 1 Males 1 White 100% Fire investigator 1 Male 1
Black 100% 3 Females 2 White 50% 1 Black 50% Grand Total 410 Males 42 Females
452 Sworn Personnel

# v .
Description Filled | Gender White .qigck Hispanic Asian
Fire Chief o pompnnERE
Deputy Chief 2 2 Male 1 ey
9 Male

Fire Marshall Battallion Chief 12 | 3 Female 6

45 Male
Captain 49 | 4Female ] 21

55 Male
Lieutenant 56 | 1Female | 26

72 ivale
Engineer B1L | 9Female | 28

225 Male

22
Firefighter 247 female 104
FireBoat Operator 1 1 Male 1
1 Male

Fire Investigator 4 3 Female 2
Total 452 '
Total Male 410
Total Female ' 42

K) Less than 10% total — diversity is a priority

7. Which recruitment methodology (responses for question #5) resulted in attaining the
most diverse candidate pool?

a) College postings

iCity of Elk Grove is part of Consumnes Community Services District.
2City of Citrus Helghts is part of Sacramento Metro Fire.




b) Community and employee groups

c) NA ‘

d) FIREHIRE sends out the advertising fo attract well-diverse and well-qualified
candidates to apply for our firefighter recruitment.

e) NJ/A—we do not track this information.

f) In'general, candidates most frequently indicate websites (unspecified sites) or contact
with City employees. . ,

g} Unknown

“h) Not available

i) Use of websites. 68% of applicants indicated that they learned of our Firefighter
recruitment via the web. Of those who saw it onfine, half indicated the sources as our
website, cityofdavis.org and the other half indicated websites like FireCareers.com and
FireRecruit.com. ~ :

i Al (see question #4)

k) Advertising

8. How many candidates did you hire from the most diverse candidate pool? .

a) 10
b) Anticipate 200 hires over the four year fife of the list
c) None, the recruitment was put on hold
d) From our most previous round of hiring: 3 hired total — 2 whites; 1 Hispanic
&) N/A —we do not track this information. - .
) 24total selections including 4 Asian; 4 African-American; 7 Hispanic; 3 Female
) Unknown :
h) Not available
i) No response : ‘ .
) Due to budget orisis we released candidates from most recent academy, therefore
have not hired last three years.

9. What, if any, strategies are utilized to retain a gualified and diverse workforce?
a) None ' :
b) Valid, reliable testing; and competitive compensation .

.¢) MQ’s do net require prior experience however when screening applicants we do look
for those who have prior related education or experlence in the Industry. No way of
ensuring diverse workforce as our overall goal is to get the most qualified applicants.

d) Incentive pays such as bilingual pay, educational incentive pay, etc.

e) Every employee is given equal training, promotion, and educational opportunities.

f) On-going training, internal promotional opportunities, compensafion '

g) No response

h) See our Survey of Total Compensation for Firefighters in California (2006) found on
the DPA website at : .
http:Ilwww.dpa.ca.qovlsalaries/survevslzo06/firef[ghterslsurvey.htm

ICity of Elk Grove Is part of Consumnes Community Services District.”
*City of Citrus Helghts Is part of Sacramento Maetro Fire.
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i) Per the City of Davis Personnel Rules & Regulations: In order to enhance career
employment opportunities for men and women of ail races and ethnic groups, the City
commits itself to the following goals and objectives:

A. Utilize trainee, intern, seasonal, and part-time positions as a means fo
recrult  and develop potential career employees.

B. Utilize training opportunities provided by the City and the department budget
as a means of qualifying employees for career promotions and transfers.

C. The "minimum qualifications® principle shall gulde the establishment of
requirements for all City class specifications. All requirements that cannot be
demonstrated to be directly related to success on the job shall not be
prerequisites for employment.

D. Develop recruitment sources for the purpose of seeking qualified applicants
. to promote diversity in the city workforce.

E. Provide and ensure that all City employees attend mandatory cultural
awareness programs fo improve understanding of minoritiss and women.

E. Include annual diversity review by the City Manager of Department Heads
using the EEO report.

G. The Assistant City Manager or his/her designee will conduct exit interviews
to identify reasons for employment turnover among underrepresented
classes.

H. The Assistant City Manager or his/her designee will be responsible for
submitting to the Personnel Board the EEO report for the purpose of
reviewing city diversity.

I. Since all management employees are at-will, the City Manager has the
discretion to act independently in all phases of the hiring process for
management employees based on Chapter 29 of the City Code.

j) In any of our outside recruitments, specifically for Firefighter Trainee the Department
strives for a class that reflects the diversity of the City. During the process of selecting
the class - ethnicity, language skills and Oakland residency are factors that are given
consideration. Once hired sworn employees generally stay until retirement so we do
not have any strategles to retain a diverse waorkforce.

k) Core values, benefits & pay

*City of Elk Grove is part of Consumnes Community Services District.
2City of Citrus Heights Is part of Sacramento Metro Fire.
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survey tttie]
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I curroat report: Default Report -

o

pisplaytog 1 of 14 respondents

Response Typss Normal Response Cotlactor: New Link (Web Hnk) .
Custom Valas; smply ' 1P Addivess: 208.234,140.2
Response Started; Fii, Sep 44, 2000 4:20:33 PM Response Moditied: Frl, Sep 14, 2008 4:51:00 PM

4, Plaase provide the name of your organization.
Clly of Anahelm

2. What s your primasy ragruitmiant methodology for entry Tevat Sirofightey pesittons®

v, B

Use Fire & Pollce Setenfio, Inc. to conduct recruliment, testing

. R

3. DoBs your agency advertise as an Equal EmploymantOppommuy {EE0) Employer?
Yas

None

4. What, If any, programs of sirategles were utilized 16 ureute g diverse candidalo pool? J

§.What recrutient methodology does your agency utilize fot eniry tevel firefightey positions?
College/High Schaol Events
Webslie(s}

s/all ouls:bosrd postings; word of mouth

6. What are the demographles of your cusrent worklorce within the thre dopariment: Please provide the percontage of Afrtcan-Amerloan,
Astan-AmericaniPacific {slander, tiispante-Latino, American IndianiNative AmerionTy, othei?

02% - Atdcon Amarlosn, .08% - Adsan-AmeflcaniPaciic istander, 46,07% HispanlcLatine, 0087 « Ameilcan IndlaniNalativo Ameitrean

7, Which resrultient methodefogy (tespcl:ise for question #6} yesulted In attalning the most divarse candldate pool?
College postings

8, How many candidates did you Hlre from tho most diverse candidate poai?

1u

g, What, {f any, stralogles are utlized {0 reteln o qualified and diverse workforce?

none

Anti-Spem Policy  Terms of Use Eﬁvwsmleniem Opt QuitOgLIn Contadi Vs Wa'te Hidog)

Copyright ©1895-2000 Sreveydoniay cons Al Rights Raserved. No portion of this siie may be copled withoul the express wallen consent of
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survey title:
Reorulfment & Retention

=

Eurrem seport: Defaull Report «

Displaying 2 of 11 respondents

Response Type: Normal Response Collector: News Link (Web Link)
Custom Value: emply . 112 Address: 208,121.70.184
Response Started: Mon, Sep 21, 2008 7:38:50-AN Response Modified: on, Sep 21, 2008 7:43:18 AM

| 4. Plsass provide the rame of your organizatiosn.

Dapanment of Human Resouices Cily and County of San Franclsco

2. Whatls your primary recruitment methodology for entry lavei firefighter positions?

communily groups employea groups web

3, Does your ageney adverilse as an Equal Employment Opportuntty (EEO} Employer?
Yes

4, What, If any, programs or stratsgles wero utllized fo create a diverse candldate pooi?

{nvolvament of communlly and employee groups

8. VWhat rocrultment methodology does your agency utifize for entry level firefighter posi'tions?
Volunteer postilons

Recrultment Fales/Events

Referrala/Word of mouth

Websha(s)

Amoerican, Astan-Ametican/Pactfic isfander, Hispranio-Latino, American \ndian/Native Amarloan, other?
African American - 10.2% Aslan/Pacific lslander - 23.3% Hispanlo - 16:4% Nalive Amsrican - 6.7%

6. What are tha demographics of your cursent wrorkEorce Within the fire department: Please provide the percentage of African;

7. Which recroitment methodology {response for question #5) resylted in attaining the most diverss candidate pool?

Communtly and employse groups

2

8. How many candidates dld you hire from tho most diverse candidate pool?
We anticipate 200 hires over lhe fous-year life of the list.

8., What, I any, strategles are utitized fo retain a qualified and diverae workforca?

Valld, selioblo testing: and competitive cotmpensation.

http://www.surveymonkey.comlMySurvey__RespousesDetail.aspx?sm=05N FNbFGéGkhx%aDUr...

9/25/2009
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survey titie:
Recralfment & Retention

curcent teport: Default Repori

Displaying 3 of 11 respondents

Collectors New Link (Web Link)
1P Address! 76.14,160.1

Response Type: Homal Response

Cystom Value: emply
Sep 21,2009 10:62:14 AM Response Modifled: Mon, Sep 2, 2008 10:66:43 AM

Response Started: Mon,

4, Please provide the name of your organization.

Glty of Woodland

2, What {s your primary recrultmont methodology for entry 1eve! irefighter positions?

Extetral recrutiment with adverisements posted locally {(Sacramento, Woodland, Davls)

3, Doos your agency advertise as an Equal Employment Opportunity (EEO) Employer?

Yes

4. What, i any, programs of strategies were utttized fo create u diverse candidate pool?

NIA

&, What recruitment methodology dogs your ageney ufilize for ontry level firefighter positions?

Voluntser postilons

Americap, Aslen-Am ericaniPaciflc Jslander, Hispanle-Latino, Ametican indfaniNative Ametican, othar?

6. What are the demographlcs of your current workforee within the fIve department:'Please provide tiie pevcentage of African-

} ave no way of puling this Information for Just Flie, We track Clty Wide only.

7. Which tecrultment methotlology tresponse for gquestion #5) resuiled 1o attaining the most diverse vandidate pool?

NIA

8. How many candidates diyou hire feom the most diverse candidate pool?

Mohe, the recrultment was put on hold.

9. What, If any, sirateples are uiilized to retain a gualliiod apd diveras workforoe?

In the Industry. No way of ensuring diverse workforce as 0w pveralf goalIs to get the rmoal qualified applicants.

MQ's do not require prior eXperledce however when scigening applicants we do fonk for those who have priof relaled education or experience

- Ao\h-Bpam Palley  Yerms ofUse Privacy,Statement . Cpt OuwvQpt in Contagt Us We're Hirdodl
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survey Ulle:
Recrultment & Retention ) -

7

.« 1 -

enrrant seports Default Report

Displaying 4 of 11 respondents

Response Type: Nomat Rasponse Colisttor: Naw Link (Wab Link) '
Custom Value: emply 1P Address! 71.128.8.284 ’ .
Response Started: Mon, Sep 21, 2009 4:31:40 PM Responss Wodified: Mo, 82p 21, 2009 6:04:43 PM

l—

1. Plsase provide the name of your organization.

City of Vailajo

2, What Ie your primary recruliment methodology for ontry level fivefighter positions?

We use FREHIRE fo draw a fist of those Firefighters who passed the wititen fest, The City of Vallejo than conducts an addilional ekamination, which
1s an ofal board, The wllten exam and the oral exem scofes are combined to come up with he candldatas’ final scores on tha Register of Efglblas,

3, Does your egency advertlse a6 an Equal Employment Opportuaity (EEO) Employer?
Yes )

4 What, if any, programs or stratoglos were wtllized to creato & diverse candiate poot?

Wa work with FIREHIRE on developing strategles,

&, What recruliment methodology does your agenoy utilize for entry levet firafighter positions?
FIREHIRE

&, What ara the demographies of your aurrent worklorce within the fire depariment: Flease provide the percontage of Ah’caﬁvﬁ.merlcan,
Asian-American/Pactitc Istander, Hiepanlo-atine, American indian/Native Amerloan, other?

Our ctirent fire department work{oroe ate 8¢ foliows: Affican-Amarlcan - 17% Asfan AmericaniPaciic lslandet - 12% Hispanic-Laio - 12% American
Indfan - 2.7% White - 66% '

7. Which recruliment methodology {response for question #5} resulted In attalnTng the most diverse candldate poal?
FIREHIRE sends ot tho sdverlising lo allract well-dlvarsed and well-gualifed candidalas fo apply for our fiefighler racruitmant.

8. How mpny candidates did you hire from the most diverse candldate poo)?

From ouf most pravious round of hiring: 3 hired total 2 Whites; 1 Hispanic

8. What, ¥f any, strategles ave utitized to cetain & qunlified and diverse workforce?

Incentive pays such as bilingual pay, educationsl Incentve pay, elc.

Anli-Spar Poliy  Tecns of Use Privacy Sletentent  Opt OVUORLID Coglaci s We'rs Hiingl
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SurveyMonkey - Survey Results

: W

Displaying 6 of 14 raspondents

Responss Type: Nommaf Response
Gustom Valug: emply

Recponse Started: Hlon, Sep 21, 2008 10:40:00 AM .

Collectors New Link (Web Link)
1P Addresst 70.9 00,835,188
Response Nodified: Mon, Sep 21, 2009 6:19:21 PM

1. Please provide the name of your organization

Cosumnes Communtly Senvices Distiict

-y For C{%«:}b&“ el G rive

2. What Is your primary yecruttment methodolagy jor antry lavel firefighter positions?

Advertisting in focal publications

3, Does your agency advertise as an Equal Employment Opportunity {EEQ) Employer?

Yes

4, What, if any, programs of stratogies were ntfiized to oreate u diverse candldate poot

£ Hispano, Nallonal Urban Ledoue.

?

posting job gnnouncement in logal publicatlon. Sacramanto Observer,

5. What racruitment methodolopgy toes your agenoy utiiize for

Unpald Intemnships
Ressufment FalisfEvents
Coflege/High School Events
Refarels/Word of mouth

eniry leve! flrefighter positions?

Website(s)

rkforce Within the fire depariment:

8. What are the demopra phios of your cwrreniwe
Latlso, American IndianfNafive

American, Astan-AmetlcanfPacific {slandes, Hispanio
Paclilc istander - 2% Olher - 2%

Please provide the petcentage of Afrlean-

Amevyican, other?

|

-1 Astan - 2% Aenerlcan indlan - <1% Hispanic - 8%

7, Which recrultment snothodology {response for question #8)

N/A - We do not track this infosmation.

rosulted In atiaining the most diverse candidate peoi?

[

8, How many candidates did you hire from the most diverse candidate pool?

NIA - We do not biack 1his {nformation,

16H

¢, What, IFany, strategles are utilized o vetain a qualifisd and diverse workfox;oe?

Evary enaployoe Is glven equal tralning. promoliep, and educational opportunities.

. 8§ Insrinmr Ak At b S

i
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b A2 £ .
Displaying 6 of 19 regpondents
Response Type: Momal Response Gollector: New Link (Web Link}
Gustom Value: emply 1P Address: 204.108.18,100
Respanse Started: Tue, Sep 22, 2009 11441 PM Rosponse Wodifiet: Tus, Sep 22, 2008 1:67:69 PM

1. Pleast provi

Cily of Long Beach- Civil Service Depastmant

de the name of youy organization,

2. What Is your primary recruitment methodology for entry feve! firefightor positions?

Use of recrillers ~ both Long Beach Flie Dapaniment and Civii Senvoe: standard distibulion fo recruliment resouress, schools, communtly
group, webslies,

Yes

3. Doss your agancy advertise 85 an Eaqual Employment Opportuuity {EEO} Employer?

4, What, ifany,

Workshops; targated recruitment on-golng recruiimenty

programs or stratogies wors utilized 1o create a diverse sandidate pool?

LY,
Rafeivals/\Word

Webslie(s)

8, What recruitmaht methodology does your agendy utliize for entry lave! fitefighter posltions®?
Racrultment Fairs/Events i
CollegefHigh School Evehls

Candldale information Workshops

of mouth

Currend Flrefigh

6, What are the demographics of your cyrrent workforce within the fire depariment: Please provide the percentage of African-
Amerlcan, Asfan-Amsrican/Pactfic istander, Hispanie-Latino, Amerloan indfan/Native Asnerigarn, other?

\er Classificalion: Afriean Ameilcan +5,8%:; Astan-American- 8,9%; Hispanic - 21.0%; American indian - 6%

7. Which recruifsnent methodology {response for guestion #5) resulled fn attaining the most diverse tandidate pool?

In general, candidates most frequently lndicate websles {unspeciiied shes) or contact with Cily smployees.

8. How many candidates did you hire from the most diverse candidate pool?

24 tofal selactions Including 4 Aslan; 4 Afiican-American; 7 Hispanlo: 3 Femsle

9, What, if any

On-golng tralning. Infernal premotlonal opperuniiies, compensation

, slrategles are utlljzed to retain & qualified arnd diverse workforca?
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. SurveyMonkey - Survey Results

suryey title:
Recruliment & Retention

{ surrent report: Default Report

Page 1 0f2

pisplaying 7 of 11 respondents

Respon'se Type: Nemmel Response Collactor: New Link (Web Link}
Custom Value: emply P Address: 66.124.44.264 i
Responsge Started: Tue, Sep 22, 2009 3:35:08 2] Responss odifieds Tus, Sep 22, 2008 4:20:36 PM

1. Please provide the name of your organization,

Oty of Stockion

2. What is your primary recruliment methodology for entry leval firefighter posttions?

Traditlonal methods Includo advertsing I jocal and divarse print and Infernet media, : : .o, T

3. Does your agency advertse as an Egual Em'pioyment Opportunity (EEO} Employer?
Yes

4. What, If ray, programs oY afrategles were ufliized fo creata @ diverse cundidate pool?

Aliendance at Racruiiment Falrs, Representatives from the Dept a_l(?nded communlly avents (diversity refated svenis), schoo! viélts. yide
alongs, created mentorship progrem vih focal high schools to encotirege minority taterest n Fle servles,

3, What recruitment methodology does your agency utilize for entry level firofighter positions?
Volunteer positions '

Recruitment FelrsfEvents )
Cone;;aIHigh Sohool Events _ -
Open House
ReferralsiWord of mouth
Webslte(s)

. What are the demographics of your current workforce within the fire department: Please provide the percentage of Alrican-
Arserican, Aslan-AmertcanfPaciio Istander, Rispanic.Latino, Amerlcan indian/Native Ametican, other?

Aficen-Ametican = 2.64% Asten-Amerlosn = £.28% Hispanic-Lating = 18.22% Amerlcan Indlan/Nalive American = .78% {Includes Non-
Sworn classifications) - '

7. ¥hich vacruftment methodology {response for question #5} resuited In atiaining the most diverse candidate pool?

Unknawn

3. How many candldates did you hire from the most diverse sandidate pooi?

Unknown

http://www.surveymonkey.com/MySurvey__ReSponsesDetail.aspx?sm=05NFNbFGcﬁkhx9daDUr,.. 9/25/2009
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SurveyMonkey - Survey Results &1{7 ¢ £ Shetso Page 2 of 2
8. What, If any, strafegies are ufilized fo retalna gualifisd and diverse worfidaree? !
No Response !
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Displaylng 8 of 11 raspondents
]
Response Type: Normal Response Coflector: Naw Link {Web Link}
Gastom Value: emply 1P Address: 186,187.6.201
Response Started: Wed, Sep 23, 2008 12:05:21 PM ’ Rasponse Wodifled: Wed, Sep 23, 2000 12:19:50 PM
1, Please provide the name of your organization,
litale of Califointa Depariment of Personnal Administration
2, What ts your primary recruliment methodology for entry level firefighter positions? ' 1
Siate administered exams - Additional information Is avaliable via the California Department of Forestry and Fire Proteclion's webslie at
h!ip:llw'.w."ﬂre.ca.gov[about/abo'uLcaraars.php

3. Doas your agency advertise as an Bqual Employment Opportunity (EEG) Employer?

Yes

4, What, Tf any, programs of sirateglos wére wutitized fo treafe a diverse candidate pool?

Please sea ouy 2008 Burvey of Totel Compensation for Firefightars In California, beginning on page 44, found via the DPA website at
hup:h'wvm.dpa.ca.govlsaiaﬁeslsuweyleOOSlﬂreﬂghterslsurvey.hhn

B. What reersiiment methodology doss yoxi r agency ufilize for entry level firefighter positions?

Referrals/Word of mouth
Website(s)
See tesponse o question #2

. Whatare the tdamographics ot yout curtent workforee within the fire depariment: Plgase prB‘vi_de the percentage of Afiican;
Awnerican, Aslan-American/Pacific Islander, Hispanic-Latine, American indlan/Native American, athe?

Not available

r. Which recrutiment methodology {responss for yuestion #5) resulted in attalning the most divesse candidate pool?

Not gvailable

8, How many candidates did you hire feom the most diverse candidate pool?

Not avallable

9, What, if any, strategles are utilized to retain s qualified and diverse woikforce?

See our Survey of Total Compensalion for Flretighters In Califomla (2008) found on he DPA webslia at
hllp:fl\w.rw.dpa.ca.gow’saiar!es!sur\reysfzosslﬂreﬂghlerslsuway.h{m :

| )
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susvey titles
Recrultment & Retention

[ currant repori: Default Report

Displaying 8 of 11 vespondents

Response Type: Normal Response Collector: New Link {Wel Link}
Gustorn Value: emply IP Address: 168.160.184.188
Response Started: Thu, Sep 24,2008 8:17210 AV Response Moditied: Thy, Sep 24, 2009 8:47:69 AM

4, Please provide the name of your organization.

Cily of Davis

2, What Is your primary recrufiment methodology for eniry level firefighter positions?

| to, current Clty of Davis employees. Aq open reeruliment shall be conducled when the nseds of the servies requits, as determined by the
Gity Manager. .
IR

Open Recruftment - This lype of recrultment Is open to anyons Who meals spaciiled qualifieations for he position, Including, but not fimiled

3. Does your agenoy adveriise as an Equat Employment Opportunity (EEO} Emgloyer?

Yes

4. What, It any, programs or slrategies were utllized to create a diverse candidate pooi?

Distributed recruilment flyers aswidely as possibie lo varlous public agancles, pualnesses, colleges, firefighter academies, assoclations
lfnd clubs. :

5. What recruitment methodology does ydur agency utilize for sntry Jevel firetighier poswons?
Reoruliment Falis/Events

Referrals/Word of mouth

Webslie(s)

Put ads In sevas) newspapers, mallsd reciyltment fiyetfannouncerent lo vailous agencles,

6. What are the demographles of your current workforce within the fire depattment: Please provide "the percentage of African-
Amerloait, Aslan-Amerlcan/Pacific Islander, Hispanis-Latino, American Indian/Native American, other?

No Resgonse

7. Which recrultment methodology (response for question #8) resulted In attaining the most diverse oandidate pool?

Use of websiles, 68% of appllcants indicated that they leamed of our Firefighter ceccuilment via the web. OFf thoss whe saw i anilae, fialf
indicated the sources as our wabsite, cltyofdavis.org and the offer haif Indicated wabsites llke FireCarsers.com ahd FireRecruit.com,

8. How many candidatss did you hire from the most diverse ctndidate pool?

No Responsg

i . What, If anw, sfrafaniar nee sithirad fo ratain a snaliBag and divaree warkforea?

http://www.suﬁeymonkey.comﬂ\/lySurvey_ResponsesDetail,aspx?sm=OSNFNbFGGGkhx%aDUr... 94252009
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Per the City of Davis Personnel Rules & Regulations: In order to srhance career employment opporiunities for men and women of afl

races and ethnic groups, the Cily commils Hisalf to the following goats and objectives: A, Utllize tralnee, Inteen, seasonal, and partime
positions es a means fo recrult and develop potenifs} career employess. B. Utitizs trafning opporiunities provided by the Clty and the
department hudgst as a means of qualilylng employees for career promations and transfers. G, The “minkmum gualifcations® principle shall
gulds the estsblishment of raquiratnents for o)l Gl class spacifications. All raquirements that cannot ba demonstrated fo be directly relaled
{o success on tha Job shall riot be prerequisites for employment, D, Davelep recrulimant sources for the purpose of seeking qualiied
applicants to promole diverslly In the cily workdorce. E, Provide and ensure ihat all Gily employees aftend mandatory culfural awareness
programs to improve understanding of minorities and womei, F. tné{udg annual diversity review by the Clty Manager of Depariment Heads
using the EEO repost. G. The Assistant CHy Manager of hisfher deslanas will conduct exit ltervlews to fdentlfy reasons {or employment
{urnover among undeneprasented classes. H, The Asslstant Cily Manager or hlsfher deslgnes will ba responsibla for submitting lo the
personnel Boajd the EEO report for the purposs of reviewing clty diversity. (. Shce all ranagement employees afs at-will, the Clly
Meanager Has the discrelion to ac Independently In all phases of the Hiring process for managemant emplovees based on Chaptar 26 of the
City Coda. .
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survey {ltte: )
Recrultment & Retention

current report: Default Reporl \

Displaylng 10 of 11 respontdents

Response Type: Nommel Response Collectors New Link (Web Link)
Gustom Value: emply , " 1P Address: 209.232.103.108
Response Starled: Thu, Sep 24, 2009 10:11:47 AM Response Modifisd: Thp. Sep 24, 2008 10:37:27 AM

4. Please provide the name of your organization.
Clty of Oakland

2. What Is your primary racruftment methadalogy for entry levet firefighter positions?
Reemit based on Clly's demographics (Le. language, ethnicity & gendar).

3. Doos Yout agency advertise as an Equal Employment Opportunity (EEO) Employer?
Yes

4. What, if any, programs or strategies were utilized o craate u diverse candidate pool?

Adveriized & marketed posiilon In; ocet paper as well as bliingual publications, netiohal web campalgn, coramualily organtzatloné, ather fire
agencies, jocal collegesiuntversifiss, eto.

5, What recrultment methodoiogy toes your agendy utlilze for entry leve! firefighier gr_ssiﬁun_s?
Volunteer posions

. . Reerufiment Falrs/Events
CoYegefHigh School Events
QOpan House
Reforrals/ord of mouth ° '
Website(a)

{sea answar {0 4. 4)

§. What are the demoyraphics of your curent workferce within the fire dei:artmentz Please provide the percantage of African-
Ametlcan, Astan-Amprican/Pacifla isiander, Hispanic-Latino, Americen intlan/Native American, other?

Fire Chief (0} Deputy Chisf (2) 2 Males 1 While 0% 4 Black 50% Flra Mershall Battallon Chief (12) B Meles 4 White 44.5% 3 Femeles 2
Whits 67% 4 Black 44.6% 1 Hispanlc 1% 1 Hispanic 33% Capteln {48) 46 Males 19 White 42.2% 4 Femalos 2 White 50% 18 Black 40%
2 Black 50% 6 Hispanlo 13,3% 2 Astan 4.6% Uputanant (56} 56 Males 26 White 47% 1 Females 16 Black 28% 1 Black 100% 8 Hispanla
15% 4 Aslan 7.2% 1 Fllipino 1.8% Engineer {81) 72 Males 22 White 31% 9 Females © White 67% 28 Black 36% 2 Bfack 22% 11 RHispanlo
45% 4 Hispanic 11% 7 Aslan 10% 1 Indian 1% 2 Filiplao 8% 1 Other 1% Flrefighter (247) 226 Males 62 While 41% 22 Fomsles-12 White
54.5% 54 Black 24% 7 Black 32% 48 Hispanic 22% 1 Hispanic 4.6 % 16 Astan 6.8% 1 Aslan 4.6% 1 Indian .4% 13 Filipine 68% 1 Filipino
4.6% 1 Other 4% FltaBoat Operatos 1 Males 1 White 100% Fire Investigator 1 Mele 1 Black 100% 3 Famales 2 White 50% 1 Black 50%
Grand Tolal 410 Males 42 Fermales 462 Swomn Personnel : :

FJTWhIch recruitment methodolony (response for question #5) resulted in attaining the most diverse candidate pool? ]

http://www,surveymonkey‘conﬂMySurVeyNResponse‘sDetaii.aspx?sm=OSNFNbFGc6khx9daDUr... 9/25/2009
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{ all {see q. 4)

]

8. How many candidates did you bire from the most diverse sandidafe pool?

Bue 1 budget crisls we released candldales from most recent acadermy, therefore have not hired fast three years.

5, What, H any, strategles are utilized fo refaina qgualiftad and dlverse workforce?

hired sworn employess generally stay untlf celrsmant 80 we do not huve any strategiss (o retain a divarse workforee.

in any of our outslde recruilments, spscifically for Fireﬂgh’cerTrainae the Depariment stilves for a ¢less that refiects the diversify of the City.
During the procass of selacting the class - ethnicily, language ekills and Oakland residency are faclors thatare given conslderation, Once

Apli-Gpam Poligy  Terms oflJse  Pruvacy Statement OptOwiQptlo  Caplactls  Wels Kidnol
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survay titie]
Reorufiment & Retention

{ cusrant reports Default Report »

Dispiaying 11 of 14 respondents

Response Typs: Normal Response Coftactor: New Link (Web Link)
Custom Value: emply {P Address: 70.133.86.38
Response Started: Thu, Sep 24, 2009 11:10:18 AM Response Meditied: Thy, Sep 24, 2008 11114012 AM '

4. Please provide the name of yolr organization.

Clty of Folsom

2, What is your primary recrultmont methodolegy for entyy Iovel firefighter positions?
Wiiltan/physicaloral exam

3, Doos your agency advertise as an Equal Employment Opp ortunity (EEQ) Employer?
Yes' )

A, What, If any, ptograms of sirategies were utilized to cronte a diverse opndidate pool?

Adverlised fn more diverse populations

&, What recrultment methodology does your agency uthize for entry level firefighter positions?
Website(s)
Advetiising

8, What ars the demographios of your current workforee within the firg department: Ploase provids the percentage of Afrtean-Amerioan,
Aslan-AmsticaniPacifie tslander, Hispanic-Latino, American indlan/Native Amerlceait, other?

{1essthan 10% fotal - dlverslty is a porlly

7. Which recruitment methodology {respouse for qusstion #5) resulted in attaining the most diverss candidate pool?
Adverlsing

8, How many cendigates did you hire from the most diverse gandidato pool?
7

9. What, i any, strategies are utifized fo retain a quatified end diverse workfotse?

Core values, benelis & pay

anli-Spam Policy  Yerms of Usg  Pdvacy Stolement  OptOwiOntln  Ceplactls.  We'rehidnel
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bility and usability of the ED Website - Yahool M

Fwd: Neal's feedback for web accessi ail - Page-1.0f2

“YHEIOOLSMALL BUSINESS

Fwd: Neal's feedback for web accessibility and usability of the FD Website Wednesday, November 4, 2009 8:59 AM ;
From: "Ken Fleming” <KFieming@c!tyofsacramento.org> .
Yo: *Trina McKie” <mckiet@bunusual.com>
1 Flle (151b)

Neat Albrl...

i . .. B S A R e

L e e et s e

[ EPRREP PP

- e ereemy bremm e ) 4 s T e e o e i AR 2 s

've got the updated figures for Fire. Incorporating and finishing up my suggested sdits of your Committes's report. After
completion 1l forward it fo you and we can discuss. RE: web page in addition to the points you made, we can also
encourage that photos and graphic be reflective of diversity. | asked Neal to look at the page and following Is his
teedback. Will try to finish my work this moming.

>»> Neal Albritton 11/3/2008 4:42 PM >>>

Hi Ken...

| did a visual inspection and automated inspection of the webste for accessibility and usability. Also Includes Inspecting
the HTML code and Cascading Style Sheets that separate content from presentation ("look and feel"). | have
handwritten nofes that are reflected In the following synopsis that I'll also share with you! -

Web URL: www.sacfire.org
INITIAL-VISUAL INSPECTION: .

4. This web page lacks a visibie fink ai the fop of the nage that allows a user o skip redundaint navigation links and go
directly to the main content. This Is commonly referred to as "Skip Navigation” of SkipNav®. i suggest including the

_following features for a new. visitor to have qulck access to and be able fo easlly navigate the page:

Skip to:-Main Content | Accessibility Help | Footer

2 The color contrast on the left side navigation petween Text headers and background may hot be accessible to
Individuals with low vislon or color blindness. Suggest greater contrast. This should be done within the Cascading Style
Shests code.

3. Main content fonts use Times New Roman which Is not preferred by people with tow vision because of the seifs. It
also is inconsistent with the rest of the "sans-serif’ styles used throughout the web page.. Suggest defaulfing to a sans-
serif font style like Arial or Verdana,

4. Usability issue for non-English speaking visitors: The Image maps by the footer show multiple flags of varlous
nations... below is a textual description of the language In English, This only penefits English speaking users of those
who recognize the country by the fiag... however, the textual description should be in the natlve language with a itle
atirlbute desciption in the native language and a language attribute description In the specific fanguage so that forelgn
language screen reader technology can identify. )

5. Also by the footer Is text that Identifies "Page last modified on...* The text is clearly too smalf and lacks contrast for
someone with low vision to be able to read. Suggest increasing the font and changing the font color to black.

HTML CODE INSPECTION: ,

6. The page is coded to HTML 4.01 Transitional. Suggest coding by default all web content to XHTML 1.0 Strict (or
Transitional - if strict is too difficult to achleve In some instances) $o that content is accessible to older, new, and future
assistive technologies like Refreshable Brallle Readers and Scresn Readers (Just fo name a few).

7. There are many redundant Alt+attribute descriptions used throughout the web paée. This Is a textual description

http: I/us.mch.mai!.yahoo.com/mc/showMessage?sMid=1 1 0&fid=sao%25200ity%2520smali%252... 2/8/2010
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Fwd: Neal's feedback for web accessibility and usability of the FD Website - Yahoo! Mail

Page2 of 2

written In the HTML cods to describe meaningful content that appears as an image. The web page has excessive use

of single-pixel spacer Images that all have the same {redundanf) description: "Single pixel tall horlzontal rule®.. this

issue occurs 21 times on the same web pa
sense, Parlially because it Is describlng an

gel Note: as you read this without any visible point of reference

, it makes no .

image that has no meaning to the user. Images fike dotted lines, dashes,

and single-pixel spacers should have Empty Alt+Attrbute descriptions deplcted as two adjacent quotation

marks (™).

8. The Alt+Altribute description for the banner Image h'as two Issues; "City of Sacramento" appears iwice as adjacent
consisting of an image montage, has one of the images described as
“Rendsred Image... his is a useless Altrattribute description and should briefly and adequately describe the image.

Alt+atiribute descriptions. Also the banner,

9. The Altraitribute for the drop-down menu "Click to go to page” should be more meaningful... this becomes important
when screan reader-users navigate from fink to fink and bypass non-hypetfinked text. S0 without the frame of reference

from surcounding text... this menu descripti

10. Any acrohyms Of abbreviations should
universally usable to all.

on is not very helpful.

be defined using the "Definition” attribute. This makes such content

11, Al PDF and (Microsoft files - whenever applicable) that exist as downloadable ﬁieé should include somewhere
nearby -a link fo an accessible free reader. .

AUTOMATED TEST RESULTS USING WEBAIM WAVE TOOL FOR FIREFOX BROWSER AND CYNTHI

SECTION 508 COMPLIANCE TOOL.

12. Search engine form labet is missing.

13, Dropdown Ment ("select an option”) - form jabel Is missing

Please let me know if you or anyone else have any questions relating to this that | can help answer.

. Thank you, Neal

Neat E. Albritton

Citywide ADA Coordinator
Clty of Sacramento

915 | Street, Fourth Floor
Sacramento, CA 05814-2604
Phone: (916) 808-8795

Fax: {(916) 808-7673

TTY: (916) 264-5707

> On 14/2/2009 at 4:47 PM, Ken Fleming <KFlsming@elfyofsacramento,org> wrote:
> Can you give me some feed back relative to the gecessibillty of this site!

T m;g;jm.sacﬁre_ .orgl
>

A SAYS

it's fmportant to note that there should be limited reliance on automated web accessibility tools since they do not

capture but only a portion of the accessibiilty problems that exist,
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Fire Recruit

The Sacramento City Fire Department is responsible for the protection of life and property

‘and for providing Emergency Medical Services to the community. Fire Recruits attend the

Sacramento Fire Training Academy for 20 weeks and recelve basic training in flrefighting
methods, equipment operation & maintenance, physical fitness, fire science cohcepts, and a
variety of other subjects. :

Candidates who satisfactorily complete the training and graduate from the Academy ate given
probationary status and assignments as firefighters. Some graduates who hold current
certification as paramedics may be assigned as Firefighter/Paramedics. In addition, all
candidates must pass a background investigation, fingerprinting, medical examinaﬁon, and
drug testing prior to becoming a Firefighter.

What do we require?
In order to qualify for entrance into the Recrult Academy, you must:

o Be at least 21 years of age.

e Have a high school diploma or GED equivalent.

o Have a current Emergency Medical Technician 1 (EMT—l) Certificate or higher.

« Have twenty semester units or thirty q‘uarter units from an accredited college ot
unlversity. Three years as a pald professional firefighter may be substituted for the
above required college units.

» Be a citizen of the United States.

o Passa written examlnétlon.

The City of Sacramento will test quarterly. The tentative year 2008 testing dates are:

« February 9, 2008. Cut off for filing for this test is January 4, 2008.

o April 26, 2008, Cut off for filing for this test is March 21, 2008.

e July 26, 2008. Cut off for filing for this test is June 13, 2008.

« October 25, 2008, Cut off for filing for this test is September 12, 2008.

Cut-off deadlines and test dates are tentative and are subject to change
without prior notification. '

Special Qualifications:




3

o Notsmoke or use any tobacco products during the twelve months prior
to testing.

o Possess a valid California Class C driver's ficense at the time of
appointment. .

o Ability to obtain a Class B driver license with appropriate endorsements
during the Sacramento Fire Training Academy. Failure to obtain the
license will be cause for termination. :

o Wear respiratory protective equipment at times. When assigned to such
work, facial hair must be shaved when it interferes with the safe fitting
of such equipment,

o Reside within a 35 air mile radius from the freeway interchange at W-X
Streets and 29th-30th Streets within one year following'appolntment as
a firefighter. ‘

o Pass the physical ability test each year as a condition of employment.

In addition you must:
pass a physical agility test which Iincludes the following events: '

o Hose Drag.

o Hose Carry/Stair Climb.
o Hose Hoist.

o Smoke Ejector.

o Citizen Rescue.

o Dry Hose Lead.
A videotape of the physical agility test is available at the following locations:

o Any branch of the Sacramento City or County Library Systen.

o American River College Library, 4700 College Oak Drive, Sacramento, CA
95841,

o Consumnes River College Library, 8401 Center Parkway, Sacramento, CA
95823,

For more information you may contact:

o Sacramento City personnel Dept: (916) 808-5726.
o The Fire Recruit Hotline: (916) 808-8306.
o The City 24-hour Jobline: (916) 808-8568.
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o The City Online Job Application System
Equal Opportunity/Affirmative Action Employer

The provisions in this bulletin do not constitute a contract, expressed or
implied, and any provisions contained in this bulletin may be modified or

revoked without notice.
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Dean: Richard W. McKee
Director: Albert lannone
Phone: (916) 570-5000

Counseling: (916) 484-8572

Degree: - A.A.-Fire Technology
Certificate: Fire Technology

Fire Technology Degree and Certificate
The Pice Technology A.A. degree or certificate focuses on

preparation for 2 career in the fire service. It includes educa-

tional opportunities for those currently employed within the
fire service, and those within volunteer fire agencies. Courses
include those required for transfer to four-year colleges,
those required to meet eligibility requirements for employ-
ment, and those required for incentive salacy inceeases.

Fizefighting is a public safety profession that requires. special
knowledge of safety, rescue, emergency medical opecations,
and hazardons materials. A geade of “C” or better is required

in each fire technology course for progression in the program.

Stutdent Learning Outcomes

Upon completion of this program, the student witf be able fo:

»  Complete the dutics of an cntey level fircfighter

+  Perform as an EMT at a scene of an incident or emergency

+  Identify the fundamentals of the Incident Command System
and assess how it is used by fire departments at emergencics

»  Compaze and conteast the make up of 2 moderate size fire
department with 2 large fire department and a fully paid de-
partment with a volunteer fize department

¢ Describe the components of Firefighting Personnel Protective
Equipment (PPE)

»  Compare and contrast modern PPE with antiquated PPE

«  Analyze shnulated fice situations for indicators of flashover
vetsus backdraft potential and prescribe mitigation measuzes
to prevent them from occurring

+  Assess the fundamentals of physical science as they relate to
the fire services: measutements; energy and work theorics;
power and transfer of heat principals; the laws of matter and

. the consetvation of energy; and the chemical reaction called

fire

»  Classify and compate the vatious types of snunicipal watee sys-
terns

+  Describe the fundamentals of building construction and ap-
ply this knowledge to fire situations where forcible entty and
overhaul evolutions may weaken the alieady fire-weakened
structure :

¢+ Compate and contrast fire prevention versus fire suppression
efforts

*  Drafta pre-fire plan

«  Evaluate and analyze the rate of fite spread in 2 structure fise

*  Explain the physical and chemical propetties of fire

Career Opportunities

A great vatiety of career opportunities is open to students
who successfully complete specific portions of this program
of study. There is an urgent demand for trained personnel
in such areas as firefighter-paramedic, fixe investigation,

fire prevention, hazacdous materials, public education, and
firefighter. Financially and professionally rewarding employ-
ment in these areas may be found on the local, state, federal
and private levels.

American River College Catalog 2009-2010

Requirements for Degree or Centificate 35 Units
FT 200 Emergency Medical Technician [ {5} vuiviiniieisisorennas 5
or PMED 100 Emergency Medical Technician - Basic (5) _

FT300 Fire Protection Organization .v..srrcrvmnriensmnnnnes3
FT 301 Fire Prevention Technology ... oo 3
FT 302 Fire Protection Equipment and Systems ........... 3
F¥ 303 Building Construction for Fire Protection .. .3
FT 304 Fire Behavior and Combustion ... .3
Ant a minimum of 15 units from the following: .. e venninn, 15
FT 110 Fire Apparatus (3)

FT 130 Fite Campany Organization and Management (3)

FT 132 Fire Service Records and Reports (3)

FT 140 Refated Codes and Ordinances {3)

1170 Fire Investigation (3}

FT 180 Rescue Practices {3)

£1180 Fire Tactics and Strategy (3)

F1 192 Wildland Fire Controf (3)

FT310 . Fire Service Hydrautics {3)

FT 320 Hazardous Materials (3)

Assodate Degree Requirements: The flre Techrology Associate in Arts
{A.A) Degree may be obtained by completion of the required program,
plus general education requirements, plus sufficient electives to meet a
60-unit total. See ARC graduation requirements,

FT110 Fire Apparatus 3 Units
Advisory: FT 300

Hours: 54 howrs LEC

This course covers various aspects of fire apparatus. Topics include
design, typing, specifications, canstzuction, pecformance capabilities,
and maintenance. Also included are warning devices and the utiliza-
tion of apparatus in fixe service emergencies.

ET 130 Fire Company Organization and
Management 3 Units

Advisory: FT 300 or FIRE 1090.

Hours: 54 hours LEC

This coucse provides a revicw of fice department organization, plan-

ning, organizing and supcrvising to mect the needs of the fire depare-

ment, with emphasis on the company officer’s role.

FT 132 Fire Service Records and Reports 3 Units
Advisory: FT 300 or FIRE 1090.

Honrs: 54 hours LEC

This course covers firc department records systems, principles of
rcport writing, applications in the arca of pre-fire survey, and pose-
firc xeporing.

FT 140 Retated Codes and Ordinances 3 Units

- Advisery: FT 300 or FIRE 10690.

Honrs: 54 hours LEC

This course includes familiarization and interpretation of national,
state and local codes, ordinances and laws which influence the field
of fire prevention.




FIRE TECHNOLOGY

- FT 209

FT 170 Fire nvestigation 3 Units
Advisory: FT 300

Hours: 54 bhours LEC

This course introduces the general practices involved in fire investiga-
tion. Topics include deteemining the cause of fixes (accidencal, suspi-
clous and incendiaty); types of fixes; related laws; introduction
incendiary fires; motives for starting fires; recognizing and preserving
evidence; interviewing witnesses and suspects; arrest, detention, and
court procedures.

FT180  Rescue Practices
Advisory: FT 300 or FIRE 1090.
Hours: 54 hours LEC ’
This course focuses on rescue problems and techniques, emergency
rescue equipment; toxic gases, chemicals, diseases, 2ad radiation
hazards, Also included are the care of victims including emergency
childbirth, xespiration and resuscitation, extrication and other emer-
gency conditions.

FT 190 Fire Tactics and Strategy
Advisory: FT 300

Hours: 54 hours LEC .

This course of instruction is a basic requircment of all fire suppres-
sion personnel, Topics include the principles of fire cantrol, utiliza-
tion of staffing, equipment and placement, extinguishing agents, and
fise control methods on the fireground.

FT192  Wildland Fire Control
Advisory: FI'300

Hours: 54 howrs LEC )
This course covers all aspects of wildtand fire fighting and intreduces
advancces in technology for wildland firc suppression. Topics include
fire behavior; weather condidions, topography factors, safety, pre-
vention, extinguishing methods, initial artack, Incident Command
System (ICS), communications, aircraft assistances, hand crews, and
bulidozer operation.

FT 200 Emergency Medical Technician |
Sarme As: PMED 100

DPrerequisite: HEED 323 with a grade of “C” or bester
Enrollment Limitation: Not open to students with a current EMT-Basic
certificate. .

Honrs: 72 bours LEC; 72 bosrs LAB

This course is designed to provide instruction te the level of Emer-
gency Medical Technician - Basic, Topics include skills necessary 1o
provide emergency medical care at a basic life support level with a
fire, ambulance, or other specialized service. This course is conduce-
ed in compliance with Title 22, Division 9, Chapter 2 of the Califor-
nia Code of Regulations and Emergency Medical Technician - Basic
(BMT-I). A“C"or better is required for certification as Emergency
Medical Technician - Basic, Field trips are required, This course may
be taken four times for credic.

3 Units

3 Units

3 Units

5 Units

Emergency Medical Technician IFS
Refresher Course

Prerequisise: Valid EMT certificate.

Hours: 20 hosirs LEC: 4 bours LAB .
Persons who hold 1 valid Emergency Medical Technician I cectificate,
or a certificate that has been expired for Jess than one year, shall be
admitted. Consists of classroom: instruction, simulation and super-
vised ficld inseruction. May be taken four times for credic.

FT 300 Fire Protection Organization
Couse Trunsferable vo CSU

1 Unit

3 Units

. Hours: 54 hours LEC

This course provides an introduction to fire protection, career oppor-
tunities and related fire scrvice felds. Topics include philosephy and
history of fire protection, fire loss analysis, oxganization and funcdon

of public and private fire protection services, fire deparements as part
of local government, laws and regulations affecting the fire service,
fire service nomenclature, specific fire protection functions, basic fire
chemistry and physics, Introduction to fire protection systems, and
introduction to fice strategy and tactics.

FT 301 Fire Prevention Technology
Corequisite: FIRE 1090 or FT 300.

Conrse Transferable to CSU

Honys: 54 hours LEC

"This course provides fundamental information regarding the history
and philosophy of fire prevention. Topics include organizadon and
operation of a fire prevention bureau, usc of firc and building codecs,
firc investigation, identification and correction of fire hazacds, plan
revlew, report and record keeping, and dutics and responsibilities of a
fire prevention officer.

FT 302

3 Units

Fire Protection Equipment and Systems

3 Units
Coreguisite: FIRE 1090 or FT'300..
Course Transferable ro CSU
Hours: 54 hours LEC
This course provides information relating to sprinkler design and
the operation of fire detection and alarm syscems. Topics include firc
cause and effect, hear and smoke control systems, special protection
end sprinkder systems, water supply for fire protection, standpipc
systems, and portable fire extinguishers.

FT 303 Building Censtruction for Fire Protection

3 Units
Corequisite: FIRE 1099 or FT 300. '
Cotirse Transferable to CSU
Honrs: 54 bours LEC
This course is the study of the components of building construction
that relate to fire safety. Specific focus is on elements of construction
and the design of structures that are shown 1o be key factors when
inspecting buildings, pre-planning fire operations and emergenicy
operations at fires. Topics include wood, ordinary, steel, and concrete
construction, principles of firc and smoke growth, and fire resistance
construction.

FY304  Fire Behavior and Combustion
Coreguisite: FIRE 1090 or FI"300.

Course Transferable to CSU

Hours: 54 howrs LEC

This course provides the theories and fundamentals of how and why
fires start, spread and are controlled. Topics include an in-depth
study of fire chemistry and physics, fire characteristics of materials,
extinguishing agents, and fire control techniques.

Fr 310 Fire Service Hydraulics
Advisory: FT 300 or FIRE 1090.

Course Transferable to CSU

Hours: 54 hours LEC

This course provides information on obtaining water from various
sources of supply, properly routing it through the pump, and dis-
charging it through various devices with the proper pressures for fire
suppression. ’

FT320  Hazardous Materials
Advisory: FT 300 or FIRE 1090.

Conrse Transferable to CSU

Hours: 54 hours LEC

This course is an Introduction to the world of hazardous chemicals,
including physical properties, uses in industry, and characteristics
when involved in spills, fires, and accidents. This course also pro-
vides basic hazardous matctials information regarding emergency
procedures, legal requirements, and compliance to regularions.

3 Units

3 Units

3 Units
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SMALL BUSINESS DEVELOPMENT AND EMPLOYMENT ADVISORY BOARD

CONTACT: Office of Small Business Development .

Charlotte Broussard cBroussard@cityofsacramento.org

Susan Edmondson _sEdmondson@cityofsacramento.org

Kenneth Fleming, EE Manager kfleming@cityofsacramento.org

915 I Street, 2™ Floor - NCH '

Sacramento, CA 95814

Telephone: 808-6764 (OSBD) > Mail code: 18000

808-8174 (Charlotte)
Fax: 808-6765
APPOINTMENT: Eleven (11) members appointed by the Mayor and confirmed by the City Council as follows: ‘

A. Four (4) members shall represent the small business sector and/or possess substantial
knowledge and experience concerning the operation of smal] businesses in Sacramento area

B. Four (4) members shall be actively involved in employment issues and/or possess substantial
knowledge and experience concerning employment issues, and equal employment
opportunity, in the Sacramento area

C. One (1) member shall be a person who resides in the City

D. One (1) member shall be a person between the ages of sixteen (16) and twenty (20) who
resides in the City :

E. One (1) member shall be a current City Department or Division manager recommended for
appointment by the Sacramento City Manager

TERM: Two (2) year term. Two term limit applies. The category “B” member shall serve a term of one

year. A successor appointed to complete an unexpired term shall be eligible to serve up to two (2)

consecutive terms in addition to the unexpired term.

MEETING INFO: Monthly on the third Thursday at 9:00 a.m., Room 1217, New City Hall, 915 I Street.
COMPENSATION: $50.00 per meeting attended, not to exceed $100.00 per month.
POWERS & DUTIES: The powers and duties of the board include:

1. Recommend to the Mayor and City Council, the Personnel and Public Employee Committee,
programs, practices and strategies relating to the objectives of the Board,

2. Review the achievements of the City’s efforts to obtain equal opportunity in City employment
and provide an annual report to the Mayor and City Council containing comments and
recommendations;

3. Review the achievements of the City’s emerging and small business development program,
and provide an annual report to the Mayor and City Council containing comments and
recommendations;

4. Recommend to the Mayor and City council educational and other activities that prevent and
discourage discrimination and foster fair and equitable treatment in the areas of City
employment, contracting and purchasing

City Code Section 2.54

Ordinance 2000-040

City Residency Required For Seats C & D B&C_0820.doc
Conflict of Interest Statement Is Required; Filed With City Clerk ' Rev. 06/25/08
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Small Business Development and Employfnent Advisory Board

Member Name

Category District Current Appt. Dat Term Expires

Term Limit / Seat Comment

Vacant
Elizabeth Cantu
Edgar A. Calderon

Phillip D. Thorne

Ognian A. Gavrilov

Anita R. Johnson
Victoria Castaneda
Trina M. McKie
Debra Ichimura
Vacant

Tosha Cherry

Board and Commission Membership Roster

A

A

Cco

0¢)

06/16/09

07/29/08

03/03/09

05/25/10

05/19/09

03/23/10

03/23/10

04/25/10

03/31/09

05/03/10
05/03/11
05/03/10
01/22/11
05/03/12
01/22/11
01/22/12
01722112
05/03/12
05/03/09

01/22/10

Salama res. 11-01-09
Ist Term

2nd Term

st Term_

Ist Term

ist T erm.

Ist 'Ijen'n

2nd Term

Ist Term

Michael Duffy left

City Manager Appt./1st Term

Revised 06/14/2010
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