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City of Sacramento

915 I Street, Sacramento, CA 95814-2604
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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 "business
imperatives" of the City's Inclusion Commitment.
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Small Business Development and Employment Advisory Board
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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 15378 of 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. Flg

Manager, Office of Civil ts

Approved By:
Geri Hamby

Human Resources Directo

Recommendation Approved By:

Gus Vina, Interim City Manager
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REPORT TO
Personnel and Public Employees Commiftee

City of Sacramento
915 1 Street, Sacramento, CA 95814-2604

wrvwvecityofsacramento.org

Discussion Calendar
August 17, 2010

Honorable Chair and Members of
The Personnel and Public Employees Committee

Title: Small Business Development and Employment Advisory Board

Fire Department Equal Employment Opportunity Analysis

Location/Council District: (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

DescriptionlAnalysis:
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-line with the "business imperatives" of the City's
Inclusion Commitment.
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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.

Commiss ionlCommittee 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 Committee 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
Committee 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: Disparities 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 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 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 considerations

as there are no goods or services being purchased.

Respectfully submitted by:

Recomrvendation Approved:

Kenneth M. Fle
Manager, Office of Civil
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CITY COUNCIL
sMALL )ausRW,ss Dr,-vsLOxnIENT
AND EMPLOYMENT ADVISORY BOARD

ECONOMIC DEVELOPMENT DEPARTMENT
9151$TitEET, THIRD FLOOR
SACRAMENTO, CA 95814

CITY OF SACRAMENTO
CALIFORNIA

(916) 808-7223
I+AX: 916-808-8161

June 2010

MEMORANDUM -

TO: SMALL BUSINESS DEVELOPMENT & EMPLOYMENT ADVISORY BOARD

FROM: EMPLOYMENT COMMITTEE

SUBJECT: Fire Department Equal Employment Opportunity Analysis

The Small Business Development and Employment Advisory Board (SBDEA) was established

by the Sacramento City VL
.^.uy. ,^_..»^..^.^^+^:^^^̂  ..r r1..

V
f
VN
r.h

Verl 4n 9nnn when it 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 is, in pertinent part:

(A) to provide advisory recommendations to the Mayor and City Council on strategies

and policies designed to assure equitable and non-discriminatory practices 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:

(a) 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) To recommend to the Mayor and City Council
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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 to

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 department ....s2 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: Sacramento Fire

Department Community Newsletter. 2



EVALUATION CRITERIA
The Employment Committee utilized four criteria in accessing the Fire Department's diversity

performance. The first criterion is publicly accessible material and programs that relate to the

Department's views on diversity and equal employment opportunity. 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 future. 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.org).

Analysis/Conclusion

For the general public, the Fire Department's 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 little information was available about the department, 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 stations 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 website 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.3

Conclusion
Fire Department Management stated they will adopt this recommendation and incorporate the

statement "Equal Opportunity/Affirmative Action Employer" on all their publications and

policies. The Fire Department recently completed their 2009 annual report the EEO statement

will be placed in the report.

WORKFORCE 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 County Labor Force and

the diversity of the City of Sacramento Fire Department.

Sea Appendix B
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With the exception of Native Americans the numbers of females and raciallethnic 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. Similarly, 8.0% of

people living in Sacramento are Asian, while only 6.8% of people working in the Sacramento

Fire Department are Asian,

Recommendations
The Committee recommends the Department broaden their outreach efforts and collaborate

with community and employee groups that may serve to enhance the diversity of the applicant

pool, If funding is available, the Committee 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 modifying any stages and requirements that adversely

impact their ability to recruit and maintain a diverse workforce.

RECRUITMENT

Source of Information
The source for evaluating the City of Sacramento Fire Department's recruitment procedures

were discussions with and presentations by members of the City of Sacramento Fire

Department to the Committee over the course of 2009.

4 U.S. Census Bureau. (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 to 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 activities 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-'i) 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. LIX V-

& cw
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 affects the number of minorities actively seeking firefighting

as a career choice. He remarked that since the age requirement changed from 18 to 21 in

1994, the Department has experienced a noticeable decrease in minority applicants.

Teenagers belonging to minority race/ethnical groups are more likely to become parents than

white teenagers, thus by the age of 21, a proportionately higher number of minorities have

already started working in a chosen field and have a family to support. s

During another discussion with four relatively new City of Sacramento Fire Department staff

members, the Committee learned 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.

6 Center €or Disease Control (1997) Morbidity and Morality Weekly Report. "State-Specific Birth Rates for Teenagers --
United States, 1990-1996 ". 12 Sept 1997. Ret.rieved July 14, 2009 from Center for Disease Control
http•llwww cdc crovtmmwrlpreviewlmmvvrhtmllU00a9294.htm
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employees 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 be a barrier for racial/ethnic

minorities. As of the year 2000, only 9.9% 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 raciallethnic

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 to 18 in to

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 skills 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 Department'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 employees' openness,

'Le, C.N. (2009). "Socioeconomic Statistics & Demographics. " Asian-Nation: The Landscape of Asian America.
Retrieved on July 18, 2009 from http:(/www.asian-nation.org/demographics.shtmi. (July 18, 2009).
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honesty, and willingness to share first-hand knowledge and views about the Department's

treatment of minorities and women, and overall workplace culture. 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 organization 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.

Alf 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

Department 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 was 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 longer (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 he/she had been working for the Department for several

8



months. The employee anguished over what to do. This person wanted to work for the City of

Sacramento, but another agency 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 to 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 background checks are permitted to be re-opened after an
^.....

employee has received clearance. Further, 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 feedback. Management respects the panels' perception of their experiences as their

realities, 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 police 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.

9



Recommendations
The Employment Committee recommends 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
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.8 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.3

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 example, as it is the "most integrated city in America.'"

+

8 Cox, T., & Blake, S. (1991). Managing diversity: implications for organizational competitiveness. Academy of

Management Executives, 5(3),46-56.

Cheti<ovich, Carol, (1997). Real Heat, Gender and Race In the Urban Fire Service. Rutgers University Press.

Stodghili, R. & Bower, A. (2002)..Wefcome to America's Most Diverse City 25 Aug. 2002. 13 Jul. 2009 Time

Magazine htin:llwww time comltimelprintout/0 8816,340694.0O.hi:ml
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Entry Firefighter Recruitment &
Retention Survey

Surveyed J 8 jurisdictions

n Primary Group: Anaheim, Fresno, long Beach, Oakland, San Francisco, and Santa Ana
n Secondary Group: Sacramento County, State of California, West Sacramento, Woodland,

Roseville, Folsom, Elk Grove, Citrus Heights, Davis, Stockton, Vallejo, Modesto

17 responded and 7 did not responded to survey

• Respondents were State of California, Anaheim, Davis, Consumnes Community Services
, Distrid, Folsom, Long Beach, Oakland, San Francisco, Stockton, Vallejo, and Woodland

K Non-respondents were Citrus Helghts2, Fresno, Modesto, Roseville, Sacramento County,
Santa Ana, and West Sacramento.

Recruitment Methodology

n 10 of the 11 jurisdictions replied to question #5. The common methodologies used were
Unpaid internships, volunteer positions, recruitment fairs/events, college/high school events,
open house, referrals/word of mouth, webaites
Top five commonly used were websites (90%); referrals/word of mouth (70%), recruitment

fairslevents (60%), college/high school events (50%), volunteer positions (40%)

Survey Responses .

1 . Please provide the name of your organization:.

a) City of Anaheim
b) Department of Human Resources City and County of San Francisco
c) City of Woodland
d} City of Vallejo
a) Consumnes Community Services District (serves City of Elk Grove residents)
f) City of Long Beach -- Civil Service Department
g) City of Stockton
h) State of California Department of Personnel Administration
1) City of Davis
j) City of Oakland
It) City of Folsom

2. What is your primary recruitment methodology for entry level firefighter positions?

a) Use Fire & Police Selection, Inc. to conduct recruitment, testing
b) Community groups employee groups web
c) External recruitment with advertisements posted locally (Sacramento, Woodland,

Davis),
d) We use FiREHIRE to draw a list of those firefighters who passed the written test. The

City 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 Heights is part of Sacramento Metro Fire.
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written exam and the oral exam scores are combined to 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 Civil 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 available via the California

Department of Forestry and Fire Protection's website at
httn://www fire ca ctovfabout/about careers.pha

i) Open Recruitment - This type of recruitment is open to 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.

s} Recruit based on City's demographics (le: language, ethnicity & gender)

k) Written/physical/oral exam

3. Does your agency advertise as an EEO employer? eYes qNo

a) Yes
b) Yes
c) Yes
d) Yes
e) Yes
f) Yes
g) Yes
h) Yes
i) Yes
j) Yes
it) Yes

4. What, If any, programs or strategies were utilized to create a diverse candidate

pool?
a) None
b} Involvement of community and employee groups

c) N/A
d) We work with FIREHIRE on developing strategies.
e) Posting job announcement in local publications. Sacramento Observer, El Hispano,

National 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
http-f/www dpa ca govlsalaries/suryeys12n06/firefiahterslsurveyhtm

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

"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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!)
Advertized & marketed position in: local paper as well as bilingual publications,
national web campaign, community organizations, other fire agencies, local

colleges/universities, etc.
k) Advertised in more diverse populations

5.
What recruitment methodology does your agency utilize for entry level firefighter

positions?

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

b)
Volunteer positions; recruitmentfairs/events; referrals/word of mouth; website(s)

c) Volunteer positions
d) FIREHIRE
e) Unpaid internships; recruitment fairslevents; Collegelhigh school events;

referrals/word of mouth; website(s)

f)
Recruitment fairs/events; collegelhigh school events; referralslword of mouth;
website(s); candidate information workshops •.

g)
Volunteer positions; recruitment fairs/events; college/high school events; bpen house;

referrals/word of mouth; website(s)

h) Referrals/word of mouth; websites(s); see response to. question #2

i) Recruitment fairslevenfis; referrals/word of mouth; website(s); put ads in several
newspapers, mailed recruitment flyer/announcement to various agencies

j) Volunteer positions; recruitment fairs/events; college/high school events; open house;
answer to #4referrals/word of mouth; website(s), see

kN tNahsite(s): advertising

I
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^•.}1 r.3 .^.^ t.i ro^ z 5^ CC"^•`^'^Ct'^y ir.tl.3^• r.'.., y A f.-x^.t€' ^^ ^y.'^A 'n7.w;3> ^ t'^- ^o ft_. 2 ^ r ^c. ^,• ^' t . lr.. ^^t• l;'^ ^T • ^ ^^ ^^y.,.-,.: ^5'H?._":h.r.^-.'.^'^tf.+i.?. .^.^ ^::t ^%;'•;t:',^. :r. :_.^4.. Itt.Cii. t?:i:^..`r:.,.>G^ri..: -('-,v._e'r c•Y, . -̂ '. ^^i'..ti•^ . ^r::^^:^:,'^

6.
What are the demographics of your current workforce within the fire department?

Please provide the percentage ofAfricarr-American, Asian-Amerlcan[Pacific Islander,
Hispanic-Latino, American lndianlNative American, other.

a)
African American -.02%; Asian American/Pacific Islander-.06%; Hispanic-Latino -
16.07%; American Indian/Native American -.009% Hispanic-Latino --

b) African American -- 10.2%; Asian American/Pacific Islander- 23.3%;
15.4%; Arnerican indianlNative American -.7%

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

d) Our current fire
islandern'E2 p%^Hispanic-Latino S 2f 0%o^Am

American -
ercan India ^Natvean

American/Pa
American - 2.7°l0; White -- 55%

e)
Asian American - 2.0%; American Indian/Native American -- <1.0%; Hispanic-Latino --

6.0%; Pacific islander - 2.0%; %; Other - 2.0%
f) Current firefighter classification: African American - 5.6°1°; Asian-American - 8.9%;

Hispanic - 21.0%; American Indian -.5%

'city of Elk Grove is part of Consumnes Community Services Distrlct.
zCity of Citrus Heights is part of Sacramento Metro Fire,
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g) African-American -- 2.64%; Asian American - 5.280 o; Hispanic-Latina -16.22%;
American Indian/Native American -.76% (includes non-sworn classifications)

h) Not available
f) No response

Black
Marshall

j) Fire Chief (0); Deputy Chief (2) - 2 Males,1 White 50%. 1 Black 50%; Fire
Battalion Chief (12) - 9 Males, 4 White 4 4.5%, 3 Females 2 White 67°l^ 4

White 42.2%, 444.5%a,1 Hispanic 11 °fo, 1 Hispanic 33%; Captain (49) - 45 Males, 19
Females, 2 White 50%, 18 Black 40%, 2 Black 50%, 6 Hispanic 13.3% 2 Asian 4.5%
Lieutenant (56) 55 Males 26 White 47% 1>remales 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 39% 2 Black 22% 11 Hispanic 15% 1 Hispanic 11 % 7
Asian 10% 1 Indian 1% 2 Filipino 3% 1 Other 1% Firefighter (247) 225 Males 92 White

41% 22 Females 12 White 54.5°!0 54 Black 24% 7 Black 32% 49 Hispanic 22% 1
Hispanic 4.5% 15 Asian 6.6% 1 Asian 4.5°/a 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 I
Black 100% 3 Females 2 White 50% 1 Black 50% Grand Total 410 Males 42 Females

452 Sworn Personnel

Fire Chief
Deputy Chief

Fire Marshall Battallion Chief

Lieutenant

Engineer

Firefighter

FireBoat Operator

Filled

0

Fire investigator __L_4

9 Male
3 Female

72 Mate
9 Female
225 Male

22
Female
1 Male

1 Male
3 Female

White Black Asian I Indian Total

0

Total 452

Total Male 410

Total Female 42

k) Less than 10% total - diversity is a priority

7. Which recruitment methodology (responses for question #v),resulted in attaining the

most diverse candidate pool?

a) College postings

'City of Elk Grove is part of Consumnes Community Services District.

zCity of Citrus Heights is part of Sacramento Metro Fire.



b) Community and employee groups

c) NIAd) FIREHIRE sends out the advertising to attract well-diverse and well-qualified
candidates to apply for our firefighter recruitment,

e} N/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 online, half Indicated the sources as our
website, cityofdavis.org and the other half indicated websites like FireCareers.com and

i=ireRecruit.com.
j) All (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 life of the list

c) None, the recruitmentwas put on hold hired total - 2 whites; I Hispanic
d) From our most previous round of hiring: 3

e) N/A - we do not track this information.

f)
24 total selections including 4 Asian; 4 African4Ameriean; 7 Hispanic; 31=emale

g) Unknown
h) Not available
i) No response
j}

Due to budget crisis we released candidates from most recent academy, therefore

have not hired last three years,
k)

7

9 .
What, if any, strategies are utilized to retain a qualified and diverse workforce?

a) None
b) Valid, reliable testing; and competitive compensation

applicants we do look
.0 MQ's do not require prior experience however when screening a

for those who have prior related education or experience in the industry. No way of
etc^lified applicants.

ensuring diverse workforce asuour overall goal is
educational i ncentive pay,

most

d) Incentive pays such as bilingual p y, edua
e) Every employee is given equal training, promotion, and educational opportunities.

f) On-going training, internal promotional opportunities, compensation

g) No response
h) See our Survey of Total Compensation for Firefightersin California (2006) found on

the DPA website at
htt ;ilwww.d a.ca. ovlsaiarieslsurve s12006lfireff hters/surve .htm

'City of Elk Grove is part of Consumnes community services District.'
"City of Citrus Heights is part of Sacramento Metro Fire.



a

i) Per the City of Davis Personnel Rules & Regulations: In order to enhance career
employment opportunities for men and women of all 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 to

recruit 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 guide 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 to improve understanding of minorities and women.

F. 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 strategies to retain a diverse workforce.

k) Core values, benefits & pay

IT

'City of Elk Grove is part of Consumnes Community Services District.

ZCtty of Citrus Heights is part of Sacramento Metro Fire.



gutveyMon.key - Survey Results

survey tttte:
F2acruitmont & Rot-1,111,10r)

Page I oil

curreat report: DefauitReport

pis playing 9 of 11 respondents

Responso 7ype: Rrormal ltesponse

Custom Value; empty
I

Response Started: Fri . Sep'l1, 20084:20t33 PM

Collactor. New Link (W01) Link)

IP Address: 209.234.149.2

Response Modified, Fri, Sep 19, 2000 4:81:00 PM

1. please provide the name of yopY ofganizatlon.

Qfly of Anaheim

entr2. What is your primary rocruitmentmethodoiegy for
y level ffraftqhtar posstlons?

Use Fire & Police Setectlon, Inc. to conduct recruitment. 100ng

Emptoymentopportunity, (EEo) Employer?
3. noas your agency advertise as an Equal

Yes

4.
Whet, If any, programs or strategies were utilized to oreata a dlvarao candidate pool?

None

e,What reeruttrhent methodology does your agency utilize fot unity love) tlrotightoY posltfons?

CotlegeRilgh School 1=vents

Websile(s)

Mail auto-,board postlngs; word at mouth

6.
What are the demographics of your currentworkforae within the tire departmeni: Please provide the Percentage of Afrtoan-Ar4erionn,

Aston•Americanfi'acittc Islander, tilspaotn-t atfior AmaricanindlanlNative Amerlonn, othel?

,029/0 -African Amariean, .
^°^'Asisan-Amar<caNPacitFe {slander, i6.o7°,G Nlspanlc tatisro, ,008%-Aroerican indfanlt3atatlve Amerfrcan

7. Whlah
recruitment methodology (responso for question d6) resultod in attaining the moat divarso candtdato pool?

College postings

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

to

5, What, if any, strategies are utilized to retain a qualified and diverse workforce?

none

Mti•Spe,r+?pirc:y Terms of Use P(ivepj $Wtement Opt OytZCpi.(n QPRtR41A M0.1:119091

CopyrSyht r©iBJA 2Qnt1 SRrvayl,lors4sY ^>r^^ All "Ills naservrod, Na parUdli
pf his sRe may be copied without the express written consent of

$UtveyA'lonkap cmn. :.8

http;I/wwxr.sutveyrrtonkey.aom/MySurvey^ ResponsesDetail.aspxYam=O SNFNbFC3e6kI^x9daDUr...
9/25/2004



©

SurveyMonkey - Survey Results

Fs u Vey it 10:
Reoruitment& Retention

current report: Defatill Report

Displaying 2 of 11 respondents

Response i'ypet Normal Response

Custom value, amply

Response Started. Mon, Sep 21. 2009 7:38:60 AA9

Collectors New Link (Web Linis)

11' Address: 208.121.70.181

Response Modified: Mon, Sep 21, 2009 7:93:16 AM

1. please provide the name Of your organizalion.

Department of Human Resources City and County of San Francieco

2. What is your primary recruitment methodology for entry level firefighter positions?

community groups employee groups web

3. Does your agency advertise as an Equal >:mptoymant Opportunity (E1;4) Employer?

Yes

=4.,W14.1,11eny, ograms or etrategi as waro utiitzed to create a diverse candidate pool?

munity and employee groups

..,ti_. ^r,t nmethodotoqy does your agency utilize for entry level fireflghter positions?
v. vn,al,a.,....... _.._...

Volunteer positions

Recruitment FatrslEvents

Referrals/Word of mouth

Website(s) .

6. What are the demographics of your currentwotkforce ^Ytthtn the fire departmentt Ptease provide the percentage of African;

American, Aslan AmericanlPaetfic tstander, Hiapanio-Latinc, Ameriea:::;b0th
°k

7. Which recruitm ent metbadotogy (response for question #6) resulted in attaining the most diverse caOld Pool?

Community and employee groups

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

We anticipate 20o hires over the four-year iife of the list.

S. What, if any, strategies are utilized to retain a qualified and diverse workforce?

Vaild, reifebte testing; and competiiNe compensation.

Page i o£i

I

hitp://www.surveymonkey.comlMySurvey ResponsesDetaiF.aspx?stn=aSNFMbEGo6khx9daD'Ur... 9125/2009
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Page 1 of I

_ SurvayNloMkey - Survey Results

survey title:
Itocrujiment& Retention

[urrteort:cenDefaulf Report

3 of 11 respondants
Collor,tor, New t.ink Web Unk)

Response7ype: Normal Response
IPAddsess: 76.14.169.1

Custom Value: empty Response Modified. Mon,5ep2j,2008 to;66:4!3AM

tiespoflsa Started. Mon, Sep 21, 2009 10:62:14 AM

1. t'teaso providB the name of your organization-

City of Woodland

2, W hat is your primary recruitment methodology for entry level firefgbter poslttons7

Fxternal recraltmept with adverUsements posted loca
►y (Sacramento, Woodland, Davis)

3.1)oe9 your agency advertise as an t:qual i;mploYm°nt t)Fpartuntty (pro) r:mptoyer?

Yes

4. What, It ar1Ys Programs or strategies were utilized to create q diverse candidate pool?

NIA

C>. What recruitment methodology does your
agency utilize forontcy feuet firefighter positions?

Volunteer positions

percentage of African

6. What are the d9 ndfanlN Uve American, Other?la iaahlPaeiftc Islander, tiispaniaF at noh+4roeeri fire
American, As

I have no way of pulling this inforcnation for }ust pire. We track City Wlde only.

7. SNhtoh recruitment methodology (
response for question #5) resulfed In attalning the mostdiverse candidate pool?

NIA

8. HOW many candidates did you hire frorp the most diverse candidate Pool?

None, the recrultment was put on hold.

9. What, if any, strategies are utilized to retain a qualified and diverse workforc$7
related education or experiencewe do foakforthosa who have 001

tvIG1's do not require prior experience however when screening applicants
In the industry. No rray of ensuring diverse workforce at our overall goal Is to get the most qualiUed applicants.

Anti•5pant t'oilcY Terms of tJse PrNacystaternent Opt fluVOpt tn • ContetdS25 YSf^[p^3iC1D9F

r;opyrtght 01999 2009 SurveyMonkey com All Rights Ress N^YMkey^eomf tgss site may be opted without the express +vdtten consent of

http://www.surveymonkey-oom /MySul vey Responsesl^ctail.aspx?sm=05N^'Nb^`Gabkhx9daDUr.,.
9125/2t}09



SurveyMonkey . Survey Results

F-
ttrvey title;

T_-._............ .

Rec11•tttment &_Retantton

ourront report: psfaulfftepott

Dtsplaying 4 of 11 respondents

Em

nsc Type: Normal Response

Value: ernptY

onse Started: Mcn. Sep 7.1, 204g 4:3 t:44 Ptlf

nose provtde the name of yourorgantzaon.

sltla?

asred

Is an otat boa d The wrlitan oxam and tha (oratgexem scorea are cohrobi etd to coma up wlth fheacandldalss'o
ifai atho Regis<e i ettl=it9iblas^we use FIR1551-11RE to draw a list QN110138

Employmant Opportunity (t=0) mptoyer?

4. What, if any, proramu oratrategloe v+are rriigzed to creato a diverse eandidate pooi?

We work with fiREHIRE on developing strategies.

8. What recruitmont methodotogy does your agency utilizfor entry levai firefighter posttions7

8. What a ►
o the demographtos of your nurrent worktorce within the fire depariment: Ptease provide the percontage of AfrScan-Arrtarlean,

Aeien-ArnericaniPaottic latanderHtapanlc-l.atlno, American indtan/Native Amerlcan, other?

Our current tire dapartment workforce are as lollovts: African•Amedcan 17°,G Asian American/Pae(Islander-12°^ Htspanic•tatino -12% Amalcan

lndian - 2.7% White - 56%

7.
Wheh recruitment methodology reaponse for question #5f rosulted tn attaining the rrtoet diverae candidate poot?

fniENtiiR sends out tfia advertising to attract wtl-diversod nd wali•qualified candidatess 1o epply for our flretlghter recrtfitmeni.

8. How rnary candidates dtdyou htre from the most dtverse candidatpooi?

t=rom oumost previous round ot hiring: 3 hired total 2 YVhliesl Hlspantc

t ValteJo

8. What, If any, strategles are utilized to retain a qualified and diverse workforce?

Incentive pays such as bNkngual pay, edAcationat incentive pay, etc•

Collector: New Link (Wob Unk)

IP Address: 71.128.38.2E4

Response Modified', Mon. Sep 21, 2009 6:04:43 PM

Anii•Spani po:icy Yerrns uf t)se Privacy Slatentent Op! d.utlQRi:1D 49n1act,S14 ^Lg••Ua M!

Copyright 01684 •2QO0St:rvayt9ont.oy com Ait Rlyt:ls RoS^deYi1Jo keyioomf t30s sitP may be copied ti^ithout iha exprese vrdtten consent of

page 1. of l
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Survo7N4onkey - SuxveY Results

D`s laying 5 of 14 respondentsp
Collector: New l.lnk (Neb l.(nk)

Response Type: Normal ResPonse
Ip Address, 70.30.95.19$

pv9fom Va(us: empty

Respnttse Starfed: Mon. Sep 21, 2009 4p:44:60AM ltesponse modified: Mon, Sep 21, 2d49 5:19 ?_{ PM

Q. please provide the name of your
organlzetton.

Casumnes Community Services DIS10t -4' ;^ ^^ ^ ^VP-,

2,1Nhat ls yoar prlmary recrultment methodolagy #or entry level firef(ghtor poslt(ons7

Adveriisting In local ptiblloallbf)s

3, t7oes your agency advertise as an Equal Employment opportunity (51rQ) Lmjslayer't

Yes

q..
What, if any, programs or strateg(es were utilized to create, a. diverse candidate pool?

posting job announcement In local pubilaatlon. Sacramento abserver, Ri'rt(spano, National Urban i-edBUe•

Cot[egelHigh school >rvenis

Refarrelsf Word of mouth

Website(s)

unpaid Internships

Recrultment PairsJEVents

6.
Whatrecrultment methodology does your agency utilize for entry level fireftghtor positions?

Asian - 2°lo Amerlaan Indian -<1°la Hlspanio» 6°/a pacific ( slander - 29b other - 2l0
Amerioan,Astan-AmorlcanfPacltie (slander, ti(span o .

a

Page 2-0f3'

Lat no^Amerlcan India Naii o AmeYiaan,

provide x percentage Of Afrtean-

g.iNhat are the demographics of your currentworkforr-B

NlA - We do not track this Information.

7, Which recruitment methodology (response for question #ft3) resulted in attaining the Most diverse candidate pool?

a. How many candidates did you hire from the mostdiverse candidate Pool?

N1A - We do not track this Information.

9. What, Ifany, strategies are utilized to retain a
qualified and diverse workfome?

Every employee is giYen equal irainirfg. Promotion, and educattonal OPporiun(ties.

Anti Spam Polt v t Ernot Use Privacy Stalei"nnt
Opt PutrOpt in Contest U;5 nopM'lltgg)

be copied without
Surveyiliojtkey cA'a• AR Rights Res$U e^dY^o kn^ ^^t 3thisQ site without the express written consent of

Ui#p:llvvvrw.surveymonkey-comlMYSurvey_Responsesl7etail,aspx?srn=05NF1`Ib^'t3e6khx9dal?ur...
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SurveyMonkey - Survey Results Pte I -ahr- t

Displaying 6 of 11 respondents

Response'TY+pec Normal Response
ColTecton Ne^vl_ink (Web Link)

Custom valuet emply
IP Address: 7A4.108.'4ti,100

Ttesponse Startsd: 7ue, Ssp 22. 2009 i:44:41 PM
t?espoTtse Modified-. Tue, Sap 22,2009 1'67;69 PM

1. Pteasb provide the name ofyour organization.

City of Wig Beach- Civil Service Department

2. What is your primary recruitment methodology for entry level fireilghter positions?

Use of reenriters - both Long Beach Flre Department and Civil Servloe: standard distributton to recruTtment resotsro,t;a, schoots, community

group, websitee,

3. Does your agency advertise as an Equal Employment QppcrWn!tY (MO) Employer?

Yes

4. What, It any, programs or strategies were utilized to create a diverse can didate pool?

Workshops; targeted recruitment on-going recruitment;

ha itmaht ntethodology doss your agenay utiHza fo r eMry l9vei tlretlghter posi4tons4

--------------

r

aTrslEvents

Sehoai >:vents
.ai^ini.o,o...^w ... ..........

Wsbsite(s)

Candidate Information WorkshoPs

6.
What are the demographics of your current workforce within the tire department: Please provide the percentage of Africari-

Amerlcan, Asian-AmsricanlAactfie Islander, H3spanic-Latino, American indlantNative American, other?

Current Firefighter Ciassillcatlon: Afriean American -8.6°k; Asian-American- 8.9°(0; Hispantc -21.0%; American Indian -.6%

7. Which recruitment methodology (responss for question #5) resulted In attaining the mostdiverse candidate pool?

In cieneraT, candidates most frequenlty indicate wabsites (unspecl8ed sites) or contact with City employees.

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

24 total selections Including 4 Asian; 4 Afrtcan-American; 7 Hispanlo: 3 Female

9. What, If any, strategies are utilized to retain a qualified and diverse %vorkforce?

Qn-going training. Internal promotional opportunities, compensation

Anti-Spam Poltcy i'erm5 of Use Privacy Statement Opt OWQpi In Con1#cS.11A 1^^11g1
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SurvsyNZonkey - Survey Results

-^......•.^. .... ...survey title:
Rectulttt^Er3f & Retenttbtt

I
current report: DefaultRepolt

Qtsptaying 7 of 11 respondents

Response Typet Normal Response

custom Vxiue; empty

Response Started: Tue, Sep 22, 2pd8 3:35:09 PN!

1. please provide the name Of Your Organizatlol"

City of 8tookton

collector. New Link (VVPb Llnk)

IP Address: 68.124.44.264

Response Modified; Tus, Sep 22,2009 4=:36 PM

F 2.Virhat is your primary recraltmentmethodology for entry level firetightor pnsltions?

Xreditlonei methods inctudo advertlsing In local and diverse print and Internet media,

3. i7oos your agency advertise as an i=quat Employment Opportunlty (EEO) Employer?

Fd. YUhat, lt any, programs aT etrategies were uttlixed to cteata a dlverse cattdidate pool?

Attendance at RecrttAment Fairs, ttepresentattves from the Dept attended contmun)ly events (dtverstty reEated events), schooi vlsits, ride

aiongs, created mentorship program vrith tocal hlgh achools to encoUrage mtnodly tnterestln t ire senrtce,

5. What recruitment methodology does your agency utilize forentry level

Volunteetpositlons

Recruitment FaIrOlEMIs

CollegelHlgh School Events

Open House

Re(erraisfVJord of mouth

Website(s)

0.
What are the demograpriies of your currentworktorce within the fire department., Please provide the percentage of African-

American, Astan-AmerlcanfPaciiie Islander, Htspanis•L•alino, Ametlcan indianfNattve American, other?

Afrloart•Atnettean = 2.84%Asian-Amerlcan = 0.25°fo tilspaniaLatino 't6.22°(o American tndlanJNetive American G.789'0 (Includes Non-

Sworn ctassiflcatlons)

7. Which reorultmentmethodoiogy (respons9 for quest1oz2 #5} resulted ln atfaining tho most diverse candidate Pool?

llnknatvn

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

Unknown

Page 1 d2
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page2 of 2

¶J;:t;;, are utifted to t'etafn a quatiffed and diverWo

e
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SurveyMonkey - Survey Results

Displaying 8 of 11 respondents

Normal Response
Collector: New Link {Web Linkl

Response Typo.
1P Address: 198.487-&.209

Custom Vaine: empry

Response Started: Wed, Sep 23, 200812:05;21 FM
Response Modified, Wed, Sep 23, 200H 12:1g:60 PM

1. please provide the name of your organization.

State of Galiiornta Department of Personnel AdmirdsbOOn

2. YditatTa your primary recruitment methodology for entry level firefighter }ios)tions?

state administered exams - Additional information Is available via the Catifornia bepartmontof Forestry and Fire Proteclion'swebsite at

http:!lmvw,flre.r.a.9ovlaboutlabauf careers.php

3. Does
your agency advertisa as an

Equal Employment opportunity (EEO) Employer?

Yes

4. What if any, prograt^s or atratogles were utilized to create a diverse candidate pool?

of Total Compensation far P)reffghters In California, beginning on page i4, found via the bPA v^ebs)te at
please sea our 2006 Survey
http:thvrrw.dpa.ca•5ovlsataries/sunreys120061flrofighterslsurvey.hirn

6.
What reeruitmentmethodology dose your agency utilize for entry tavell firefighter positions?

iReferratstWord of mouth

Webslte(s)

See Tesponso, to question #2

P,.
Vdhatare the demographica Of your cprrentworkforce within the fire department: Pieasp protitide the percentage of African-

ArYeerir.an, A&ian•ArnericanlPacific Wander. H{spanic-1 atina, American indlanlNative American, other?

Not availabfe

7, WhiCh recrultmortmathodology (cesponse for question {t5) resulted In attaining the most diverse candidate pool7

Not available

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

Not available

9. What, if any, strategies are utilized to retain a qualified and diverse workforce?

See our Survey ofTatat compensation for tlretIghter& lit California (2006) found on the pPAvrebsite at
httpalkwrvr.dpa.ca.Aovlsalarleslsurveys12006ltlreftghterslsun+ay,hfm

Apti•Spam Pohcy 'rerms of tlse Pnvacy Staiea1ent OpGQutlQpt in Contact.,_s W-4Ye-Ylda9S.

this site may be copied without the express tvriUen consent of
^d1938 200g SurvayA9onkey r.orn .Alt Rights Res$^de^^nkoy1o ^t t 3B

Copyright 6UrVeYMonXSY-C-`A. 21%

http:/1vvwW,surveymonkey.comtMySurvey _)R^esponsesl)etait.aspx?sm!--05N^'NbFGa6khx9daDt3r'...
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SurveyMonkey - Survey Results

survey title;
Recruitment & Retention w „ -

rt[OrOnIPO:DafaUItRaPO

Displaying 9 of 11 respondents

Response 7ype: Normal Response

CustornValue. empty

Response start.ed: Thu, Sep 24, 2009 8:17:10 AM

4, Pleasa provide "the name of your organization.

City of Davls

Collector: New 1-1nk (Web Link)

lp Addresss 168.150.184.189

Response Modified: 7hU, Sep 24, 2009 8:47:59ABll

Z.IA{hatls your primary recruitmentmethodology for entry level firefighter Positions,?

Open Recruitrrtent This type of recruitment is open to snyona who meats spitted qualifications for the position, Including, but not limited
to, ourrent City ol Davis empioyeas. An open recruitment shell be conducted when the needs of the service require, as determined by the

Clty Manager.

3. Does your agency advortiso asan i?quat Trmployment Opportunity (EEO) Employer?

Yes

4. What, If any, programs or strategies were utilized to create a diverse candidate pool?

Distributed recruitment flyers as wtdaly as possible to varlous public agencies, bus4nesses, colloges, firefighter academies, associations

I and clubs.

5. What reotuitment methodology does your agency utilize for entry level firotighter positions?

Recruitment FaIrsfEvenis

Referrals/Word of mouth

lNebsite(s)

Put ads in severai newspapers, mailed rectuttmept Ilyeriannouncernent to Various agenclO,

6.
What are the demographics of your current workforce within the fire department, please provide'the percentage of African-

American, Astan-AmertoanlPactfic isiander,lifspanie-i-atino, American tndEanlt3ative American, other?

No Response

7. Which recruitment methodology (response for question #B) resulted In attaining the most diverse candidate pool?

Use of webstles. 88% of applicants indicated that they learned of our Firefighter recruitment via the web. Of those who saw fi online, half
Indicated the sources as ourwabsite, cllyofdavis.org and the other half tndteatedtivelrsites like FireCereers.com and FireRecruif.com.

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

No Response

p. What, ifanu, Ffra4aniaF ara nenirnrl fn rataFn a nNalltinri atia^'^ divqrew Wnrkfnr:a?

Page ] of 2

I
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-- ,
Per the City of Davis Personnel Rules & itegutations: In order to enhance career employment opportunities for men and women of all
races and ethnic groups, the City commits Itself to the following goals and objectives: A. tltllize tratnee, intern, seasonal, and part-time
positions as a means to recruit and develop potential career employees. B. Utilize tralning opportunities provided by the City and the
department budget as a means of quaffing employees for career promotions and transfers. G. The `Yninimum qualifications" principle shall
gulde the establishment of requirements for all Oily class specifications. All requirements that cannot be demonstrated to be directly related

for the purposD of
t nd mandato seeking

to success on the job shall not be prerequisites for employment. 0. Develop recruitment sources
cuNuraql a^vla eness

applicants to promote diversity in the city workforce, >;. Provide and ensure that all City etnployes at C`

programs to improve understanding of minorities and women, F. tnclude annual diversity review by the City Manager of Department Heads
using the EEO report. 13. The Assistant City Manager or his/her designee will conduct exit tititervtews to identify reasons for employment
turnover among underrepresented dasses. H. The Assistant City Manager or hlsther designee will be responsible for submttting to the
Personnel Board the Et=O report for the purpose of reviewing city diversity. I. Since all management eniployees are at-will, the city
Manager has the discretion to act Independently in all phases of the hiring process for management amployees based on Chapter 28 of the

City Code. __

ARV-Spam Policy Terms of Use Privacy Statement Opt OutlQplln Canta^i U@ Lese,^Sl[1L91

Copyright01991-2009 SurveyBAor1ke1 cnrn. All Rights Reserved. No portton of this a[ ID may be copted without the express written consentof
SurveyMonkeycom. as
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SurveyMonlcey » Survey Results

_...,.,.......survay title:

^ Recruitment & Raientlora _

I
current report: t3efaultF2epoti

Displaying 10 of 14 respondents

Response Type: Normal Response

custoniVafue: emtSiy

Response Statfeds Thu. Gap 24, 200810:11:47AFh

1. please provide the name of your organixafJon.

City of Oakland

Collector: Now l.ink (Web Link)

1P Address: 209.232.103.108

Response Modlfied: U. Sap 24,2009 10:37:21AN9

2. What is your primary racruitmerlt methodology for entry level firefighter positions?

Recruit based on Oily's demographics (1,e. language, ethnicity & gender).

3. Does your agency advertise as an Equal Employment OpporEtmity (EEO) Employer?

Yes

Page l. of 2

4, What, if any, programs or strategies were utilized to create a diverse candidate pool?

Adverttzed & marketed position in; local paper as well as bilingual puAlications, national web campaign, community organization s', other tire

agenctes, local coliegestuniversllies, eta

5.What feGrlfitment:methodology does your agency utn X0 x^ vrt le.at firnfinhfarnositions7^i• - -

Volunteer positions

Recruitment Falm/Events

CollegelHigh School Events

Open House

ReferralsNVOrd of mouth

tNebsite(6)

(see answer to q. 4)

G,
Whatare the damograph3cs of your current workforce within the Are department: Please provide the percentage ofafricaa-

American, As4an-AmaricanfPacifia #siander, Hispanic-Lattno, Arnerican lndianlFlatlve American, other7

Fire Chief (0) Deputy Chief (2) 2 Males 1 White 60°!01 Black 011/4 Fire Marshall Battalion Chief (42) 9 Males 4 White 44.6°/a 8 Females 2

UVhite 67°l•e 4 Black 44.6% 1 Hispanic 1I% I Hispanic 33°!a Captaln (48)45 Males 19 White 42.2%4 Females 2 White 50% 18 Black 4A°!o

2 Biacic 50% 8 Hispanic 13.3% 2 Asian 4.8°h Ueutenant (56) 55 Males 26 White 47% 1 Females 18 Black 29% 1 Black 100% 8 Hispanic

16% 4 Aslan 7.2% 1 Filipino 1.8°Ja Engineer (81) 72 Males 22 White 31% 9 Females 6 White 67% 28 Black 395'a 2 Black 22% 11 iilspanio

16°!c 1 Hispanic 11 °fa 7 Asian 10°l0 1 Indian 1°/> 2 Filipino 3°l01 Other 1°!a FIrefighter (247) 226 Males 02 Whlte 41'.'G 22 Females 12 White

54.5% 54 Black 24% 7 Black 320/649 Hispanic 22°!01 Hispanic 4.G°!o 16 Asian 6.6°l01 Asian 4.6'/01 Indian .4°/a 1 3 Filipino 6.6°k 1 Filipino

4.6% 1 Other .4°lo F1reBoat Operator i Males i White 100'/c Fire investigator I Male 18fack 100% 3 Females 2 Whtte 50% 1 Black 50%

Grand Tolal410 Mates 42 Females 462 Sworn Personnel

7.FWhlch reoruitrnent methodoiogv (response for question #5} resulted in attaining the most diverse candidate pool? i

bttp:/lwww.surveysnonkey.comlMySurvey, Response'sfletaii.aspx7szn=OSNP'tdbF4c5khx9daT7Ur... 9/25/2009
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SurveyMon4cey -Survey Results
_..._....... _

^all (see q. k)
~

8. Haw many candidates did you hire from the most divorse candidate pool?

Due to budget crisis we released candidates from most recent academy, therefore have not hired last three years.

9. What If any, strategies are utilized to retain a qualified and diverse workforce?

In any of our outside recruitments, specifically for FireNghter7rainee the t7epartrhent strives for a class that reflects the diversity of the City.
outing the process of selecting the class - ethnici€y, language Wills and Oakland residency are factors that are given consideration. Once
hired sworn employees generally stay until reiirernent so we do not have any strategies to retain a diverse workforce.

J}tati-SRarn Policy Terms or.t}se hrNacy Statement Opt Outi.Ofat. tn Cqpi^4F ^i3 Y.`le-eAtlr5l

Copyright F,It99B 20Q9 Susvey4V(onkey.cont. Aft Rigbts Rese;ved. NO ponion of this site may be copled without the express written content of
sutvaya,onkey com. 3a
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SurveyMonkey - Survey Results

survey title',

j Rsarui#marit & Retention

rt •[t reotDelauaRePoCVff0tl

ponse 7ype: Norma[ ResponseRes

Custom Vatue; empty

Response Started: Thu, Sep 24, 2099 19.10:18AM

1. Please provide the name of your organlzation.

Collor,tor: New Unk(Web Link)

IP Address: 74.133.88.38

City of Folsom

Response Pilodifled: Thu. Sap 24, 20()g 110402 AM

2.
What is your primary reorultmont Methodology for entry tevet firefighter positions?

tNf{tlenlphyatcalorel exam

3. Does your,agency advertise as an Equal Employmant opportunity (EF-C) Employer?

Yes

Wabs'ste(s)

4. What, if any, 0o91ams or strategies Were
utilized to create a diVetse oandidato pool?

Advertised in more diverse populaAons

s. W hat reoruftment methodology does your agency utilize for entry level lireFighter positions?

Advetllsing

Page I of I

7.
Which recruitment methodology (tasponea for question 95) rosulted in attaining the mos

6.
What are the demogtephics of your current workforce within the fire department: Please provide the pereanta$s of Afrioan•Amerioan,

Asian-AmericanlPaoltia Islander, Hlspanic•t.atino, American indlantNattve American, other?

Lesslhan 1 0°h total - dfveFSlty is a priority

td ►versa candidate pool?

Advertising

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

9.
Whak it any, strategies are utttized to retain a qualified and diverse workforce?

Core values, tseneitta & pay

Mti•SpamPa]icy YermsafUS¢ Privacy Statement opt outroAt 1n Conlaa Ua YY^'r^?^.iIl? ^sl

Copyright @t999-2n4g 8u+veyMonkey mm All Rights Reserved No ponlon of ibis s$e may bo Wpted vr3thout the express wri:ten consent of
5utueyMonkay com. 34
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Fwd: Neal's feedback for web accessibility and usability of the I^17 ^lebsite » Yalzoof Mail
Pageage-1 of 2

-4%'^^C)0Y® SMALL. a1,3^INESS

20098:59AM

:
Neat's feedback for web accessibility and usability of the FI)

Website Wednesday, November 4, ^

Fwd
From'. "Ken Fleming" <KFleming@ciryofsacramento.org>

To: Trtna McKie" <mckiet@bunusuai.com>

I Fite (15tb)

:r).1; • 41 ..._ ;_r I
Neat Aibrt...

-- ._ . ...•Y!.._ ^Y^. ...._^Yt: 'CC.. _.-..
._.: _ .^ . ^ . _ .)^.. ..... ..-:--- -_._._ __._._-....._^

s report-
I've got the updated figures for Fire. Incorporating and finishing upe ^Ysa^

suggested edlts of o
twe,can a so After

completion I'11 forward it to you and we can discuss. RE: web page
points made,

encourage that photos and graphic be refiloctlve of diversity. I asked Neal to look at the page and following is his

feedback. Will try to finish my work this morning.

>>> Neal Albritton 911312009 4:42 PM >>>
HI Ken... and nclude
I did a visual Inspection and automatedSheets that separate content from presbent tion ("[ookil and fieei`j) I ha eInspecting
the HTML code and Cascading Style
handwritten notes that are reflected In the following synopsis that I'll also share with you:

Web URL: www.sacflre.org
. . ..

;utfiat VISUA4 INSPECTJON;_ . „a- P that aflows a user to skip redundant navigation ilnks and go
1. This web page lacks a visible iink at iiia tvp of .- ^^--' ^"^^ fh^
directly to the main content. This Is commonly referred to as "Skip Navigation" or SkipNav". i suggeaL ^^ ^^^uu^^,e•^ •--
foliowing features fQr a new visitor to have quick access to and be able to easily navigate the page:

may not accessible to
Skip to:•Main Content I Accessibility Help I Footer

Text

^

2. The color contrast on the left side navigation between contrast. This shou id be done within the Caseading Style
Individuals with tow vision or color blindness. Suggest greater

Sheets code.
because of

3. Main content fonts use Times Now "snsnse
which Is not preferred by

rf styies used throughout the web page visionSuggest defaulting to a^sans-
alsa is Inconsistent with the rest of the
serif font style like Anal or Verdana.

multispeaking
ple

those4. Usability issue for non-English speaking visitors: The Image maps by the footer
nations... below is a textual description of the language In English, This only benefitsbe in withlanguagethe

a who recognize the country by the ja^a ^a however, languagte attribute descnptiondin the spee fltc language so that forteign
attribute desciptlon in the nati ve language and a

language screen reader technology can identify.
lacks

5. Also by the footer is text that Identifies "Page last modified the font and changing the fontlcoEodr to black
contrast for

someone with low vision to be able to read. Suggest

CODE INSPECTICN: Xb content to
accessible to Holder, nowS,tand

rict1.0

6. The page is coded to HTML OtQ achteve inlsome ginstances) to tdefacont
ult we

Transitional - if strict is too difficult
asslstivo technologies like Refreshable Braille Readers and Screen Readers Oust to name a few).

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

http: /(us.mcl2.mail.yahoo,cornlmc/showMessage?sNiid=1 l 0&fid-s ao%2520city%2 S20small%252...
2/8/2010



Fwd: Neal's feedback for web accessibility and usability of the FD Website - Yahoo! Mail
Page 2 of 2

mage he web
written in the HTML code to desc^i ail hav the same ( edundan ) description:i' Singt Tpixei tall horiz ntai rute'SSi thisSe

nt ofof singte-pixef spacer images tha thout any reference
issue occurs 21 times on the same an Image that has no meaning

hito the u er.l Imagesiiike dotted ines^tdashes,no
sense. Partially because it is dand single-pixel spacers should have Empty Att+Attribute descriptions depleted as two adjacent quotation marks (.

appears twice as adjacent
8. The Alt+Attribute description for the banner Image has two issuemon"City of f^a ^one of the images described as
Ait+attribute descriptions. Also the banner, consisting of an image
"Rendered Image"... this is a useless Alt+attribute description and should briefly and adequately describe the image.

gful... this becomes ortant

er
be more

tinked text Sonwithout the frame of reference9. The Ait+attribute for the drop-down menu "Cllck to go to page" should
when screen reader-users navigate from link to link and bypass non-hyp
from surrounding text... this menu description is not very helpful.

10. Any acronyms or abbreviations should be defined using the "Definition" attribute. This makes such content

universally usable to all.
11. All PDF and (Microsoft files - whenever applicable) that exist as downioadable files should Include somewhere

nearby - a link to an accessible free reader.

AUTOMATED TEST RESULTS USING .
WEBAIM WAVE TOOL FOR FIREFOX BROWSER AND CYNTHIA SAYS

SECTION 508 COMPLIANCE TOOL. reliance onIt's important to note that there should be bilimited blems that exUSomated web accessibility tools since they do not

capture but only a portion of-the accessibility P
12. Search engine form label is missing.
13. Dropdown Menu ("select an option") - form label Is missing

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

Thank you, Neal

Neal E. Albritton
Citywide ADA Coordinator
City of Sacramento
915 i Street, Fourth Floor
Sacramento, CA 95814-2604
Rhone: (916) 808-8795
Fax: (916) 808-7673
T(Y: (916) 264-5707

»> On 111
212009 at 4:47 PM, Ken Fiemin^ <r^Flem ngfa^c ofsacramento•ora> wrote:

> Can you give me some feed back relative to the accessibility of this site.

> tt •1 .sac ire.o^
>

p^r..-.n•....:.w.a...c_r.i^rl.rVKVfFU•F.v^w..n-c«rza^ar.rr_...sr.fi+vl+a+:a.^e. r1?iJ.V:K.v..n•rf^-r1...C+-r..:F^•w....Hrw:..xrn...ne..sa.n^a<I•v^..rc.w.r-^.r.-rar.

.u^+•e..w^...n...^.•••v^u. .r.....

http://us.incl2.mail.yahoo.comlmclshowlVZessage?sMid=110&fid-sac%2520city%2520sma11%252...
2/8/201 0
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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 receive basic training in firefighting

methods, equipment operation & maintenance, physical fitness, fire science concepts, and a

variety of other subjects.

Candidates who satisfactorily complete the training and graduate from the Academy are given

probptionary status and assignments as firefighters. Some graduates who hold current

certification as paramedics may be assigned as Firef€ghter/Paramedics. In addition, all

candidates must pass a background investigation, fingerprinting, medical examination, and

drug testing prior to becoming a Firefighter.

What do we require?

In order to qualify for entrance into the Recruit Academy, you must:

. Be at least 21 years of age.
Have a high school diploma or GED equivalent.

Have a current Emergency Medical Technician I(EMT-1) Certificate or higher.

n Have twenty semester units or thirty quarter units from an accredited college or

university. Three years as a paid professional firefighter may be substituted for the

above required college units.

Be a citizen of the United States.

. Pass a written examination.

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.

. 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:



o
Not smoke or use any tobacco products during the twelve months prior

to testing-

o
Possess a valid California Class C driver's license at the time of

appointment.

o
Ability to obtain a Class B driver license with appropriate endorsements

during the Sacra ento Fire Trainin Academ . 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 appointment 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 includes 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 System.

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.

3q
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o The City Online Job Application 5ystem_

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

Dean: Richard W. McKee
Director: Albert lannone
Phone: (916) 570-5000
Couhse{Ing: (916) 484-8S72

Requirements for Degree or Certificate 35 Units

FT 200 Emergency Medical Technician 1(5) ............................5
orPMED 100 Emergency Medical Technician - Basic (5)
FT 300 Fire Protection Organization ......................................3
FT 301 Fire Prevention Technology .........................................3
FT 302 Fire Protection Equipment and Systems ......................3
FT 303 Building Construction for Fire Protection ,..... ..............3
FT 304 Fire Behavior and Combustion ...................................3
And a minimum of 15 units from the following :...............................15
FT 110 Fire Apparatus (3)
FT 130 Fire Company Organization and Management (3)
FT 132 Fire Service Records and Reports (3)
FT 140 Related Codes and Ordinances (3)
FT 170 Fire Investigation (3)
FT 180 Rescue Practices (3)
FT 190 Fire Tactics and Strategy (3)
FT 192 Wildland Fire Control (3)
FT 310 Fire Service Hydraulics (3)
FT 320 Hazardous Materials (3)

Associate Degree Requirements: The Fire Technology Associate in Arts
(A.A,) Degree may he obtained by completion of the required program,
plus general education requirements, plus sufficient electives to meet a
60-unit total. See ARC graduation requirements.

FT 110 Fire Apparatus
Advisory. F7'300
Hours: 54 hours L&C

3 Units

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

FT 130 Fire Company Organization and
Management

Advisory., FT300 or FIRE 1090.
Hourn: 54 hours LEC

3 Units

This course provides a review of fire department organization, plan-
ning, organizing and supervising to meet the needs of the fire dcpart-
ment, with emphasis on the company officer's role.

FT 132 Fire Service Records and Reports 3 Units
lidoi,rory: FT 300 or FIRE 1090.
Honrs: 51 hours EEC
This course covers fire department records systems, principles of
rcport writing, applications in the area of prc-fire survcy; and posc
firc reporting.

FT 140 Related Codes and Ordinances 3 Units
Advisory: FT 300 or FIRE 1090.'
Horrrs: S4hours LEG
This course includes familiarization and interpretation of national,
state and local codes, ordinances and laws which influence the field
of fire prevention.

Fire Technology Degree and Certificate
The Fire Technology A.A. degree or certificate focuses on
preparation for a career in the fire service. It includes cduca-
tional opportunities for those currently employed tvithin 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 salary increases.

Firefighting is a public safety profession that requires, special
knowledge of safety, rescue, emergency medical operations,
and hazardous materials. A grade of "C" or better is required
in each fire technology course for progression in the program.

Student Learning Outcomes

upon cotnyiletfon ofthlsprogram, theatudent tnfllGeable to:
• Complete the duties of an catty level firefighter
• Perform as an EMI' 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 emergencies
• Compare and contrast the make up of a moderate size fire

department with a large fire department and a fully paid de-
partment with a volunteer fire department

• Describe the components of FirefightingPersonnel Protective
Equipment (PPE)

• Compare and contrast modern PPE with antiquated PPE
• Analyze simulated fire situations for indicators of flashover

versus bacitdraft potential and prescribe mitigation measures
to prevent them from occurring

• Assess the fundamentals of physical science as they relate to
the fire services: measurements; energy and work theories;
power and transfer of heat principals; the laws of matter and
the conservation of energy; and the chemical reaction called
fire

• Classify and compare the various types of municipal water sys-

tems
• Describe the fundamentals of building construction and ap-

ply this knowledge to fire situations where forcible catty and
overhaul evolutions may weaken the already frie-weakened

structure
• Compare and contrast fire prevention versus fire suppression

efforts
• Draft a pre-fire plan
• Evaluate and analyze the rate of fire spread in a structure fire

• Explain the physical and cbernicel. properties of fire

Career Opportunities

A great variety 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 firefightcr-paramedic, fire investigation,
fire prevention, hazardous 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
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FT 170 Fire Investigation
Advisory:lT 300
Hours: 54hoursLEG

3 Units

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

FT 180 Rescue Practices
Advisory: FT300 or FIRE 1090.
Hours. 54 boon LEC

3 Units

This course focuses on rescue problems and techniques, emergency
rescue equipment; toxic gases, chemicals, diseases, and radiation
hazards. Also included are the care ofvietims including emergency
childbirth, respiration and resuscitation, extrication and other emer-
gency conditions.

FT 190 Fire Tactics and Strategy 3 Units
Advisory: FT300
Hours: 54 hours LEC
This course of instruction is a basic requirement of all fire suppres-
sion personnel. Topics include the principles of fire control, utiliza-
tion of staffing, equipment and placement, extinguishing agents, and
fire control methods on the fireground.

FT 192 Wildland Fire Control
Advisory. FT 300
Hours: 5^f hourt LEC

3 Units

This course covers all aspects ofwildland fire fighting and introduces
advances in technology for wildland fire suppression. Topics include
fire behavior,lvcather, cconditions, topography factors, safety, pre-
vention, extinguishing methods, initial attack, Incident Command
System (ICS), communications, aircraft assistances, hand crews, and
bulldozer operation.

FT 200 Emergency Medical Technician 1 5 Units
SarneAs:PMBI)100
Prerequisite: HEED 323 with rrgrade of "C' or better
Enrollment Limitation. Not open to students with is current.BMT-Basic
rertiftcate.
Horers: 72 hours LEC, 7.7 borers LAB
This course is designed to provide instruction to the level of Errter-
gency Medical Technician - Basic. Topics include skills necessary to
provide emergency medical care at a basic life support level with a
fire, ambulance, or other specialized service. This course is conduct-
ed in compliance withTitle 22, Division 9, Chapter 2 of the Califor-
nia Code ofRcgulations and Emergency Medical Technician - Basic
(EMT-1). A "C" or better is required for certification as Emergency
Medical Tcchnician- Basic. Field trips are required, This course may
be taken four times for credit.

FT 209 Emergency Medical Technician IFS
Refresher Course

Prerequisite: Valid EMT certificate.
Hours.- 20 hours LEG• 4 hours LAB

I Unit

Persons who hold a valid Emergency Medical Technician I certificate,
or a certificate that has been expired for less than one year, shall be
admitted. Consists of classroom instruction, simulation and super-
vised field instruction. May be taken four times for credic.

FT 300 Fire Protection Organization 3 Units
Course Traruferabk to CSU
Hours: 54 hours LEC
This course provides an introduction to fire protection, career oppor-
tunities and related fire service fields. Topics include philosophy and
history of fire protection, fire loxs analysis, organization and function

of public and private fire protection services, fire departments 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 fire strategy and tactics.

FT 301 Fire Prevention Technology 3 Units
Corequisite: FIRE 10" or FT 300.
Course Tmnsferable to CSU
Hours: 54 hours LEC
This course provides fundamental information regarding the history
and philosophy of fire prevention. Topics include organization and
operation of a fire prevention bureau, use of fire and building codes,
fire Investigation, identification and correction of fire hazards, plan
review, report and record keeping, and duties and responsibilities of a
fire prevention officer.

FT 30Z Fire Protection Equipment and Systems
3 Units

Coreqrtisik: FIRE 1090 or FT 300..
Corrrse Transferable to CSU
Hour: 54 hotrnLEC
This-course provides information relating to sprinkler design and
the operation of fire detection and alarm systems. Topics include fire
cause and effect, hear and smoke control systems, special protection
and sprinkler systems, water supply for fire protection, standpipc
systems, and portable fire cxtinguislscrs.

FT 303 Building Construction for Fire Protection
3 Units

Corequuite: FIRE 10.90 or FT 300.
Course Tran f rable to CSU
Hours: 54 hours 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 to be key factors when
inspecting buildings, pre-pianning fire operations Find cmeigcocy
operations at fires. Topics include wood, ordinary, steel, and concrete
construction, principles of fire and smoke growth, and fire resistance
construction.

FT 304 Fire Behavior.and Combustion 3 Units
Cosrquisite: FIRE 10,90 orFT300.
Course Trar f rable to CSU
Hours: 54 bouts 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.

FT 310 Fire Service Hydraulics 3 Units
Aclvrsory: FT 300 or FIRE 1090,
Course Transferable to CSU
Hours: 54hortrsLEC
This course provides information on obtaining water from various
sources ofsupply, properly routing it through the"pump, and dis-
charging it through various devices with the proper pressures for fire
suppression.

FT 320 Hazardous Materials
Advisoryt IT300 or FIRE 1090.
Course Tmnrferable to CSU
Hours: 541iours LEC

3 Units

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 materials information regarding emergency
procedures, legal requirements, and compliance to regulations.

American River College Catalog 2009-2010



SMALL BUSINESS DEVELOPMENT AND EMPLOYMENT ADVISORY BOARD

CONTACT: Office of Small Business Development
Charlotte Broussard cBt•oussard@cityofsacramento.org

Susan Edmondson sEdmondson@cityofsacramento.org

Kenneth Fleming, EE Manager kfleming@cityofsacramento.org

915 1 Street, 2"a Floor - NCH
Sacramento, CA 95814

Telephone: 808-6764 (OSBD)
808-8174 (Charlotte)

Fax: 808-6765

Mail code: 18000

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 small 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 (l) 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 "E" 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:

l. 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 Employment Advisory Board

Member Name

Vacant

Elizabeth Cantu

Edgar A. Calderon

Phillip D. Thorne

Ognian A. Gavrilov

Anita R. Johnson

Victoria Castaneda

Trina M. McKie

Debra lchimura

Vacant

Tosha Cherry

Category District Current Appt. Dat Term Expires Term Limit / Seat Comment

A

A 6 06/10/09

A CO 07/29/08

03/03/09

B 1 05/25/10

B 6 05/19/09

03/23/10

B CO 03/23/10

04/25/10

B 03/31/09

Board and Commission Membership Roster

05/03/10

05/03/11

05/03/10

01/22/11

05/03/12

01/22/11

01/22/12

01/22/12

05/03/12

05/03/09

01/22/10

$alama res. 11•01-09

1 st Term

2nd Term

1 st Tenn

1 st Term

lst'rerm

1 st Term

2nd Tenn

1 st Term

Michael Duffy left

City Manager Appt.1 1 st Term

Revised 06/14/2010
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