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Abstract 

The problem was North Fort Myers Fire Control District (NFMFD) recently restructured the 

organization implementing lieutenants at each fire station. These officers held the position, but 

there was no formalized planned or progressive development schedule to better prepare them to 

meet the job requirements of the organization or the community they serve. The purpose of this 

research project was to determine what factors should be considered in a lieutenant professional 

development schedule within NFMFD. The Descriptive Method was used, and answered the 

questions: a) what types of professional development schedules are other fire departments using 

for their lieutenants? b) what factors would NFMFD employees consider important regarding a 

successful development schedule? c) what factors should be included in a formalized 

professional development schedule that will better fit the needs of NFMFD. The procedures 

included collecting external fire department officer development information. An internal survey 

was then developed and distributed in an effort to determine what employees considered 

important regarding a successful development schedule. Key components were then identified by 

analyzing external fire department information and internal policies, procedures, and processes.  

The results of this project indicated a definitive need for an officer development schedule within 

NFMFD. Additionally, key components were identified that meet the organization’s needs and 

should be included in an officer development schedule within NFMD. The recommendations 

further supported the importance and the difficulties associated with designing and implementing 

an officer development schedule.  
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Professional Development Schedule for Lieutenants 

 Recently the North Fort Myers Fire District (NFMFD) executed an organizational 

restructuring plan for the Fire Suppression Division of the department and a battalion chief for 

each shift was established. Additionally, through the testing process nine driver/engineers were 

promoted enabling NFMFD to have a company officer at each station for each shift.  The 

problem is, these lieutenants now hold this officer position, but there is no formalized (or 

informal for that matter) planned, or progressive development schedule to better educate and 

prepare these lieutenants to better meet the job requirements of the organization or the 

community they serve.  

The purpose of this research project is to determine what factors should be considered in 

a lieutenant professional development schedule within NFMFD. The Descriptive Method will be 

used for this project and will answer the questions: a) what types of professional development 

schedules are other fire departments using for their lieutenants? b) what factors would NFMFD 

employees consider important regarding a successful development schedule? c) what factors 

should be included in a formalized professional development schedule that will better fit the 

needs of NFMFD.  

Background and Significance 

To offer a perspective regarding the work environment of a NFMFD lieutenant, the 

department is a combination independent special district consisting of 64 members located in 

Lee County, Florida. Via 3 fire stations, NFMFD provides fire protection, rescue, EMS, public 

education, code enforcement and prevention programs to the community. The NFMFD fire 

suppression section consists of 3 shifts, each with 15 career firefighters working a 24/48 work 

schedule. Recently, NFMFD implemented an internship (volunteer) program at this time 
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consisting of 12 firefighting members; they provide support at various times throughout the work 

schedule. The first response area of NFMFD covers a 44 square mile zone that is stretched along 

the greater waters of the Caloosahatchee River and east of the City of Cape Coral. With a 

population of approximately 50,000 (which increases to almost 70,000 during winter season), 

NFMFD protects various neighborhoods, subdivisions, high rises, apartment complexes, other 

multi-family dwellings, and several depressed and upper-class retiree manufactured home 

communities. Complexes and infrastructure under the NFMFD protective umbrella include 6 

public schools, two major water treatment plants, a large industrial park, and many commercial 

structures including restaurants, strip malls, retail stores, and other general business 

establishments. Several major transportation modes navigate through the district such as 

Interstate-75 and U.S. 41 as well as a railroad line all of which regularly transport bulk 

construction and hazardous materials. Additionally, one of the fire stations sits adjacent to an 

upper-class residential subdivision that is aircraft owner specific. This subdivision has its own 

private fueling station (10,000 gallons AVGAS) and a 3200 foot private airstrip that is used on a 

regular basis. 

Other than general fire suppression, medical, and rescue activities, risk assessments of the 

NFMFD community reveal some of the greatest threats and challenges stem from tropical 

storms, hurricanes, and wild land fires. The NFMFD district is part of a 1,408 square mile basin 

with many of our communities located in areas deemed flood zones. To the north of the district 

are seasonally flooded woodlands. These areas span over many acres and are at a higher 

elevation than our area which is to the south. During rainy season, these areas fill with water and 

eventually create a downward “sheet flow” that drains into NFMFD in an effort to make its way 

to the Caloosahatchee River. Heavy rains caused by a tropical storm coupled with this 



Running Head: PROFESSSIONAL DEVELOPMENT SCHEDULE FOR LIEUTENANTS  7 
 

 
 

phenomenon often present flood hazards making emergency response difficult. Another concern 

is large woodland parcels contained within and surrounding the district that are considered very 

high risk “levels of concern” by the Division of Forestry. Some of these areas present major 

interface challenges during fires.  

In reference to the history of the NFMFD fire suppression hierarchy, prior to 

implementing the organizational restructuring plan, NFMFD had four stations throughout the 

district. A captain (as was titled in the past) was positioned at two of the four stations and was 

the shift commander. There were no “company officers” (lieutenants) at this time; the 

driver/engineer was essentially the daily mid-level management supervisor at the two stations 

that did not house a captain. This chain of command offered several problems for many years. 

Most importantly, it was extremely difficult for a driver/engineer to perform company officer 

duties on the fire ground such as establishing command, scene size-up, formulating a strategy, 

etc. when a key factor of their job was to establish and prepare the apparatus to pump water to 

the firefighters. Another issue was the norm in our area for surrounding auto/mutual-aid districts 

to have the firefighter, engineer, company officer, battalion chief, chain of command. On fire 

scenes because NFMFD was not structured this way, it would often cause confusion.  NFMFD 

administration was very aware that this organizational structure was flawed and tried to address 

it. At the time, the concept of implementing battalion chiefs and lieutenants at each station for 

each shift seemed hopeless: ultimately it was not financially feasible. But, then came the 

recession. This tragic economic down-turn caused NFMFD to lose approximately 50% of its 

budget over the years. Seventeen career employment positions were eliminated through 

voluntary separation plans and lay-offs. One fire station was permanently closed and two 

administrative divisions within the organization were discontinued. Vehicles were sold and 
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operationally, everything that could be done to cut costs was done. Ironically, by closing a 

station and downsizing the workforce, it opened the door of opportunity to restructure. Financial 

times were extremely tough; however, not only did administration realize that restructuring 

would enhance the efficiency, effectiveness, and safety of emergency as well as general daily 

operations, the employees recognized and desired it too. Incidentally, the time was right and 

NFMFD restructured, the most notable accomplishment being it was successfully done at the 

will of the employees (including collective bargaining) through the technique of empowerment, 

with no increase in pay provided or promised.    

It is not to say that the candidates who successfully passed the promotional testing were 

thrust into the position without any type of leadership direction. NFMFD does have a formalized 

and well communicated career path for each of the positions within the organization. NFMFD 

leaders understand the concepts and importance of mentoring and the lieutenants have been 

informally mentored, but because there is no formalized and mapped guidance, there is a lot of 

information concerning department operations that the officers do not receive, thus they are 

reactive to many situations. It is important to mention that NFMFD does have stringent 

educational requirements all candidates have to meet prior to testing for the position. Candidates 

are required to possess both Florida State Fire Officer I and II certificates. Although, all the 

lieutenants have these certificates and this is quality highly recognized training, much of it is 

generalized fire service education and unless an organization recognizes this education and 

somehow applies it internally, the knowledge retention is essentially lost in time. Also, several of 

the new lieutenants took these classes years ago and except for the occasional online NIMS 

Incident Management course, literally nothing else has been officially assigned. The only 

educational direction that is provided is the Associate’s Degree in Fire Service Technology or 
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related degree requirement for advancement to battalion chief. Obtaining an Associate’s Degree 

is a great achievement, but most colleges will transfer the Fire Officer I and II classes as core 

credits towards the students transcript and the only remaining credit hours consist of math, 

composition, social sciences, and humanities; most fire service related education stops. NFMFD 

also has lieutenants that have obtained the position, but have no desire to become a battalion 

chief, and avoid collegiate academia? Although at this point, NFMFD is being reactive in 

researching a development schedule for lieutenants, it is one of the goals of this research project 

to be proactive and have something established for future leaders of organization. The 

significance of this project is ensuring that NFMFD lieutenants do not become stagnate and 

remain reactive to issues concerning their job. A schedule of this type will better prepare the 

officers making them more efficient, effective, and safety conscious towards their crews and the 

community they serve.  

This research problem is relevant to EFOP’s Executive Development course which 

addressed that moving from a “process culture” toward a “learning organization culture” can be a 

challenge for fire service authorities (National Fire Academy, 2012, p. SM 7-22). As an 

executive officer at NFMFD, providing the support and reinforcement necessary to complement 

the future of this project will prove to be a challenge.  

To establish a linkage between the problem and one of the USFA goals, this research 

project is related to goal number 4, “improve the fire emergency services’ professional status” 

(United States Fire Administration, 2010-2014). By researching and developing a lieutenant 

professional development schedule, NFMFD is improving the fire and emergency services’ 

professional status. 
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Literature Review 

 The literature review for this project included reviewing company officer development 

programs, handbooks, and task books from external fire departments. The NFMFD job 

description for lieutenant was also reviewed along with organization policies/procedures and 

company officer related, articles, textbooks, and NFPA 1021, Fire Officer Professional 

Qualifications.  

The first indication that the lack of a development program was not just an issue within 

NFMFD, but a problem at a Florida State and National level occurred after browsing several 

applied research papers completed by past Executive Fire Officer Program students. These 

researchers also lacked officer development programs; their research suggesting there was a 

definitive need for a formalized program within their organizations and several other fire 

departments these authors surveyed had the same issue and need. One former EFOP student’s 

research indicated “that out of 56 departments surveyed, only 29% participated in a lieutenant 

development program, 71% did not participate, however all 71% were either actively pursuing a 

program or at least thought a program would be beneficial to their department” (Dickens, 2005). 

The NFMFD job description (Appendix A) was also going to play a role in identifying 

critical skills and knowledge elements that should be included in a departmental officer 

development schedule. According to Loflin & Sanders (2003), “a job description defines the 

initial training and education needs for each position as well as ongoing training and education 

needed to maintain certification. They therefore allow a fire department to develop a training 

matrix for each position. A training matrix must use it as its conceptual base the various 
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competencies for which training is to be provided” ( p. 58). For this reason, this document was 

continually reviewed throughout the process. 

Industry standards and best practices related to company officer development were also 

reviewed beginning with the National Fire Protection Association (NFPA) Standard 1021, Fire 

Officer Professional Qualifications. This standard categorizes Fire Officer I, II, III, and IV into 

separate ranks the intent of this standard to define progressive levels of performance required at 

the various levels of officer responsibility (National Fire Protection Association, 2009). During 

this research, an informative resource called the IAFC Officer Development Handbook was 

obtained. This document stresses the importance of officer development and uses the term 

“mapping” which under IAFC’s definition is a “planned, progressive life-long process of 

education, training, self-development and experience” (International Association of Fire Chiefs, 

2003). With brevity in mind, this handbook then offers a systematic plan separating each NFPA 

officer level and then using table format, provides distinctive mapping for each of the elements 

related to training, experience, self-development, and education. 

After reviewing the components of NFPA 1021, most of the requisite knowledge and 

skills for Fire Officer I, II, III, and IV looked familiar. This is because all NFMFD officers 

(including this researcher) are required to have Florida State Fire Officer I and II prior to any 

promotion. This research project will not attempt to identify all the knowledge and skills 

requisites addressed in NFPA 1021, but because NFMFD lieutenants are required to have Florida 

State Fire Officer I and II certifications will explain the relation between NFPA 1021 and 

Florida’s fire officer certification programs.   

 The Florida Bureau of Fire Standards and Training purposely included NFPA 1021’s 

skills and knowledge requisite requirements into their Florida State Fire Officer I and II 
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programs. According to Susan Shell, Training Programs Manager for the Florida State Fire 

College, “when a student successfully passes the Florida Fire Officer I exam alone, the person is 

automatically eligible for the National Fire Officer II Certification. Florida Fire Standards had to 

meet NFPA 1021 requirements, it was the only way the Florida Fire Officer I and II programs 

could receive National Pro-Board Accreditation” (personal communication, March 5, 2013). At 

this point in time, Florida only has the Fire Officer I and II programs implemented and the 

curriculums are extensive requiring many hours of training. For a student to obtain Florida State 

Fire Officer I, seven 40-hour and three 16-hour courses are required and include: 

• Company Officer Leadership (40 hours) 

• Firefighting Tactics I (40 hours) 

• Firefighting Tactics II (40 hours) 

• Fire Service Course Delivery (40 hours) 

• Fire Prevention Practices (40 hours) 

• Private Fire Protection Systems I (40 hours) 

• Building Construction (40 hours) 

• I-200 Incident Management Class (16 hours) 

• I-300 Incident Management Class (16 hours) 

• Anti-Terrorism (16 hours) 

Upon completion of each one of these classes, 328 hours of training are credited, then 

once the student completes all these classes, to receive the actual Fire Officer I Certificate, 

successful completion of a State issued written exam is required.   
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In addition to the Fire Officer I certificate, NFMFD lieutenant candidates are required to 

possess the Florida State Fire Officer II certificate which consists of eight 40-hour courses 

including:  

• Fire Chemistry 

• Origin and Cause 

• Fire Department Administration 

• Legal and Ethical Issues for the Fire Service 

• Fire Service Course Design 

• Fire & Life Safety Educator or Public Information Officer 

• Business/Technical Writing 

• Computer Literacy or Micro Computer Concepts 

Upon completion of each one of these classes, this totals 320 hours. At this point in time, 

there is no State written exam requirement, once students successfully complete all the listed 

classes, a Fire Officer II Certificate is granted from the State of Florida. By combining the 

training hours of both certificate programs, 648 hours can be documented as quality, legitimate, 

officer education.  

It is important to mention that currently hearings and workshops are being held by the 

Florida Standards and Training Bureau in an effort to revamp the entire fire officer program. 

This researcher received a draft copy of the proposed changes, these changes include adding 

definitive Fire Officer III and IV curriculums, requiring the completion of task books, and adding 

more classes.  This process will need to be continually monitored because in the future it may 

require changes to NFMFD educational requirements established for officer positions.  
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Other resources used for the literature review included recognized textbooks that are used 

for company officer educational purposes.  These publications also stress the importance of 

having professional development programs. Smoke (2010) emphasizes a continuing program of 

training and education should be provided to all members. This training helps maintain 

proficiency at present levels, meet certification requirements, learn new procedures, and keep up 

with emerging technology (p. 12). Other literature revealed that these types of programs are not 

always easy to develop and formally implement. “Despite the fact that past fire and emergency 

response managers have identified the lack of high-quality staff development as a significant 

problem in the organizations, the fact that this lack still remains well after it has been recognized 

attests to the difficulty of designing and implementing a good staff development program” 

(Theil, 2012, p. 253).  Ray Gayk who wrote an article under a company officer development 

segment of Fire Rescue Magazine points out that one of the biggest issues in the fire service is 

how to train our personnel. “There are many ways to prepare people to do their job, but it can be 

difficult to develop and implement a plan because you must balance many factors: subject 

matter, mandatory training, resources, etc.” (Gayk, 2011, pp. 99-100). 

One of the most important components of this research project was examining external 

fire department officer development programs. These programs addressed essential elements 

such as fire tactics and strategy, the importance of facility/fire ground safety, incident 

management, etc., but other components such as intradepartmental policies, procedures, and 

daily operations were addressed and more personalized towards their organizational culture.  

This concept seemed very appropriate to NFMFD needs. Estero Fire Rescue (2011) has their 

program separated into modules which specifically addresses certain functional aspects within 

their organization. Module I of the program addresses payroll, staffing, fire reports, leave and 
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overtime, email, operation’s calendar, station logs, and department forms. Under each one of the 

above topics, the schedule identifies each item the lieutenant is to learn. For example, under the 

“departmental forms” topic, the lieutenant is expected to learn how to properly fill out specific 

forms such as overtime forms, swap forms, injury, accident, exposure forms, damaged 

equipment forms, etc. The schedule carries further identifying every departmental form the 

lieutenant is expected to encounter during his/her daily activities.  Module 2 addresses 

counseling and problem solving, leadership responsibilities; Module 3 addresses all the 

communication aspects of the organization such as 800MHz, working tactical channels, hand-

held radios, brush fire commands, VHF, mobile data terminal operations. Module 4 addresses 

tactics, interagency relations, etc. One component in an officer development task book received 

from Palm Harbor Fire Rescue required the company officer to read specific organizational 

policies, tactical procedures, and articles related to their Union’s labor agreements. After 

completion of each assignment, the lieutenant was then required to successfully pass an exam 

that was provided by a chief officer (Palm Harbor Fire Rescue, n.d). Citrus Sheriff Fire Rescue 

provided a program where one of the phases included multiple pass or fail scenarios the officer 

was required to complete. For example, two of the scenarios involved citizen complaints and the 

lieutenant was required to provide a formal response (with department letterhead) explaining the 

proper chain of command for notification (Citrus County Sheriff’s Office Fire Rescue Division, 

n.d.) . Other correspondences concerning officer development provided less detailed information. 

For instance, some departments simply responded they required their company officers to attend 

certain seminars, or a 1-week officer academy.  

 All the information in the literature review proved valuable and should be taken into 

consideration when identifying the key components of an officer development schedule within 
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NFMFD. Even though NFMFD lieutenants have completed the Florida Fire Officer I and II 

programs, or have studied company officer textbooks for promotional purposes and have seen 

the material before, surely it would not hurt contain curriculum from these past classes or 

textbooks in a development schedule for refresher training purposes. But, the most valuable 

phase of the literature review involved analyzing fromalized company officer development 

suggestions and programs obtained from external fire departments. These programs 

predominantly influenced this project because they revolved their development schedules around 

internal operations, policies, procedures that better fit the needs of their individual departments 

and their community.   

Procedures 

To begin answering the first question of this research project, the goal was to obtain as 

many copies as possible of company officer development programs other departments had 

already implemented within their organizations. This was done through electronic email 

correspondence including a mass email to the Florida Fire Chief’s Association (FFCA) network. 

An external survey was not developed for correspondents to complete regarding whether a 

department had in place or felt it was important to have an officer development program. In an 

attempt to gather hard-copy documents with formalized data, an electronic email message was 

sent out explaining “I’m looking to research any training, professional development programs, or 

schedules your department has implemented for a Lieutenant’s (company officer related) 

position. I would be interested in receiving anything formalized your department uses regarding 

development and training for this position.” 

  Regarding the FFCA network, the email was done indirectly by calling the FFCA 

administrative office and making contact with the person who oversees email distribution; this 
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contact in turn sent the request to the masses. Because of this, there were limitations because the 

FFCA is a large network and not as personable; there is uncertainty who exactly received the 

email or who passed the email on to who, etc. Nonetheless, this researcher was content with the 

information received. As the officer development programs began coming in, the components of 

these documents and the resources mentioned during the literature review were compared and 

contrasted to the NFMFD lieutenant position description in an attempt to identify key skills and 

knowledge elements.  

 The next procedure was to develop a survey questionnaire with the purpose of determining 

what employees consider important regarding a successful officer development schedule within 

NFMFD. Because the lieutenant is a mid-level management position within fire suppression, the 

Fire Suppression Division was chosen as the sample selection. This consisted of 50 members 

(including career, and some interns) and was distributed over a one month period. When 

distributed, all participants were informed that the questionnaire was a survey instrument for an 

applied research paper for an EFOP class; the purpose of the survey was then explained along 

with the statement that the survey was anonymous (Appendix B).   

The survey begins by asking participants if they feel there is a need within NFMFD for a 

schedule of this type. Then the crux of the survey includes an extensive list of knowledge and 

skills that were selectively chosen from the NFMFD job description, organizational policies and 

procedures (as generalized as possible), and literature review resources. During the development 

of this survey, the list grew to 28 elements each rated from a high level of very important and 

scaling downward to fairly, somewhat, and then not important at all. For instance, the first 

knowledge and skills element is Chapter 1 of Employee Manual which contains departmental 

information such as Board of Commissioner functions, budget, accounting, and inventory 
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policies and procedures. Participants were asked to check one box for each component using the 

importance scale of: 

• Very Important- As a lieutenant, you must know these policies and procedures on 

demand/command like the back of your hand. 

• Fairly Important- As a lieutenant you should have an almost above average knowledge of 

most of the components of the policies, but the intricacies may require further review. 

• Somewhat Important- You should know the policies exist and a few details, but as a 

lieutenant, most of the components will be vague.  

• Not Important- As a lieutenant, maybe you should know the policies exist, but details and 

components are not that important.  

Additionally the survey asked participants to identify any other knowledge or skills not 

listed, and if they knew of any other officer development curriculums/ programs that may 

enhance this project. Lastly, the question was posed who they thought should oversee a schedule 

of this type.  

 A limitation to the survey process was despite the attempt to obtain as many completed 

surveys as possible, the entire sample collection was not surveyed because of conflicting 

schedules and activities of personnel. Follow-ups included face-to-face approaches asking if they 

had completed the survey some of which advised they were in the process, but were not done. 

Five of these personnel never responded; eventually 45 surveys were collected for analysis 

indicating out of a sample selection of 50, only 45 (90%) successfully responded. Each survey, 

each check mark for each of the importance boxes of the 28 knowledge and skills elements was 

then counted. Once these numbers were tallied, the percentage was calculated for each box 

(Appendix C).   
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The next phase of this project included identifying key components that NFMFD should 

include in a formalized officer development schedule. As mentioned earlier, the largest impact 

obtained from the literature review was how external fire departments based their programs 

mostly on internal operational requirements. For this reason this concept was used and the key 

factors that should be included in an NFMFD schedule were determined as follows: 

1. Compare and transpose illustrative tasks from NFMFD job description, policies, 

procedures, and key components retrieved from external fire department 

suggestions and programs  

2. Using internal survey identify what employees consider important in this type of 

program 

3. Place the information in a schedule format  

Results 

To answer the first question of what types of professional development programs other 

fire departments are using, there were 21 responses from various external fire departments that 

provided information: 

• Four of the responses were basic email replies explaining they sent there officers 

to an academy or seminar type training. 

• Five used online courses provided by FEMA/EMT, NFA Online and NIMS 

incident management courses as continuing education.   

• Three departments responded they use an online training and records 

management system (Target Safety/Solutions) to manage all their officer 

development. 
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• Four departments supplied company officer development check-off sheet 

documents, but regarding their interdepartmental process of developing officers, 

this data was choppy; not easily understood by this researcher.   

• Three departments responded they were in the process of developing a program, 

but no hard-copy information was sent. One respondent asked this researcher to 

send a copy of the NFMFD officer development schedule when it was complete.  

• Two of the responses provided more of a career path direction (which NFMFD 

already has in place).   

• Three of the programs were actual handbooks developed within their 

departments. These documents provided distinctive mapping through the officer 

development process specific to their department’s needs.   

The next question of this research project helped determine what factors NFMFD 

employees consider important regarding a successful development schedule. The first question 

asked respondents if they felt there was a need for planned and progressive training, continuing 

education, or self-improvement for the position of Lieutenant post-promotion: The result was 

100% checked yes.  

To answer the next question of what factors NFMFD employees thought important 

regarding a successful development program, the results were calculated in percentages and then 

listed in order of highest to lowest level of importance (Appendix D). When categorizing the 

percentage ratings from highest to lowest, the knowledge and skills component that received the 

highest rating was Basic Firefighting Tactics and Strategy. The survey indicated 93.3% ranked 

this element as a very important rating; the remaining 6.7% marked it as fairly important. Also 

note the last element on the list (Chapter 1 of the employee manual) received a very important 
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rating of 20%. The highest percentage of employees rated this item somewhat important at 

37.8%. This portion of the manual addresses all the functions of the Board of Commissioners 

and all policies related to revenues, expenditures, accounting, inventory, etc. Below are further 

descriptions of the results: 

• Chapter 3 (Operations), of the department employee manual rated 91.1% as a very 

important rating, 8.9% rated it as fairly important. 

• Chapter 4, SOGs also rated a 91.1% very important rating, the remaining percentile of 

8.9% marked this component as fairly important. 

• Again 91.1% ranked leadership and motivation as very important and 6.7% rated it fairly 

important. One respondent rated it somewhat important (each respondent = 

approximately 2.2%). 

• At the very important level, Communication skills received 88.9%; 8.9% rated it as fairly 

important, and one respondent rated it somewhat important. 

• Problem solving, decision making and facility and fire ground safety tied receiving an 

86.7% very important rating. Both also obtained an 11.1% rating of fairly important and 

2.2% for somewhat important. 

• Building construction received a very important rating of 84.4%. All other responses 

(15.6%) rated it fairly important. 

• Mutual/auto-aid procedures ranked 75.6% in the very important rating the remaining 

percentage of 24.4% rated it as fairly important. 

• Mentoring also ranked 75.6% in the very important rating, but 17.8% rated it as fairly 

important and 6.7% rated it as somewhat important.  
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• Conflict resolution also tied at 75.6% in the very important rating, but 11.1% rated it as 

fairly important and 13.3% rated it at somewhat important. 

• Department vehicles and equipment rated 73.3% at the very important rating; 20% rated 

it fairly important, and the remaining 6.7% thought it was somewhat important. 

• Team building received a 68.9% very important rating; 28.9% rated it fairly important, 

and one respondent rated it somewhat important.  

• Chapter 2 of Employee Manual, Administrative policies received a 66.7% very important 

rating; 26.6% rated it fairly important and 6.6% somewhat important. 

• Exposure, illness, accident investigation procedures ranked very important at 64.4% and 

31.1% rated it fairly important. Two respondents (4.4%) ranked it as somewhat 

important. 

•  Evaluating subordinate performance rated a 60% very important rating. 31.1% marked it 

as fairly important and 8.9% thought it to be somewhat important. 

• Department forms and paperwork requirements were rated 57.8% at the very important 

rating. 33.3% gave it a fairly important rating and 8.9% a somewhat important rating. 

• Legal and ethical issues received a very important rating of 53.3% and 33.3% rated it as 

fairly important. 11.1% rated it somewhat important and one respondent rated it not 

important. 

• Information technology received a 53.3% very important rating; 33.4% rated it fairly 

important; 11.1% somewhat important and one respondent rated it not important. 

• The Union Contract and labor relations received a 51.1% very importance rating. 26.7% 

rated it fairly important; 20% fairly important and one respondent rated it as not 

important. 
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• Professional/technical writing received a 51.1% very important rating. 22.2% gave it a 

fairly important rating, 17.8% felt it somewhat important, and 8.9% not important. 

• Health and wellness received a very important rating of 51.1%. 42.2% felt it was fairly 

important and the remaining 6.7% gave it a somewhat important rating. 

• Training development was a very important rating of 46.7%. 40% gave it a fairly 

important rating and 8.9% ranked it as somewhat important. One respondent ranked it as 

not important. 

• Fire codes and standards received a very important rating of 42.4%. 40% ranked it fairly 

important, 17.8% somewhat important, and one respondent ranked it not important. 

• Special operations received a very important rating of 42.4%. A higher percentage rating 

of 48.9% went to fairly important.  The remaining 8.9% ranked it somewhat important. 

• At the very important level, incident management refresher rated 40%. 35.6% rated it as 

fairly important; 20% somewhat important and 4.4% not important. 

• Local state, federal, politics, and relations received a very important rating of 33.3%. The 

higher rating of 37.8% was ranked at the fairly important level. 22.2% rated it as 

somewhat important and 6.7% as not important. 

• Chapter 1 of the Employee Manual (Board functions, budget, accounting, inventory, etc.) 

received a 20% very important rating. 33.3% rated it as fairly important, 37.8% rated it at 

somewhat important and 8.9% rated it as not important. 

The next question of the survey asked respondents to list any other knowledge or skills 

that were not listed. There were 6 responses and included:  

• People skills 

• Common sense 
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• District target hazards 

• Mechanical skills, time management, risk vs. reward 

• Engine company operations 

• One respondent mentioned lieutenants should be required to run medical calls so they 

can keep up with their medical field training (this is a hot topic within our 

department). 

The next question asked participants if they knew of any officer development curriculums 

or programs that may enhance this research project. There were 2 responses and included: 

• The Emergency Services Leadership Institute. This is a Florida Fire Chief’s Association 

executive officer development series and is an excellent program that addresses higher 

fire administration functions. It is rather expensive and requires travel throughout the 

year to attend classroom lectures and presentations. Although not formally required, once 

an employee promotes to battalion chief, every effort is made to ensure the chief 

completes the series.   

• EMI/FEMA Professional Development Series (online series) 

The last question asked participants who should map-out a formalized NFMFD 

development schedule. Table 1 provides the results:  

Table 1, Who Should Map-out a Formalized NFMFD Development Schedule 

Category Percentage 
Distinctively mapped out, formalized (Administration) 44.4% 
Battalion Chief’s choice 11.1% 
Individual Lieutenant’s choice 13.3% 
All of the above 31.1% 
Other No response 

 
 This question resulted in 44.4% desiring the program be mapped out and formalized by 

Administration. The next higher percentage of 31.1% indicated employees favored the schedule 
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to be mapped out by all the choices including administration, battalion chiefs, and lieutenants. 

11.1% responded it should only be the battalion chief’s choice and 13.3% indicated it should be 

only the lieutenant’s choice. No information was provided for the “Other” category. 

The next portion of this research project included identifying what factors should be 

considered in a formalized professional development schedule within NFMFD. After reviewing 

the internal survey and relating the components to the NFMFD job description, and organization 

policies/procedures, it was discovered that some of the elements mixed or overlapped. For 

instance Basic Firefighting Tactics and Strategy rated the highest level of importance at 93.3% 

and Building Construction rated 84%. To best fit the needs of NFMFD, these two items will be 

combined and will be addressed by completing walk-throughs of target hazards and existing and 

new construction buildings using fire tactical worksheets. These worksheets require identifying 

and discussing building construction and important items related to fire operations and tactics. 

This process is much like pre-fire planning, but currently NFMFD firefighters do not actually go 

out in the district and complete pre-fire plans and there is a lack of awareness concerning new 

construction and many of the district’s target hazards. For this reason, the first proposed item in 

the schedule will begin with Basic Firefighting Tactics and Strategy combined with Building 

Construction and would be addressed by assigning lieutenants and their crews to identify target 

hazards in their respective zones and complete walk-through tactical worksheets. 

Another important consideration was some of the elements ranked lower in importance 

from the employees’ perspective, yet from an organizational goals and objectives standpoint, 

were considered higher in importance. For instance one of the goals in the future organizational 

strategic planning processes involves eliminating the Training Division through succession. The 

goal is to have the battalion chiefs and lieutenants eventually maintain consistent departmental 
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training.  The difficult issue with this goal is suppression personnel are used to the Training 

Division developing, scheduling, and providing all the departmental training. This will require 

changing the department culture necessitating all officers to be developed in an effort to meet 

this goal. For this reason, the training development will be positioned in the top area of the 

schedule.  

The next portion of this research paper will begin placing the key components into a 

sample schedule format. The key components will be bolded whereas the subject matter within 

these components will be bulleted. Having previously discussed Basic Firefighting Tactics and 

Strategy/Building Construction and Training Development, Design, and Delivery, these two 

items will begin the schedule. Brief explanations will also be provided throughout the narrative:  

Basic Firefighting Tactics and Strategy/Building Construction 

• Complete tactical worksheets for existing/new construction and target hazards 

Training Development, Design and Delivery 

• Departmental training matrix and requirements 

• Training idea resources (industry magazines, websites, Essentials book)  

• Developing an outline 

• Training documentation procedures (training rosters and FireHouse) 

To continue identifying what employees thought important, the next highest rating was 

Chapter 3 of the Employee Manual. This section of the manual addresses all departmental 

operations including, daily activities, driving policies, and structure fire response requirements. 

Under Daily Activities, the lieutenant would be required to know and/or demonstrate the subject 
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matter of each component. The same applies for the next component SCBA Maintenance and 

Inspection and Driving and Vehicle Policies, etc.  

Chapter 3, Operations 

Daily Activities  

• Shift exchange, communication with off-going shift 

• Morning briefing with crew 

• Shift activities 

• Cleaning of equipment and apparatus 

• General daily clean-up 

• Station clean-up 

• Daily Flag maintenance 

• Waxing of all vehicles 

• Generator operation 

SCBA Maintenance and Inspection 

• Daily inspection of SCBA equipment 

• Thursday’s SCBA equipment and functional tests 

• Cleaning and disinfection of SCBA equipment 

• Mako system maintenance and operations (SOG) 

Driving and Vehicle Policies 

• Driving policy 
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• Out of service vehicles 

• Daily pump checkout 

• Vehicle exhaust extraction system policy 

Alarm Activation Operations  

• Response 

• Alarm activation reports 

• Resetting of fire alarms 

• Lock-Box access and procedures 

Response to Structure Fires  

Everything listed in this category is a formalized policy (not a guideline) within the 

employee manual and additionally is an illustrative task identified n the lieutenant’s job 

description. This is a very important element in regards to department needs, because NFMFD is 

still in the process of developing company officers to provide proper initial radio reports, 

perform a size-up and adequately report the information to incoming units. 

• Response to structure fire and fire ground procedures policy 

• Successfully complete a mock scenario and provide adequate initial radio report 

• Accountability (daily maintenance and fire ground) 

• Scene size-up procedures 

• Defensive vs. Offensive modes 

• Establishing rehab 

• Transfer of command  
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• Staging procedures 

• Emergency evacuation signal 

• Post-incident fire critiques 

The next key component was department standard operating guidelines (SOGs). To name 

a few, these include firefighter rehabilitation, rapid intervention team, firefighter rehab, 2in/2out, 

accountability, aircraft emergency, vehicle fires, etc. Additionally, because department SOGs 

specifically address rope and water rescue, the Special Operations component (which rated 

further down the list of importance) will be included in this portion. As noted in the literature 

review, one fire department had their company officers review specific departmental SOGs and 

then were required to take a written exam. This concept may be considered in a NFMFD 

schedule.  

After the SOG chapter, the leadership and motivation element was placed in the schedule. 

One online professional development course related to the fire service is a course that is part of 

the FEMA/EMI Professional Development Series; this may be considered as an assignment.  

Chapter 4, Departmental SOGs 

• Demonstrate a knowledge of departmental SOGs 

Leadership and Motivation 

• Log into FEMA/EMI website and complete IS-240, Leadership and motivation 

(certificate required) 
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Communications 

• Fire Ground Communications 

o Radio line-up chart  

o Changing tiers (complete channel surfing exercises) 

o Programing and scan procedures 

o Incident command tiers, working tac channels 

o Hand-held scan/programming operations 

o Brush Fire Command Channels 

o VHF channels (red, blue, white) 

• Log into FEMA/EMI website and complete IS-242 Effective Communications (certificate 

required) 

Problem Solving, Decision Making 

• Log into FEMA/EMI website and complete IS-241 Decision Making and Problem 

Solving (certificate required) 

Facility and Fire Ground Safety  

• Department Facility inspections and check-off sheet 

• Watch Volunteer Firefighter Foundation video, Fire Safety Officer Roles and 

Responsibilities  

Mutual/auto-aid, County-Wide SOGs 

• Automatic & mutual aid response with Bayshore Fire agreement document 
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• County-wide IMT (brush fire response procedures) 

o Strike team response 

o Travel channels (strike team assignments) 

o Reporting to staging (designated out of county staging locations) 

o Staging forms  

o County-wide accountability (PAR tags) 

Conflict resolution rated at 75.6%, yet Union Contract and labor relations rated at 51.1%.  

It is important that lieutenants know the Union Contract and Administrative policies. Because 

several of our department conflicts revolve around administrative vs. bargaining unit issues, the 

Union Contract component was included in the conflict resolution portion of this schedule. 

Conflict Resolution 

• Union Contract and grievance procedures 

• Chain of Command and Citizen Complaints 

o Complete citizen complaint scenarios 

• Log into Mcneil & Company and complete Workplace Violence  

• Progressive discipline policy 

• Review video, Verbal Judo, Diffusing Conflict Through Conversation 

• Firefighter Bill of Rights 

Department Vehicles and Equipment 

• This topic will be addressed by requiring the lieutenant to provide training on 

certain aspects of vehicles and training. For instance pump ops, air bags, chain saws, or the 
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foam systems on brush trucks, the lieutenant will be given an outline regarding these topics 

and be required to prepare, schedule, and present this training to their crews.  

The next component employees rated as important was Chapter Two of the employee 

manual. Legal and ethical issues rated further down the list, but because many of the topics in 

Chapter 2 address legalities, they were included in this portion of the schedule.  

Chapter 2 of Employee Manual, Administrative Policies/Legal Ethical Issues 

• Rules and regulations section 

• Employee manual employer law requirements 

• Negligence assignment (Legal Considerations for Fire and Emergency Services)  

• Review sexual harassment policy then log into Mcneil & Company and complete 

Sexual Harassment  

• Leave, comp-time policies 

• Safety compliance 

• Personal appearance requirements 

Exposure, Illness, Accident Investigation Procedures 

• Review accident investigation packet and SOG 

• Review forms 

o Ryan White 

o Workers’ Comp 

o Personal injury, illness form 

o Vehicle Accident form 
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o Photographs 

• Exposure procedures (Exposure Control Manual) 

Evaluation Subordinate Performance 

• Review probation and evaluation policy 

• Firefighter and engineer job descriptions 

• Firefighter and engineer performance evaluation procedures 

Administrative Department Forms  

• Time sheets  

• Donating time 

• Trading duty days 

• School request and school reimbursement forms 

Information Technology 

• Department calendar (CalendarWhiz) procedures 

o Log-in 

o Staffing, updating roster 

o Adding, saving, deleting events 

• FireHouse Software 

o Report and specific data queries 

o Entering training report 

o Internship standby time log in 
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• Hazardous materials software (identify properties and emergency response 

procedures for various hazardous materials) 

• County-wide windshield assessment software (tornado touchdown scenario) 

• Verizon Internet access 

• Hurst Crash Software/new vehicle technology  (identify various safety hazards on 

various vehicles)  

• Mobile Dispatch Console (MDC) 

o Acknowledge call, enroute, on-scene, available 

o Status change (training, out of service, out of station) 

o System down procedures (rebooting, passwords) 

o Manually writing down address, report on scene available, assignment complete, 

back in quarters 

• Mapping 

o Separate page to see maps and route to call 

o Verify route through knowledge 

o Don’t forget map books, cell phone mapping options 

 Professional/Technical Writing 

• Microsoft Word techniques 

• FireHouse narrative development  

Importance of Health and Wellness 

• Complete the following health and wellness modules of NVFC Heart Healthy Firefighter 

o Nutrition: The Basics 
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o Module 1-First Due 

o Module 2- The Accelerant 

o Module 3-Direct Attack 

o Module 4-Full Involvement 

o Functional Fitness for Firefighters 

This program will not be an assignment for just lieutenants but all employees. 

Incident management system refresher 

• ICS 100, 200, 300, 400 refresher 

• NIMS compliance resolution requirements 

Fire Codes, Standards, and Fire Protection Systems 

• At this point in time, the Fire Prevention Division completes all inspections within the 

district. One consideration is to have lieutenants complete these inspections with the 

inspector; this could enhance the officer’s knowledge in regards to building lay-

out/construction, fire protection systems and code requirements.   

Local, State, Federal, Politics, and Relations 

• State Emergency Response Committee and Plan 

• State wildland fire requirements 

• Relate any pertinent local concerns 
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Discussion 

Adam Thiel explained “that despite the fact that past fire and emergency response 

managers continually point to the lack of high-quality staff development as a significant problem 

in the organization, the lack still remains well after it has been recognized, and this attests to the 

difficulty of designing and implementing a good staff development program” (Theil, 2012, p. 

253).  This is true and Mr. Gayk supports this statement by pointing out “the process can be 

difficult because you must balance so many factors such as subject matter, mandatory training, 

and resources, etc.” (Gayk, 2011, pp. 99-100). The efforts alone of identifying key components 

for an NFMFD schedule attests to the difficulties associated with designing a program. Mr. Theil 

also mentioned the difficulties of implementation. Once a draft copy of the development 

schedule is formulated, then adoption of the document often requires achieving buy-in from 

personnel. This process is often time consuming because changes may have to be made to the 

document until everyone agrees with the final draft. Then, as with most newly implemented 

policy, procedure, or program within an organization, the process of monitoring, evaluating, and 

maintaining compliance can be difficult if not exhausting. Mr. Thiel also used the phrase “high-

quality staff development.” How does an organization develop a high-quality development 

program? Ultimately, the question this researcher had was “what exactly are we as a fire 

department looking for in an officer development schedule?” Because NFMFD has a formalized 

career path distinctively mapped out for employees, how do we as a department provide high-

quality development when just to sit for the lieutenant promotional exam, candidates were 

already required to have higher levels of fire officer education (some of which have already 

earned a college degree)?  
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The answer lies in the results of this research project. To interpret the study results, one 

of the main positives for this research project was the fact that 100% of the NFMFD employees 

surveyed indicated there was a need for this type of program. By analyzing the components and 

methods external fire departments are using for officer development and then identifying the key 

factors related to organizational needs, a basic NFMFD development schedule can be 

successfully developed. Back to the question of how do you develop and provide high-quality 

development? The main impression discovered during this research was how some external fire 

departments focused their development material on internal department functions. The answer to 

the question of what we as a fire department are looking for in officer development boils down to 

ensuring company officers are prepared to meet the organization’s mission, goals and objectives: 

this is high-quality. Another important component of this project was the NFMFD job 

description. Although just a few pages in length, this document says it all and should be included 

as the very first few pages of an officer development schedule.   

It is interesting how fire departments do things differently to achieve their officer 

development goals. At first, some of the information provided by external fire departments may 

have appeared limited, but wound up being considered valuable to this researcher. After all; 

NFMFD has nothing implemented regarding this subject. Some of the responses provided 

methods and/or resource ideas that could be mixed and matched in a formalized NFMFD 

schedule. These included online training provided by NFA Online or FEMA/EMI’s Professional 

Development Series. Trade magazines and websites that offer useful training articles, scenario 

simulations, and other resources to improve company officer training. One important benefit is if 

NFMFD were to implement this development schedule tomorrow it could be done at virtually 

low or no cost (minus the time of research, development, and implementation).  Although as 
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other fire departments suggested, company officer academies and seminars (which can be 

expensive) would prove valuable to officer development. These offerings would also be 

considered for employees.  

It is important to mention that there were some key components this researcher was 

remiss in considering for this research project. One example is NFMFD recently transitioned 

from an all career fire department to a combination department by implementing an internship 

(volunteer) program. The human relations side of the spectrum is going very well, everyone is 

getting along, no tensions between the paid firefighters vs. interns etc., but one issue is ensuring 

interns complete their issued intern schedule. It has been reported that this process hasn’t been 

going as thoroughly as it should. Another issue is ensuring interns are appropriately inputting 

their hours of stand-by time into the departmental data base. Some have claimed they have 

reported for duty, but there is no documentation indicating they were there and this has caused 

confusion. Interns are now becoming part of the NFMFD culture and the program is growing. 

For this reason, intern development should definitely be included in the company officer 

development schedule.  

Another portion of the internal survey that should be discussed is the question that asked 

employees who should map-out the schedule. Although 44.4% of the internal department survey 

indicated the program should be distinctively mapped out by Administration, because there were 

percentages that thought all NFMFD officers (including battalion chiefs and lieutenants) should 

play a role in designing the schedule, these percentages should be taken into consideration. Once 

a draft schedule is completed, all personnel would have the option to review the document 

allowing for feedback and input. This method could prove helpful towards the success of 

achieving buy-in from personnel.  
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Recommendations  

Now that the key components have been identified for an officer development schedule, 

this author’s recommendation would be to take this information and apply it to a formalized 

development schedule within NFMFD. Once this schedule is improved it will provide the 

necessary mapping that will assist lieutenants in learning department policies, procedures, and 

processes; essentially how the department operates. This will be a work in progress. Time frames 

for completion would also have to be established. Validation of completion methods would also 

have to be created such as check-off sheets and written/oral exams. And as with any program, 

policy, or procedure, the schedule would have to be continually monitored and evaluated for 

necessary changes. Once completed, this schedule could assist in broadening officer 

development as a whole by better preparing future acting lieutenants for the job as well as pave a 

road for developing a schedule for lieutenants who may have to act-up to the battalion chief’s 

position.  

Lastly, it is recommended that future readers of this research paper use the procedures of 

this project to develop or improve their officer development programs. By analyzing industry 

standards/trends and internal organizational needs, a development schedule can be created that 

will assist the department in effectively achieving the organization’s mission, goals and 

objectives.   
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Appendix A 

NORTH FORT MYERS FIRE CONTROL AND RESCUE SERVICE 
DISTRICT 
 
  

POSITION DESCRIPTION 
 
 
 

 Position Title   Lieutenant 
 
General Function 
 
Responsible supervisory and management position involving responsibility for operational 
Coordination and supervision of designated company and all subordinate personnel and activities 
in assigned areas. Employee in this classification provides first line supervision  
over assigned personnel at fire stations and is in command at fire scenes until a superior officer 
arrives. Responsibilities include directing and participating in controlling and extinguishing fires 
to protect life and property; ensuring compliance with standard operating procedures; equipment 
and facilities maintenance and repair; preparation and maintenance of required reports and 
proper deployment of equipment and personnel at fire scenes and fire stations. Employee may 
also be assigned a specialized administrative, management or operational function. Assignments 
are performed under general direction with considerable latitude in decision making, initiative 
and leadership in carrying out daily operations of assigned shift. A written evaluation will be 
made based on work performance, attainment of departmental objectives, and review of 
activities, observed results, review of written and oral reports and through periodic conference 
with superiors.    
 
 
Reporting Responsibilities  Supervisory Responsibilities 
 
Battalion Chief                                               Driver/Engineer 
                                                                        Firefighters 
 
 

Illustrative Tasks 
 
Responds to fire alarms and other emergency incidents 

Make personnel and apparatus deployment decisions until relieved by superior officers 

Will assume the duties of the Battalion Chief as directed 
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Demonstrates ability to effectively coordinate radio traffic and ensure personnel and units are on 
assigned TAC channels 

Establishes incident command and assumes command until a superior officer arrives on scene 

Demonstrates ability to provide efficient initial radio reports and keep personnel, units and lee 
control informed on pertinent situations 

Performs scene size up and effectively communicates pertinent information 

Displays efficient knowledge and ability to ascertain information concerning policies, 
procedures, SOG’s 

Establish rehab area when required 

Implement personal accountability system and maintain an accurate status board for that point of 
entry 

Observe the emergency for developing hazards including fatigue of firefighting personnel, lack 
of protective clothing or other inherent danger 

Continually recons, monitors, and reports incident for hazards and safety issues 

Assists in preliminary fire cause and origin investigations 

Supervises personnel and coordinates apparatus during assigned shift. Plans, evaluates and 
directs operations 

Obtain status report from off going shift concerning equipment, units, personnel, and 
maintenance needed 

Directs and participates in training activities and practice drills and exercises; evaluates activity 
and provides feedback for future training sessions  

Supervise personnel in cleaning and maintenance of equipment and apparatus, housekeeping and 
grounds keeping activities 

Inspects personnel and equipment; ensure personnel’s bunker gear and issued equipment is 
properly inspected, maintained, documented, and needed repairs are promptly submitted to the 
Battalion Chief 

Evaluates personnel for efficiency and effectiveness; recommends personal actions of hiring, 
promotions, discipline and termination; provides technical support and guidance in their work 
activities 

Review all incident reports, daily logs, morning radio check and general forms are properly 
completed  

Ascertains and applies developments in technology, operation techniques and procedures 
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Ensures safe and efficient operation of all assigned equipment and vehicles; monitors 
maintenance schedule; report need for repairs according to departmental procedures 

Will continually promote safety and ensure safety issues are addressed  

Direct assigned personnel in fire hydrant maintenance, facility safety checks, pre-fire planning, 
and public education events 

Conducts training courses and drills in modern firefighting methods, under the immediate 
supervisors and/or training division 

Independent station/employee training is completed and properly documented  

Ensure medical care work sheets and refusals are properly filled out, collected and submitted to 
the Battalion Chief 

Ensure post incident critiques are completed 

Maintain a clean, professional appearance and attitude. 

 

Requirements 

Meet all requirements of a Firefighter 

Meet all requirements of an Engineer 

Employee must be an engineer with the North Fort Myers Fire District for 3 consecutive years  

An engineer with a total of 7 years with our department  

A firefighter with a total of 10 years with our department 

Possess a Florida State Fire Officer I and II Certificate 
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Appendix B 

Internal Survey 
Professional Development Schedule for Lieutenants 

 
February 2, 2013   
 
I am participating in the National Fire Academy’s Executive Fire Officer Program and currently 
developing an applied research project. The project entails researching a potential professional 
development schedule related to the Lieutenant position.  
 
As we all know, Fire Officer I and II is a requirement to be a Lieutenant at our department. 
However, the purpose of my research concerns post-promotion. We have clearly communicated 
what is required (experience, education, etc.) to advance to a Battalion Chief, but there is often 
an extended period of time between promotion opportunities, or the scenario exists that a 
Lieutenant may not want to advance and desires to stay at this level for the remainder of his/her 
career. The issue is there is no mapped/planned or progressive training, continuing education, or 
self-improvement that enhances or develops the knowledge and skills of existing or acting 
Lieutenants. For this reason, I am collecting and analyzing officer development programs that 
other fire departments have implemented. Another part of my research includes this internal 
survey in which I am collecting data to identify what employees within our organization feel 
would be important regarding this type of schedule.  
 
This survey is anonymous. Please do not include your name, employee number, or any other 
information unless it pertains to the survey questionnaire.  
 

 
1. Do you feel there is a need for planned and progressive training, continuing education, 

or self-improvement for the position of Lieutenant post-promotion? (check circle that 
applies) 

  O Yes  O No 
 

2. Below is a rating table for knowledge and skills pertaining to a Lieutenant’s position.   
Please check the box that applies: 

 
Not 

Important 
Somewhat 
Important 

Fairly  
Important 

Very  
Important 

Knowledge and Skills 

    Chapter 1 of Employee Manual (Board functions, budget, 
accounting, inventory, etc.) 

    Chapter 2 of Employee Manual, Administrative policies (employer 
laws, leave, rules/regs, sexual harassment, discipline, personal 
appearance, etc.)   

    Chapter 3 of the Employee Manual, Operations (daily activities, 
driving, fire operations, etc.) 

    Chapter 4 of the Employee Manual, Department SOGs 
    Departmental forms and paperwork requirements 
    Union Contract and Labor relations 
    Mutual/auto-aid, county-wide SOGs and procedures (wildland 

fire,IMT) 
    Evaluating subordinate performance 
    Department vehicles and equipment 
    Leadership and motivation 
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    Team building and team dynamics (generational gap, diversity) 
    Problem solving, decision making 
    Mentoring firefighters and acting Lieutenants 
    Local, state, federal, politics and relations 
    Facility and fire ground safety (Health and Safety & and Fire 

Incident Safety Officer) 
    Importance of Health and Wellness 
    Exposure, illness, accident investigation procedures 
    Conflict resolution 
    Communications skills (public, personnel, fire ground) 
    Basic firefighting tactics and strategy and emerging trends 
    Building construction (existing/new construction trends) 
    Special Operations (hazmat, rope, water) 
    Training development, design, and delivery 
    Fire codes, standards, and fire protection systems  
    Incident management system refresher (100, 200, 300, NIMS) 
    Legal and ethical issues 
    Professional/technical writing  
    Information technology (computer literacy, department software 

and programs for daily operations) 
 

3. Please list any other knowledge or skills not listed above you feel are important? 
________________________________________________________________ 
________________________________________________________________ 
 

4. Do you know of any officer development curriculums/programs that may enhance this 
project? 
________________________________________________________________ 
________________________________________________________________ 
 

5. Do you think a schedule of this type should be? (check one that applies) 
O Distinctively mapped out; formalized policy/procedure (Administration) 
O Your Battalion Chief’s choice 
O Individual Lieutenant’s choice  
O All of the above 
O Other (Please comment): ______________________________________ 
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Appendix C 

Results of Knowledge and Skills  

Not 
Important 

Somewhat 
Important 

Fairly  
Important 

Very  
Important 

Knowledge and Skills 

8.9% 37.8% 33.3% 20% Chapter 1 of Employee Manual (Board functions, 
budget, accounting, inventory, etc.) 

0% 6.7% 26.6% 66.7% Chapter 2 of Employee Manual, Administrative 
policies (employer laws, leave, rules/regs, sexual 
harassment, discipline, personal appearance, etc.)   

0% 0% 8.9% 91.1% Chapter 3 of the Employee Manual, Operations 
(daily activities, driving, fire operations, etc.) 

0% 0% 8.9% 91.1% Chapter 4 of the Employee Manual, Department 
SOGs 

0% 8.9% 33.3% 57.8% Departmental forms and paperwork requirements 
2.2% 20% 26.7% 51.1% Union Contract and Labor relations 
0% 0% 24.4% 75.6% Mutual/auto-aid, county-wide SOGs and procedures 

(wildland fire,IMT) 
0% 8.9% 31.1% 60% Evaluating subordinate performance 
0% 6.7% 20% 73.3% Department vehicles and equipment 
0% 2.2% 6.7% 91.1% Leadership and motivation 
0% 2.2% 28.9% 68.9% Team building and team dynamics (generational gap, 

diversity) 
0% 2.2% 11.1% 86.7% Problem solving, decision making 
0% 6.7% 17.8% 75.6% Mentoring firefighters and acting Lieutenants 
6.7% 22.2% 37.8% 33.3% Local, state, federal, politics and relations 
0% 2.2% 11.1% 86.7% Facility and fire ground safety (Health and Safety & 

and Fire Incident Safety Officer) 

0% 6.7% 42.2% 51.1% Importance of Health and Wellness 
0% 4.4% 31.1% 64.4% Exposure, illness, accident investigation procedures 
0% 13.3% 11.1% 75.6% Conflict resolution 
0% 2.2% 8.9% 88.9% Communications skills (public, personnel, fire 

ground) 
0% 0% 6.7% 93.3% Basic firefighting tactics and strategy and emerging 

trends 

0% 0% 15.6% 84.4% Building construction (existing/new construction 
trends) 

0% 8.9% 48.9% 42.2% Special Operations (hazmat, rope, water) 
0% 8.9% 44.4% 46.7% Training development, design, and delivery 
2.2% 17.8% 40% 42.2% Fire codes, standards, and fire protection systems  
4.4% 20% 35.6% 40% Incident management system refresher (100, 200, 

300, NIMS) 
2.2% 11.1% 33.3% 53.4% Legal and ethical issues 
8.9% 17.8% 22.2% 51.1% Professional/technical writing  
2.2% 11.1% 33.4% 53.3% Information technology (computer literacy, 

department software and programs for daily 
operations) 
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Appendix D 

Rankings of Knowledge and Skills in Order of Importance 

Not 
Important 

Somewhat 
Important 

Fairly  
Important 

Very  
Important 

Knowledge and Skills 

0% 0% 6.7% 93.3% Basic firefighting tactics and strategy and emerging trends 

0% 0% 8.9% 91.1% Chapter 3 of the Employee Manual, Operations (daily activities, driving, fire 
operations, etc.) 

0% 0% 8.9% 91.1% Chapter 4 of Employee Manual, Department SOGs 

0% 2.2% 6.7% 91.1% Leadership and motivation 

0% 2.2% 8.9% 88.9% Communication skills (public, personnel, fire ground) 

0% 2.2% 11.1% 86.7% Problem solving, decision making 

0% 2.2% 11.1% 86.7% Facility and fire ground safety (Health and Safety & and Fire Incident Safety 
Officer) 

0% 0% 15.6% 84.4% Building construction (existing/new construction trends) 

0% 0% 24.4% 75.6% Mutual/auto-aid, county-wide SOGs and procedures (wildland fire,IMT) 

0% 6.7% 17.8% 75.6% Mentoring firefighters and acting Lieutenants 

0% 13.3% 11.1% 75.6% Conflict resolution 

0% 6.7% 20% 73.3% Department vehicles and equipment 

0% 2.2% 28.9% 68.9% Team building and team dynamics (generational gap, diversity) 

0% 6.7% 26.6% 66.7% Chapter 2 of Employee Manual, Administrative policies (employer laws, leave, 
rules/regs, sexual harassment, discipline, personal appearance, etc.) 

0% 4.4% 31.1% 64.4% Exposure, illness, accident investigation procedures 

0% 8.9% 31.1% 60% Evaluating subordinate performance 

0% 8.9% 33.3% 57.8% Departmental forms and paperwork requirements 

2.2% 11.1% 33.3% 53.4% Legal and ethical issues 

2.2% 11.1% 33.4% 53.3% Information technology (computer literacy, department software and programs for 
daily operations) 

2.2% 20% 26.7% 51.1% Union Contract and Labor relations 

8.9% 17.8% 22.2% 51.1% Professional/technical writing 

0% 6.7% 42.2% 51.1% Importance of Health and Wellness 

0% 8.9% 44.4% 46.7% Training development, design and delivery 

2.2% 17.8% 40% 42.4% Fire codes, standards, and fire protection systems 

0% 8.9% 48.9% 42.4% Special Operations (hazmat, rope, water) 

4.4% 20% 35.6% 40% Incident management system refresher (100, 200, 300, NIMS) 

6.7% 22.2% 37.8% 33.3% Local, state, federal, politics, and relations 

8.9% 37.8% 33.3% 20% Chapter 1 of Employee Manual (Board functions, budget, accounting, inventory, 
etc.) 
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