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Chief Officer traini

Peoria Fire Department Mission Statement

“We are committed to protecting and caring for our neighbors,
our guests, and each other while maintaining the community’s
trust and respect through superior life safety services.”

Peoria Regional Battalion Chief Academy Mission Statement

YEORIA

&

REGXONAL

BATTALION CHIEF ACADEMY

“The purpose of the Peoria Regional Battalion Chief Academy
is to provide a solid foundation of leadership skills
through diverse training and a sharing of experiences.”

Serving With: Strength - Honor -Compassion
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Purpose Statement

To develop and refine leadership traits and skills in current
and future Chief Officers.

To concentrate and focus on structural fire fighting, the
ICS/IMS model, and other low frequency/high-risk incidents
while focusing on firefighter safety and situational
awareness

To build strong incident management teams and to
increase morale within the Fire Service environment.

To reinforce the development of a professional culture
centered on our customers and the health and safety of
firefighters

To challenge members to “think outside the box,” to think
critically, and to question existing paradigms.
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Retired Peoria Fire Chief Robert McKibben had a vision of creating a training platform
that address the area of chief officers. He recognized this is one of the areas in which the
fire service has traditionally overlooked. Rather than depend on the job training or leaarn
as you go he created the Peoria Regional Batalion Chief Acasdemy The results are what
you are experiencing today.

Here are the words of welcome that he continually wants to pass on.

Allow me this opportunity to say welcome, and congratulate you for your interest in
pursuing a level of training that is critical to the continued success of the Fire Service.

The position of Chief Officer is a complex role that requires leadership, management,
supervision, and participant activities. These different roles are not always clearly
defined, and overlaps do occur The emergency duties and routine assignments require a
progressive and motivated individual. The Chief Officer is the first level of executive
leadership, management and supervision.

The operational readiness of the shift is the responsibility of the Battalion Chief. As a
Chief Officer, you will have the greatest influence (positive or negative) on the Company
Officer, particularly the newly promoted supervisor Change implementation,
enforcement of policy, carrying out procedures, and personnel safety are functional
examples for which Chief Officers are held accountable.

Chief Officers are subject to the extreme scrutiny of their subordinates. How you
perceive yourself is as important as how you are perceived by those in your charge. They
will judge you in the areas of honesty, consistency, fairness, technical expertise,
approachability, and sense of humor

Your subordinates will test you from time to time. You will be asked to bend the rules or
make exceptions to your organization’s SOPs. If you allow yourself to be compromised,
you will feel the weight of the proverbial “Monkey on your back.” Popularity is fine, but
should never be realized at the expense of leadership.

If it is not already the case, you will be assigned as the Chief Officer, therefore carrying
the authority and responsibility of the position. You will be held accountable for your
Battalion and will share the positive recognition of the work unit as well as any negative
performance.

As a Chief Officer, which are you. a leader; or a manager?

Manage: “...bring about, accomplish, to have charge of or responsible for, to
conduct.”





You have the authority and responsibility to achieve certain results within your
Fire Department. The resources that must be managed are the personnel, budget,
apparatus, equipment, fire stations, EMS, fires, hazardous materials incidents, and
other emergencies. You manage systems, projects, and resources to ensure the
proper completion of emergency incidents, special projects, and routine tasks.

Leading: “ .influencing, guiding in directions, course, action or opinion.”

You will show the way for your Battalion by your own behavior You will earn
the respect of your subordinates by doing and knowing the job. The SOPs of your
department will remain a model from which all can judge you by Your respect
will be earned, not mandated. You are no longer “one of the guys.” Your
Battalion is a series of teams and you are their leader The quality, efficiency,
morale, and discipline of your subordinates are a direct reflection of your
leadership ability

Managers generally tend to focus on. the bottom line, and, doing things right. Leaders
generally tend to focus on. the top line; and doing the right things. So, which are you?

You are both.

You are responsible for making sure the objectives of your organization are carried out
according to plans and policies. You must keep a grasp on the situation and ensure the
rules are implemented properly  This responsibility includes giving instructions
(communicating) and continuous inspection (evaluating) to assure accomplishment of
task and operational readiness.

Evaluating is an integral part of being a Chief Officer, and it is defined as judging the
worth, quality, or significance of people, ideas, and things. It includes looking at the way
fire fighters are accomplishing a task. Evaluating “feedback” is part of the evaluating
process of supervision. The system of checking/double-checking is important for the
cohesion, discipline, morale of Company effectiveness, and mission accomplishment.
Paying attention to the “little things” minimizes the risk of them becoming “big things.”

Assignment of clear responsibilities for each task, task prioritizing, and completion time
are required. If a subordinate needs the assignment in writing, provide it--keeping a copy
for your file. Review progress and problems encountered as well as what remains to be
done. A system of checks and double-checks requires the Chief Officer to “follow
through.” Notes can and will make the difference if an employee’s performance is in
question.

My suggestion is that each of you begin a personal journal the day that you are appointed,
if you currently do not keep one. It will prove invaluable to you in the future. A journal
is not a diary; it is your record of the events. It will include: date, time, activity, persons
involved, and action(s) taken. There is no right or wrong way to compile a journal,
however, make sure that any entry made can be printed, verbatim, on the front page of





The Arizona Republic. Your journal is a public document and subject to the Public
Records law

As a Chief Officer, you will have the authority and responsibility to praise what is right,
correct what is wrong, and suggest corrective action. Evaluations, inspections, and
corrections are to be done in a manner that contributes to a positive learning environment
consistent with the mission of your department. A daily routine that is known by the
officer and the subordinate will minimize the need for routine inspections, depending on
the subordinate’s ability to comprehend what is expected.

You must be aware of both sides of supervision extremes. Inadequate supervision can
lead to miscommunication, lack of coordination between subordinates, disorganization,
and the perception that you don’t care. This perception can lead to resentment and poor
motivation. Over-supervision stifles initiative, breeds resentment, and lowers morale and
motivation. A good Chief Officer sees what is wrong and takes appropriate corrective
action.

As a Chief Officer, you are administratively and operationally responsible to your
superior. You directly manage and supervise the Fire Fighters who are assigned to your
Battalion. Your responsibilities include, but are not limited to:

Manage People

Positive reinforcement, “catching members doing something right” and citing
positive performance as an example for others to follow, has proven to be much
more effective than identifying negative behavior or performance, punishing it,
and expecting that to serve as the example from which others are to learn.
Positive, or in some cases improved behavior and performance, should be
rewarded in some way at every opportunity. Unacceptable behavior or
performance should never be rewarded.

You will be the City’s (District), and Fire Chief’s “official” contact with the
citizens. Their impression of “City Hall” and your organization will be what you
present to them. Remember, a very small number of our citizens have emergency
contact with the fire department and most of their contact is in a non-emergency
environment. Make the most of your opportunities.

Assure Battalion Readiness for Emergency Response
This includes apparatus readiness, adequate staffing, functional equipment, and

proper uniform clothing items. You must do what is within your authority to
ensure compliance with your department’s response goal(s)





Respond to all Types of Emergencies

You will be the Incident Commander, in charge of all responding units. Always
remember that safety is of utmost importance at all times. This means to and
from the incident.

Provide Training and Education

In addition to the daily drills and other required competency tests, you should
provide leadership to motivate your members to pursue additional job-related
educational opportunities.

Remember that discipline, by itself, will not usually modify behavior. If you are
going to discipline/correct a member, take appropriate action to be positive after the event
and help manage and direct the member’s actions. You must provide the guidance and/or
counseling that are required, making this action a success for all concerned. This will
provide the means for the individuals involved to put the situation behind them. Not
doing so may plant “organization cancers” throughout the department over a period of
time. Remember, friends come and go, but enemies accumulate.

This is also true for organizations. You must avoid taking every problem you encounter
personally This will usually serve no purpose other than to make a positive solution
almost impossible to achieve and to make young, healthy leaders old and sick before their
time. True leaders, when faced with problems involving people, which most problems
do, use an approach that is directed not only towards solving the immediate problem, but
also improving the situation for the future. This not only helps improve the particular
situation encountered, but also teaches other current (and future) leaders in the
department a positive approach to problem solving. After you have been involved in
resolving a problem, you should attempt to objectively evaluate your effectiveness and
apply what was learned from the experience to other situations in the future. It has been
said that an Officer’s performance in a given situation will fall into one of three
categories.

They are:
1. Positive: The Officer’s involvement contributed to a positive, effective
outcome.
2. Neutral. The Officer’s involvement had no effect on the outcome.
3. Negative: The Officer’s involvement actually made the situation worse.

Obviously, whenever possible you would like to be rated in the positive category This
should be the performance goal for all Officers in the department. Others in non-
leadership positions are going to rate you using this scale; you may as well use it.





Another important element of effective leadership in the department is effective
“followership.” Every Chief Officer is a follower in some other department group,
function, or relationship. It is hard to sustain a reputation as an effective leader when you
are an ineffective follower Place a high-level of importance on “followership,” don’t
do things to your superiors that you wouldn’t want people you are responsible for
(your followers) to do to you.

Most departments’ approach to achieving results is very important in the motivation of
our members. People tend to take an exceptional approach to managing our members
because our members are exceptional people. The assumption that most of the members
of the department require close supervision and control is not accurate, and if acted out,
can diminish the performance of highly motivated, self-starting individuals and groups
within the system. From a motivational standpoint, it could insult the majority of our
workforce. This is not to say that control is not needed, but carried to the extreme it is
not effective in most fire departments.

While you are in command of a Battalion, you will make decisions and assume the
responsibility for acts of omission. Many times, more will be expected with fewer
resources. Pride in the individual Company is required without causing harm to the
organization, and always fostering department-wide cooperation. You are expected to be
futuristic, yet conquer the basics. You have the opportunity to influence and make
things happen. You must be a problem solver, not a problem generator You are
expected to finish administrative assignments regardless of schedules. As a Company
Officer, you must keep current. Networking with peers inside and outside of the fire
service is helpful. You will have opportunities to attend workshops, seminars, and other
learning sessions. Take advantage of them.

You have chosen to climb the career ladder, the first rung of which is the position of
Chief Officer Whether performing a line function or working as an Executive Officer,
the department relies on all of its members to be successful. It is critical to remember
that to really be an exceptional team, everyone must take care of everyone else.
Avoiding the use of terms like “us” and “them” (unless you can specifically identify who
“they” are) will help sustain unity within the department. If necessary, we need to be
willing to protect what we have built; the department has in the past, and will be
challenged. About the time we think we are not vulnerable is actually when we are most
vulnerable as an organization.

We each have the responsibility to leave our department better than we found it in
some way History has been good to the fire service, but our responsibilities have
grown. We have gone from the images of horse-drawn steam engines manned by
volunteers racing down the middle of cobble-stoned streets, to a technology-rich,
professional, All-Risk service and delivery agency

The fire service is committed to excellence internally and externally It is our positive
commitment to quality service, and to each other, that have made us what we are today,





and through constant assessment and change, will sustain us in the future. You, as a
Chief Officer, have a critical role as we work towards our commitments.

As for your participation in this program, [ again congratulate you on your decision to
take an active step towards the furtherance of your career, and making a difference in
your chosen profession.

The Peoria Fire Department will continue to strive to provide a high quality Battalion
Chief Officer Development Program. With this in mind, I would appreciate any
constructive feedback that you may have to offer. At the conclusion of each Academy
day, an evaluation will be provided for you to fill out. Please take the time to share your
input on how we can improve the value of our efforts.

Thank you and good luck in your careers.
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Mark Nichols
Training Chief
Peoria Fire Department
Peoria, Arizona

Chief Nichols began his fire service career in 1972 as a Wildland Firefighter for the U S Forest
Service in Payson, Arizona In 1978 he joined the Glendale Fire Department, where he served
as Firefighter, Paramedic, Tox Medic, Fire Engineer, and Hazardous Material Technician. He
was promoted to Captain In 1993, to Battalion Chief in 2001, and to EMS Division Chief in 2002
While with Glendale Fire Department he served as Recruit Training Officer in 1994 and as Lead
Recruit Training Officer in 1995 and 1997 In July of 2003 Chief Nichols was hired by the City of
Peoria to serve as Chief of Training

Chief Nichols has earned an AAS in Fire Science from Glendale Community College, a B.A. In
Public Administration from Ottawa University, and a M.S.T. in Fire Service Administration from
Arizona State University.

Chief Nichols has served on the Glendale Community College Adjunct Faculty since 1995 and
has been an instructor for Arizona State Fire Marshall since 1997

Chief Nichols is a member of the Arizona Fire Chiefs Association, the International Association
of Fire Chiefs, the National Fire Academy Alumni Association, and the International Association
of Professional Fire Fighters. He has been a member of the Maricopa County Community
College Educational Council Advisory Committee since 2000, an Arizona State Training
Committee Board Member since 1999 and the Arizona State Fire School Program Coordinator
since 1999

Chief Nichols is a Licensed General Contractor with the Arizona Registrar of Contractors.
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Battalion Chief Bill Stipp
Goodyear Fire Department
Goodyear, Arizona

Bill Stipp has enjoyed serving in the fire service for the past 26 years and with the
Goodyear Fire Department since 2001. He is currently assigned as a Battalion
Chief in the Logistics Division coordinating Professional Development and
serving as the department’s Special Operations Chief This past year he served
as the Regional Support Officer to the All Hazards Commander in the Tactical
Operations Center for the Fiesta Bowl and Super Bowl.

Prior to being appointed in Goodyear, Bill served in various operational positions
from firefighter through Deputy Chief in three fire departments in lllinois and was
appointed Fire Chief in Stoughton, Massachusetts in 1997. Chief Stipp served on
the Massachusetts Joint Labor/Management Commission which served as the
final arbitration board for contract disputes involving Public Safety Employees
and Employers. While in lllinois, He also developed the Associate’s Degree
Program for Fire Science at McHenry County Community College that included a
FF | and Il academy Bill was involved in regional training/exercises for MABAS
Division Il, and was an adjunct instructor for the “Save Our Own” and “First In
Officer” programs for the University of lllinois.

Chief Stipp is a graduate of the National Fire Academy’s Executive Fire Officer
(EFO) program and possesses an Associate’s degree in Fire Science from Elgin
Community College and a Bachelor’s degree in Fire Service Management from
Southern lllinois University Bill is currently co-coordinator and adjunct faculty
member in the fire science program at Estrella Mountain Community College.

Chief Stipp is currently a member of several professional organizations and
serves on the National Fire Academy Support Committee through the National
Society of Executive Fire Officers and is the Vice President of a public foundation
providing scholarships for Christian Education. Bill has authored and been a
technical reviewer for Jones and Bartlett publishing for their Driver Operator and
Structural Firefighting Tactics and Strategy books.

Bill lives in Goodyear with his wife of 22 years and their two children.





Peoria Battalion Chief Academy
Fireground Tactics for Chief Officers

Strategy
The planning and directing of the actions of all of the resources that respond to
fires and emergencies in order to protect life, prevent extension, confine and
extinguish the fire by using firefighters and equipment to your best advantage,
taking into account the extent and behavior of the fire and other critical factors
of the incident.

Tactics

The detailed actions of the fire operations.

All of the “THINGS” we do to achieve our operational goals

What is a Command Officer?

*Technical Competence
*Street Smart
*Disciplined/Consistent
*Strong Tactical Focus
*Manages Stress
*Strong Risk Manager
*Organized
*Communicator
*Knows/follows SOPs
*Strong Delegator
*Maintains Effective Command Presence

Firefighter Injuries and Deaths
On average each year, there are almost 100,000 firefighters injured and 100
firefighter deaths.
In 2005, the USFA commissioned a study (performed by the IAFF) to
determine fatality causes and make recommendations.

Study Results
In addition to the Health and Wellness findings we’d expect, they found that
48% of the structural incident deaths from 2000-2005 were linked to:
Incident Command
Communications
Human Error
Standard Operating Procedures





The study made 180 recommendations, of which 88 came from the four
mentioned areas

What are our responsibilities as Command Officers?

5 Major Responsibilities of an IC
* Provide responder safety and survival
®* Protect, remove and provide care to endangered occupants.
® Stabilize the incident problem.
®* Conserve property and the environment.
®* Provide short-term services to stabilize the customer

Fire Ground Failures
®|gnoring size-up
*Failure to study building construction
*Ventilating late or not all
®|gnoring changing conditions
*Omitting ICS, SOPS & Accountability
*Limiting or ignoring resources
®Ignoring communication problems

The Battalion Chief has a great effect on firefighter safety and survival on the
fireground

They must always be in a position to control the position and function of all
crews on the fireground

Command Procedures

*Fix responsibility on a particular person to become the IC through a standard
system

*Ensure that strong, direct and visible command is established early
*Establish a management framework outlining functions and objectives.

*Provide a coordinated effort of all resources at the scene to gain control of the
incident.





Eight Functions of Command
¢  Assume, Confirm, Position Command
*  Situation Evaluation (Size Up)
* Incident Communications
*  Deployment Management
* |dentify the Strategy and Incident Action Plan
* Develop an Incident organization
* Review and Revision of the Plan
*  Continuation, Transfer, and Termination of Command

Someone MUST always be in command when a hazard zone exists

Fire Ground Failures
IGNORING SIZE-UP

*Tunnel vision — the lack of foresight or awareness of what is going on around
us

*Building layout
*Type of occupancy

®Fire spread potential - How long has it been burning?

NATIONALLY
The failure to perform an Initial and Ongoing size-up of the Hazard Zone leads to
75% of the TACTICAL firefighting deaths in the fire service each year

“Size —up” Defined
Size-up Is a conscious process involving the very rapid but deliberate
consideration of the critical factors and the development of a strategy and
rational plan of attack based on those conditions

Size up Processes
*Coal was wealth/Wallace was hot
*Coal twas wealths
*NFA Model
*lloyd Layman





Coal was wealth/Wallace was hot

*C: Construction

*O: Occupancy

*A: Apparatus/manpower
oL Life Hazard

‘W: Water supply

*A: Auxiliary appliances
S: Street conditions

*W: Weather

*E: Exposures

*A: Area

+L: Location and extent of fire
°T: Time

*H: Height

National Fire Academy Size-Up Process

*Three phases

—Phase one: pre-incident planning
—Phase two: initial size-up
—Phase three: ongoing size-up

Five Step Size-Up Process

®|loyd Layman’s five step size-up process:
—Facts

—Probabilities

—Situation

—Decision

—Plan of operation

Command Officers can only deal with a limited number of factors on the
fireground Because of this, it is extremely important that the critical fireground
factors are identified






Critical Factors fall into 7 Basic Categories
—Building
—Fire
—QOccupancy
—Life Hazard
—Arrangement
—Resources
—Other Factors/Conditions

The IC must also consider the Critical Unknowns in the Initial Size-Up process
These Unknowns become information targets the IC must address throughout
the Incident.

Sizing Up the Incident
*Additional information can result in major plan change

—Remain flexible for additional information that might alter the approach

—IC must differentiate between what is known, what is assumed, and what is
anticipated

—Uses past experiences to make decisions

Some Critical Factors begin with IC’s best guess, based on experience and
intuition

One factor that remains constant throughout the incident is.

Command Function #2
Situation Evaluation

Match the actions with the conditions
Standard Conditions + Standard Actions =
Standard Outcomes





Situation Evaluation - Fact Finding
Fireground facts become known to Command by simultaneously gathering a
variety of information in various factors and forms.

—Previous Experiences/intuition
—Visual Factors

—Reconnaissance Factors - 360° view
—Pre-planning and Famiiiarity Factors

Situation Evaluation
Use companies and sectors as information, reporting and recon sources.

Situation Evaluation
What would be considered “Red Flags™ on the fireground?

Avoiding Failure
*Study Reading Smoke Principles
*Understand Fire Behavior and Fire Spread
*Know the Critical Fireground Factors
*Challenge the Unknowns
*Create “Trigger Points” for your Operation
*Be Bold, Change your plan when needed

*Avoid Distractions
Fire Ground Failures

FAILURE TO STUDY BUILDING CONSTRUCTION

*Type of construction

®Age of building

*Fire spread potential of each type of construction
*Roof systems and collapse potential

*Parapets and hanging features

BUILDING CONSTRUCTION INFORMATION IS A KEY PART OF SIZE-UP
*Proper Identification of Building
*Classification or Type of Building
®Age of the Building





KNOW YOUR BUILDINGS
*Just guidelines
*Remodeled or never built correct to begin with
*Includes several types of construction
*May not conform
*Don’t stake your life on them
*Know your buildings - Francis L. Brannigan

Building Construction:
5 Standard Types
*Type | — Fire Resistive
*Type Il — Non-Combustible
*Type Il — Ordinary
*Type IV — Heavy Timber
*Type V — Wood Frame

Lightweight wood
truss hazards
*Gusset plate failure
*Estimated 10 minute failure time
*Wide spans/wide spacing
*Fire load
*Joist hanger failure
Avoiding Failure
*Study Building Construction
*Understand Fire Behavior and Fire Spread
*Know their Strengths and Weaknesses
*Pre-planning is most beneficial
*Fires in Truss spaces are Deadly

Fire Ground Failures
VENTILATING LATE OR NOT AT ALL
*\/entilation improves conditions for occupants
*Ventilation for life or for fire
*Vertical vs. horizontal
*Effect of building construction on ventilation
*PPV too soon






Ventilation Principles

*Ventilation for Life Safety

*Ventilation for Incident Stabilization

*Ventilation for Property Conservation
*Ventilation for Critical Tactical Operation Support

General Ventilation Principles

*Timing of ventilation is extremely important and must be coordinated with fire
attack activities — preferably in advance of attack lines.
*Products of combustion should be channeled away from occupants, removed
from above stairways, hallways, over the fire and then the rest of the building — in
that order
Ventilation Tactics
The type of ventilation should be matched to the fire and smoke conditions
encountered, construction and condition of the building, weather conditions,
available resources and any time constraints placed on the operation

Coordination of Ventilation

*Part of the overall attack plan
*Ventilating too early will increase fire spread and damage
*Ventilating too late will increase risk to fire fighters and make extinguishment
more difficult.
*Interior crews must coordinate the plan with the roof sector
*If a danger of flashover, smoke explosion or backdraft exists, ventilate before
entry.
Avoiding Failure
*Know why you are ventilating — life or fire
*Coordinate PPV with fire control measures
*Know roof construction features and how they effect ventilation
*Know capabilities of your Ladder Companies ;





Fire Ground Failures
IGNORING CHANGING CONDITIONS

*Flashover before entry

*How long has the fire been burning

*Rollover

*Smoke conditions — hot/cold, pressurized/lazy
*Flame spread

*Signs of back draft

*Structural collapse indicators

Command Function #5
|dentify Strategy/ Develop IAP

Conditions drive the strategy

We must solve the incident problem and provide for firefighter safety This is the
single most important function for the incident commander

Strategic Decision Making

Critical Fireground Factors ---Risk Management Plan ---Strategy ---IAP--- CFGF

Basis for Strategy
*The building
*Structural integrity of the building
*Fire load

*Fire/smoke conditions
*Rescue profile - survivability

Risk Management Plan
*\We may risk our lives a lot to protect savable lives.
*\We may risk our lives a little to protect savable property
*\We will not risk our lives at all to save what is already lost.

IAP

The 1.A.P. describes the correct action that matches and takes control of the
Incident’'s Conditions within the basic overall Strategy





Tactical Priorities

*Tactical priorities identify the three separate tactical objectives that must be
completed in an effort to stabilize any fire situation

*These objectives must be dealt with in order Command cannot proceed to the
next priority until the current objective has been completed or sufficient resources
have been assigned

* Rescue — Activities required to protect occupants, remove those who are
most threatened and treat the injured.

*  Fire Control — Activities required to stop the forward progress of the fire and
bring it under control

*  Property conservation — Activities required to stop or reduce damage to
property
RECEOVS Tactical Priorities

*Rescue
®*Exposures
®Confine
®Extinguish
®Overhaul
*Ventilation

®Salvage

Marginal is NOT a strategy

Marginal Situations are where our Risk Management Plan states that it is O K. to
take a big risk to save a KNOWN savable life

When to Review, Revise and Evaluate an IAP

*Tactical objectives achieved
*Transfer of command
*Significant event/change
*Time interval - elapsed time
Avoiding Failure
*|ncident Safety Officer training
*Recognizing the Conditions
*Operate within the Strategy — Offensive OR Defensive, NOT both!
*Revise your plan as needed





Fire Ground Failures
OMITTING ICS, SOPs and ACCOUNTABILITY

*Qperating without portable radio

*Working in less than teams of two

*Not knowing who is on the team

*Failure to maintain voice/touch in obscured vision
*Not completing assignments

*No coordination of activities

*Failure to use safety equipment

Incident Organization

Command Function #6

Major Goal

- To develop an effective incident organization using the sector system to
decentralize and delegate, geographic and functional responsibility

Quickly develop an incident organization to keep everyone connected

The organization must also be able to match the speed, size, and complexity of

the incident and must have the following characteristics:
The ability to get up and running at every Incident
Has 3 standard levels: Strategic — Tactical - Task
The use of sectors to manage Incident geography and functions
Be able to expand quickly to match the profile of the Incident
Control the position and function of all Incident scene resource

Strategic Level

This organizational level is designed around the IC and the Command Team,
operating in the Command Mode, and working out of a stationary command post.
As the Incident Organization continues to grow to match the Incident, the IC will
need to expand the Command Team to keep pace with the Incident organization

Tactical Level

The first management subdivision of the incident scene. The tactical level is
organized by assigning sector officers

When assigning a Sector, the IC must include:

» Location/Function of the Sector

» Sector objectives — Tactical Priorities

+ Resources assigned to that Sector





Sector Officers are responsible for

e Tactical deployment of assigned resources

e Evaluation of the conditions in their sector

¢ Provide the IC with Progress reports

¢ Monitor Personnel Safety, Accountability and Welfare, including the
management of the work/rest cycles

Avoiding Failure
* Accountability must be part of the culture.
*|C’s and Sector Officers can not loose companies
*“Sectorize” early — reduces span of control
*Communicate assignments not completed
*Hold Task Level functions accountable

Fire Ground Failures
LIMITING OR IGNORING RESOURCES

*Assigning too many tasks

*Not using resources as intended
*Delaying request for additional resources

*Understaffed companies

Deployment

Command Function #4 Major Goal
— To provide and manage a steady, adequate, and timely stream of
appropriate resources.

Base your deployment plan on the most rapid, accurate, current and forecasted
event profile you can develop based on completing the tactical priorities for the
incident

Forecasting the event...

What resources will we need?
Do we have a tactical reserve?
What is on deck?

Do we still use RIC?





When to Summon Additional Resources

*Actual or potential fire situation exists, and the life hazard exceeds the rescue
capabilities of initial alarm companies

*Fire conditions become more severe or the situation deteriorates significantly

*Actual or potential fire situation exists and the property protection demand
exceeds the fire control capabilities of initial alarm companies

*There is evidence of significant fire but crews are unable to determine location
and extent.

*All companies have been committed and the fire is not controlled — No Tactical
Reserves

*Forces are depleted due to exhaustion, injury, are trapped or missing.
*Command runs out of some resources (personnel, apparatus, water, equipment,
command, etc.)

Review, Evaluation and Revision
The IC must keep asking themselves a basic set of questions during an
incident:

Is the Iincident response large enough to control the problem?
Is the fire attack receiving adequate support work?

Are adequate resources in place to reinforce the current operation?
Does the IC have an effective Incident Organization in place?
Has the IC balanced resources with the tactical problems present?
Have you covered all 7 sides of the problem?

Once the attack is in place, is the problem getting better or worse?

Can the IC control both the position and function of ALL the resources in the
hazard zone?

Avoiding Failure
*Ensure you have a tactical reserve
*Get ahead and stay ahead of the incident demands.
*Know your local/regional limitations
*Consider TIME, always!
*Understand the physical limitations of the equipment.
*Avoid Competitive Arousal, keep your ego in check — request help if you need it.





Fire Ground Failures
IGNORING COMMUNICATION PROBLEMS/HAZARDS

*Not communicating assignments not completed

*Failure to communicate changing conditions

*Failure to improve physical communication problems — replace
radios/components

®Failure to communicate a Mayday

Incident Communications
Command Function #3 Major Goal
— To initiate, maintain,
and control efficient incident communications

Fire ground success s directly related to our ability to communicate!
What happens when communications breakdown?

Effective Incident Communications provides the connection between the
Strategic level IC, the Tactical level of the Sectors Officers, and the Task Level of
the workers.

Communications

Listen critically —
Understand communications difficulties from tough operating positions

Keep communications tactical/task oriented — coordinate timely progress reports

Communications becomes one of the Major pieces of Command'’s operational
effectiveness and control, and it must have a standard set of system elements to
be effective

Some of these elements include.
- Using the Order Model
- Using plain text messages
- Using standard reporting
- Keeping reports brief & concise
- Exercising radio discipline

Avoiding Failure
*Use an order model
*Control the communications process
*Limit your span of control
*Improve your physical communication equipment/location
*Stay connected — get C. AN reports





*Keep your cool
Inheriting a Bad Scenario

What is a Bad Scenario?
A fire or incident where, when you arrive, you believe that the strategy and
related tactics and/or evolutions (or lack of) are not equal to what you see and
what your instincts are telling you

What is a Bad Scenario?

*\When you arrive.

—Things don’t look right

—Your instincts are telling you something isn’t right

—Things don’t sound right — it’s not what you’d expect to hear or want to hear
—You have no idea what is going on!

—You don’t like what’s going on!

Instincts
Subtle, non explicit, messages in our brains that are a product of

*Training/education
*Experience

*Past Failures/scars
*Thought/reflection

*Case Studies/war stories

IC’s must apply, trust and follow their instincts

Norfolk Video

How do you know it’s going bad?
Benchmarking outcomes —
Standard conditions and standard actions SHOULD equal standard
outcomes

=Your size up

—Lines charged and on the fire
—Search and Rescue in progress
—Ventilation (support functions)
—Confinement principles

What to look for before it goes bad

*Pay attention! It’s more than a spectator sport.
*Monitor and react to radio traffic





*Encourage the C.A.N reports
Paint pictures — sectors and command

*Avoid Distracters

*Forecast Outcomes
*What are your trigger points for strategy change?

Avoiding Distracters

*Non-priority, Tactical Priorities — incident triaging
*Screamers
*Small fires

*Operational Overload
*Radio Traffic
*“Helpers”
*Audiences

Forecasting Outcomes
*|dentify the stage of the fire and % of involvement
*Pay attention to TIME — actions to conditions and the amount of time spent
*Stay connected to Sectors — good pictures?
*[ ength of attack penetration is related to the degree of risk

How do we extricate ourselves?
*Pull everyone out and re-group?
*Modify the plan and stay the course?
*Create a new plan?

Modify the plan
*Review the critical fireground factors
*Confirm the Strategy, modify the |IAP
*Identify the remaining tactical priorities
*Challenge the critical unknowns
*Provide for ventilation (support functions)
*Reinforce positions as needed

MAINTAIN FIREFIGHTER SAFETY






Todd Harms
Assistant Chief
Phoenix Fire Department
Phoenix, Arizona

Todd Harms is currently the Assistant Chief of Emergency Services (Operations) for the
Phoenix Fire Department. In the Emergency Service Division there are over 1600
Firefighters operating out of 53 fire stations.

Todd has spent the last 26 years in fire service, the last 20 as a member of the Phoenix
Fire Department. He began his fire service career in 1981 as a Firefighter Paramedic
with the Peotone Fire Protection District in Peotone, lllinois In 1987, Todd became a
member of the Phoenix Fire Department and has progressed through the ranks as a
Firefighter, Paramedic, Engineer, Captain, Battalion Chief, Deputy Chief of Special
Operations and Shift Commander

Chief Harms was deployed in 2005 as part of the U S. Urban Search and Rescue forces
to Hurricanes Katrina and Rita. In 2001 he was assigned as project manager of the
Recovery Process and subsequent training following the death of Firefighter Bret
Tarver

Staff experiences include: Safety Section, Lead Recruit Training Officer, Battalion
Training and Recovery Officer He has a Bachelor's Degree in fire service management
and is an adjunct instructor at Phoenix College in the Fire Science Program






Assistant Chief Todd Harms
Phoenix Fire Department

Where do firefighter get into
trouble????

Heart Attack

Driving / Riding

Getting Lost

Toxic Inhalation

Collapse

Thermal Insult

Moving forward...






Today’s Focus...

11 - Safety Considerations for
Today's Fireground Operations

11 - Safety Considerations for
Today’s Fireground Operations:

Size and Occupancy Smoke

Fire Stage Structural

Time Stability

Penetration — Hazard Access/Exit

Zone Interior

Heat Arrangement
Aggression
Instincts

Safety Considerations for
Today’s Fires:

Size and Occupancy Smoke

Fire Stage Structural Stability
Time N Access/Exit
Penetration — Hazard Interior

Zone Arrangement

Heat Aggression

Instincts






Size and Occupancy hazard
based on:

Life safety
Construction (age/type/condition)
Fire load. .amount & arrangement
Contents

Built in protection

Arrangements

1. Small-Medium residential

2. medium-large residential






3. Smail-medium commercial

4. Medium-large commercial

5. Huge-ultra commercial






Commercial vs. Residential

We mostly do single family
residence fires...

We develop strong single family
operational habits
Forgiving environment:
- Very basic attack approach
SCBA air management
Safe attack distances
Attack line = exit marker

Commercial vs. Residential

We apply our residential offensive fire
attack approach to large, complex
commercial fires:

Building features are very different
Too big — we can go too far
Size and complexity can quickly out
perform our day-to-day systems
Experience causes us to ID trouble
too late

New Commercial Occupancies

“pbenchmark Sy
7500+ square feet
Commercial building
Single story

Ordinary construction
(masonry/wood/steel)

Undivided

Unprotected (no sprinklers)

Offensive fire (in rear)

To safely operate...






Escalating our systems to fit
commercial situations includes:

SOP’s Attack line
Command team management
& staff Support activities
Sectors Ops Deployment
On-Deck Resource
Safety assignment/
officers/Fit's tracking
Accountability Communications
7o safely operate..
Communications

Radio Communications and

Hardware

Key Components of
Communications

Face to Face

Onscene
Roof

Progress Reports C.A.N.
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C.A.N. System

Conditions
Crew: PAR, air supply, intact
Visibility: (1’ to 25"), rate of change
Heat: mild, moderate, severe
Access: interior arrangement (complex,
empty, full of contents)
Special Hazards: (chemicals, flammables,
holes in floor, etc.)






C.A.N. System
Actions
Searching: progress or “all clear”

Firefighting: advancing, putting water
on fire, or “fire control”

Investigating: checking for extension,
smoke, or other conditions

Retreating: reasons?

It’'s OK, we can tell others we are
getting the hell out.

C.A.N. System

Needs

Personnel: how many and where?
Equipment: what kind and where?

Action: (ventilation, force entry, etc.)
what kind and where?

Safety Considerations for
Today’s Fires:

Size and Occupancy Smoke

Fire Stage Structural Stability
Time Access/Exit
Penetration — Hazard Interior

Zone Arrangement

Heat Aggression

Instincts






incipient
working
extended
deep seated
fully involved

burned down

2 10%
# (B 20%
“@ (1 30%
7 40%

f 7-7 50% % of

P involvement
P pegged

pegged
pegged
pegged
pegged

IC fire stage management plan:

Identify fire stage
Understand dynamics of each stage
Must connect (based on fire stage):
standard action (applied to)
standard conditions (cause)
standard outcomes
Quickly respond to changes in stages
(big safety deal)






Fire Stage

Safety Considerations for
Today’s Fires:

Size and Occupancy Smoke

Fire Stage Structural Stability

Time Access/Exit

Penetration - Hazard Interior

Zone Arrangement

Heat Aggression
Instincts

Time

Everything (conditions / action /
outcome) is connected to time.
IC must “mark” & manage time.
Battalion Chief Response is critical
It's always better (safer) to be early
than late.

10





The IC combines:
Fire stage
% of involvement
Time

o Provides an ongoing “moving”
produce picture of incident dynamics to
determine:
Changing conditions (better or worse)
Overall strategy (drives) our IAP
Provides our incident time line

v

Time

How do we manage our air on

=Risk Management Plans....

Safety Considerations for
Today’s Fires:

Size and Occupancy Smoke

Fire Stage Structural Stability

Time Access/Exit

Penetration — Hazard Interior

Zone Arrangement

Heat Aggression
Instincts
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“Penetration”

Direct relationship between the
length of attack penetration and

the degree of risk.
IC must create “round trip” plan.

Easier to get into the hazard zone than
to get out.

Must create “corridor” to protect
penetration.

Penetration into hazard

zone small
medium
Iarqe
250
400’

Penetrations

12





Safety Considerations for
Today’s Fires:

Size and Occupancy Smoke

Fire Stage Structural Stability

Time Access/Exit

Penetration = Hazard Interior

Zone Arrangement

Heat Aggression
Instincts

v

IC heat management:

Change the atmosphere!
Heat reduction = water application
Heat reduction = ventilation

we need:
Better protection
Improved awareness Changing conditions
More effective incident reaction based
on conditions (recon & reporting)

Safety Considerations for
Today’s Fires:

Size and Occupancy Smoke

Fire Stage Structural Stability

Time Access/Exit

Penetration — Hazard Interior

Zone Arrangement

Heat Aggression
Instincts
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Smoke

Big deal hazard.

IC must attach standard
reaction to each level.

Support operations are
critical

Must forecast and react to

increasing levels (Changing
conditions).

Commercial fire fighting smoke plan

- Offensive
- Offensive
- Marginal

- Defensive

@®
@» - Defensive

Safety Considerations for
Today’s Fires:

Size and Occupancy Smoke

Fire Stage Structural Stability

Time Access/Exit

Penetration - Hazard Interior

Zone Arrangement

Heat Aggression
Instincts
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Structural Siability - Collapse Management:

IC must create...
Incident organization:

Offensive

Sectors officers = Safety officers Defensive
strategy
management

Strong Command presence

Crew position/function must be
controlled.

Maintain strong communications

Pessimistic evaluation — move
troops out fast.

There is no defense against a
structural collapse.

The onli( effective reaction to
structural collapse...

IS TO GET AWAY FROM IT!!!

Safety Considerations for
Today’s Fires:

Size and Occupancy Smoke

Fire Stage Structural Stability

Time Access/Exit

Penetration — Hazard Interior

Zone Arrangement

Heat Aggression
Instincts
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Access

As we go from residential to commercial...

IC team must evaluate security profile.
Command must “prepare” building
size up (360 )
multiple entry (& exit) points
natural...doors, windows, building
openings
“man made”...breach walls, cut
fences, remove barriers

Access (cont’d):

“Harden” exits
Mark multiple exits, sides,
landmarks, floors
= We must insure a “round trip”
= Life span = air in your tank
r |C must support hazard zone
operations.

Access becomes EXIT. ..

Safety Considerations for
Today’s Fires:

Size and Occupancy Smoke

Fire Stage Structural Stability

Time Access/Exit

Penetration — Hazard Interior

Zone Arrangement

Heat Aggression
Instincts
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Interior arrangement:

Major safety factor

Interior access control:
Major IC concern
Clutter / arrangement must be
evaluated
Strategy & IAP must consider
interior arrangement

Safety Considerations for
Today’s Fires:

Size and Occupancy Smoke

Fire Stage Structural Stability

Time Access/Exit

Penetration — Hazard Interior

Zone Arrangement

Heat Aggression
Instincts

Management of aggression:

Huge fire service (P.F.D.) value.
Culturally based...

Can be hard to control -
smart/ dumb

One of our most valuable tradition.

17





Management of aggression:

Leadership challenge:

Slow down... get there quicker
(“controlled hustle”)

More deliberate — based on
conscious decisions

Reinforcement (positive / negative)

Safety Considerations for
Today’s Fires:

Size and Occupancy Smoke

Fire Stage Structural Stability

Time Access/Exit

Penetration - Hazard Interior

Zone Arrangement

Heat Aggression
Instincts

IC’s instincts:

Product / development of:
Training/education
Experience
Road rash / scar tissue
Thought / reflection
Case studies—war stories

18





As IC’s we must:

Apply, trust & follow your
instincts

Follow your gut ....

Our Plan:

Keep on rolling....
Get smarter — Train / Respond / act
Invest in our people (biggest asset)
« Communicate
- lots of listening
- care about each other
- take care of everyone
Don’t go nuts:
- keep the good stuff (95%)
change a little (5%)

big
payoff

Department Wide Training

Training...  Training...

and more Training

19
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Ron Dennis
Executive Director of AFCA

Ron Dennis is currently the Executive Director for the Arizona Fire Chiefs
Association, a position he assumed in September of 2008 after retiring as the
Assistant Chief for Avondale Fire-Rescue, Arizona.

Prior to coming to Avondale, Ron was with the Lake Havasu City, Arizona Fire
Department for fifteen years where he served as a Battalion Chief, Training
Officer, Operations Division Chief and Technical Services Division Chief He is a
33-year fire service veteran and has worked for four Arizona fire departments
during his career as a firefighter, company officer, training officer and command
officer Chief Dennis 1s a 1994 graduate of the National Fire Academy Executive
Fire Officer program and holds an Associates Degree in Fire Science from Rio
Salado Community College and a Bachelors Degree in Fire Administration from
Cogswell Polytechnic College He also completed the Certified Public Manager
Program through Arizona State University Ron has taught extensively
throughout Arizona as a Fire Science Program Associate Faculty member for
several community colleges, the Arizona Division of Emergency Management
and the Arizona State Fire Marshal’'s Office with emphasis on Firefighter Safety
and Survival, Strategy and Tactics, incident Command, Officer Training,
Instructional Techniques, Hazardous Materials and Building Construction. Chief
Dennis is a member of the Arizona State Fire Training Committee which plans
and coordinates the annual Arizona State Fire School. He is the Region 9
Advocate for the National Fallen Firefighters Foundation “Everyone Goes Home”
Program and has presented safety, leadership and command training programs
for Fire Rescue International, the New York State Association of Fire Chiefs, the
Alabama Fire Chiefs Association, the Georgia State Fire Academy and the
Florida State Fire College For the past four years he has served as a presenter
for the Regional Battalion Chief Academy, sponsored by the Peoria, Arizona Fire
Department. Chief Dennis was the recipient of the inaugural joint FDSOA/IAFC
Safety, Health and Survival Section Fire Safety Officer of the Year Award in
2005, and continues to be active in a variety of State and National Firefighter
safety and survival endeavors.





FIRE OFFICER ACCOUNTABILITY EXPECTATIONS
By
Ron Dennis
Company Officers are the backbone of the Fire Service. They are the ones
who are really in charge of what gets done and how it gets done on a daily
basis. They are the key link between the management component and the
performance component of the organization. The Company Officer is the

one who has the MOST influence on the attitude, work ethic and

performance of others.

With that understanding, every company officer should strive to achieve
success in each of the following fifteen areas. With that understanding,
every company officer should strive to achieve success in each of the
following fifteen areas. Chief Officers should be committed to holding
themselves, their fellow officers and Company Officers accountable for

meeting these expectations.






Safety

Our own personal safety and the safety of those we supervise must be
our top priority every day on every emergency response or training
activity

Supervisors ARE empowered to prevent/stop unsafe acts

Supervisors are expected to empower their subordinates to prevent/stop
unsafe acts without retribution, criticism, admonishment or ridicule
Supervisors are not empowered to compromise or deviate from standard
safety procedures

Command officers do not have the option as to whether or not to follow
up on compromises that are made

The key to incident safety is effective risk management

BE SAFE!

Performance competency achieves organizational goals

Know and believe in the mission and values of your fire department and

your city, county, district

Be familiar with department goals, team goals, and personal goals

Reinforce organizational goals in daily actions and with every customer

service encounter

Strive for “Unconscious Competence”

Competency Learning Model

* Unconscious incompetence -We don’t know what it is we are supposed

to know or do and we are not aware that we don’t know it; Blissful

ignorance

» Conscious incompetence - We know what it is we need to learn, but

we are not able to apply the knowledge or skills





= Conscious competence - We know what we are supposed to, We are

competent at a standard level when we concentrate and apply it

» Unconscious competence - We are able to apply our knowledge and
skills at a level consistent with instincts and habits, we can do without

thinking about it

» Conscious mis-competence - We know what we are supposed to know
and how to do it and we are competent , However we consciously
choose NOT to apply our knowledge and skills appropriately or at the

recognized at a standard level

“The Rickover Rule”: We will strive to achieve a rising standard of

quality over time and well beyond what is required by the minimum.

Performance and actions reflect organizational values

Customer service — internal and external

Communications — organizational and personal, written, verbal, non-verbal
Job performance — within or exceeding standards and values

Leadership / Management - Lead by Example

Accountability — personal and organizational responsibilities

Integrity — Forthright and “Fair”

Station Management Responsibilities

Maintenance / Upkeep
Quality

Pride

Ownership

Respect for property
Public facility





Apparatus and Equipment: Emergency Preparedness / Maintenance /
Upkeep

e 100% Performance ready

o Daily, weekly, monthly check sheets

¢ Station level preventative maintenance

e Cleanliness

e Operational knowledge

Peer Support / Team Support
¢ Positive talk / Reinforcement/Support
¢ Internal customer service
e Do not degrade or humiliate fellow workers
e Use organizational values to enhance team building
e Rumors “Ruin”
Personnel Training and Development
e Train — Train — Train — everyday is a training day
e Know your craft
¢ Know and understand the crafts of those who work for you
e Provide tools and environment to help others achieve training and
development goals

¢ Be on time for all training events and “ready” to learn

Policies / Procedures / Rules
e Ifitis written down, we are responsible and accountable for knowing it, or
knowing where to find it and researching before taking action
¢ Know and understand general Personnel Polices and Rules
e Enforce, Modify or Delete policies and procedures (Use the Process)
¢ Assumptions are dangerous

¢ Use common sense and good judgment





Communications
e Follow the order model; CAN report model
o Use proper radio etiquette, courtesy, professionalism
e Follow organizational information management guidelines
e Communications are THREE-WAY
e Reports, proposals, work orders, etc.

e Fire and EMS reports/narratives

Self-Discipline
e Abide by organizational values and meet or exceed organizational
performance expectations
e Be your OWN Safety Officer

e Be accountable for your own personal behaviors and actions

Physical Fitness
» Use allotted time
=  Meet the requirements
» Participate and set goals

» Physical, mental and emotional health, the key to “going home”

Incident Management
o Follow the ICS model — EVERY TIME
e Initiate and maintain structured scene organization
e Maintain command presence
e Manage resources efficiently/effectively

e Forecast/ Be Proactive

Risk Management
e High risk actions — acceptable for life safety considerations only

e Moderate risk actions — property protection considerations only





Low risk actions — unsavable life and/or property considerations
Focus on High Risk-Low Frequency NDT events (NDT = Non-

Discretionary Time)

Standard Response Philosophy / Actions

Standard conditions usually forecast standard results

Standard response actions appropriate for specific conditions can
achieve positive predictable outcomes

Failure to use standard response actions wiil result in negative
predictable outcomes

Follow all standard response guidelines appropriately

Engine work, truck work, post-incident activities, patient care, customer

care activation, etc

Finger Printing

If your fingerprints are not on it, do not criticize it

If it isn’t within your responsibility area, you are welcome to put your
fingerprints on it only if you can offer constructive solutions that support
organizational goals

Be a part of organizational process so your fingerprints ARE on those
things that affect you

Get involved, be part of who and what we will become

Some Random Thoughts...
Full mission readiness demands contributions and sometimes sacrifices
from every member of the team  ours is a TEAM mission
Being a good team player won't always be easy Neither will it always be
noticed or recognized . But YOU will know
We need to be able make decisions based on the following priorities.
o What is in the best interest of the community/customer service?

o What is in the best interest of the organizational effectiveness





o What is in the best interest of the team effectiveness?
o What is in the best interest of team member personal needs, well
being/morale?

(It is important to remember that taking care of personal needs may

need to be addressed in order to support the community and team

objectives because people are our MOST important resource)
Change 1s difficult, especially when we lose part of the past in the
process But we must embrace change if we are to grow and mature as
an organization
We need to be able to enjoy our jobs and have FUN!
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BATTALION CHIEF ACADEMY

Gary Ells
Battalion Chief
Tempe Fire Department
Tempe, Arizona

Gary Ells has been a career Firefighter for over 33 years, serving the past 32 years with the
Tempe Fire Department in Tempe, Arizona Gary is a Battalion Chief assigned to the
Training/Professional Section, having previously served in all ranks, including nine years as
Shift Commander Tempe Fire Department is the first internationally accredited fire department
in the nation and serves its 175,000 customers from six stations within the 40 square miles it

occupies.

Chief Ells is a member of the National Fire Protection Association, International Association of
Fire Fighters, International Association of Fire Chiefs, Western Fire Chiefs Association, Arizona
Fire Chiefs Association, and senior member of the Arizona State Fire Training Committee. The
Arizona State Fire Training Committee is a working group from various fire departments,
districts, industry, and the military who assist the State Fire Marshall with the development and
presentation of the annual Arizona State Fire School. This four day school hosts 30 training
classes and is attended by over 1,000 students each year

Chief Ells is also an inductee of the Arizona Firefighter Hall of Fame and an adjunct instructor
for Mesa Community College Fire Science program, teaching Command Strategy & Tactics.

Chief Elis can be contacted by telephone at Tempe Fire Department (480-858-7213) or by email
at gary_ells@tempe.gov






Gary Ells
Battalion Chief
City of Tempe

LEARNING OBJECTIVES

= The four types of hazardous events

B Air and the important role it plays

= Smoke terminology

® Heat driven vs. volume driven smoke

& Reading important building/smoke cues

® The role building construction plays in
decision making

WHY READ SMOKE?

® Component of Risk Management

W Aids strategy Selection & IAP

B Determine Fire Location

® Predict areas of Extension & Collapse

® Relates to the performance of our craft






WHY READ SMOKE?

Reading and Evaluating smoke & fire help
to determine the Size and Extent of the
Incident.

SPEED OF SPREAD
DEGREE OF HEAT RELEASE

AVOIDING A SUDDEN
HAZARDOUS EVENT........ 2






WHAT’S IN SMOKE?






COMPOSITION OF SMOKE

Visible mixture of flammable toxic gases,
carbon particles, and water vapor
resulting from incomplete combustion.

® Carbon Monoxide (12%-75% / 1200¢)
= Hydrogen Cyanide

= Oxides of Nitrogen

® Hydrogen Sulfide

= Hydrogen Chloride ete.

GAS FACTS

Fire gases are heavier than air!

» Convection moves air up, over, and eventually out
(high pressnre zone)

= Fresh air comes io low to sustain burning (low pressure
zone)

® Street sense: The “dirtier” the smoke inside, the lower
the oxygen percent in air. Ventilate to live!

B Can’t find the fire? Place flashlight on floor shining

up. Low pressure air draws faster near the fire area.

THE RULE OF AIR

Air is the Governing Component of Fire Growth!

Limit the Air

And You

Limit the Fire!






UNDERSTANDING AIR
WILL HELP US....

*Create a safer fire ground
*Be able to predict fires’ actions

+Stop practices that actually
increase fire development

*Make us better FireFighters

Vacant House Price & Houge "B" shift

TERMINOLOGY
VOLUME!

COLOR & DENSITY!
PRESSURE!






KEY TERM

Volume:

= The amount of smoke visible. Typically
described as light or heavy (what’s
moderate smoke?).

B Volume is not associated in any manner
with color.

® Early clue to size of event
B Read the buildings cues!....What?

KEY TERM

Color:
Off-white through Dense black

= Red, yellow, green, and brilliant white are not
friendly (haz mat) '

m Density: Direct ratio to the amount of
suspended particles in air. Smoke burns!

® Changes in Uniformity can indicate spread of
fire to other areas or Flashover

just occurred






KEY TERM

Pressure:
The speed smoke displays as it exits.

E Rule of thumb: The hotter the fire,
more Curl, and Expansion will be evident
in the smoke

= Need to Vent?
= Turbulent vs. Laminar smoke






ADD IT UP!

® Volume + Color + Density + Pressure
completes the initial picture,

M React to your evaluation and take action!
m Fire ground operations are time critical!

NEED TO VENT?

READING SMOKE

® Observations are typically made from the
Street — Inside observations and accurate
reporting reveal the “Real” picture.

m Nothing is Absolute!

B Visible FIRE is easy to read — Look past
it for the real story....WHY?






FLASHOVER !

Haming Y,

FLASHOVER

Transition between growth and fully
developed fire stages.






WARNING SIGNS'!

® Advanced stage of burning

u Heavy interior smoke and heat conditions
forcing you to crouch low

= Rollover occurring (Hidden by smoke)
| High heat and smoke banking down suddenly
Crew Actions:

= Stay low, Operate hose line inte the Overbead
Get out!

1
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BACKDRAFT

Mg

BACKDRAFT

Smoldering phase / O2 deficient

WARNING SIGNS

= Windows stained black, oily deposit

B Pulsing smoke from eaves

# Blue flames in overhead, high heat
B Air rushes in upon opening

® Smoke layer constantly rising & falling
Crew Actions:

Do Not Enter! Charged lines in place,
Vertical ventilation!

1





SMOKE EXPLOSION

12





SMOKE EXPLOSION

Explosive Surge of Gases Without Fire

WARNING SIGNS!

= Hot, Heavy smoke conditions inside

= Can occur in nop-involved, adjoining
compartments

® Smoke uniformity, color, and lift may
differ from main fire area

Crew Actions:
® Leave area immediately! Ventilate!

13





COLLAPSE

g g

2

ANALYZE & PREDICT

Construction classification, Age, Use
(CONNECTIONS)

Visualize load imposition

Determine degree of Fire involvement
Evaluate time as a Factor

Determine the weak link !

REACT:

B Predict collapse sequence / area

®m  Establish collapse zones

COLLAPSE EXTRAS

m Basement or cellar fires

® Fire venting the ROOF of a tilt slab  building
» Lightweight truss / Bowstring / URM

= Heavy roof loads or everhangs

m Unprotected steel (DRY)

B Smoke through mortar jeints

® Fire in structural void space

14





READING SMOKE

Should Be Done Rapidly Upon
Arrival and Continually Evaluated

15





THE BUILDING IS OUR
ENEMY!

BUT

KNOWLEDGE IS OUR
ALLY!

THE BUILDING

B Knowledge of the building Type, Age, and Use
is crucial to Understanding fire behavior &
Smoke movement.

® NFPA 220 categorizes Buildings into 5 distinct
classifications. Understanding the strengths
and weaknesses of each Classification is
optimal. Type Il & Type V buildings are the
most common.

NFPA 220

TYPE 1....Fire Resistive..........4hrs
TYPE IL...Non-Combustible......2.0

TYPE IIL..Ordinary................... 1.0
TYPE 1V...Heavy Timber.......... 1.5
TYPE V....Wood Frame............. 1.0
Methods of Construction
Leg Cabin Balloon Platform
Post & Beam Plank & Beam

16





READING SMOKE

A 4-STEP PROCESS to Help
Predict Fire Behavior and Avoid
Sudden Hazardous Events!

Step 1: Weigh Building Factors

u Classification /1-V

mAge /Use/ Arrangement

= Contents type / load

mRoof load / location

mTruss type & connection

mRoom & contents or Structural fire
mTime

Step 2: Evaluate the Fire

¥ Degree of involvement

B Location / Floors / Stock

® Room & Contents or Structural ?
B Speed of Spread

u Fire in concealed spaces

® Time

17





Step 3: Read Key Smoke Factors

B Volume w=p Light / Heavy / None
= Color —p Uniformity / Density

R Pressure ==  Curl/Expansion

Prior to entry: Is that the same COLOR and
DENSITY of smoke YOU observed from the
street?

Step 4: Forecast the Event !
® Communicate your Observations!

® Review, Evaluate & Revise

B Warning Signs are NOT ALWAYS
Visual — your KNOWLEDGE and
EXPERIENCE are the best warning
signs...Use them!

18





READING SMOKE

A critical observation that requires those
with the skill to pass it on to a new
generation of firefighters....

SMOKE EXTRAS

® Bigger buildings hold more smoke
than smaller ones
® Flashovers last trigger is radiant

feedback. Hence, the greater the
insulation factor, the quicker flashover
will come.

® Well sealed buildings “filter” the smoke
(grayish color). Careful opening up, a
monster may await you!

SMOKE EXTRAS

u To the IC, flashover smoke appears light
gray with a dark center. Smoke seems to
be almost opaque.

B Mattress fires are low O2 events.
Smoke just “hangs”, gray in color.

® Huge column of dense black smoke
with a large base: Uncontrolled
flammable liquids fire or roof vented in
Iarge way.

19





SPRINKLERED
BUILDINGS

Sprinklered buildings pose a unique hazard
to FF’s. Activation of the system will cool
and dense pack the smoke. Vertical
ventilation will not work. Smoke will
show in large amounts but with little or
no pressure. Product is still toxic and

Flammable! Accountability problem!

VOID SPACES

= All building have voids, Type V is all
voids.

m Most void space fires produce a lazy
white smoke that continues to build and
deepen. No heat! Use TIC to identify,
quickly! This is a structural fire. A
motor or trash can fire may also appear
this way.

SUMMARY

YOLUME
® First indication of working fire
B Gives us an idea of amount of product burning
B Whether fire is through the roof or not
® Can ID uncontained flammable liquids events
prior to arrival
® Will indicate fires present location, read the
cues!

20





SUMMARY

COLOR/DENSITY
® Can indicate product involved or event
type
m Void space
# Impending backdraft
» Flashover predictor
u Haz Mat event
m Density will display quality of smoke.
Remember smoke burns!

SUMMARY

PRESSURE
B Best indicator of interior heat conditions
® Volume added to pressure indicates
depth and size of fire event
R Major tool for strategy decision
m Indicates the need to vent.

SUMMARY

BUILDING CONSTRUCTION

® This knowledge base coupled with the major
smoke factors presents a clearer picture to
responding crews and the IC. Events can be
predicted thereby reducing risk to our
members. The reduction of “unknowns” and
the increase of “knowns” is directly tied to the
performance of our craft. We alone are
expected to know FIRE!
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EVERYBODY

GOES HOME
TOMORRO

!
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THANK YOU!

Gary Ells
Battalion Chief
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Mike Munoz
Battalion Chief, Peoria Fire Department
Peoria, Arizona

Battalion Chief Munoz began his career as a firefighter with the Peoria Fire
Department in Peoria, Arizona in 1986 He was promoted to the rank of Captain
in 1996 and to Battalion Chief in 2006 Chief Munoz currently serves as the
Southern Shift Commander on B-Shift.

Chief Munoz received his Bachelors Degree in Public Safety Administration from
Grand Canyon University, his Masters Degree in Education (Counseling) from
Northern Arizona University, and a Masters Degree in Religion from Reformed
Theological Seminary.

Over the past twelve years, he has been involved in the writing of Engineer and
Captain Promotional Exams for the Department, and has been involved in the
Department’s Recruitment Process He has been teaching ethics for eleven
years and currently teaches an ethics course at Glendale Community College.

Captain Munoz has been married to his wife, Stacey, for 23 years and has two
children - daughter Jessica, age 16, and son Joshua, age 14






Ethical Decision Making Model

Presupposition.
Ethics

1

2
3
4

Direct Behavior/Direction giving (ought/ought not)

Personal (human in nature)

Involve freedom of the will (body & soul)

Abstract (non-material, principial), Universal (as to place), and Invariant (as to time)

Ethical Theories.

1.

2

3.

Deontological Ethics — Normative Perspective
» Reasoning from rules
» Duty for duty’s sake
> To be ethical is to fulfill one’s duty

> Objective moral standards exist

Teleological Ethics — Situational Perspective
» Reasoning from consequences
» Goal, outcome based
» To be ethical is to bring about a proper outcome

> The good and welfare of all involved is considered

Virtue/Character — Existential Perspective
» Reasoning from virtue or character
> Emphasizes character or virtue — good motives are the source of right action
» To be ethical is to experience self-realization

> A good act comes from a good inner character

ALL THREE ARE NEEDED!

Worldview:
What worldview can account for ethics in this sense? What worldview provides the

preconditions for ethics? What worldview can bring these three theories together?





Ethical Decision Making Model

Basic Model.
1 Situation — What is the problem?
2 Norm — What moral standard(s) applies to this situation?

3 Person — What am | able to do?

Expanded Model:

1 Situation — What is the problem?
> Get as much information as you can about the specific problem
> What is the context of the situation?
> Am | responsible for the situation?
> What are the facts?
> What is the desired outcome?

2 Norm — What moral standard applies to this situation?
> Apply the proper norm or standard to the particular situation.
> What law, principal, or rule do | apply to this situation?
» Objective moral standard
= Proximal moral standard Mom & Dad, SOP’s, Department Rules & Regula-
tions, City Rules and Regulations, Laws, etc.
> lIs it my duty to act?

> Do | know the moral standard well enough to apply to different situations?

3 Person —What am | able to do?
> Apply the right virtue to the particular situation.
Am | in a position to address this problem?
What kind of a person do | want to be? What kind of a reputation do | want?

Do | have the right motive in this situation?

Y V V VY

How can | change myself?





Ethical Decision Making Model

Application of the Model

Pre-plan

Incident

Situation.
What do |
(Worldview)?

believe about the world

Norm.
What is my ethical standard (Objective

moral standard)?

Person-
How do | become the person | want to be

(virtue and character)?

Situation
Because | know what | believe about the
world, | am equipped to understand the

various situations that | face

Norm.
Because | have an objective standard of
right and wrong, | am equipped to apply it
to the various situations that | face.

Person
Because | know what kind of person | am
and what kind of person | want to be, | am
equipped and in the process of making

the necessary changes to myself

John Frame, Medical Ethics, Phillipsburg, NJ: P & R Publishers, 1988.





Golden Rules for Living

1 If you openit, close it

2. If you turn it on, turn it off

3. If you unlock it, lock it up

4. If you break it, admit it

5. If you can't fix it, call in someone who can.

6 If you borrow it, return it

7. If you value it, take care of it

8. If you make a mess, clean it up.

9. If you move it, put if back.

10.1f it belongs o someone else, get permission to use it.

11 If you don't know how to operate it, leave it alone

12.1f it’'s none of your business, don't ask questions.

13.1f the door is closed, knock.





All | Ever Redally Needed To Know | Learned In Kindergarten
Most of what | really need to know about how to live, and what to do, and how to be, | learned in Kin-
dergarten. Wisdom was not found at the top of the graduate school mountain, but there in the sand-
box at nursery school These are the things | learned:
Share everything.
Play fair
Don't hit people
Put things back where you found them.
Clean up your own mess.
Don't take things that aren't yours.
Say you're sorry when you hurt someone
Wash your hands before you eat
Flush the toilet
Warm cookies and cold milk are good for you
Live a balanced life

Learn some and think some and draw and paint and sing and dance and play and work everyday
some

Take a nap every afternoon
When you go out into the world, watch for traffic, hold hands and stick together
Be aware of wonder and wonderful things.

Remember the litfle seed in the plastic cup The roots go down and the plant goes up and nobody
really knows how or why but we are still all like that

Goldfish and hamsters and white mice and even the little seed in the plastic cup  they all die...So do
we

And then remember the story book about Dick and Jane and the first important word you learned, the
biggest word of all. LOOK!

Everything you need to know is there. from Kindergarten, somewhere. The Golden Rule and iove and
basic sanitation...Fcology and politics and sane living...Think of what a better world it would be if we
all--the whole world--had cookies and milk about 3 o'clock every afternoon and then laid down wifh
our blankets for a nap. Orif we had a basic policy in our nation, and all other nations, to always put
things back where we found them and o clean up our own messes

And it is still the fruth, no matter who you are or how old you are. when you go out there info this world,
it is best to hold hands and stick together

by Robert Fulghum
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Christine Muldoon
CM Communication International

Dynamic, knowledgeable, insightful are the words expressed by clients who have experienced Christine
Muldoon as a seminar presenter, communication coach or keynote speaker. Chris has over twenty-five
years experience as an expert In the area of persuasive communication She Is a seasoned educator.
coach and consultant.

Chris received a Masters Degree in Communication from Arizona State University in Tempe, Arizona and
an undergraduate degree In Speech and Theater from St. Louis University in St. Louis, Missouri. She is
listed In Outstanding Women of America and in 1998 was inducted In the Arizona State University,
College of Liberal Arts & Sciences, HALL OF FAME. ASU honored Chris for her distinctive business
accomplishments in the field of communication

Pioneering major efforts to implement leading edge communication training and development programs,
Chris has held the position of Manager of Training and Development for the Fred Harvey Corporation,
headquartered and therefore living in the Grand Canyon National Park in Arizona and Deputy Director of
the Division of Communications for the Arizona Department of Corrections in Phoenix, Arizona.

Through a one-year research project, she studied intercultural communication and the impact of cross-
cultural education in organizations. She traveled, studied and worked with people worldwide — Europe,
Asia, Australia and even Tibet Consequently, Chris enjoys designing and delivering communication
seminars for clients throughout the world.

Chris 1s an adjunct faculty member of the Frank Lloyd Wright School of Architecture at Taliesin West. For
fifteen years, she has been teaching and coaching both architects and apprentices on the presentation
skills

In her Arizona community she serves on the Dean’s Council for the College of Liberal Arts and Sciences
at Arizona State University; is a founder and Board member of the Grand Canyon Music Festival; I1s on
the Advisory Board of NAWBO and i1s a member on the Executive Advisory Council of the ASU
Foundation Women and Philanthropy Program
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THE AGE OF
COLLABORATION

COLLABORATION is a group process successfully being used today
in many contexts. The simple definition of collaboration is “to work
together.” Webster’s Dictionary definition still says, “co-operating,
usually willingly, with an enemy nation” in reference to our World
War Il association with treason. Buckminster Fuller dubbed it
“synergy.” Marshall McLuhan predicted a “global village.” Harvard
Business School sees it as “strategic use of partnerships spanning
company and country boundaries.” Scientists researching via
Internet coined the word “collaboratory.” Nonprofits form coalitions.
Birds flying in V formation create a flock...

It is a proven fact that a flock of birds
flying together in a V formation
has twice the lifting power
to carry twice the
distance of a
single bird
flying
alone

Having entered into THE AGE OF COLLABORATION, the idea of
successful collaboration embodies the global spirit of our new millennium.
Whether driving for profits, creating a new product, formulating a new
methodology, solving a community problem, analyzing a system, forging a
new plan of action, merging organizations, creating an artistic project or
campaigning for social change, a successful collaboration energizes and
enhances both individual and group outcomes as the whole becomes
greater then the sum of the parts!

The new definition of collaboration is simple:

DIVERSE, KNOWLEDGEABLE AND COMPETENT
INDIVIDUALS, COMMITTED TO WORKING TOGETHER
ON SHARED AND UNDERSTOOD GOALS, IN ORDER TO
PRODUCE EXTRAORDINARY OUTCOMES.

The execution of a collaborative effort is more complex:





PURPOSE... extraordinary outcomes...
“Many hands, hearts and minds generally contribute to anyone’s notable
achievements.” ~ Walt Disney

The purpose of collaboration centers on whatever driving force has value
to each of the collaborators, yet is too big in scope for just one person or
group to solve. By coming together, collaborators want to create mutually
beneficial and extraordinary outcomes. They realize that “none of us is
not as smart as all of us” IF they can synergistically work at it together.

PEOPLE ...diverse, knowledgeable and compeftent...
“Diversity: the art of thinking independently together ” ~ Malcolm Forbes

Collaborators are individuals on a mission. Each one chooses to
participate because they have a stake in the outcome. Each one usually
represents an integral part of a much bigger picture or potential. What
makes collaboration so unique is that it encourages “strange brews” of
people working together Collaborators must maintain their autonomy by
being independent thinkers, yet willing to listen and integrate the
differences of opinion into the outcomes. It is embracing the diversity of
ideas that challenge people to move from being ordinary to extraordinary

PROCESS...committed fo working together...
“When love and skill work together, expect a masterpiece.” ~ C. Reade

The collaborative process is all about teamwork. It evolves holistically as
the collaborators become more cohesive. The goal is fo facilitate all of the
voices in the room in exploring alternative ideas and consequences that
will lead to new approaches and extraordinary outcomes. Therefore, the
process relies upon an open, dynamic and honest communication climate.
The key is to create shared understanding through a /ot of dialogue. When
the attitude of “what’s in it for me” becomes “what’s in it for we” the simple
concept of working together becomes a reality

Ultimately, successful collaboration is dependant upon the collaborators
being effective (empathetic) communicators Using their persuasive
communication ability, they must build, manage and maintain committed
working relationships with people who operate differently in order to
achieve extraordinary results.

“To effectively communicate, we must realize that we are all different in the
way we perceive the world and use this understanding as a guide to our
communication with others.” ~ Anthony Robbins





AN EFFECTIVE COMMUNICATOR...

is a consciously competent communicator At all times, competent
communicators intentionally manage their interactions with people in
order to elicit positive responses. They are other-centered vs. self-
centered as they communicate, paying close attention to who is involved
in the interaction as well as what message is being sent and how it is
being received.

Through conscious understanding of the communication and
psychological explanations underlying why and how people make
decisions to interact and relate, an effective communicator will develop a
framework that fully supports the choice of techniques used during the
communication process. By constantly adjusting, refining, and adapting
the communication delivery to meet the needs of others, positive
interactions between and among people are possible.

Ultimately, an effective communicator exhibits an elegant level of
competency in influencing people by adhering to three key classic
persuasive communication principles:

< PEOPLE BUY PEOPLE

+LIKE ATTRACTS LIKE

<+ PERCEPTION [S REALITY





PECPLE BUY PEOPLE...

ARISTOTLE

Of all the students educated at Plato’s Academy, none was as distinguished
as was Aristotle. In Greece, Aristotle was a philosopher/teacher who
believed that the subject of rhetoric was a practical discipline that must be
studied and practiced by everyone. Many consider THE RHETORIC of
Aristotle the most important single work on persuasive communication ever
written.

Aristotle believed that an effective communicator in every context must use
three appeals or proofs:

LOGOS “is wrought through the message itself when we have
demonstrated a truth or an apparent truth by the means of persuasion
available in a given case.”

ETHOS “is wrought when the message is so spoken as to make the
speaker credible; for we trust good men more and sooner, as a rule, about
everything; while, about things which do not admit of precision, but only
guess-work, we trust them absolutely ”

PATHOS “is wrought when the hearers themselves become the
instruments of proof when emotion is stirred in them; for we give our
judgments in different ways under the influence of pain and joy, of liking and
of hatred ”

RECEPTIVITY

We live in a world where we value the chemistry that occurs when we feel
we have clicked with an individual or group. We call it falling in love, creating
a kinship, or being hypnotized. It usually happens to us unconsciously and
haphazardly During this STATE OF RECEPTIVITY, we are more open and
available to the other person, time is altered, and we feel we must
RECIPROCATE. When we feel good, we feel obliged to pay it back
somehow, someway. This is called the Law of Reciprocity. It is uniquely
and deeply human to pay it forward.

Effective communicators consciously and wisely focus on creating a state of
receptivity in order to trigger reciprocity





THE BRAIN

Everybody has his or her own mental map of the world Our maps are
constructed from experiences we perceive through our sensory
representational systems (sight, hearing, feeling, taste, and smell). Most
people are largely unconscious of their own mental process and the effect
it has on their behavior. Because people are different, they make
decisions in very different ways. They have their own methods for
collecting, sorting, and retrieving information

Our brains provide the blueprints for our behavioral and decision-making
strategy Knowing some simple facts about the brain can give
communicators exclusive insights into why people create and exhibit
unique behavioral patterns.

The brain—
o lIs about the size of a grapefruit.
o Weighs about THREE pounds.

o Compares to a mainframe computer the size of Texas, 10 stories
tall and with a CPU capacity that equals the stars of the Andromeda
Galaxy

The brain is composed of two hemispheres. Each hemisphere is
responsible for the opposite half of the body when it receives information
and controls movement. While the right and left hemispheres continually
interact, knowledge is processed differently in each half A bridge of some
three hundred million nerve fibers connects the two hemispheres.

The left hemisphere. The left hemisphere processes the cognitive aspects
of life. It tends to be linear, sequential, structural, and verbal.
Consequently, it controls speech, computes mathematical functions,
organizes, and categorizes. It is analytic, time-oriented, discontinuous,
and short-term.

The right hemisphere. The right hemisphere controls nonverbal aspects of
life. The right side experiences life in a visual and spatial context; it is
more spontaneous and arrives at decisions intuitively It tends to be
musical, sexual, emotional, and holistic. It is timeless, diffuse, and
long-term.

Each hemisphere is equally significant.





LIKE ATTRACTS LIKE...

PACING

PACING is a communication skill that focuses on purposely causing
people to feel comfortable with each other Pacing is based upon research
findings that indicate we absorb behaviors unconsciously and consciously
from other people, particularly those with whom we have repeated
exposure, those whom we like, or those from whom we want something
By focusing our attention on other people and consciously matching and
absorbing their world, we acknowledge them by creating similarity
Similarity creates understanding. Understanding creates empathy.
Empathy triggers a state of receptivity. Receptivity is the foundation of all
positive relationships.

PACING to create a state of receptivity requires complete attention on
another person versus one self It is important to remember that your
experience of the world is not the same as others. All individuals perceive
the world through their own unique personal strategies. Until you
understand each person’s map of the world, your ability to establish
receptivity and develop a relationship with others happens randomly
When you are out of pace with another person the result is a mismatch of
behaviors. All too often, a mismatch is difficult to repair.

Pacing requires the ability to “detect and utilize.” An effective pacer can
quickly read another person, accurately translate and link the information
to personal strategies and immediately use the information during the
interaction. Effective pacers have “insight into other people.” A skilled
pacer can establish rapport in any where from thirty seconds to four
minutes.

Methods of pacing

There are two very important types of pacing: direct and complementary
Direct pacing is the matching of another person’s behaviors, while
complementary pacing matches the intensity of behavior or mood.

The two types of pacing are used in different situations. Employ direct
pacing when you want to establish rapport. Use complementary pacing
when you want to shift someone’s negative state.





PERCEPTION IS REALITY...

STRATEGIES

When pacing an individual or a group, pay attention to personal strategic
behavioral cues and patterns.

The BEHAVIORAL strateqy:

1 People oriented

2. Task oriented

3. Detail oriented

4. A Blend of all three

When pacing behaviors, match the:

o Nonverbal cues by using the same actions

o Vocal cues by talking in the same voice

o Verbal language by using key, repeated words
o Mood or feelings

The THINKING strategy:

1. Kinesthetic

2. Visual

3. Auditory

4. VAK

People think differently. These differences correspond to the three of the
five principal senses: what we see (VISUAL), hear (AUDITORY) and feel
(KINESTHETIC) When you communicate with a person, they are using a
combination of these senses to input and output information. An individual
will tend to use one representational system continually, especially when
under stress. This predominant system will dictate how this person
perceives, interprets, and thinks.

When pacing match Visual, Auditory or Kinesthetic
o Predicates or action words (see, hear, feel)
o Eye movement patterns

By pacing how people process information, receptivity is established by
becoming “like minded.”

The VALUES strategy:

Our everyday actions are motivated by 15 distinctive beliefs. These
beliefs are usually communicated through behaviors that are repeated,
patterned and very emotional. Five of these fifteen values anchor our
overall behavioral strategy.

Respecting value systems is the foundation of long-term trusted
relationships






PACING and LEADING

Pacing and leading is a pattern, usually unconsciously performed, that is
evident in almost all communication interactions. The object of pacing is to
establish RECEPTIVITY In consciously mastering the technique of
pacing, you will have the ability to lead people into new behaviors,
responses, and outcomes.

To determine if receptivity has been successfully established, a change in
your behavior is called SWITCHING. If the person you are pacing follows
your lead, then you know that rapport has been achieved

If the person you are pacing does not follow your lead, then return to
pacing, continuing it for a longer period of time Moreover, do not be afraid
to try again or to try a different switching behavior

The point to remember is that after a reasonable amount of time has been
spent pacing, if the person you are pacing responds to a subtle change or
follows your obvious lead, sufficient receptivity has been established for

the time being.

When a comfortable connection is well established between individuals, it
is difficult to identify who is pacing and who is leading It is like a dance.
The communication process proceeds in a natural flow of sharing the

initiation and matching of behaviors. True understanding is developed and
mutual outcomes are satisfied.

It is the beginning of a beautiful relationship!

PRACTICE THE 70/30 RULE:

LISTEN 70% OF THE TIME
TALK 30% OF THE TIME





COLLABORATION

~

DIVERSE, KNOWLEDGEABLE
AND COMPETENT INDIVIDUALS,

COMMITTED TO WORKING

TOGETHER ON SHARED AND
UNDERSTOOD GOALS,

IN ORDER TO PRODUCE

EXTRAORDINARY OUTCOMES
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COLLABORATION
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PRINCIPLE # 1
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PEOPLE

ARISTOTLE
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RECEPTIVITY
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THE BRAIN
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PACING
» Establish similarity
+ Establish receptivity

« Establish relationship
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PRINCIPLE #3

PERCEPTION
IS
REALITY

PERSONAL STRATEGIES

= Behavioral Strategies
+ Thinking Strategies

= Belief Strategies
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Thinking Strategies
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Value Strategies

Achievement Pleasure

Aesthetics Recognition
Aathority

Adventure

Security

Service

Autonomy
Health

Integrity

Spiritual Growth
Wealth

* Wisdom
Friendship/Love

COLLABORATIVE COMMUNICATION

MAY THE
PACE
BE WITH YOU
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CHRISTINE MULDOON
CM COMMMUNICATION INTERNATIONAL

Dynamic, knowledgeable, insightful are the words expressed by clients who have
experienced Christine Muldoon as a seminar presenter, communication coach or keynote
speaker.

Chris has over twenty-five years experience as an expert in the area of persuasive
communication. She is an educator, coach, researcher and consultant. She enjoys
working with people in organizations of all sizes and in locations throughout the worlid.

Chris received a Masters Degree in Communication from Arizona State University in
Tempe, Arizona and an undergraduate degree in Speech and Theater from St Louis
University in St. Louis, Missouri. She is listed in Outstanding Women of America and in
1998 was inducted in the Arizona State University, College of Liberal Arts & Sciences,
HALL OF FAME. ASU honored Chris for her distinctive business accomplishments in the
field of communication.

Pioneering major efforts to implement leading edge communication training and
development programs, Chris has held the position of Manager of Training and
Development for the Fred Harvey Corporation, headquartered and therefore living in the
Grand Canyon National Park in Arizona and Deputy Director of the Division of
Communications for the Arizona Department of Corrections in Phoenix, Arizona.

Through a one-year research project, she studied intercultural communication and the
impact of cross-cultural education in organizations. She traveled, studied and worked with
people worldwide-—Europe, Asia, Australia and even Tibet. Consequently, Chris enjoys
designing and delivering communication seminars for clients throughout the worid.

Chris is an adjunct faculty member of the Frank Lioyd Wright School of Architecture at
Taliesin West. For fifteen years, she has been teaching and coaching both architects and
apprentices on their presentation skills.

In her Arizona community she serves on the Dean’s Council for the College of Liberal Arts
and Sciences at Arizona State University; is a founder and Board member of the Grand
Canyon Music Festival; is on the Advisory Board of NAWBO and is a founding member
and on the Executive Advisory Council of the ASU Foundation Women and Philanthropy
Program.

CM Communication International has eamned the loyalty of a variety of unique clients
including: 1BM Corporation, Misys Healthcare, Intel Corporation, MicroAge, Sun
Microsystems, The Charles Machine Works (Ditchwitch), Turner Ranches Enterprises,
FEMA Nat. Emergency Training Center, The National Park Service, Phoenix Sky Harbor
Airport, Scottsdale Convention & Visitors Bureau, City of Tempe Police Department,
Alaska Peace Officers Association, Southwest Head Start, Arizona State University, lowa
State University, Texas Tech University, Central Florida State, The AZ Area Agency on
Aging, The Arizona Red Cross, NASA at Kennedy Space Center, City of Phoenix, City of
San Jose, City of Las Vegas, General Dynamics, Management Education Group

www.cmcommunication.com/cmcom@msn.com
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Robert McKibben
Chief Operations Officer
Emergency Planning Solutions, LLC

Robert (Bob) McKibben spent 28 years in the fire service and recently retired as
Fire Chief for the City of Peoria Arizona. He was with this department since
February of 2001 and has served as Chief since November of 2001 Prior to
Peoria, Chief McKibben worked his way up through the ranks at the Beloit
(Wisconsin) Fire Department, where he spent the last six years as Assistant Fire

Chief

Chief McKibben holds a Bachelors Degree in Fire Science Management from
Southern lllinois University and a Master Degree in Business Administration from
Cardinal Stritch College in Milwaukee He is also a graduate of the Executive Fire
Officer Program in Emmitsburg, Maryland and holds his Chief Fire Officer (CFO)
designation from the Commission on Fire Accreditation International. Chief
McKibben 1s a the current President of the National Society of Executive Fire
Officers (NSEFOQ) and is the past president of the Valley Fire Chiefs Association

Chief McKibben is now the Chief Operations Officer for an Emergency
Management consulting firm (Emergency Planning Solutions, LLC) based in
southern Wisconsin.






Peona Fire Department
Battalion Chief Academy

ORGANIZATIONAL CULTURES AND HOW
TO CHANGE THEM: Why we act and interact
as we do.

Bob McKibben. Fire Chief (Retired)

Welcome

*Robert McKibben, Fire Chief (Retired)
»28 years in the Fire Service
20 years in Wisconsin

*Peoria Fire Department
*Deputy Chief — 9 months
*Chief - Nov. 20, 2001

*Master of Business Administration

*Bachelor of Science - Fire Science Management

Welcome

*Graduate of EFO Program
*CFOD

*Current President of the National Society of
Executive Fire Officers

*Past Prestdent of Valley Fire Chiefs Association

*Currently Chief Operations Officer for Emergency
Planning Solutions, LLC






What is Organizational Culture?

The habits, practices, customs and
attitudes that become the organization’s
behavioral norm.

Orgamzational Culture

Organizational Culture

e DA

SERVICE ABOVE
SELF






Organizational Culture

, Organizational Culture

What is the Culture of
your Organization?

Let’s start with the basics.

Almost everybody wants/needs:
cAir
*Food
*Water
*Warmth/Coolness
*Protection from storms, etc.

(Employees should be paid enough to meet those most
basic needs for themselves and their families)






ASSUMPTION-

Almost everybody wants/needs
-Safety and Security

(Nobody thrives on the insecurity of not knowing
whether they’Hl still have a job or belong to a
volunteer organization next week, next month or
next year)

ASSUMPTION-

Almost everybody wants/needs:

-Love and Belonging

{Most of us need to feel that there are people in
our lives (including our jobs and volunteer
organizations) who genuinely care about us)

ASSUMPTION.

Almost everybody wants/needs.

-Self-Esteem

(In any fire or EMS organization, self-esteem is
fargely dependent on the reputation of the
organization)






ASSUMPTION

Almost everybody wants/needs:

-Self-Actualization

(That is defined as the maximum realization and
fulfillment of one’s human potential)

ASSUMPTION

‘What is the source of these assumptions?

Maslow’s Hierarchy of Human Needs
~Abraham Maslow (1908-1970)

An essential question:

Is your organization’s culture compatible
with the needs of the people you serve 7






Another essential question.

Is your organization’s culture compatible
with the needs of the people of your
organization ?

Organizational Culture

*The culture may be positive, negative, or a
combination of positive or negative.

*The culture may encourage mediocrity 1n pursuit
of harmony.

+*The culture may be service-oriented and open to
innovation, or it may be self-serving and resistant
to change.






IT’S NOT
ABOUT
YOU!HHHI!

Organizational Culture

*In fire and EMS organizations, members can
join as teens and remain until old age.

*Organizational cultures in the fire service
and EMS are deep-rooted and difficult to
change.

*There may be many cultures within an
organization, but they combine to create the
overall organizational culture

Leadership and Organizational Culture

Leaders both formal and informal have
great influence on an organization’s
culture.






Formal Leaders and the Organizational
Culture

+Elected and appointed officials
*Authorized by law to lead

*Highly visible as leaders

Establish processes to define the
organization’s misston and values
*Communicate internally and externally
*Power to enforce official standards

Informal Leaders and the Organizational
Culture

*Subtle selection and empowerment
*Authority derives from popularity/appeal
+Often maintain a low profile
*Sometimes cannot relate to the
organization’s misston and values
+Communicate mostly by grapevine
*Power sometimes lies in negativity

Visionary
3%
10 % Primary Leaders
o
20 % Thoughtful Leaders
60 % Band-Wagoners

7% Nay-Savers






Paymg Attention

= Huge amount of time spent on Nay-Sayers

= 80/20 Rule

» Thoughtful Leaders feel left out and become
Band-Wagoners

= Band-Wagoners join Nay-Sayers when they
see the attention

Visionary

Primary Leaders

0% Thoughtful Leaders

,
<ﬁ 20 % Band-Wagoners
&\;\@ 67 % Nay-Sayers

Paying Attention

= Concentrate on Thoughtful Leaders... Band-
Wagoners will follow

= Don’t forget your Visionaries and Primary






Parental Leadership

» Leadership 1s very much like parenting

» You take humans who don’t know much and
develop them

» You provide them with caring, security,
education, resources, rules, etc.

= They know you truly care for / love them
o Love comes from respect

» Respect/Leader Status must be earned to be
effective

Parental Leadership

» Similarities between leadership and parenting
o Loving / Nurturing
o Teaching/ Providing Direction
a Character Development
o Disciphne / Re-Direction
o Letting go

Parental Leadership

» Stages
o Infants ~———— Red Shirts
a Toddlers ———» Booters
o School aged ——— 2-4 year FF’s
o Adolescents ——— 5-7 years
o Teens — —+ 8-10 years
o Young adults  e——p 11-13 years
a Adults ———— [4-16 years
o Seniors —> 17+ years
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Parental Leadership

= Infants (Red shirts) need:
o Constant care
= Feeding
= Diapers changed
o Constant protection
o Constant love and nurturing
o To know you are always there for them

Parental Leadership

» Toddlers (Booters) need:
o Help with:
= Feeding
» Dressing
= Playtime
o Constant teaching
a Constant protection
o Constant love and nurturing
o To know you will always be there for them

Parental Leadership

m School aged (2-4 yrs) need:
a Good teaching environment
a To know the boundaries & consequences
o Protection
= Know how to protect themselves
o Love and nurturing
a To know you are there for them

i1





Parental Leadership

= Adolescents (5-7yrs) need:
o Good teaching environment
o To know the boundaries & consequences
o Protection
» Know how to protect themselves
o To know you care
o To know you are there for them
o Room to grow and experiment

Parental Leadership

m Teens (8-10yrs) need:
o Good teaching environment
= Allowed to be the teacher
o To know the boundaries & consequences
o Know how to protect themselves
o To know you care (from a distance)

o To know you are there for them
= Onthe off chance they will admit they need you

o Space

Parental Leadership

= Young Adults (11-13yrs) need:
o To start becoming the teacher
o To know the boundaries & consequences
o Know how to protect themselves & others
o To know you respect them

o To know you are there for them
= For consultation

o Freedom to develop themselves






Parental Leadership

» Adults (14-16yrs) need:
o To be the teacher/mentor
o To know the boundaries & consequences
a To protect themselves & others
o To know they have eared your respect

o To know you are there for them
= For shanng 1deas

o Freedom to live their lives

Parental Leadership

= Seniors (17+yrs) need:
o To be the Leader
o To teach the boundaries & consequences
o To teach how to protect others
a To know how to earn respect
o To know you consider them a peer
o Freedom to create future leaders
o .. and sometunes a diaper change.

\\\\W\\\\\\\\

Ten Minutes
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Organizational Culture

Again, what 1s the
Culture of your
Organization?

Orgamzational Culture

Very few emergency service organizations
ever successfully replace their dominant
culture with an improved version.

Building or changing an emergency
services organization

... as like making a stew.
*Many ingredients

*They compliment or conflict
+All ingredients are necessary
*The result could be healthy and
niutrittous or thin and bitter

14





Recipe for Fire/EMS Stew:

Properly prepared and combined, the
ingredients of this stew will blend into a
healthy culture to tastefully satisfy the
community’s need for safety while making
each of the components proud of their
individual and collective contributions.

The mgredients of Fire/EMS Stew:

*The community

*Legal framework
*Revenue sources
*Responders

«Logistics and support
Interest groups

*The organizational culture

Fire/EMS Stew ingredients:
The community

*The base

*The reason for fire/EMS organization
*Diverse

*Trust

*High expectations

*Legal entitlement

15





Fire/EMS Stew ingredients:
Legal framework

»Absolutely necessary
*Cumbersome?
*Provides for accountability

Fire/EMS Stew ingredients
Revenue Sources

The fuel that heats the ingredients and
blends them into the ultimate result.

Fire/EMS Stew ingredients:
Responders

Meat and potatoes

16





Fire/EMS Stew ingredients-
Logistics and Support

Supplying:

*Most ingredients
*The pot

*The stove

*Fuel for the stove
*The dishwasher

[ Fire/EMS Stew ingredients-
Interest Groups

*Recipe suggestions
«Jalapenos

*Baking soda

*Demand for bigger portions

Fire/EMS Stew ingredients:
The Organizational Culture

The seasoning that will make the stew
a source of pride or make it tough to
swallow.

17





Essential question revisited:

Is your organization’s culture compatible
with the needs of the people you serve?

Some bad examples:

“Oh, no. Not another old fart having
trouble breathing!”

Some bad examples:

“Lady, we don’t do blood pressures
during our lunch hour”

18





Some bad examples:

“I won’t interpret Spanish for the
paramedics unless I get bilingual pay’

9

Some bad examples:

“One of your firefighters was really trying
to hit on our girls”

The role of the fire service leader:

From the subtleties and nuances of
conversation and behavior in the squad
room to the shaky hand of a paramedic
trying to start an IV, or the stamina of a
firefighter in combat, the fire service
leader must be keenly aware of a vast
array of sensory mput.

19





The role of the fire service leader

Fire/EMS organizations are expected to
bring a safe and crvilized conclusion to
events that overwhelm ordinary citizens.
Creating order from turmoil requires
leadership of the highest order

The role of the fire service leader

A proud, well-trained group depends on a
fragile and complex set of unspoken do’s
and don’ts (the culture) to maintam
harmony.

The role of the fire service leader

Mastering the cultural environment of a
typical battalion requires the successful
leader to employ mature judgment at all
times in his or her relationship with
members.

20





The role of the fire service leader

*The need for native good judgment, cuts
across the full range of a fire service leaders
responsibilities.

*In many fire departments, there are
powerful incentives to defer matters of
judgment to a higher authority or a written
set of regulations or guidelines.

The role of the fire service leader-

*Ethical conduct 1s a matter of character

*Character is a product of values and
molding

»It 1s not something a person can cloak
themselves with in preparation for an
appointment or promotion.

The role of the fire service leader

*The fire company officer 1s the best person
to control and develop an organization’s
emergency response personnel

*The company officer will succeed or fail
based on his/her ability to build and sustain
an effective, harmonious team.






Some mescapable truths:

*Every organization has internal politics
*There 1s an organizational food chan
*What goes up must come down

=Usually, the fittest will survive

*Water fights will always get out of control
»*Always” and “never” usually will be
wrong

Some mescapable truths:

*Angry and dumb ALWAYS go together
*Ego eats brains

*People who can’t laugh at themselves will
never fit in

*The mability to communicate effectively
will bring death and destruction to whatever
you are trying to accomplish.

22





A philosophical notion

“Don’t get a lot of poop on the rungs going
up because you’re going to have to hang on
to those babies on your way down”

~Alan Brunacim

America’s fire service.

.. .. has a umque relationship of trust
with the American public.

The people of our organization.

_...canbuild on 1t
or
squander it

= Who would follow me?

o Leadership is “Eaming the right to
have followers™

= Do take responsibility?
s Dol “walk my talk™?
= Am I trustworthy?

23





What is Empowerment ?

» Releasing the Talent, Energy, and
Contribution of People

w  Wherever they are!

The Seven Sins of Coaching

= Apathy

w  Brush-off

m  Coldness

= Condescension
» Robotism

= Rule book

= Run around

Three Kinds of Leaders

» Those who know the score and know they
are winning

» Those who know the score and know they
are losing

» Those who don’t know the score

24





Birth Order Trivia

» Firstborns average a 3 point 1Q advantage over
the next born

» Why?

= They teach/lead/mentor their younger siblings

McKibben’s Law:

The Difference Between Mediocrity and
Superiortty is Measured by Attention to
Detail and Follow-Through

~Bob McKibben

Thank you for
your dedication

to learning!

The best of luck
to you!!
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BATTALION CHIEF ACADEMY

Paul H. Stein

Paul H. Stein retired Chief Officer from the Santa Monica Fire Department.
During his 31 year career Chief Stein has 25 years experience as a
supervisor. He has served as Line Officer, Battalion Commander, Fire
Marshal and Division Chief, Training Officer. After retirement he served as
Interim Fire Chief for the Lakeside Fire Department in California.

Chief Stein has served as the Fire Technology Coordinator at Santa Monica
College, an instructor for the California Fire Academy System and former
Adjunct Faculty Member for the National Fire Academy.

He holds an AS Degree in Fire Technology and a BA Degree in
Management. Chief Stein is a Master Instructor for the California
Department of Education.

For the past 25 years, Chief Stein has worked as a Trainer and Management
Consultant. He has performed services for over 200 different organizations
throughout the United States. He is considered to be one of the top
emergency service keynote speakers in the United States. He has keynoted
over fifty conferences and conventions and spoke at over 100 events.

Chief Stein’s areas of expertise are leadership and incident command. He
has been involved in management and organizational reviews, strategic
planning, team building, officer development with emphasis on ethical
leadership, diversity, civility, and emergency incident mitigation.





HOW WOULD YOU LIKE
TO WORK FOR YOU??

PRESENTED FOR THE
PEORIA FD REGIONAL
BATTALION CHIEFS ACADEMY

CONDUCTED BY

Paul H. Stein
paulhstein@aol.com






INTRODUCTION:

The primary responsibility of a supervisor is to get the organizations work
done through people. The caveat to this thought is to get things done through
people because they want to do it. That is the test of true leadership. This
program will identify what it takes to be a successful leader. Successful
leadership requires solid skills. In this program we will identify the skills
necessary to create an environment where people want to follow you.

You don’t have to be a “yes man” or a “hard nose” “have charisma” or
somewhere in between to be successful as a leader. It requires skill, and like
any other skill, effective supervision can be learned.

This program contains the information you will need to become an effective
Battalion Chief. We will identify practical ideas to place in your leadership
tool box to use when situations arise. I will also list many tips that will help
you get the most not only from yourself, but from the team members you
supervise.

OBJECTIVES:

o Identify successful leadership characteristics

Discuss ethical leadership

Identify how to get the first line supervisor on your side

To define effective project management

Identify how to properly delegate, motivate and coach

Through the use of situational scenarios discuss problem solving

Group think process
No one knows it all
All the answers to our challenges are in the minds in this room

GROUP THINK
Identify two current leadership challenges

Identify the two most important leadership characteristics

LEADERSHIP CHARACTERISTICS

Character

Competency





Be an Advocate
Be Optimistic

Leadership Characteristics
Character
e Character is simply ethics in action

e Successful leaders rely on building sustainable ethical
culture that nurtures and promotes integrity, accountability,
respect and discourages dishonesty and other moral
shortcuts.

e Being respected and trustworthy

e What is your opinion of the general character of today’s
firefighter

Competency
e Four types
-Unconscious incompetence
-Conscious incompetence
-Conscious competence
-Unconscious competence

e Know your job
e Know your roles and responsibilities

e QGet results
o Don’t rely on one leadership style
e Golf bag style of leadership

Be an Advocate
e For the organization
o Know the mission, goals, objectives and priorities
o Beloyal
o Know how to follow

e For your team





o Make contact
» You can’t lead from behind the desk or via E-
mail
Stay in the trenches
Keep them safe
Stand up for them
Make things happen or not happen
Be fair
Create an entrepreneurial work environment
Care for them

0 OO0 0O O 0O

Be Optimistic
e Expect positive results
e Make every contact with your team members a positive one
e Check individual and team values
e Self check
o Captain 360
o Your attitude
o Your self-image
o How you treat other people

THE TEN TEAM COMMANDMENTS OF TEAM BUILDING
1. Help each other be right, not wrong:

Don't let team members get carried away

Watch out for each other. Keep each other on track

2. Look for ways to make new ideas work, not for reasons they won't:
Build on ideas
Don't be negative
How to "step on their toes without messing up their shine!"

3. If in doubt, check it out. Don't make assumptions about each other:
Investigate

Discuss with team members

4. Help each other win, take pride in each other's victory:





Feel about their victories as you would your children's.
Avoid professional jealousy

5. Speak positively about each other and your department at every
opportunity:
Loyalty (up, down and around)

6. Maintain a positive mental attitude no matter what the circumstance:
The organization will not always do the right thing
Analyze why things are the way they are

7. Act with initiative and courage, as if it all depends on you:
Combine balance and backbone

8. Do everything with enthusiasm:
It's contagious
Be excited about work and the team

9. Don't loose faith:
Things will always work out

10. Have fun:
More than anything else

WORKING FOR YOU

Making The Transition To Battalion Chief
Why did you do it?

Need to cross over from one style of thought to another
As a firefighter, individual concerns are with self satisfaction in terms
of pay and the work itself

The company officer concerns revolve around his/her company

As a Battalion Chief, it is expected to place the concerns of the
departments’ goals as a high priority





Expansion of peripheral view of the organization
Where should the team members be on the priority scale?

What are some of the pressures from above and below for a battalion chief?

Advice for the Chief Officer
e Don’t throw your weight around
e Admit you need help and seek it from other supervisors and your
boss.
Get to work early and check things out
e Work hard and smart
e Keep yourself physically prepared and mentally alert
-The job of a Battalion Chief might be more demanding than you
expect
Be a role model
Listen a lot
Control your emotions
Learn, learn and learn

Responsibilities

To the department:
Dedicate energy to achieve the goals, plans, and policies of the
department
Serve as a “linking pin” between the administration and first
line supervisors
Make sure first line supervisors adhere to the department rules
and regulations and SOP’s.

To team members:
Provide detection and training
To protect them from unfair treatment
Keep them safe on the incident ground and in the fire station
Treat them as mature intelligent adults
Help them meet personal goals

To other supervisors:
Be a team player
Be loyal
Communicate to each other





Avoid one-upmanship
Control testosterone levels
Have pride but don’t overdo it

Set Expectations
e Have a vision
Aligned with organizations mission
For self and team
Make them attainable
Help your team members reach their expectations
What’s in it for them?
Set the example
-Role model
= Don’t rationalize if you don’t succeed as a role
model
» There is no such thing as the perfect fire officer

GETTING THE FIRST LINE SUPERVISOR ON YOUR SIDE
Modeling and markers
e You can’t teach honesty if you are willing to cut moral
corners
-It will drown out good intentions
T.E.AM.
e Teach
e Enforce
e Advocate
e Model

No issue is more important that relationships
Hold your team accountable
Don’t micromanage
Focus on important stuff
Make a commitment to improve and continue to learn
Don’t ignore top performers or weak performers
Be good at
e Planning
e Organizing





e Controlling

e Directing

e Evaluating
Allow creativity
If it’s not broke see if you can make it better
Avoid the Bear attack

Me first

DELEGATION
Concept

e Decentralize without losing control

Division of labor

Decisions being made at the lowest level
-Direct them, then trust them

DELEGATION vs. DUMPING

Develop a PERT Chart

MOTIVATION
How do you motivate people?
Rules
e You can’t motivate anyone to do anything. They gotta want
to
e People do things for their reasons not yours
e People are sometimes motivated to do things that are not in
their own best interest

COACHING
) Coaching vs. Counseling
Success is not forever and failure is not fatal
The successful coach has the habit of doing the things failures don’t
like to do
Effective coaches:
e Are value driven
Make good events better
Make bad events lessons learned
Set expectations
Observe performance
Indicate the right way





e Evaluate progress
e Recognize good performance

GROUP THINK

You have been on vacation for the last two weeks. On your first day back
you are working overtime as Battalion Chief on the “B” shift.

Your boss the Operations Chief is on vacation. The BC you are relieving
informs you that the truck is way overdue for its aerial inspection. However,
the Fire Chief told him it is safe and to keep it in service. The mechanic is
overloaded and can’t get to the truck for a week or so.

When you meet with the Truck Captain he informs you that he wants to take
the truck out of service. He is concerned about the overdue aerial inspection
and informs you the truck also has a slight hydraulic leak. (Sidebar) The
Truck Captain is also the union president and has a severe dislike for
the Fire Chief and has butted heads with the Chief many times in the
past.

What are you going to do?

GROUP THINK

You are a newly appointed Battalion Chief. You have 5 Captains under your
command.

Your most senior company officer, Captain Elmo Suckweed, is a 22 year
veteran who has a reputation of being competent, but, is somewhat of a loner
and has his own way of doing things. He has a negative personality and has
a tendency to complain a lot. He doesn’t like the Chief of Department, the
Operations Chief, or change in general. He usually resists any organizational
change.

Captain Bob is a 12 year veteran. He has been a Captain for two years. He is
a very weak leader and many wonder how he passed his probation. At a
recent MVI, Captain Bob was running around like a chicken with his head
cut off. His BC had to grab him to settle him down and took over the scene
management. His previous BC just ignored Captain Bob.

Captain Sammy is a fun guy, but, comes to work so he can rest for his off
duty construction job. He does what he is told and required but not much
more.

Lieutenants Mary and Bob are young recently promoted and have been on
the job about 4 years. They are competent and enthusiastic; however, their
experience is limited and so is their maturity. Mary expects privacy. She
tries to fit in and thinks that using foul language is one way to do it. Bob is a
very handsome guy and a part time actor. He has a tendency to flirt with and





try to pick up on the women he meets while working. You have heard that
Mary and Bob are having a secret affair. It appears their secret affair is not
so secret.

What will be the content of your initial pep-talk with your officers?

Will you talk to them individually and if you will, what will you tell each
one?

YOU’RE THOUGHTS

What do you do to get the first line supervisor on your side?
What are your keys to motivating people?

What leadership pearls of wisdom do you want to share?

SUMMARY

The topics discussed here today are presented as food for thought for
supervisors. There is no one way to effective lead people. The supervisor has
to rely on his/her education, experience, background and personal comfort
operational zone to find the right road to lead his/her team members.

The information presented in this program can be used as a guide with points
to remember regarding effective leadership
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ALAN V. BRUNACINI
Fire Chief — Phoenix Fire Department

Phoenix, Arizona

Phoenix Fire Chief Alan Brunacini has been a member of the Phoenix Fire Department since 1958.
After holding the positions of Firefighter, Engineer, Captain, Battalion Chief, and Assistant Chief in
his first 20 years, he promoted to Fite Chief in 1978. He heads a fire department with over 1600
personnel that setvices over one million customers. In addition, Phoenix Fire dispatches for 21 fire
departments in the valley, as well as responds to these same surrounding communities in the
automatic aid program.

He is 2 1960 graduate of the Fite Protection Technology program at Oklahoma State University and
earned a degree in political science at Arizona State University in 1970. He gtaduated from the
Utban Executives Program at the Massachusetts Institute of Technology in 1973, followed by a
Master of Public Administration degree from Arizona State in 1975.

Chief Brunacini is the Chairman of the NFPA 1710 Technical Committee for Fire Setvice
Otganization and Deployment Projects for paid departments. Chief Brunacini is past Chairman of
the Board of Directors of the National Fire Protection Association, the fitst active fire service
member to hold this position in NFPA's 93 year history. He is also past Chairman of the Fire
Service Occupational Safety and Health Committee of NFPA, which was tesponsible for the
development of Standard 1500. This document, adopted in 1987, is aimed at reducing firefighter
deaths and injuries, while promoting health and fitness programs and is having a major impact on
the fire service.

He instructs and presents workshops, seminars, and conferences to many fire departments and
training mstitutions throughout the country in various topics that include Fireground Operations,
Health and Fitness, Incident Command, Labor/Management Relationships, Command Safety, and
Customer Service. Chief Brunacini has authored Essentials of Fire Department Customer Service, Fire
Command, which has become a popular text for students of fire fighting and was supplemented by a
movie that demonstrates his fireground commander system in action, and in June of 2002 his Fire
Command 2" Edition was released. He is curtently working on another fire service text.
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Ron Coleman is the former State Fire Marshal and Chief Deputy Director of CAL
Fire in California Prior to being appointed by the Governor in 1992 he had
served as the Fire Chief for the City of Fullerton, and San Clemente California.
His career started in the United States Forest Service and he rose to the rank of

Operations Chief in Costa Mesa before becoming a Fire Chief

He is a recognized leader in the field of fire management, having taught at every
level of the fire service from the engine company level to the National Fire

Academy In 1990 he was the President of the International Association of Fire
Chiefs. He has served as a Vice President of the CTIF, a global fire protection
organization that deals with international fire service issues. He has taught
courses in over 40 different states and in 5 other countries. He has served in a
leadership role in numerous regional, state, national and international fire
service organizations. He has written 15 textbooks, the latest of which is Going
for Gold, Del Mar publishers. He currently authors two separate columns in
professional fire service magazines. The Chiefs Clipboard for Fire Chief
magazine and the AHJ for Sprinkler Age. H also serves as the President of the

National Fire Heritage Center in Emmitsburg, PA.





MAN AND FIRE

Since the dawn of civilization, fire has been both friend and foe of man. Primitive man
feared and shunned fire as an all-devouring spirit. Later, when fire became recognized as a
physical fact, not something stolen from the gods, man learned to control it.

Early concern with the preservation of fire led man to develop a sedentary life in which
he perpetuated, sanctified, and worshipped the eternal flame. Once he discovered how to make
fire, man was free again to migrate and roam. He utilized fire as his mightiest auxiliary to

conquer the world.

Through the ages man has put fire to use as a defense against wild beasts, to provide
warmth for his body, to cook his food, to harden his implements and utensils, and to produce

artificial light.

Medieval alchemists considered fire one of the four elements of the world. The others
were water, earth, and air With the coming of modern chemistry, Boyle (1629-91) discovered
that air was essential to combustion. A century later Lavoisier identified oxygen in the air and
explained that burning was caused by its extraction and combination with other substances.

These discoveries also helped man learn how to harness and control fire, but long
before then the Egyptians had organized fire brigades, 2,000 years before the birth of Christ.
Hero of Alexandria invented the first steam engine about 150 B.C His apparatus, which he
described as a “siphon” to put out fires, was designed to throw a stream of water on a fire to

extinguish it.

The principle discovered by Hero is identical with the common manual fire engine, which
evolved slowly through the centuries and is still used today It consisted of two cylinders with
plungers working in them. They were connected by a common wooden beam by which the
plungers alternately moved up and down in their cylinders. By this action, water cold be drawn
from the cylinders and forced out through a common jet. The double arrangement permitted a
common discharge. Inclusion of an air chamber provided steadiness to the discharge.





The Romans, who organized fire brigades as early as 40 B C., used large leather bags
filled with water that was forced out by pressing the bags. By attaching long spouts, they could

throw water some distance.

Water syringes came into use in Germany in the 16" Century and in Great Britain where
they were used to fight fires until the end of the 17" Century They required two or three men to
operate and were not very efficient. In 1657, a fire engine drawn by horses and operated by
thirty men was developed in Nuremberg. It was a practical adaptation of the apparatus

described by Hero.

The Dutch engineer, Jan de Heide, introduced the hose and suction pipe in 1670, and

Claude Perrault, a French architect, suggested the use of an air chamber in 1684.

The modern fire engine dates from a machine made by Richard Newsham, a London
pearl-button maker, who took out patents about 1730. His basic ideas carried out Hero’s
principles, but the machine was more practical and efficient. At least one of his machines was
sent to New York City. In a London demonstration, Newsham’s machine threw a jet of water
over the grasshopper, which crowned the top of the Royal Exchange Building, a height of 160
feet. One of his machines is now in the museum at South Kensington.

Following the Great Fire of London in 1666, the first fire insurance companies were
organized. The companies employed their own fire brigades and designed their own fire marks
to identify the properties on which they carried insurance. The idea later spread to the United
States where volunteer firemen formed the first fire insurance companies. In 1774, an Act of the
English Parliament ordered churchwardens of all London parishes to maintain proper engines
for putting out fires. Eventually, the responsibility for fire protection became a municipal

function.

As with many inventions and progressive developments, disasters furnished the
incentives for improvements in fire prevention and protection techniques. As men crowded into
huge, sprawling cities, fire became a greater menace than before. Although forest fires are
among the major fires of today, many of the world’s great cities have been victimized by major
conflagrations in the past. And the danger is ever present today Smaller communities and

farm homes and buildings, of course, have not escaped either





Among the Great Fires of history are those of Rome in 64 A.D., Dresden, 1491, Oslo,
1624, London, 1666; Warwick, England, 1694, Copenhagen, 1728; Moscow, 1752; New York
City, 1835, Hamburg, Germany, 1842; Pittsburgh, 1845; Quebec, 1846; St. Louis, 1849;
Chicago and Peshtigo, Wisconsin, 1871, Boston, 1872; Brooklyn, 1876; Vienna, 1881, Paris,
1887; Baltimore, 1940; San Francisco, 1906; Halifax, 1917, Tokyo, 1923; New London, Texas,
1937, Boston’s Cocoanut Grove, 1942; Our Lady of the Angels School, Chicago, 1958.

In his efforts to guard against the outbreak of fire, man has sought out many inventions.
Techniqgues have been developed for fireproofing building materials, clothing, and other
substances; fireproof construction, internal fire hydrants, standpipes, fire buckets, automatic
sprinklers, automatic pumps, chemical fire extinguishers, automatic fire alarms — all have been

developed to varying degrees of effectiveness as deterrents and aids against fire.

But the fact remains that the modern fire engine and other fire-fighting apparatus,
manned and operated by skilled, training professional or volunteer firemen, are still the main
bulwarks of community fire protection. They form the backbone of every plan to prevent and
defend against unharnessed, destructive fire. Without professional fire apparatus and trained
firefighters, man’s margin of safety against the destructive inroads of fire would be thin indeed.





EXPECTATIONS OF BATTALION CHIEFS

The position of Battalion Chief is a complex role that requires leadership, management,
supervision, and participant activities. These different roles are not always clearly defined, and
overlaps do occur The emergency duties and routine assignments require a progressive and

motivated individual.

The Battalion Chief is an important managerial position responsible for the administration of a
major activity or shift of the Fire Department. The position requires a comprehensive knowledge
of management and modern fire suppression, fire prevention, and medical emergency methods
and techniques. The management skills require the application of comprehensive knowledge
and skills to the analysis of fire fighting and fire prevention problems, as well as to the
organization of large units required for a wide variety of fire suppression, fire prevention, rescue,
emergency medical service, and hazardous materials activities. Considerable latitude for
independent action under direction is permitted. The position reports to the Deputy Fire Chief or
Fire Chief who evaluates performance on the basis of results obtained.

The operational readiness of the shift/Division is the administrative and operational
responsibility of the Battalion Chief with regard to personnel, apparatus, and equipment.
Battalion Chiefs have the greatest influence (positive or negative) on the members of their shift
and/or Division. Change implementation, enforcement of policy, carrying out procedures, and
personnel safety are functional examples for which Battalion Chiefs are expected to hold their

personnel accountable.

The Battalion Chiefs are subject to the extreme scrutiny of their supervisors and subordinates,
as well as other City employees and persons doing business with the City How the Battalion
Chiefs perceive themselves is as important as how they are perceived by their supervisors and
subordinates. The Battalion Chiefs will be judged by their supervisors and subordinates in the
areas of honesty, consistency, fairness, approachability, and sense of humor

The Battalion Chiefs will be tested by their subordinates from time to time. They will be asked to

bend the rules or make exceptions to rules, regulations, and policies. At such time as the
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Battalion Chief allows himself/herself to be compromised, they have the proverbial “monkey on
their back.” Popularity is fine and will be achieved through positive assets and attributes. It will
never be realized at the expense of leadership.

The Battalion Chief is designated as the head of a shift or Division, conveying the authority and
responsibility of the position. Battalion Chiefs are to be held accountable for their shift/Division
and will share the positive recognition of the shift/Division. Negative performance on the
shift/Division will likewise require the accountability of the Battalion Chief

The following identifies areas of specific expectations, but should not be perceived as all

conclusive:

LEADERSHIP, LEADING: “..influencing, guiding in direction, course, action, or opinion.”

The Battalion Chief is a leadership position. The quality, efficiency, morale, and discipline of
subordinates are a direct reflection of leadership ability The myth that leaders are born can't be
substantiated. Leaders are people who know and understand the principles of leadership and
put these principles into practice. The Battalion Chief must have the respect of subordinates on
his/her shift/Division that is earned and not mandated. This certainly does not mean the
Battalion Chief should be aloof; on the other hand, the Battalion Chief is not “one of the guys” If
the Battalion Chief tries to be just one of the guys, that's how he/she will be treated -- one of the
guys. The shift/Division is a team; the Battalion Chief is that team leader He/she will earn the
respect of subordinates by doing and knowing the job. Being fair and firm with subordinates will
gain additional respect and support. The Battalion Chief sets the shift/Division performance
standard by his/her own behavior; he/she shows the way for his/her personnel.

MANAGEMENT, MANAGE: “..to bring about, accomplish, to have charge of or
responsibility for, to conduct.”

The Battalion Chief is a managerial position. The incumbent has authorities and responsibilities
that go beyond the operational readiness of the Fire Department. The management of and
interacting with employees and customers are key ingredients in the Battalion Chief’s ability to
manage. A keen sense of purpose, tempered with commanding knowledge of available

resources, will enable the Battalion Chief to manage the appropriate delivery of critical services.
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An awareness of and appreciation for the purpose of other City departments will allow the
Battalion Chief to manage his/her environment in concert with the overall need of the City

SUPERVISION/SUPERVISOR

The Battalion Chiefs own the function and activity of making sure the objectives of the
organization and the mission of the Fire Department are carried out according to plans and
policies. They must keep a grasp on the situation and ensure plans and policies are
implemented properly This responsibility includes giving instructions (communicating) and
continuous inspection (evaluating) to assure accomplishment of tasks and operational

readiness.

Evaluating is an integral part of being a Battalion Chief; it is defined as judging the worth,
quality, or significance of people, ideas and things. It includes looking at the way firefighters are
accomplishing a task. Evaluating “feedback” is part of the evaluating process of supervision.

The system of checking/double checking is important for the cohesion, discipline, morale of
shift/Division effectiveness, and mission accomplishment. Worrying about the “little things”
minimizes the risk of the big things, and it is the hallmark of the operational success of the Fire

Department.

Assignment of clear responsibilities for each task, task prioritizing, and completion time are
required. If a subordinate needs the assignment in writing, provide it — keeping a copy for your
file. Review progress problems encountered and what remains to be done as required. A
system of checks and double checks requires the Battalion Chief to “follow through.” Notes can

and will make the difference if an employee’s performance is in question.

The Battalion Chief has the authority/responsibility to praise what is right, correct what is wrong,
and suggest corrective action. Evaluations, inspections, and corrections are to be done in a
manner that contributes to a positive learning environment consistent with the mission of the

Fire Department.

A daily routine that is known by the Battalion Chief and the subordinate will minimize the need

for routine inspections, depending on the subordinate’s ability to comprehend what is expected.
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The Battalion Chief must be aware of both sides of supervision extremes. Inadequate
supervision can lead to miscommunication, lack of coordination between subordinates,
disorganization, and the perception the Battalion Chief doesn’t care. This perception ¢can lead to
resentment and poor motivation. Over-supervision stifles initiative, breeds resentment, and

lowers morale and motivation.

A good Battalion Chief sees what is wrong and takes appropriate corrective action within his/her
authority Corrective action shall always be measured against the mission of the Fire

Department.

ORGANIZATIONAL RELATIONSHIPS:

The Battalion Chief is directly responsible to the Deputy Chief The Battalion Chief directly
manages and supervises the Captains who are assigned to the shift/Division and/or workstation.
On the incident scene, the Battalion Chief may serve as the Incident Commander and is in
charge of multiple companies until relieved by higher command. The Battalion Chief may serve
in the position of Acting Deputy Chief He/she may be the ranking City official at an incident for
extended periods.

On occasion, directives/orders may be given outside the traditional chain of command. This
activity will be utilized only when the situation requires same and not as a normal practice.
Battalion Chiefs are expected to adjust accordingly in keeping with the mission of the Fire

Department and the needs of the City

Battalion Chiefs are expected to accept assignment as Acting Deputy Chief and Acting Fire

Chief as required.

Battalion Chiefs shall recognize and accept the potential for assignments and various positions

and schedules.

The Battalion Chief shall facilitate Captains conferences on his/her shift/Division.

Battalion Chiefs shall recognize and accept their role as members of the Fire Department and
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the City management team.

ASSURE COMPANY READINESS FOR EMERGENCY RESPONSE:

Battalion Chiefs in the Fire Department will:

>

Do everything in their power to ensure Engine and Ladder Company Captains maintain

our 5-minute response goal at all times.

Be responsible for a constant state of readiness by verifying the cleaning, checking,
replacing of tools/equipment occur on a daily basis and after each incident.

Solicit and receive verification of the maintenance of fire apparatus and reserve

equipment.

Have thorough knowledge of the City including street network, water supply availability,

life and property hazards.

Verify that current running cards, complex cards, and fire hydrant locations are identified,
known, and maintained by Engine/Ladder Company personnel.

Evaluate and test personnel on their skills, knowledge, and abilities to perform to the

levels of responsibility.

Direct, conduct, and participate in selected educational sessions and training drills.

Have working knowledge of built-in fire protection systems in the City, their

function/application and use during emergencies.

Knowledge of building construction and its performance under fire conditions with regard

to classes of construction, wall finishes, and contents.

Report “unusual” situations to the Deputy Fire Chief
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> Develop a working relationship with key City personnel, City departments, the overall
City organization, and their relationship during emergencies.

> Develop a working relationship with those agencies, public and private, which
complement the work and mission of the Fire Department.

RESPOND TO FIRE ALARMS AS A BATTALION CHIEF:
Battalion Chiefs in the Fire Department will:

> If Battalion Chief is first to arrive, he/she is expected to make preliminary size-up and
direct resource utilization. Initiate the Incident Command System. Direct initial attack and
assume role of incident Commander until relieved, if relieved. Assume command upon
arrival if more than one Company is committed or requested to assume command by the
existing Incident Commander. Manage and supervise fire scene operations, ensuring
City resources are operating safely and effectively and coordinating with all agencies on

scene committed to resolving the incident.
> Ensure Fire Department safety standards are being observed.

> Oversee investigation of fire to determine cause and value of structural damage and

contents of loss.

> Be responsible for the preparation and execution of post-incident critiques of actions

taken.
RESPOND TO EMERGENCY MEDICAL AID CALLS:
Battalion Chiefs in the Fire Department will:
> If warranted, assume role of Incident Command or initiate the Incident Command

System; manage, supervise, and participate in the on-scene activities until relieved by

higher command.
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MANAGEMENT OF FACILITIES:

Battalion Chiefs in the Fire Department will:

> Fulfill the role of the Fire Chief’s designee on shift or Division during working tour

> Assume responsibility, while on duty, for the actions and conduct of subordinates

assigned to his/her shift/Division.

> Assume responsibility, while on duty, for condition of all fire stations and apparatus.

> Ensure maintenance of tools, equipment, apparatus, building and grounds occurs as
required.

> Monitor operational and employee safety issues at all stations and during field
operations.

> Ensure the timely completion and filing of records/reports on activities, equipment,

incidents, and personnel throughout shift/Division.
> Communicate with public to answer questions, receive complaints, refer issues not
solvable at shift/Division level, and promote public awareness of City and Department

work.

> Make recommendations regarding budget items in accordance with budget-preparation

documents and direction from the Deputy Chief

> Monitor economy in dealing with Fire Department supplies and use of utilities.

TRAINING AND EDUCATIONAL RESPONSIBILITIES:

Battalion Chiefs in the Fire Department will:

> Train, test, and evaluate personnel on safe use of apparatus and equipment.
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Ensure the training, testing, and evaluating of personnel on safe driving practices occur

at frequency set by Training Division.

Provide leadership to motivate shift/Division members to acquire and achieve improved

job-related competency

Provide research and development of new methods as directed by the Deputy Chief

Participate in training opportunities outside the Fire Department as provided by the City

and Personnel.
Be involved in a continual program of self-improvement through self-study, training,
educational opportunities, networking outside the department, and seek methods to

better self and Fire Department.

Demonstrate a basic competency on personal computers as well as the City CAD/RMS.

CODE ENFORCEMENT, PLANNING AND FAMILIARIZATION:

Battalion Chiefs in the Fire Department will:

>

Possess a working knowledge of the Uniform Fire Code.

Be capable of reviewing fire and life safety requirements with City staff, developers,
builders, and architects to ensure compliance on proposed projects.

Be accountable for Engine and Ladder Company-level code enforcement of buildings
and premises for life, fire, and safety hazard abatement as assigned through the

Assistant Fire Marshal.

Be accountable for proper handling of weed, rubbish, trash, and abandoned vehicle

abatement occurring at the Company level.
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Verify the preparation of the complex card program in the Department, its use during

emergencies, and updates occur as needed.

Supervise, manage, conduct, or participate in public education programs in the areas of
fire department organization and operations, fire safety, first aid, extinguisher use, exit
drills, and cardiopulmonary resuscitation.

Verify Captains are referring non-fire violations or suspected violations of the various
codes to Fire Prevention for evaluation and forwarding to proper agency

Verify Captains are conducting follow-up inspections within time frame allotted to assure
compliance, giving extensions for extenuating circumstances, or forwarding to Fire

Prevention for citation process.

Work with the business community with regard to code enforcement activities and code

intent.
Display an ability to get technical information, knowledge, and where to acquire same.

Display a knowledge of relevant codes, standards, regulations, permits, and licenses

required for safety issues.

PEOPLE MANAGEMENT

Battalion Chiefs in the Fire Department will:

>

Assure readiness of Fire Department personnel to respond and perform job-related
functions or immediately bring inabilities to the attention of the Deputy Chief.

Plan, organize, direct, coordinate, control, and evaluate shift/Division members in the

performance of their duties.

Monitor absences of employees and determine if abuse of leave may be occurring
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Coach and counsel to level of Battalion Chief's ability to correct performance problems.
Compliment good performance, and seek methods to eliminate poor performance by
conferring with other Battalion or Deputy Chiefs.

Recommend and enforce progressive disciplinary actions when necessary

Ensure all shift/Division personnel have the required current California Driver’s License.

Monitor the appearance of employees and ensure uniform regulations are being

observed.

Organize work of the shift/Division by planning ahead, establishing priorities and
deadlines.

Demonstrate loyalty to City, Department, supervisors, subordinates and self. The
Battalion Chief will serve as the go-between at times when dealing with superiors and
subordinates. In the final analysis, the best interests of the City must be served.

Problem solving includes problem identification, weighing all facts, evaluating alternate
solutions, and then making decisions/recommendations to abate problem. Solutions
having impacts beyond shift/Division will be shared with the Deputy Chief

Decision-making will require different approaches based on the situation
(emergency/non-emergency) Decisions should be made when all information is
complete and Battalion Chief has evaluated. To prolong a decision-making process may

cause the situation to escalate.

Communicate upward, laterally, and downward in the Department through oral, written,

and non-verbal methods.

Achieve clarity on issues, policies, and procedures before sharing with subordinates.

Recommend personnel assignments to the Deputy Chief
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> Make recommendations to the Deputy Chief regarding selection, performance,
discipline, and termination of assigned personnel.

> Have the ability to buy into the Fire Department organization, improve it, share power,
and have a constructive attitude.

> Have the ability to be assertive in dealing with people without being arrogant or overly
aggressive.

> Understand we must work with personnel from other City departments. The Fire
Department is part of the City structure; it is not a stand-alone operation.

> Interact tactfully and courteously with employees and the pubilic.

> Maintain effective working relationships with peers on other Fire Department
shifts/Divisions in other City departments, and with others whose work contributes to the
operations of the Fire Department.

ADDITIONAL ELEMENTS

Battalion Chiefs in the Fire Department will:

>

Demonstrate independent judgment and initiative when situations require.

While in command of their shift/Division, make decisions and assume the responsibility
for acts of omission. Actions taken must minimize the liability of the City

Participate in the developing, establishing, and updating of Fire Department policies and
procedures.

Review, sign-off, and forward pertinent reports to the Deputy Chief and/or Fire Chief

Prepare clear and concise reports, memoranda, letters, and statistics as directed.
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> Many times, more will be expected with less resources. Pride in the individual
shift/Division is required, without causing harm to the organization and always fostering

Department-wide cooperation.

> Monitor any purchases occurring by his/her personnel and ensure City, as well as Fire

Department, policy is being followed.

>  The rank of Battalion Chief can be used for preparation of next rank and provides the
opportunity to experiment with - new ideas. It allows for the application of theory Testing
of new ideas, programs, and methods will be accompanied by Deputy Chief's knowledge

and approval.

> Attend outside meetings necessary to carry out administrative and operational

responsibilities.
> Attend Board, Commission, or Council meetings as directed.

> The reputation of a Battalion Chief will be based on performance. This reputation will
emerge from supervisors, peers, and subordinates. Knowing yourself is required,;
furthermore, being able to identify attributes as well as weaknesses is required.
Improvement of self will improve the organization. The Battalion Chief can be the driver
or be driven. What he/she puts into the job will be returned ten-fold.

> The Battalion Chief is expected to be futuristic, yet conquer the basics. The position
affords the opportunity to influence and make things happen. The Battalion Chief is a

problem solver and not a problem generator

> Battalion Chiefs are expected to finish administrative assignments regardless of
schedules, most importantly their daily assignments, reports, and responsibilities to the

Department’s records management system.

> Battalion Chiefs are expected to readily participate in morning briefings, exchange of
critical operational information, and share with the Fire Department staff any and all

information that may affect our daily operations.
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> The position requires the individual Battalion Chief to keep current. Networking with
peers inside the fire service and other disciplines is a helpful avenue to follow Itis
expected learning opportunities made available by the City away from the job site will be
utilized (i.e., National Fire Academy).

> The Battalion Chief should be sensitive to the customers we protect. It is our public who
finances the Fire Department. They have no choice in who provides their service, we are
the sole source supplier to them. We must remember this in our dealings with them.

> Remembering that we are a business with a product very difficult to measure, Battalion
Chiefs must strive for efficiency, effectiveness, and reliability by being alert to quality

assurance indicators and a firm commitment to improve.

> The Battalion Chief is expected to exhibit command presence when stepping out of
his/her apparatus at the scene of an emergency and demonstrate the ability to achieve

needed results.

> The Battalion Chief shall strive to focus on administrative needs once the operational

needs of the working tour are satisfied.

> The Battalion Chief must recognize his/her role is administrative when not involved with

active emergency work.

> Battalion Chiefs in the Fire Department are expected to be loyal to the City The. City

commits loyalty to its employees in return.

> The Battalion Chief is expected to develop close ties with our customers, their

expectations, and their cultural needs.

> The Battalion Chief is expected to distinguish between City and labor values. There is
nothing wrong with favoring a labor position as long as the Battalion Chief is not in
between. The City and the Firefighters’ Union deserve clarity on items presented to

them.

CAESCI\Working Folder\Fireforceone\Taking Charge\BootCamp for BC's\Expectations of Battalion Chiefs.doc 13





> Be skilled in operational and administrative matters with regard to mutual aid.

> Above all else, the Battalion Chief must understand and believe in the mission statement
of the Fire Department and the expectation our customers have of us.

A short summary of the Fire Department’s Expectations of Battalion Chiefs is as follows.

TEAM PLAYER

> The Battalion Chief must be aware of and sensitive to the needs of the City, not just to
the Fire Department.

COMMUNICATION SKILLS

> The Battalion Chief must possess excellent written and oral communication skills,
communicating effectively, openly, forcefully with a high degree of confidence and

credibility
ADMINISTRATIVE SKILLS

> The Battalion Chief must be capable of demonstrating a systematic approach in carrying

out assignments by encouraging cooperative organizational action.

> The Battalion Chief avoids burdening others with administrative details.

> The Battalion Chief will respect confidential information.

ANALYTICAL SKILLS

> The Battalion Chief must possess a willingness and ability to evaluate with an open and

objective mind
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INTERPERSONAL SKILLS

> The Battalion Chief must be capable of displaying a pleasant demeanor with a calm and

even temperament.

MOTIVATION

> The Battalion Chief must be capable of displaying maximum drive in fulfilling job

responsibilities.

> The Battalion Chief must display energy and vitality in performing daily Fire Department

duties.

DECISIONS

> The Battalion Chief must be capable of identifying and analyzing problems that should

contribute to sound decisions.

MANAGEMENT ROLE

> The Battalion Chief must be comfortable in his/her role as a management employee.

CAREER DEVELOPMENT

> The Battalion Chief must be committed to continuing education as well as supporting

others to do the same.
COMMUNITY
> The Battalion Chief must have a sense of community He/she must be in tune with the

needs and expectations of our customers. This keen awareness benefits the Fire

Department as well as the entire City management team.
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LEADERSHIP

> The Battalion Chief must project self-confidence, authority, and enthusiasm for the

mission of the Fire Department.

PERCEPTION

> The Battalion Chief must be able to perceive the obvious needs of the City, the Fire
Department, and its employees before they evolve into critical situations.

SALES

> The Battalion Chief must sell the policies of the City and the Fire Department to its

employees and customers.

NEGOTIATE

> The Battalion Chief must be capable of settling/solving the day-to-day disputes that are a
part of our type of business. This ability is needed with our customers as well as our

employees.
VISION
> The Battalion Chief must strive to be in tune with the big picture of City government.

He/she cannot look at the world through a straw

EXTRA EFFORT

> The Battalion Chief must recognize when extra effort is needed and see that it occurs

through whatever resources are at his/her disposal.

LOYALTY

> The Battalion Chief must be loyal to the City, the Fire Department organization, its
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mission, and its employees.

C:\ESCI\Working Folder\Fireforceone\Taking Charge\BootCamp for BC's\Expectations of Battalion Chiefs.doc

17





CEAD ERSHI

CEADERSHI

Can it be Taught

Or are you born with it?

Once | was you, someday you will
be me.






Lessons Earned

Life is pretty simple:

You do some stuff.

i Most fails.

Some works.

You do more of

what works.

If it works big,

others quickly

copy it.

Then you do

something else.

The trick is the doing

something else.
Leonardo D Vinci

Image versus Reality

Your Notebook!






AEAERS

Name me Five (5) World Leaders

Small Group Leadership

What the attributes
of a good
firefighter?

Were you one?

Gertrude Stein

* ARose is a Rose






Small Group Leadership

The
Company
Commander

For the first five minutes
you are the Fire Chief.

Small Group Leadership

The
Company
Commander

When the Chief’s are not in the station

you are the only person that represents
what organization stands for.

Small Group Leadership

* Name me three (3) leaders you have a
personal knowledge of -or a good
relationship with — right nowt!

How can you tell a bad
officer from a good one?






Sergeant York, Audie Murphy and
Smokey Stover

* IF Cappie ain’t happy, Ain't nobody Happy
+ Badge Heavy

Large Group Leadership

SEERRN
/4,.\”_7:0*
Fq ;R
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Large Group Leadership

* “Leadership is a word that holds a world of
hungers.”






The Theory versus the Reality

* None of us are Kurt Russell -

» and this is not the movie Backdraft.

Largest Group Leadership

Largest Group Leadership

* What is the definition of the
“Common Good”






4 Distinctions

* Authority versus Leadership

* Technical Knowledge versus Adaptive
Challenge

» Power versus Persuasion
* Personality versus Presence

Blind Spots

SNAP-DASH-ACTION

_ TEXACO
$ rins-cmier
r

It doesn’t count
unless we get there?

Lightning Rods

More |
fewer Arohghters + Glory goes up, blame
ha number of paid and goes down_

voluntesr firefighters in the

USA hos dropped by 32,000 during
the past two decades. At the same
Hime, the nation’s poputation rose
from 234 million to 291 million.
Arriual percentoge

changes: (224
PYIRE RN

Fis 1
i3 ’
i §

1
I
15 B0
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Sources: National Fire Protestion

Assvciation; Census Bureay






Authenticity

Discipline

» The concept

is based
upon
learning not
punishment

Whare e e apereiiig Tstneions?






Integrity

If you don’t know
what you

Stand for —

You will fall for
Anything!

Commonality

Firehouse Culture —
What does that mean?






Modeling Behavior

if you don't have any
values, borrowing some
one else’s won't help
you out of a jam.

Uncertainty

Silence

* To Remain
Silent is to
condone —

» To condone is
to accept
some of the
blame

10





If it happens on your watch, you
weren’t watching.

Behavior that is ignored is
approved.

Trustworthy

11





Language

i 5 By

g

* Looking
Good
+» Doing Good

Image

» Looking
Good

» Doing Good

If you can’t spell Capteen — How can U be one

12





Metaphor

Conscious Choices

* Your Choices are
YOUR Choices!

« Do you take
responsibility for
them?

Defining Moments

13





Reputation

* Whose
goals?

* Vision?

* Priorities?

« Are you
working
on?

Confidence

¢ Confidence =

» Competency
+

* Character
. +
* Presence

14





Differing “Expectations”

* Does
he
belong
to
YOU!

Expectations versus
Disappointments

15





Assumptions

Charisma

ek G BN

Engagement

16





Reflection

Challenge to Authority

Criticism is a
verbal corrosive

The concept of Factions

17





Bottom Linel

If you have be totally trained to be a fire
officer then you probably aren’t one

Scenarios

Jeopardy?

* If you can't tell the truth to your
troops, can you tell the truth to
your boss? If you can't tell the
truth to your boss, who can you
tell it to?

18





Right wvs Wrong

Right wvs Right

Stop Talking about

IEADERSHIP

[v—

Staxt Talking about

Actionable Influence

19





At {"qu e
se s o, and it

ous sl eseare e b f it i

Point of Contact

Ronny J Coleman
Saint Anthony Court L} )
Elk Grove, California, 95624 g-5"
916-799-5363

916-689-5363
Ronny.coleman@esci.us
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The day was like most every other fire fighter memorial service.
The weather was cool, crisp and clear
The bagpipes broke the stillness of the morning
The flags snapped and flew proudly
The fire fighters saluted
The politicians spoke with empathetic practiced perfection

Carefully crafted and sincere grand speeches called upon everyone to reduce the number
of fatalities

The families cried

Fire fighters and fire chiefs discretely wiped tears, hoping no one was watching them
show this tiny crack of emotion

The children didn’t understand
The wreathes were placed carefully

The service lasted about 2 ¥ hours





The organizers congratulated themselves for a job well done
Everyone was generally pleased
And we will repeat the entire event next year with yet another 100 dead fire fighters.
Oh, we are all committed to fire fighter safety

We write, we talk, we debate, we issue reports, we beat our chests and condemn any who
question our commitment to safety

But, we do not seem committed enough to personally take swift and decisive actions to
reduce or eliminate the root causes of these deaths

How many more must die?
How much more information and analysis of the data do we need to make the case?
Why are we afraid to do what we know is the right thing to do?

Why do we allow others to place our lives in jeopardy by their actions and decisions and
say nothing?

Why are we afraid?
Why are we afraid to report unsafe actions?
Why are we afraid to act to protect ourselves and our families?

How many more bodies will be draped with flags and carried to their glory on the hose
bed of their fire apparatus?

If not now, when?
If not me, who?
It stops, and it starts, with me.
I am responsible for my safety and the safety of the others on my crew

It stops, and it starts, with me





Changing Leadership Styles

In the September 25, 1989 issue of Insight there is an article about the U.S.
Marines; “Newly Lean, Newly Mean, Still Marine” If you can find a copy | would
encourage each of you to read it. Below are some excerpts that | found
interesting. | will underline key words that show what contributes to the changes
in the Marine Corps.

Today’s Marine Corps, most observes agree, is the best in peacetime history.
But the service whose motto is Semper Fidelis is headed for change under
Commandant (General) Alfred Gray.

Using Reagan-era defense money there is an improved recruiting and retention
within the Corps helped by the fact that the Marines serve a once again
supportive public.

Some considered (before General Gray), the Corps too bureaucratized, its senior
officers too politicized, its doctrine and tactics outmoded. And many Marines, like
members of an athletic team with more talent than focus, began hoping for
leaders who would really shake things up.

General Gray is described as “too blunt, too unorthodox, too innovative, too
intense”... a man who would be the spiritual leader of the Corps.

Reaction within the ranks since General Gray was appointed is described “the
enthusiasm is ubiquitous, (everywhere).” “I'm having fun.” “l wanted to serve
with the best, | am.” “It's great,” says a major Then he adds. “If you like

change.”

The Commandant has undertaken to make three sets of related changes within
the Corps. The first is the demand from everyone of a level of dedication and
selflessness more often associated with monastic orders than modern peacetime
military establishments. “Today’s Marine Corps maintains an operating tempo
inconceivable 20 or even 10 years ago. “We're all working a lot harder ” There
is a demand for dedication.

Gen. Gray has also made it a major priority to eradicate careerism and “ticket-
punching” among the officers, (the ability of senior officers to negotiate with
headquarters over future assignments).

There is intensity with a purpose. He’s trying to get his people to think differently.
He pushes the limit of endurance.

He has given the Corps a new official philosophy, known as maneuver warfare.
(a style of fighting that emphasizes fluidity, flexibility, rapid response and
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personal initiative over centralized control and the ponderous massing of forces.
His goal, is to get every Marine to “fight smarter”. Gray’s goal is to prepare the
Corps to fight “across the entire spectrum of conflict,” but with emphasis on the
peculiar requirements of the low-intensity environment, including raids and
hostage rescues.

Gray intends nothing less than a complete makeover of the Marine Corps. He
seeks a service not only leaner and meaner, but also more cerebral, more tightly
organized for combat and more versatile, if also more specialized.

“A lot of officers just want to keep on doing what go them promoted,” says a
captain who admits to being a gray partisan. “They talk about giving more
initiative to subordinates, but they’re afraid to. The ideas are good,” he
concludes, “but we may have to wash out two generations of offices before it
happens.”

Gray has initiated major changes in the Marines’ professional education system,
a network of schools long notorious (even by military standards) for dull
instruction, canned exercises and unimaginative textbook solutions to just about
everything. There is now a trend toward more realistic training — training as
experimentation not just drill. There is an emphasis on education, including self-
education. When Gray became commandant, he made it clear that he
considered professional education, broadly defined, a priority equal to combat
readiness.

There have also been substantial improvements in schooling for career
noncommissioned officers and a new emphasis on refresher courses that used to
be considered not much more than opportunities for periodic hibernation.

A top priority in the training is “rapid planning and decision making for staff
officers — how to come up with essentials of something that will work in a few
hours.” There are exercises with a multiplicity of outcomes. Staffs receive
fragmentary orders from higher headquarters and have only a few hours to
prepare the next day’s operations. No two exercises are alike.

In military theory, there are two recognized styles of fighting. Attrition warfare
aims to win by physically destroying the enemy — an unimaginative form of
combat best suited to forces with superior resources or, at least, lots of lives to
spend. It emphasizes massed forces, centralized control and minutely defined
objectives. For much of its military history, the United States has practices this
style of fighting.

Maneuver warfare, by contrast, seeks victory by destroying the enemy’s ability to
fight in an organized, effective way Move faster; endure longer; react to
changing circumstances better; strike in unexpected places in unexpected ways,
go after the enemy’s command centers and communications networks, not his
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main forces. But in order to work, maneuver warfare requires extreme mental
agility and great trust between senior and subordinate officers. Commanders
must give mission orders, specifying what they want done, not how to do it.
Leaders at all levels, once they know their commander’s general intentions, must
exercise personal initiative in finding the best way to carry them out.

Everybody must be able to disregard old plans and adopt new ones rapidly as
circumstances change. Leaders must be allowed, even encouraged, to make
mistakes in training — a challenge for any military establishment, where, in
peacetime, promotions often go to those with clean records and scant creativity.

That's why the emphasis on maneuver warfare. It's like being a broken-field
runner in football. One thing doesn’t work, one area is closed off, you try
something else.” And, in the end, it must depend for success not on technology
but on philosophy — on a trained ability to outthink as well as outfight the enemy.

COMMENTS: As | read this article | looked back at my years as a police officer
and saw that law enforcement has followed much this same path. It seems quite
logical that many in law enforcement have been ex-military and simply followed
the examples they were given during their military experience. Many of our
beliefs are based upon the traditional forms of service, (much like the attrition
warfare method)

My interest in asking you to review this article is to show that a well established
institution like the U S. Marines is recognizing a need to change. Change can be
eagerly accepted when there is a good leadership. | hope that each of our
supervisors may see a few examples of how the “unchangeable” institution can
indeed be changed
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Lvod Fstiserants

91st Avenue & Olive 91st Avenue & Peoria
Kentucky Fried Chicken Fazolis
Jack In The Box Burger King
Subway Subway
Chinese Food Restaurant Del Taco
McDonalds Arby’s

Peter Piper Pizza

91st Avenue & Northern 83" Avenue & Grand
Applebees Wendy’s
Wienerschnitzel Sonic
Taco Bell/Long John Silvers Taco Bell / Long John Silvers
Panda Express
Quiznos
Sarpinos Pizza 83rd Avenue & Cactus
Village Inn
Mr. Goodcents Barros Pizza
Bravi Quiznos
Carls Jr

Peoria Ave between 83" and 85™ Ave 83" Ave between Greenway & Bell
Peoria Café
Don Lenchos Mexican Food Lots of sit-down restaurants

Brothers Cafe







Biographical Sketch

Chief Dennis Compton is a well-known speaker and
the author of several books including When in Doubt, Lead
(a three-part series) and Mental Aspects of Performance for
Firefighters and Fire Officers, as well as many articles for
various publications. He is also the Co-Editor of the current
edition of the ICMA’s textbook titled, Managing Fire and
Rescue Services. He is a respected advisor to the fire
service and other disciplines as well.

Dennis was the Fire Chief in Mesa, Arizona for five
years and Assistant Fire Chief in Phoenix, Arizona, where
he served for twenty-seven years. Chief Compton has
served as Chairman of the Executive Board of the
International Fire Service Training Association (IFSTA) and
Chairman of the Congressional Fire Services Institute’s
National Advisory Committee. He is currently Chairman of
the National Fallen Firefighters Foundation Board of
Directors, Chairman of the Home Safety Council Board of
Directors, President of the 100 Club of Arizona, and a
member of the George Washington University Homeland
Security Policy Institute Steering Council.

Chief Compton was selected as the 1991 George D.
Post National Fire Service Instructor of the Year, and the
American Fire Sprinkler Association’s Fire Service Person
of the Year in 2000. Dennis was also named the 2001
Distinguished Alumnus of the Year by the University of
Phoenix, and received the 2003 Mason Lankford National
Fire Service Leadership Award. He also received the 2007
Metropolitan Fire Chiefs Association Lifetime Achievement
Award, and is a charter member of the Arizona Fire Service
Hall of Fame.






Progressive
Leadership
Concepts...Tools for

the Next Generation

By: Chief Dennis Compton






Progressive
Leadership
Concepts...Tools for
the Next Generation

Introspection

By: Chief Dennis Compton

Leadership 1. S(_e_trtril:ls% the example

Behaviors - Respect

Remember These Two Things:
* If you lie, steal, or talk behind other’s 2. Flexible supervision

backs, people won’t trust you.

X If you're rude or disrespectful towards
others, people won’t respect you.






3. Balanced ego

4. Share expectations...up
front and take corrective
actions when necessary

5. Fairness in decision-
making

6. Sensitive to favoritism

7. Sensitive to micro-
management

8. Positive attitude






Attitudes are developed over
time...they don’t just happen.

Your attitude expresses your

manner, disposition, feelings,

or position about a particular
thing...or life in general.

You can control your attitude,
but doing so requires
training and on-going

commitment.

Your attitude affects others
and it’s contagious...positive
or negative.

Remember that
leadership is role-

based...not rank-based

Systems
Leadership
Model

Management & Leadership

The Fire & Life Safety

System (Line and Staff)

Fire






Fire and Life Safety ; i
Infrastructure :

Impact of
leadership on
firefighter
safety

16 1.ODD
Life Safety
Initiatives

Five Focus Areas

1. Heart Attacks &
Strokes

2. Vehicles

3. Strategy

4. Crew Integrity

5. Training

3 Life Safety hter Safery and Servival

G Patg L Risk Management Mode!

Model of Personnel and
Task Accountability System

By: Chief Dennia Compton

Div./Grp.
Responsibie for
Companies/Crows

Company Officers
Responsible for Y
Crew Mambers 2.

for Each Other

individual Responsibliitios
For S






Model of Personnel and
Task Accountability System

By Chief Dennia Compton

The Fire
Service and
the Political

Process

The Fire Service must
institutionalize its
influence at all levels:

>Local Level
> State/Regional Level
>National Level

Fire service issues
should not be framed
as partisan. They are

“American” issues.

Be an informed
professional. What
you think is
important...however






...keep your personal
politics and
philosophies out of
fire service issues.

Some Keys

« Get to know your members of the
Senate and House of Representatives, as
well as members of their staff

* Become a “trusted advisor” and build
mutual respect...never threaten them

« Learn about the legislative process
- Authorization Bills
- Appropriation Bills

- Conference Committees, etc.

Appointed Officials

Appointed Officials must not be
overlooked as important
contacts. Examples Include:

« DMV + Attorney Gen.
* Health & Env. « DHS & DOT
 Agriculture + State Police

» Budget Office

Congressional Fire
Services Institute (CFSI)

Established in 1989 (www.cfsi.org)

« Largest Caucus with over 300 members
of Congress

+ National Advisory Committee (NAC) of
approximately 48 organizations

» Focus is on education, information,

communications, and advocacy for Fire

Service issues.

Foarne

THEMENTALASPECTSOF PERFORIANCE

MAP is a performance
improvement

tool that integrates into
any training curriculum.






What ¥ou Rexise Povsists

Prosent Futnre

There Is No Pressure in
Yvesent

Composure is
Critical

Anxiety Is Fxcitewiens
Withawut Broath

Relaxation
and
Breathing
Techniques

a ;
Relax the Body, and the Mind
W Follow

Visualization

What You See Is What Yor Get






The SKkill of Visualization

The productive use of thoughts,
images, and memories can improve
confidence-performance-and

decision-making.

’Viwmtﬁ?g?m

Sensory-Lohanopmient Ebscation

| W

“YLose Your Mind and Come
ta Your Senses”

Stuation-Cvaluation Training

Frolarsdd {} m\k 5

wid S
Lpahdens ’j&ﬁ

é? &a»

Overtightness Leads o
Underpesformeance

&

Seution 1
Conro] key: Sl
Bavews C: Can
Maoses Skill; Dosieive Affemarion Tin

Yout Can's Ousperform
Your SelfConcept

Perspective

You can’t control every situation,
but you can control how you
view and react to situations.

Three Final Thoughts

1. Create your own waves
2. Manage your sack of rocks

3. Remember...attitudes are
contagious
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PEORIA
! 3 ;? ‘4 '
REGZONAL

BATTALION CHIEF ACADEMY
Instructors

Larry Rooney
Deputy Chief, Operations and Emergency Management
Peoria Fire Department, Peoria, Arizona

Chief Rooney has been nvolved with the fire service for the last twenty-six years,
serving the City of Peoria for the past twenty four years in the ranks of Firefighter,
Engineer, Captain and Battalion Chief He has served the City of Peoria as the Deputy
Chief of Operations, Support Services and Community Services over the last ten years.

Chief Rooney holds an Associate in Arts in Liberal Arts and an Associate in Science in
Fire Technology He achieved his Bachelors in Science from Grand Canyon University
in Public Safety Administration, and obtained his Masters Degree with Distinction in
Educational Leadership from Northern Arizona University

In addition to his formal education, Chief Rooney has completed the National Fire
Academy Executive Fire Officer Program and has also earned the distinction of Chief
Fire Officer Designation from the Commission on Fire Accreditation International. He 1s
a Certified Public Manager from Arizona State University’s Advanced Public Executive
Program and has completed the Fire Service Institute and Management Practices
Courses from Arizona State University and Arizona State University West, respectively
Additionally, he completed the Rocky Mountain Leadership Program and he holds a
Lifetime Teaching Certificate for Maricopa Community Colleges where he has served as
both an Instructor and an advisor for the Fire Science courses at Glendale Community
College

Chief Rooney has recently been elected as the President of the Arizona Fire Chiefs
Association He 1s a member of the National Society of Executive Fire Officers,
International Fire Chiefs Association, National Fire Protection Agency, Western Fire
Chiefs Association, and the Valley Fire Chiefs Association

In April of 2008, Chief Rooney was selected to receive a Harvard Fellowship to attend
the John F Kennedy School of Government at Harvard University He completed the
three week course for Senior Executives in State and Local Government in June of
2008.






Take charge Fun Loyal Planner
Implementer Spontaneous Giving Logical
Responsible Flexible Sentimental Creative
Leader Dramatic Team oriented Analytical
Strong-willed gf'm;"at'ng Sensitive Theoretical
Traditional Eas v Supportive Precise
nthusiastic .
Prepared . Gestures Relater Seno_us
Results oriented | Flamboyant Asks Probing
Saving Fast Emotional Skeptical
Practical Excitable Willing Thinker
Accountable Performer Dependable Predicts
Being in control Action Agreeable History
Dutiful Freedom Loving Exacting
Impatient Rapid reaction Harmonious Innovative
Powerful Down with routine | | jstening Budgets
Bottom line ;':Set‘;f <I:hange Sympathetic Orderly
Law & order Futu r: focus Honest feelings Cautious action
Status Impulsive Friendly Questioning
Tells Spurt worker People centered | Mastery
Authority Exciting Being accepted Organized
Efficient Playful Romantic Conceptual
Decisive Spends Feelings first Prioritizes
Tough Lighthearted Helps others Perfectionist
Direct Originality Present focused | Strategist
Do it now Adventurer Avoids conflict Detail oriented
Achievement Mover Amiable Accuracy
Discipline (F;;:;k"taker hority | WVarmth Works best alone
Structure allenge authority Considerate Careful
Driver Conforming Patient
Demanding Link together quality
TOTAL TOTAL TOTAL TOTAL
BROWN RED BLUE GREEN
Directions:

Make a check mark next to the word that you relate to or that describes you in each column.
Then count the number of check marks and write the total at the bottom of each column.

LEADERSHIP STYLE ASSESSMENT






Developing Personal
Leadership Styles

“Ways to identify, define &
understand your personal style
and become a more effective
leader!”

Deputy Fire Chief Larry Rooney

I'm Larry Rooney

&
Youre not!

Overview

= Identify your own personal Leadership
style.

a Learn the differences between the four
styles identified.

= View where “they” (everyone else) are
coming from.

» Learn how to communicate with different
types of Leadership styles.

Leaders
&
Followers

You must have at least one of
each to make it work.....

For true leadership, it is
necessary to understand.........

“Who YOU really are”

Stephen M. Gower, CSP

Four Leadership Styles

Commander

. Enterpriser
Unifier

Designer






Commander

Commander
= Decisive wm Margaret Thatcher
= Organized = Colin Powell
= Traditional s John Wayne
u Clear cut s Lee lacocca
= Prepared = Ronald Regan
w Accountable w Winston Churchill
» Responsible » Joe Friday
Commander

Commupnication Key

= Down-to-earth and Traditional
» Keep it Short & To the point.
= No time for the fluff

Vocabulary
= bottom-line
» duty
= Power “Just the facts”
= obedient
« dependable
« control
= structured
Enterpriser
= Risk » Ernest Hemingway
= Change s Mark Twain
n Excitement = Jim Carey
= Spontaneous s Robin Hood
» Fun » John Lennon
= Action » Bill Clinton
= Challenge = Amelia Earhart
Enterpriser

Enterpriser
Vocabulary
= Imagine
a thrill
s Perform "Don’ t box me in”
s good time
s quick

= danger

Communication Key

a Build an atmosphere of action, fun
and excitement.

= Be wild






Unifier

Vocabulary
= Honest feelings
» Sharing
"Its all about the relationship”
= Concern for people

unifier

= People = Jay Lleno

Centered « Paul

s Group projects McCartney

s Giving w« Oprah

» Teamwork = The Tin Man

a Togetherness = Magic Johnson

u Friendly s Bill Cosby
Unifier

Communication Key

w Caring, friendly, emotional personal
interactions.

= Friendly
s Heart
Designer
» Logical = Ben Franklin
= Thinking = Thomas Edison
= Analyzing = Eleanor Roosevelt
= Innovative = Batman
= Exactness » Ghandi
» Cause = Albert Einstein
» Effect s Al Gore

Designer

Designer

Vocabulary
= Foresight
= Creative
» Cautious
"The spreadsheet._graph or chart tells the story”
» Theory

= Reasonable
n Mystery

Communication Key

» Build an atmosphere of freedom of
thoughts.






. . Communication between the
Show the Movie Clips .
P styles itself......
Leadership Style Examples Is the Key!
"True Nobility is not that you are
better than anyone else, it is that
you are better than you use to be”, . .
Discussion

Dr Wayne Dyer






Leadership Views

Developing your own
Leadership Style.

Deputy Chief Larry Rooney

Overview

o Look at different leadership key sets.

o Identify what leaders have in common.

o Look at different leadership approaches.

e Investigate what true leadership is.

® Focus on why leadership is important.

® Relate a leadership perspective to our
firefighting profession.

® View & discuss movie clips related to
leadership.

“Values are the bedrock
of our foundation”

Colin Powell

“Leadership 1s a lot like Life,
its a Journey not a destination”

Larry Rooney

“When Placed in a lead
position.....

Take Charge.”

Norman Schwarzkopf

Heifetz / Linsky
Leadership on the line

“To Lead 15 to Live Dangerously”






Leading is a Verb!

So take Action!

Authority is power entrusted in
someone to provide service.

Service provides
protection, direction &
order.

Leadership consist of:

e Energy

o Affability

o Dependability
o Persistence
® Resilience

o Optimism

o Emotion

Leaders must have:
e\Vision
eSense of Balance
eCourage
eCommon Sense
eEmotional Intelligence
eSense of Humor
e Ability to Laugh at themselves.

Leaders must have:

o The ability to bring people together for a
common good.

e Passion in what they do.
e Integrity.

e Inner Strength.

e View of the “big picture”
e Be politically aware.

o Tolerant of others






Things Great Leaders Do:

o Surround themselves with talented people.
e Bring in a diverse group.

o Not afraid to take risks.

e Set the bar high.

e Forgive honest mistakes.

e Are tolerant, accepting & understanding.

e Polish strengths & work on weaknesses.

o Walk with humility.

o Don't mind being the dumbest one in the room.
(They have learned to ask the right questions)

Leaders must:

e Be aware of their surroundings.

o Expect their Leadership to be questioned or
challenged.

o Be able to look at issues from different
perspectives.

o Make decisions.

e Mentor

e Overcome great odds.

o Constantly re-invent themselves.

Acceptance & Tolerance

I'mOK!
You're Just So So...

Learning Differences

No two people are wired the
same.

Chief Rooney’s

Leadership

Quick Flicks

Vision

It should be a good thing to call
the fire department.






Sometimes you just have to
Shake things up!

Throw the Bats/

Expect to be Challenged

"You Make the Rules”

Dr. Wayne Dyer

“Change the way you look at
something.....cccreeeenn.

and what you are looking at will
change”

Seek a different perspective

“Stand on the Desk”

Decision Making

"Candlle Sticks always make a
good gift”

Celebrate Successes

"Bonanza”






Share your Passion

"Theyll never take our
freedom”

Over coming great odds

"Take a lesson from the dead”

Ed Oakley & Doug Krug
Enlightened Leadership

Focus your sights on
“Desired Results”

Focus your energy!

What Leaders have in common.

o They have failed miserably at some point in
their life

o They were resilient and persevered.

o They are self aware.

o They have overcome great obstacles.

o They take time to celebrate successes.

o They reinvest in themselves and their people.

e They Focus on end results.

e They see into the future.

e They think globally

Leaders are not afraid to say:

e | do not Know

e | was wrong.

e | need your help.
e [ am sorry

e What’'s Nextt

Dream

Resolve to succeed, The greatest
discovery one can make is that
Nothing is impossible.........






Believe & Succeed

Courage does not always roar.
Sometimes, it is the quiet voice
at the end of the day saying,

“TI will try again tomorrow ”

Discussion







Mentoring

Pass iton!

Deputy Chief Larry Rooney

“Children nowadays are tyrants.
They contradict their parents,
gobble their food, and tyrannize
their teachers.”

Socrates: 469 BC

Mentoring vs. Leadership

“Be a part of something larger”

“It’s not about you

“Want more for others than
you want for yourself”

Dr Wayne Dyer

We make a living from
what we get.

We make a life with
what we give!

Success = Myself

Significance = Others






Sometimes you get to
select the crew.

& Sometimes they select you!

Leadership is not possible
without Common Sense

Open up your eyes & your Mind!

“Common Sense does not

come from a college degree,

certification, longevity or
rank,”

Dr Larry Ritcey

Common Sense

» Big Picture: See yourself in relationship to it.
Know what is worth doing.

u Self Aware: Know your role within the
organization.

» Action Plan: Know ability, act accordingly to
carry it out.

Common Sense

» Fuirness. Treat everyone special.

u Show appreciation: Give everyone his or her due with grace.

Job Knowledge: Life long learning. ...

= Strive to be better tomorrow than you are today!

= You should not have to be paid to learn.

» Try to know as much or more than anyone that reports
to you.

Live as if you were to die
tomorrow, learn as if you
were to live forever......

Mahatma Gandhi






“Its about leadership”

Integrity: “I mean what I say &
1 do not kie. I say what I mean”.

1 do not cheat.

I do not steal.

I will not ask you to do

“Not in my house”

Ladder 49

And I'will not allow it to take anything 7 would not do
place. or anything I am not
willing to do myself !
Confidence:

= Believe in yourself
= Believe in the ones you lead.

= Its not blind confidence when common sense
1s used !

Believe in those you lead

“They will take care of you”

“Walk with Humility”

Confidence without Arrogance

Lead by Example with Mercy & Love

A Great Teacher....

“Lives in all of us”
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LTC (Ret.) Brian K. Biesemeyer

Brian Biesemeyer is currently the Deputy Utilities Director for the City of Peoria. Brian
is a retired U.S. Army Lieutenant Colonel with over 27 years of leadership experience in
both military and civilian organizations. Brian’s previous civilian job’s include General
Manager and Operations Manager for Arizona American Water and Operations Manager
and Environmental Engineering Supervisor for Citizens Water Resources. Brian is a
registered professional Environmental Engineer and holds a Master of Science in Civil
Engineering, a Master of Science in Mineral Economics, and a Bachelor of Science in
Geological Engineering, all from the University of Arizona. He also holds Arizona
Department of Environmental Quality Grade 4 Operator Certifications in Water
Treatment, Wastewater Treatment, Water Distribution, and Wastewater Collection.

In the Army, Brian served in both active duty and reserve units and his jobs included
Director of Curriculum and Senior Instructor for the 10" Battalion (Command and
General Staff College), 104™ Division; Collection Manager, 368" MI Battalion;
Commander, 581% MI Company, 66™ MI Brigade; Intelligence Officer, 3" Squadron, ond
Armored Cavalry Regiment; Intelligence Officer, 8™ Battalion, 40" Armor Regiment;
Inteligence Officer, 3" Battalion, 70" Armor Regiment; Division G-2 Collection
Manager, 5% Infantry Divison (Mechanized) and Ground Surveillance Radar Platoon
Leader, 105% MI Battalion, 5™ Infantry Division.

Brian’s military education includes the U.S. Army Command and General Staff College,
the U.S. Army Combined Arms and Service Staff School, the Military Intelligence
Officers Advanced Course, the Imagery Intelligence Proficiency Course, and the Military
Intelligence Officer Basic Course. His service awards include the Bronze Star, six Army
Commendation Awards, and two Army Achievement Medals. He was also awarded the
National Defense Service Medal, the Southwest Asia Service Medal with three stars, the
Army Service Ribbon, the Overseas Service Ribbon, the Kuwaiti Liberation Medal
(Kingdom of Kuwait), the Kuwaiti Liberation Medal (Kingdom of Saudi Arabia). His
other ribbons and badges include the Valorous Unit Citation for the 2" Armored Cavalry
Regiment in Operation Desert Storm, and the Air Assault Badge.

Brian has been married to his wife Martha for 26 years and they have three children.
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Who is this guy?

What type of training are we in for?
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L2 {Leading Leaders)
Organizational Leadership
Brian K. Biesemeyer, PE.
Lieutenant Colonel (Ret), USAR
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Organizational Leadership

* Leading an organization (or part of an organization)
with multiple layers

* Leading Leaders (Managers/Supervisors)






Exercise

* Organize mto teams of six (6)
* Time. 10 minutes from start

¢ Teams composed of:
» Bn Chief
» Observer
« First Responder/Scout
+ Captain
+ Building Team (2 each)

10/29/2008

Exercise Roles

* First Responder - Observes the model and relays
information to the Battalion Chief

* Battalion Chief - Gives instructions on how to build
the model to the Captain. Chief cannot observe the
model or the Building Team

¢ Captain - Instructs the Building Team on how to
create the model. Captain cannot build the model and
can only give mstructions. Must report back to the
Battalion Chief when not giving instructions

Exercise Roles

* Building Team - Builds the model with materials
provided.

® Observer - Observes and records the interactions and
process. Observer cannot view the model and cannot
help other players. After the exercise, the observer and
the Battalion Chief will report on the team and their
progress.
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Exercise Questions
» What was difficult?

¢ What did you do that worked?

10/29/2008
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How is Organizational Leadership Different than
What V've been doing?

® Less Direct influence

* More Indirect influence .
 Seeing through the smoke

¢ Developing the organization

* More resource support

. -
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What it takes to Lead Organizations

¢ Be -~ Know - Do Model

* Be = Values and Attributes
e Know = Skills
s Do = Actions

e
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What it takes to Lead Organizations
Values and Attributes

At this leve] - you should have them already

7-—/4“%&{:_ e _—.¥\_h‘_— -
| What it takes to Lead Organizations
Skills

* Communicating

"“Too often we place the burden of comprehension on those
above or below us - assuming both the existence of a
common language and a motivation”

General Edward C. Meyer
US Army FM 6-22 {2006)

W
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What it takes to Lead Organizations
Skills

* Communicating
Persuasion
- Empowerment
« Motivations
Conflict Resolution
» Advocacy
* Leading/Supervising
* Understanding your “soldiers”

10/29/2008






What it takes to Lead Organizations
Skills

 Establishing Intent

1f you are the leader, people expect you to create their future. They
look into your eyes, and they expect to see strength and vision. To be
successful, you must inspire and motivate, those who are following you.
When they Jook into your eyes they must see that you are with them”
- General Gordon R. Sullivan
Hopeis Not a Method (1996)
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What it takes to Lead Organizations
Skills

* Filtering Information

* Understanding Systems

¢ Maintaining Critical Skills

* Resourcing

e Predicting Second and Third Order Effects

i /‘(»;‘-"-'- == S~ B R
What it takes to Lead Organizations
Actions
* Influencing Actions
“Making decisions, exercising c d ging, administering -

thoseare the dynamics of our calling. Responsibility is its core”
General Harold K. Johnson, FM 22-100 (3999)

« Communications (knowing yourself, the mission, the environment,
the boss, your staff)

« Decision Making

+ Motivating
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~ What it takes to Lead Organizations
Actions
* Operating Actions
* Planning
* Creative Staff Process
* Executing
* Assessing
What it takes to Lead Organizations
Actions
* Improving Actions
* Developing
* Building
* Learning/Teaching
Experiential Learning Model (ELM)
T e G e
L2 (Leading Leaders)
Organizational Leadership
Take Aways:

¢ Increased indirect leadership skills
* More efficient communications

* Increased empbhasis on logistics

¢ Consider all the effects

* Be- Know Do
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Organizational Leadership

And Finally...

Never stop learning - challenge yourself

10/29/2008
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Scott Ferguson
Fire Chief, Manhattan Beach Fire Department
Manhattan Beach, CA

Chief Ferguson started his fire service career Iin 1982 as a part-time firefighter in Federal Way,
Washington, and began serving full-time with the Richland Fire Department in January of 1984.
He then moved back to his hometown in Vancouver, where he served from 1988 to 2001,
progressing through the ranks until appointed as Chief of Training.

In April of 2002, Chief Ferguson was chosen by the Peoria Fire Department to become the
Deputy Chief of Operations .

In January of 2008, Chief Ferguson was appointed Fire Chief for the Manhattan Beach Fire
Department

Chief Ferguson earned his Fire Science Diploma from Bates Vocational Technical Institute in
Tacoma, Washington and his AAS in Business Administration from Clark Community College. He
also received his Bachelor of Science Degree in Liberal Studies (English/Business) from Eastern
Oregon University and earned his Masters Degree in Management Psychology in October of
2004. He has completed the Executive Fire Officer Program at the National Fire Academy, the
Rocky Mountain Leadership Program, and is a Chief Fire Officer (CFO).

Chief Ferguson enjoys mentoring high school students and has taught classes to assist them in
preparing for job interviews, and, until his move to Manhattan Beach, was the President for the
Peoria Rotary Club.





Jasper/Goldberg Adult ADD Screening
Larry Jasper & Ivan Goldberg

Use this questionnaire to help determlne 1f you need to see a mental health professional for
diagnosis and treatment of ADD or ADHD in an adult.

httrne//4 cC .«fr i-t—m,\
nttp:/ —\\\x, cen l.com/addquiz.ht

Instructions: The 24 items below refer to how you have behaved and felt DURING MOST OF
YOUR ADULT LIFE. If you have usually been one way and recently have changed, your
responses should reflect HOW YOU HAVE USUALLY BEEN For each item, indicate the
extent to which it is true by checking appropriate box next to the item.

# Statement Notat | Justa | Some | Moder- | Quitea | Very
all little | what ately lot Much

1 At home, work, or school, I find my mind
wandering from tasks that are
uninteresting or difficult.

2 | Ifind it difficult to read written material
unless it is very interesting or very easy

3 | Especially in groups, I find it hard to stay
focused on what is being said in
conversations.

4 | 1have a quick temper .a short fuse.

5 | I am irritable, and get upset by minor
annoyances.

6 | Isay things without thinking, and later
regret having said them.

7 | I make quick decisions without thinking
enough about their possible bad results.

8 | My relationships with people are made
difficult by my tendency to talk first and
think later

9 | My moods have highs and lows.

10 | I have trouble planning in what order to do
a series of tasks or activities.

11 | I easily become upset.

12 | I seem to be thin skinned and many things
upset me.

13 | I almost always am on the go.

14 | T am more comfortable when moving than
when sitting still.

15 | In conversations, I start to answer
questions before the questions have been
fully asked.

16 | 1 usually work on more than one project at
a time, and fail to finish many of them.

17 | There is a lot of “static” or “chatter” in my
head.






18 | Even when sitting quietly, I am usually
moving my hands or feet.

19 | In group activities it is hard for me to wait
my turn.

20 | My mind gets so cluttered that it is hard
for it to function.

21 | My thoughts bounce around as if my mind
is a pinball machine

22 | My brain feels as if it is a television set
with all the channels going at once.

23 | I am unable to stop daydreaming.

24 | I am distressed by the disorganized way
my brain works.

To Score:

Just a little — 1 point; Somewhat — 2-pts; Moderately — 3pts; Quite a lot — 4pts; Very much — 5 pts

Scores

If you scored... | You may have...

70 & up Adult ADD or ADHD

50 - 69 Moderate ADD or ADHD
35 -49 Mild ADD or ADHD
25—-34 Borderline ADD

0-24 No ADD likely

Additional Information

Over-diagnosis of Attention Deficit Hyperactivity Disorder is a big problem There are some children who
are diagnosed as having ADD ADHD that do not have it. It is not uncommon for someone with depression,
or anxiety, specific learning disabilities, early onset bi-polar disorder, or Tourette’s Syndrome, to be
diagnosed as Attention Deficit Hyperactivity Disorder This is often the result of a diagnostic “work-up”
which is too brief and does not take into account the many reasons why a child might be mattentive,
impulsive, or over-active.

Under-diagnosis of Attention Deficit Hyperactivity Disorder — ADD ADHD — is also a problem. This
happens most often 1n the school setting where the school psychologist writes his report perfectly describmg
an individual with ADD ADHD, then refuses to use the label “Attention Deficit Hyperactivity Disorder” in

his report anywhere.
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College Credit Information

The Peoria Regional Battalion Chief Academy, in conjunction with the Maricopa County Community
College District, is a Three A.A.S. Credit Hours curriculum through Glendale Community College. The
MCCCD Curriculum Course Proposal is outlined below.

Description:

Requisites:

Course Notes:

Course Title:

Competencies.

Identify the standard operational procedures needed to manage a greater alarm emergency as a chief officer. (I)
Define the transition from the “buddy to boss” promotional process and how that impacts the supervisory role. (1)
Evaluate personnel conflicts and formulate appropriate resolutions. (Ill)

Examine the dilemmas of contemporary professional ethics and demonstrate appropriate responses. (IV)
Create a personal and professional development plan. (V)

Compare and contrast the different leadership roles and responsibilities within the fire service hierarchy. (VI)
Describe the dynamics of change for positive outcomes by managing through others. (VII)

Define organizational culture. (VIII)

Describe the components of how to read people and utilize effective communication skills. (IX)

COoNIGO AWM=

Outline:

Maricopa County Community College District
Curriculum Course Proposal

This course 1s designed to examine the many roles and responsibilities that are required of a chief officer.
The focus of the course Is to challenge the student to manage emergency incidents, to develop personal
growth, view department issues more globally, manage personnel, manage conflict resolution, and define
what leadership is.

None

Successful completion of FSC 202 and FSC 204 is strongly recommended for the successful completion of
the Battalion Chief Academy.

Battalion Chief Academy

Standard operational procedures for greater alarm emergencies

a Fire ground structural considerations both commercial and residential
i. Building characteristics
ii. Rescue profiles
iii. Fire spread calculations
iv. Resource allocation and management
b. Fire Behavior Considerations
i. Reading Smoke
ii. Fire spread
iii. Location
iv. Rescue profile
v. Danger signs
c. Advance tactical decisions
i. Strategy modes and risk analysis
ii. Ventilation profiles
iii. Emergency Medical considerations
iv. Hazardous material consideration
v. Technical rescue

Il Promotional process and supervision issues

a. "Buddy to boss” phenomenon
b. Supervision issues






Outline, continued:

Ill. Managing personnel
a. Roles
b. Responsibilities
c. Conflict Resolution
i. Analysis and evaluation issues
ii. Punishment versus discipline
iii. Proactive versus defensive stance
iv. Performance evaluations
d. Maintaining personal and professional balance
IV. Ethics
a. Professional code
b. Ethical versus legal issues
c. Professional and personal conduct
d. Conflict of interest and privileged information issues
V. Personal and Professional Development
VI Leadership
Definition
Traits
Styles
Roles
Responsibilities
Chain of command considerations
VI Leadership
a. Definition
b. Traits
c. Styles
d. Roles
e. Responsibilities
f. Chain of command considerations
VIl Organizational and personal change
a. Definition
b. Shared leadership issues
i. Management
ii. Labor
. Management of change
. Impact of community partnership paradigm shift
. Stakeholders
i. Internal customers
ii. External customers
VIII. Organizational culture
a Definitions
i. Mission statements
ii. Vision statements
b. Types
c. Impact
i. Personnel
ii. Service capacity
d. Roles and responsibilities
VI Leadership
a. Definition
b. Traits
c. Styles
d. Roles
e. Responsibilities
f. Chain of command considerations
VIl Organizational and personal change
a. Definition
b. Shared leadership issues
i. Management
ii. Labor
¢. Management of change
d. Impact of community partnership paradigm shift
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Outline, continued:

e. Stakeholders
i. Internal customers
ii. External customers
VHI. Organizational culture
a. Definitions
i. Mission statements
ii. Vision statements
b. Types
c. Impact
i. Personnel
ii. Service capacity
d. Roles and responsibilities
IX. Effective Communication
a. Verbal
b. Non-Verbal
i. Writing
ii. Body language
. Listening skills
. Barriers and filters
. Self-assessment
i. Senders
ii. Receivers

D QO







Peoria Regional Battalion Chief Academy VII
Evaluation Results

Instructor Name
Session

Date

EXCELLENT | GOOD | AVERAGE | POOR

INSTRUCTOR

Knew subject thoroughly

Made objectives, expectations, and requirements clear

Used text and materials effectively

Spoke clearly and was easy to understand

Maintained control of the class

Simulated interest in class

CONTENT

Well organized

Good quality hand-outs, audio/visuals

Audio/visuals supported the class

PRESENTATION

Reasonable length

Covered right amount of material

Contributed to students knowledge and skills

Appropriate breaks

Began and ended class on time

Allowed for student participation and discussion

Answered students questions and concerns

COMMENTS:






BC Academy Evaluation ~ 2008

Excellent Good Average Poor
Location/Setting 4 3 2 1
Comments:
Room Setting 4 3 2 1
Comments.
Academy Cost 4 3 2 1
Comments.
Snacks & Beverages 4 3 2 1
Comments:
Topics 4 3 2 1
Comments:
Instructors 4 3 2 1
Comments
Class Schedule 4 3 2 1
Comments:

What did you like most about this years BC Academy?

What changes would you suggest to improve future Academy's?

What topics would like to see incorporated that were not covered?






Was the test format benefical to you?
Yes- Please explain:

No- Please explain:

Additional Comments:
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BATTALION CHIEF ACADEMY

Ron Deadman
Division Chief, Avondale Fire Department
Avondale, Arizona

Ron Deadman holds a Masters of Administration degree from Central Michigan
University, Mount Pleasant, Michigan. He is a graduate of the National Fire
Academy’s Executive Fire Officer Program. He was hired as the Division Chief
of Professional Development for Avondale Fire — Rescue Services (AZ) in July
2005. He started his career in the fire service as a member of the Farmington
Hills Fire Department (Ml) in 1976 He joined the Birmingham Fire Department
(M1) in 1979, where he served his last seven years as a shift commander






“Shifting the American Fire Service Safety Culture”

Our Mission: To develop and implement strategies for supporting the
Firefighter Safety Initiatives identified by the National Fallen Firefighters
Foundation to achieve the following nationally adopted goals:

Decrease fire service line of duty deaths by 50% by 2014

The Action Planning Objectives for reaching this goal at the state
and local levels will be based on the following 16 Firefighter Life
Safety Initiatives identified by the National Fallen Firefighters
Foundation:

B Define and advocate the need for a cultural change within the fire service relating
fo safety, incorporating leadership, management, supervision, accountability and
personal responsibility

1. For a cultural change to occur at the national level, someone must
lIead the way to serve as model for others to follow. The leadership
of every fire service organization should demonstrate a
commitment to meeting this challenge and setting the example for
this cultural change.

2. Every Chief Officer, Training Officer, and Company Officer in
every Fire Department must adopt a zero tolerance philosophy for
deviations from or failure to follow published safety standards and
best practices.

3. Develop and promote partnerships with other State and National
Organizations that have a vested interest in improving firefighter
safety and health. Solicit input and form a strong unified coalition
that is committed to achieving these goals

4. All Fire service leaders and trainers must make every effort to
recognize, publish and celebrate organizational and individual
successes whenever positive outcomes are identified as a result of
following a best practices model, or by accomplishing a major
objective through the implementation or demonstration of these
initiatives.

B Enhance the personal and organizational accountability for health and safety
throughout the fire service.





1. A model accountability checklist should be developed for every
position in the organization for all identified risks and standard
practices associated with those risks.

2. Accountability begins at the individual level and continues
through the supervisory chain of command to include the Chief of
the Department.

3. Every fire service organization should develop and publish a
safety accountability statement that defines accountability at all
levels including supervisors, peers and individuals.

B Focus greater attention on the integration of risk management with incident
management at all levels, including strategic, tactical, and planning
responsibilities

1. Scenario based training and Case Study methodologies should be
used to emphasize standard risk management models and how
they should be applied to various levels of hazards and risks.

2. Post incident analyses should be conducted on benchmark
incidents and training evolutions that are defined by each
organization in order to identify the effectiveness of risk
management practices at the strategic, tactical, and individual
levels.

3. Lessons learned from post incident reviews and close calls need to
be published and followed up on in order to improve
organizational and individual safety habits

B Empower all firefighters to stop unsafe practices.

1. Firefighters need to be trained on when and how to stop or
divert an unsafe act within the organizational structure and
without fear of retaliation or criticism.

2. All fire officers need to be given the authority and responsibility
to demonstrate leadership and supervision in the enforcement of
all safety procedures, polices and best practices

3. All supervisors should discuss with their crew members,
examples and parameters when and where this empowerment
should be exercised.





B Develop and implement national standards for training, qualifications, and
certification (including regular recertification) that are equally applicable to all
firefighters, based on the duties they are expected to perform.

1. ALL Fire departments should use national and/or state
certification and qualification standards for all personnel who are
performing firefighting and special operations activities.

2. ALL Fire departments need to formally adopt and develop a
written plan for compliance with NFPA 1500, Standard on
Occupational Safety and Health.

3. All courses and training activities conducted by or sponsored by
the State Fire Marshal’s Office must incorporate the use of and
comply with any appropriate Standard and/or regulation relevant
for that course and hold all co-coordinators and instructors
accountable for compliance with the provisions and safe practices
identified for the course or activity.

4. The leadership of Arizona, through the Arizona Fire Service
Institute and State Fire Marshal’s Office must press for legislative
mandates to empower the Department of Building, Fire and Life
Safety to provide training and set or adopt standards for
firefighter qualifications and certifications.

B Develop and implement national medical and physical fitness standards that are
equally applicable to all firefighters, based on the duties they are expected to
perform.

1. Provisions for this initiative are well documented in NFPA 1500
and NFPA 1582 and should be adopted and committed to by all
Fire Departments.

2. Every officer and firefighter should be familiar with the major
provisions of these Standards and how they apply to all members

3. All fire personnel who participate in activities sponsored by the
State Fire Marshal’s Office that involve physical activity and
hazardous environments should provide an affidavit by the
individual’s sponsoring agency that standard fitness and health
requirements associated with that activity have been met.





B Create a national research agenda and data collection system that relates to the
initiatives

1. A statewide system needs to be developed for collecting and
disseminating relevant safety information through newsletters the
internet and other mediums to ensure that fire departments are
well informed of issues related to the Initiatives.

2. Whenever possible, conference workshops and training seminars
should be used as a forum for sharing case studies and best
practices recommendations.

B Utilize available technology wherever it can produce higher levels of health and

safety.

1. Whenever possible, all available technology should be used to
enhance safety and health in the workplace. However, obtaining
and using existing technologies fall short of improving safety at the
highest levels. The Fire Service must INFLUENCE technology and
become a driving force to improve equipment and systems and
mandate interoperability for ALL critical safety tools and
equipment.

2. All members need to be familiar with the current technology
(tools, equipment and procedures and interoperability
capabilities) being used to enhance firefighter safety and mission
delivery.

B Thoroughly investigate all firefighter fatalities, injuries, and near misses.

1. Develop and Implement a statewide system for close call reporting
and publishing post incident reports in order to share lessons
learned when incidents occur

2. Work to Improve NIOSH authority to investigate and assign
responsibility. (To include a fire service based investigative
component similar to the NTSB process).

B Ensure grant programs support the implementation of safe practices and/or
mandate safe practices as an eligibility requirement

1. Fire service organizations need to work together to support each
other in the application for grants and in meeting minimum
eligibility requirements for grant approvals.





2. Participating in grant programs related to these initiatives is
essential for obtaining necessary resources for public safety service
delivery and equipment interoperability.

Develop and champion national standards for emergency response policies and
procedures

State and local agencies should work to adopt a set of emergency
response objectives that meet minimum standards and that serve as a
model for Incident Command, Risk Management and Resource
Deployment to enhance firefighter safety, ensure operational
effectiveness and support the Statewide Mutual Aid System.

Develop and champion national protocols for response to violent incidents

Develop a model standard for response and for management of
operations at specific types of violent incidents and develop training
programs that can be delivered at the fire officer and firefighter level
to ensure adequate risk management “best” practices are followed
and appropriate safety measures are in place.

Provide firefighters and their family’s access to counseling and psychological
support.

1. There should be universal provisions for extending critical
incident stress counseling programs for fire fighters families and
loved ones

2. EAP and CISM programs need to be in place for this purpose and
a high level of attention should be given for the well being of
members and their families.

3. Supervisors need to be thoroughly familiar with these programs
and for guiding, directing, accessing and initiating the appropriate
level of service.

4. A strategy for determining the need and for developing and
implementing programs to take this service to a higher level on a
routine basis needs to be addressed.





W Provide public education more resources and champion it as a critical fire and
life safety program

1.

Develop partnerships with public education specialists and
organizations to include program objectives that support the
Firefighter safety initiatives.

Maximum Public Education efforts need to be a priority and should
represent a significant part of Fire Department culture. Every
member has a responsibility to recognize and participate in these
efforts.

Ensure that all Chief Officers, Company Officers and Firefighters
have an active role in meeting public education objectives and by
emphasizing the correlation between public safety education and
firefighter safety.

B Strengthen advocacy for the enforcement of codes and the nstallation of home
fire sprinklers

1.

The Fire Service needs to be more aggressive in promoting and
implementing building codes that deal with the use and identification
of lightweight construction, high fire loading and fire travel in
concealed spaces. Fire spread in concealed spaces often results in
uncontrollable fire behavior and structural collapse scenarios that kill
and injure firefighters.

Fire departments and Fire service support organizations must take
the lead to further this cause in EVERY community through a
consolidated effort.

Communities that have been successful with these ordinances need to
be celebrated and recognized as positive examples for other
communities.

When communities are in the process of adopting sprinkler and/or
other life safety codes or standards, the AFCA and the Arizona Fire
Service Institute must be actively and publicly involved in promoting
and supporting these efforts

Fire service leaders and community leaders need to support and
champion strategies for building collaborative relationships with
builders, developers, realtors and homeowners to improve the success
of implementing meaningful residential sprinkler legislation at the
local level





B Make safety be a primary consideration in the design of apparatus and

equipment

1. Establishing written specifications for meeting and exceeding NFPA,
or other appropriate standards and requirements and participation of
department members through involvement in various equipment and
safety oriented committees will help to further this initiative.

2. All members should be familiar with the specific apparatus and
equipment specifications that have been designed and implemented
for enhancing and ensuring firefighter safety. Ideas for additional
safety features and methods for including them in the design process
are essential.

3. Fire departments need to not only ensure that all fire apparatus and
equipment are in compliance with relevant NFPA standards, but they
should also consider new technologies and safety features during the
specification process that are above and beyond the minimum
requirements.

4. The fire service should take a strong stand on issues that address
improved safety designs such as seatbelt sensors and lock-in
requirements; SCBA bottle, Med Box, and other equipment security
inside cabs, etc.

We must all commit to the following critical elements of this program:

Demonstrate a clear sense of urgency

Demonstrate and share best practices, policies and SOPS
Involve Loved ones

Display constant reminders

Promote rising standards of excellence

Advocate safety attitudes and behaviors

Attitudes to Foster

Duty and responsibility -- Firefighter Safety is our Responsibility!!!
Exercise Organizational and personal Accountability

Make EVERY DAY a TRAINING DAY...so that... EVERYONE GOES HOME!






Strategies for Success

Focus on “FIREFIGHTING FIT” and remember REHAB at the scene!

* Regular medical examinations

*  Weekly vitals check

»  Physical fitness program

»  Monitored rehab after strenuous activity
»  Eat Smart

Drive with care — everyone wears a seatbelt....EVERYONE!

»  Safe speed --- always under control

+ Stop at red lights .STOP!

* Remain seated and belted while in motion
*  Protect the roadway/scene

Implement the right FIREFIGHTING Strategy - Offensive or Defensive?

» SIZE-UP & Evaluate risks before attacking.

* Recognize and manage risks within the PLAN

* Do not risk a firefighter’s LIFE to save property
»  Closely monitor changing conditions

Stay together so WE don’t get lost

*  Accountability and crew integrity are essential
* Stay oriented --- always know the way out

* Predict and manage your air supply

* Communicate with your crew & command

Train —Train —Train

» Make EVERY DAY a training day

*  Minimum qualification standards/performance standards

» Data Collection and dissemination = Case studies and scenario
based training

» Using and influencing technology to enhance competency and
safety

Prevent the Event
* Codes and Standards for buildings/Commercial and Residential
Sprinklers
» Public Education is EVERYONES responsibility
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Captain Brian Udell (retired)
Supersonic Survivor

Hanging in the straps of his parachute and feeling the cold night air on his face, Brian
Udell felt as if a freight train had collided with his body. As he struggled to inflate his life
preserver before plunging into the icy waters of the Atlantic Ocean, he realized it had
shredded with the force of the supersonic windblast. With his teeth and one functioning
arm, Brian feverishly retrieved a one-man life raft that hung from a fifteen-foot lanyard off
his right hip only seconds before entering the water. After popping back to the surface
like a bobber on fishing line, the salt water made him painfully aware of the open
wounds, cuts, and scrapes that were strewn over his broken body. The thought of blood
pouring into the water inviting sharks for a late night meal motivated him to attempt to
get into the partially inflated raft. As he kicked his legs, Brian's lower [imbs felt as though
only a thread attached them. Exhausted and unable to enter the raft thoughts of death
quickly consumed his mind. Knowing he would be unable to survive the night under the
extreme conditions, Brian began to pray. The next several hours of survival and the
many months of excruciating rehabilitation deliver an almost unbelievable story. Brian
holds the record for surviving the highest speed ejection from a U.S. Fighter Aircraft at
nearly 800 M.P.H. He survived four grueling hours 65 miles off the Atlantic Coast in 60-
degree water, 5-foot seas, and 15 M.P.H. winds at night. Brian's determination,
perseverance, faith, and shear will to survive is unparalleled. His story of survival,
recovery, and return to the Strike Eagle is an inspiration to everyone
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John Mittendorf
Battalion Chief, Retired
Los Angeles Fire Department

Chief John Mittendorf has more than 30 years of experience with the City of Los
Angeles Fire Department, where he served as a Chief Officer in Field Operations
and as the Commander of the In-Service Training Section

Chief Mittendorf has been a member of the National Fire Protection Research
Foundation on Engineered Lightweight Construction Technical Advisory
Committee. He has provided training programs for the National Fire Academy in
Emmitsburgh, Maryland, the University of California at Los Angeles, and the
British Fire Academy at Morton-in-Marsh, England, and acted in an advisory
capacity for five college fire science advisory boards

Chief Mittendorf is the author of numerous Fire Ground articles for Fire Service
magazines in the United States and Europe He currently lectures in the United
States and in the United Kingdom on Strategy and Tactics, Truck Company
Operations, Fire Ground Operations, Ventilation Operations, The Complete Fire
Officer He is a member of the editorial advisory board to Fire Engineering
magazine and is the author of the recently released book Truck Company
Operations, published by Fire Engineering magazine
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MODULE 1

OPENING CONSIDERATIONS

WHAT IS THE DIFFERENCE BETWEEN A BATTALION
CHIEF AND A MAIL CARRIER?

CAPTAIN’'S MEETINGS
o What do you want?
o Standards

PERFORMANCE EVALUATIONS

o How do you use them?
o “Straight average” personnel

TRAINING
o Yearly, quarterly, daily, etc
o Accountability

SICK TIME
o Medical calendar

“"FIREGROUND STUFF”

WHAT TASK IS RESPONSIBLE FOR THE ANNUAL LOSS

OF OVER 100 FIREFIGHTERS?
MISTAKES

DUMB MISTAKES





BATT CHIEF ACADEMY 2

TRAIN THE WAY YOU FIGHT, BECAUSE YOUR LIFE
DEPENDS ON IT!

APPROACHING AN INCIDENT
Incidents beyond your immediate control

o Command
o Needs
o Direction

Incidents within your immediate control

o Time of day

o Type of building

o Priority (access & rescue)
o Wind

o Exposures

WHY IS THE BATTALION CHIEF SIZE UP POTENTIALLY
MORE IMPORTANT THAN THE SIZE UP FROM THE
INITIAL COMPANY?

HOW WILL YOU GET A “QUICK GRIP” ON THE
INCIDENT WHEN YOU ARRIVE?

SIZE UP

Initial size up
o Designation
o Location
o What you see
o Additional





BATT CHIEF ACADEMY

Group/Division Size Up
o Location
o What you see

o What you want

6 Side Concept
o Perimeter (4)
Above (1)
Below (1)

O

O

4 Primary Extension Avenues
o Basements

o Single story

o 2 story, fire first floor

o Multiple story, fire top floor

MULTI COMPANY OPERATIONS

o Utilize placement to the best advantage

o Efficient apparatus placement requires timely instructions from the
IC

o Consider not approaching an incident from the same direction

o Stay back in an uncommitted position unless a specific task has

been assigned





BATT CHIEF ACADEMY 4

INITIAL PLACEMENT CONSIDERATIONS

o Engine company first on scene
o Truck company first on scene

o Quint first on scene

WHAT DOES THE FIREGROUND CLOCK MEAN TO YOU?

HOW LONG WILL IT TAKE YOUR RESOURCES TO MAKE
A VISIBLE IMPACT ON THE FIRE?

JOHN’S BASELINE

o Lightweight construction — 5 minutes

o Conventional construction — 15-20 minutes

6 BASIC FIREGROUND PRIORITIES
“RECEO”

o Do you believe it?

Fire Attack
o Offensive Vs defensive
o Size of line

o Type of nozzle

Ladders

o Aerial device





BATT CHIEF ACADEMY

o Minimum

o length

Inside Operations
Search & Rescue

o primary/secondary
o drop bags

o tic's

Forcible Entry
o entry
o exit openings

o 6 basic tools

Elevated Master Streams
o wind
o collapse zone

o nozzle

Ventilation

o reason

o modern fireground
o horizontal

o vertical

o ppv





BATT CHIEF ACADEMY 6

“INITIALLY, VENTILATION SHOULD BE EQUALLY
CONSIDERED WITH ATTACK, AND SEARCH AND
RESCUE OPERATIONS”

Utilities & Salvage
o electrical & gas

o plastic & wedges





MODULE 2

READING A BUILDING

WHY SHOULD A BATTALION CHIEF BE ABLE TO READ
A BUILDING AND APPLY APPLICABLE CONDITIONS TO
FIREGROUND OPERATIONS/DECISIONS?

READING A BUILDING:

Undress a building
o Construction

o Roof

o Style

o Method

o Age

o Access/Egress

o Name/Utilities

CONSTRUCTION
o Lightweight

o Conventional





READING A BUILDING

ROOFS

O

o]

o)

O

O

Gable

Hip

Older Truss
Sawtooth
Flat

STYLE

O

o

o

Basements

Single family Dwelling
Modular

Center Hallway
Garden Apartment
Mini-Mall

Commercial

Public Assembly
Institution
Warehouse

High rise

METHOD

O

O

)

Metal
Concrete
Wood Frame

Frame Stucco





READING A BUILDING

o Fascias
o Masonry

o Curtain

AGE
o Pre 1935

o 1935-1960
o Post 1960

ACCESS/EGRESS
o Doors & Windows

o Security

o Stairs

NAME/UTILITIES
o Electrical & Gas

o Name & Utilities





MODULE 3

READING SMOKE

WHAT IS SMOKE?

THE ABILITY TO ANALYZE FIRE & SMOKE FROM A

TRUCK COMPANY PERSPECTIVE
o operations

o location & extension
o fireground time

o involvement

THE FIREGROUND
Pre 1970
o conventional materials

o 1500 degrees
o protective equipment

Post 1970
o synthetic materials

o 800 to 1,000 degrees
o improved PPE

o flashover

A key to safe risk assessment is the ability to read smoke from

outside and inside a structure!!!





READING SMOKE

11

Remember............. ...., Smoke is the fire talking to you!

SMOKE SIZE UP

o Exterior

o Interior

EXTERIOR

o Color
v"  white, residual, no heat

color, pressure, some heat
hot, black, volume
red stuff

shade

AN NN

o Density
v' burning factor

v'  potential
v visibility
o Amount
v'  size of fire
v'  extension
v'  weather (temperature, humid, inversion)
v visibility
o Pressure

v confined

v access & size of the fire
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o Dynamics
v’ static

v movement direction

v’ oxygen source

INTERIOR
o Initial Company
v" interior condition

v logistical support

v time

o Later Arriving
v' conditions

v time

o Unvented Attic
v radiated heat

v flashover
v ventilation

v ceilings

SUMMARY
o Indicators
v" note conditions

v' baseline comparison
v’ evaluate PPE

v" monitor
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o 3 Strike Rule
v less than acceptable visibility

v environment not improving

v smoke with heat





MODULE 4

SCENARIOS

This module will consider fireground priorities for the following
structures:

o Single Family Dwelling

o Center Hallway/Garden Apartment
o Mini-Malls

o Warehouse

o High Rise
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Chief Mark Burdick
Glendale Fire Department
Glendale, AZ

Mark Burdick began his career as a Glendale firefighter/paramedic in 1983, and
rose through the ranks to become fire chief in 2002. Burdick has a bachelor's
degree in fire service management and a master’s degree in human resources
management, both from Ottawa University, and received his Chief Fire Officer
Designation from the Center for Public Safety Excellence this year He serves as
immediate past-president of the Arizona Fire Chiefs’ Association and is a
member of several other professional organizations, including the International
Association of Fire Chiefs, the National Fire Protection Association and the
International City/County Managers Association. Burdick is a member of Rotary
International and serves on the Board of Trustees for Arrowhead Hospital. He
resides in Glendale with his wife of eleven years and their two young daughters.





