ORANGE COUNTY FIRE AUTHORITY
AGENDA
Budget and Finance Committee Meeting
Wednesday, October 9, 2019
12:00 Noon
Orange County Fire Authority
Regional Fire Operations and Training Center
1 Fire Authority Road
Room AE117
Irvine, California 92602

Sergio Farias

Shelley Hasselbrink, Chair
Don Sedgwick, Vice Chair
Gene Hernandez Joe Muller Ed Sachs
Jennifer Cervantez - Ex Officio

Tri Ta

This Agenda contains a brief general description of each item to be considered. Except as otherwise provided by law, no
action or discussion shall be taken on any item not appearing on the following Agenda. Unless legally privileged, all
supporting documents, including staff reports, and any writings or documents provided to a majority of the Budget and Finance
Committee after the posting of this agenda are available for review at the Orange County Fire Authority Regional Fire
Operations & Training Center, 1 Fire Authority Road, Irvine, CA 92602 or you may contact Sherry A.F. Wentz, Clerk of the
Authority, at (714) 573-6040 Monday through Thursday, and every other Friday from 8 a.m. to 5 p.m. and available online at
http://www.ocfa.org
If you wish to speak before the Budget and Finance Committee, please complete a Speaker Form identifying which item(s)
you wish to address. Please return the completed form to the Clerk of the Authority. Speaker Forms are available on the
counter noted in the meeting room.
In compliance with the Americans with Disabilities Act, if you need special assistance to participate in this meeting, you
should contact the Clerk of the Authority at (714) 573-6040. Notification 48 hours prior to the meeting will enable the
Authority to make reasonable arrangements to assure accessibility to the meeting.

CALL TO ORDER
PLEDGE OF ALLEGIANCE by Director Ta
ROLL CALL
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PUBLIC COMMENTS
Any member of the public may address the Committee on items within the Committee’s subject matter jurisdiction but which are
not listed on this agenda during PUBLIC COMMENTS. However, no action may be taken on matters that are not part of the
posted agenda. We request comments made on the agenda be made at the time the item is considered and that comments be
limited to three minutes per person. Please address your comments to the Committee as a whole, and do not engage in dialogue
with individual Committee Members, Authority staff, or members of the audience.

2.

MINUTES
A. Minutes for the September 11, 2019, Budget and Finance Committee Meeting
Submitted by: Sherry Wentz, Clerk of the Authority
Recommended Action:
Approve as submitted.

3.

CONSENT CALENDAR
A. 2018 Urban Areas Security Initiative Grant Program Agreement to Transfer
Property or Funds
Submitted by: Mark Sanchez, Assistant Chief/Field Operations Department
Recommended Action:
Review the proposed agenda item and direct staff to place the item on the agenda for the
Board of Directors meeting of October 24, 2019, with Budget and Finance Committee’s
recommendations that the Board of Directors:
1. Accept the 2018 Urban Area Security Initiative Sub-Recipient Transfer Agreement.
2. Approve and authorize the Fire Chief to execute the necessary agreement(s).
B. Acceptance of FY 2016 Program to Prepare Communities for Complex Coordinated
Terrorist Attacks
Submitted by: Mark Sanchez, Assistant Chief/Field Operations Department
Recommended Action:
Review the proposed agenda item and direct staff to place the item on the agenda for the
Board of Directors meeting of October 24, 2019, with Budget and Finance Committee’s
recommendations that the Board of Directors:
1. Accept the FY 2016 United States Department of Homeland Security/Federal
Emergency Management Agency Grant to Prepare Communities for Complex
Coordinated Terrorist Attacks Program.
2. Approve a Budget Adjustment in Fund 121 to increase revenue and expenditures by
$35,189 for the grant program award.
3. Approve and authorize the Fire Chief to execute the necessary agreement(s).
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C. 2018 Assistance to Firefighters Grant Program Acceptance of Funds
Submitted by: Robert Cortez, Assistant Chief/Business Services Department
Recommended Action:
Review the proposed agenda item and direct staff to place the item on the agenda for the
Board of Directors meeting of October 24, 2019, with Budget and Finance Committee’s
recommendations that the Board of Directors:
1. Amend the Master Position Control List to add one limited-term Battalion Chief to
serve as Grant Program Manager among other related duties.
2. Approve a Budget Adjustment in the General Fund (121) increasing revenues by
$1,323,986 and expenditures by $1,522,584 for the Fire Ground Survival training.
3. Approve and authorize the Board Chair and/or Fire Chief and/or their designee to
execute all documents necessary to effectuate the grant award.
4.

DISCUSSION CALENDAR
A. Monthly Investment Reports
Submitted by: Tricia Jakubiak, Treasurer
Recommended Action:
Review the proposed agenda item and direct staff to place the item on the agenda for the
Executive Committee meeting of October 24, 2019, with the Budget and Finance
Committee’s recommendation that the Executive Committee receive and file the reports.
B. Citygate Service Level Assessment Update and Adjustment to Purchase Orders
Submitted by: Lori Zeller, Deputy Chief/Administration & Support Bureau
Recommended Action:
Review the proposed agenda item and direct staff to place the item on the agenda for the
Executive Committee meeting of October 24, 2019, with the Budget and Finance
Committee’s recommendation that the Executive Committee:
1. Receive and file the Service Level Assessments update for the period covering June
through August 2019.
2. Approve and authorize the Purchasing Manager to reallocate funding from the
Purchase Orders issued for the Executive Leadership Team and Fleet Services into
the Field Deployment Service with the total contract amount remaining unchanged
($700,725).

REPORTS
No items.
COMMITTEE MEMBER COMMENTS
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ADJOURNMENT – The next regular meeting of the Budget and Finance Committee is
scheduled for Wednesday, November 13, 2019, at 12:00 noon.

AFFIDAVIT OF POSTING
I hereby certify under penalty of perjury under the laws of the State of California, that the
foregoing Agenda was posted in the lobby and front gate public display case of the Orange
County Fire Authority, Regional Training and Operations Center, 1 Fire Authority Road, Irvine,
CA, not less than 72 hours prior to the meeting. Dated this 3rd day of October 2019.
Sherry A.F. Wentz, CMC
Clerk of the Authority
UPCOMING MEETINGS:
Executive Committee Meeting

Thursday, October 24, 2019, 5:30 p.m.

Board of Directors Meeting

Thursday, October 24, 2019, 6:00 p.m.

AGENDA ITEM NO. 2A

MINUTES
ORANGE COUNTY FIRE AUTHORITY
Budget and Finance Committee Regular Meeting
Wednesday, September 11, 2019
12:00 Noon

Regional Fire Operations and Training Center
Room AE117
1 Fire Authority Road
Irvine, CA 92602
CALL TO ORDER
A regular meeting of the Orange County Fire Authority Budget and Finance Committee was called
to order on September 11, 2019, at 12:00 p.m. by Chair Hasselbrink.
PLEDGE OF ALLEGIANCE
Director Hernandez led the assembly in the Pledge of Allegiance to our Flag.
ROLL CALL
Present:

Shelley Hasselbrink, Los Alamitos
Don Sedgwick, Laguna Hills
Joseph Muller, Dana Point
Ed Sachs, Mission Viejo
Gene Hernandez, Yorba Linda

Absent:

Tri Ta, Westminster
Sergio Farias, San Juan Capistrano

Also present were:
Deputy Chief Lori Zeller
Assistant Chief Jim Ruane
General Counsel David Kendig

Assistant Chief Robert Cortez
Assistant Chief Randy Black
Clerk of the Authority Sherry Wentz

PUBLIC COMMENTS (F: 12.02B3)
Chair Hasselbrink opened the Public Comments portion of the meeting. Chair Hasselbrink
closed the Public Comments portion of the meeting without any comments from the general
public.
1. PRESENTATIONS
No items.

2. MINUTES
A. Minutes for the July 10, 2019, Budget and Finance Committee Regular Meeting (F: 12.02B2)
On motion of Vice Chair Sedgwick and second by Director Hernandez, the Budget and
Finance Committee voted unanimously to approve the Minutes of the July 10, 2019, regular
meeting as submitted. Directors Sachs and Director Hernandez were recorded as
abstentions, due to their absence from the July 10, 2019, meeting.
3. CONSENT CALENDAR (Agenda Item No. 3C was pulled for separate consideration)
A. Monthly Investment Reports (F: 11.10D2)
On motion of Vice Chair Sedgwick and second by Director Hernandez, the Budget and
Finance Committee voted unanimously by those present to direct staff to place the item on
the agenda for the Executive Committee meeting of September 26, 2019, with the Budget
and Finance Committee’s recommendation that the Executive Committee receive and file
the reports.
B. Fourth Quarter Financial Newsletter (F: 15.07)
On motion of Vice Chair Sedgwick and second by Director Hernandez, the Budget and
Finance Committee voted unanimously by those present to direct staff to place the item on
the agenda for the Executive Committee meeting of September 26, 2019, with the Budget and
Finance Committee’s recommendation that the Executive Committee receive and file the
report.
C. Carryover of FY 2018/19 Uncompleted Projects and Use of Unexpended Fund
Balance (15.04 18/19)
Director Muller pulled this item from the Consent Calendar to request additional carryover
details.
Assistant Chief Robert Cortez provided a PowerPoint presentation on Year-end Carryovers.
On motion of Director Muller and second by Director Hernandez, the Budget and Finance
Committee voted unanimously by those present to direct staff to place the item on the
agenda for the Board of Directors meeting of September 26, 2019, with the Budget and
Finance Committee’s recommendation that the Board of Directors authorize the following
proposed budget adjustments:
1. Approve a budget adjustment in the FY 2019/20 General Fund (121) increasing
revenues by $6,065,346 and expenditures by $10,467,941.
2. Approve a budget adjustment in the FY 2019/20 General Fund CIP (12110) increasing
expenditures by $1,568,406.
3. Approve a budget adjustment in the FY 2019/20 Fire Stations and Facilities Fund
(123) increasing expenditures by $616,707.
4. Approve a budget adjustment in the FY 2019/20 Communications and Information
Systems Fund (124) increasing expenditures by $2,708,391.
Minutes
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5.
6.
7.

Approve a budget adjustment in the FY 2019/20 Fire Apparatus Fund (133) increasing
expenditures by $5,803,945.
Approve a budget adjustment transferring $507,495 from the FY 2019/20 General
Fund (121) to the Settlement Fund (139), and appropriate that amount in Fund (139)
for the Joint-Training Facility project.
Approve a budget adjustment in the Structural Fire Entitlement Fund (171) increasing
expenditures by $329,827.

4. DISCUSSION CALENDAR
A. Annual Investment Reports (F: 11.10D1)
Assistant Treasurer Jane Wong provided an overview of the Annual Investment Report.
On motion of Director Muller and second by Director Sachs, the Budget and Finance
Committee voted unanimously by those present to direct staff to place the item on the agenda
for the Executive Committee meeting of September 26, 2019, with the Budget and Finance
Committee’s recommendation that the Executive Committee receive and file the report.
B. Appointment of Auditor for the Orange County Fire Authority (F: 17.10F)
Deputy Chief Lori Zeller introduced Assistant Chief Robert Cortez, who provided an
overview of the auditor appointment process.
On motion of Director Muller and second by Director Sachs, the Budget and Finance
Committee voted unanimously by those present to direct staff to place the item on the agenda
for the Board of Directors meeting of September 26, 2019, with the Budget and Finance
Committee’s recommendation that the Board of Directors adopt the proposed Resolution
entitled A RESOLUTION OF THE ORANGE COUNTY FIRE AUTHORITY BOARD OF
DIRECTORS APPOINTING AN AUDITOR FOR THE ORANGE COUNTY FIRE
AUTHORITY appointing OCFA’s Finance Manager, Julie Nemes, as Auditor for the Orange
County Fire Authority.
C. Acceptance of 2019 Department of Homeland Security/Federal Emergency
Management Agency’s Urban Search & Rescue Preparedness Cooperative
Agreement (F: 16.02B)
Division Chief Brian Norton provided an overview of the grant and proposed agreement.
On motion of Director Sachs and second by Director Muller, the Budget and Finance
Committee voted unanimously by those present to direct staff to place the item on the
agenda for the Board of Directors meeting of September 26, 2019, with the Budget and
Finance Committee’s recommendation that the Board of Directors:
1. Approve and adopt the proposed Resolution entitled A RESOLUTION OF THE
ORANGE COUNTY FIRE AUTHORITY BOARD OF DIRECTORS ACCEPTING
THE FEDERAL EMERGENCY MANAGEMENT AGENCY (FEMA) NATIONAL
URBAN SEARCH AND RESCUE (US&R) PROGRAM COOPERATIVE
AGREEMENT
TO
PURCHASE
US&R
EQUIPMENT,
SUPPLIES,
MAINTENANCE, AND REPAIR OF US&R EQUIPMENT, TRAINING, AND
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PROGRAM ADMINISTRATION to accept the Department of Homeland
Security/Federal Emergency Management Agency’s Grant Readiness Cooperative
Agreement funding.
2. Approve a budget adjustment to the FY 2019/20 General Fund (121) budget increasing
revenues and expenditures by $1,230,104.
REPORTS (F: 12.02B6)
No items.
COMMITTEE MEMBER COMMENTS (F: 12.02B4)
There were no Committee Member comments.
ADJOURNMENT (F: 11.18)
Chair Hasselbrink adjourned the meeting at 12:37 p.m. in memory of all of those who passed
during the event and the many first responders who have subsequently perished form the toxic
effects of September 11. The next regular meeting of the Budget and Finance Committee is
scheduled for Wednesday, October 9, 2019, at 12:00 noon.

Sherry A.F. Wentz, CMC
Clerk of the Authority
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Orange County Fire Authority

AGENDA STAFF REPORT
Budget and Finance Committee
October 9, 2019

Agenda Item No. 3A
Consent Calendar

2018 Urban Areas Security Initiative Grant Program
Agreement to Transfer Property or Funds
Contact(s) for Further Information
Mark Sanchez, Assistant Chief
Field Operations Department
Shane Sherwood, Division Chief
Division 7

marksanchez@ocfa.org

714.573.6014

shanesherwood@ocfa.org

714.573.6000

Summary
This item is submitted for approval of 2018 Urban Area Security Initiative Grant Program award
and for authorization for the Fire Chief to execute the necessary agreement(s). The grant’s
resources will be utilized to enhance the OCFA’s ability to prevent, prepare, respond, and recover
from domestic and international terrorism incidents.
Prior Board/Committee Action
Not Applicable.
RECOMMENDED ACTION(S)
Review the proposed agenda item and direct staff to place the item on the agenda for the Board of
Directors meeting of October 24, 2019, with Budget and Finance Committee’s recommendations
that the Board of Directors:
1. Accept the 2018 Urban Area Security Initiative Sub-Recipient Transfer Agreement.
2. Approve and authorize the Fire Chief to execute the necessary agreement(s).
Impact to Cities/County
Not Applicable.
Fiscal Impact
Not Applicable, due to the OCFA not directly receiving any funding from this grant year.
Background
On November 13, 2003, the United States Department of Homeland Security (DHS) established
the Urban Area Security Initiative (UASI) Grant Program through the Federal Office of Domestic
Preparedness. The grant only allowed two cities in Orange County, Anaheim and Santa Ana, to
apply for funds through the UASI. UASI provides funds to local emergency first responders to
enhance security and overall preparedness to prevent, prepare, respond, and recover from acts of
terrorism. The grant specifically provides funding for anti-terror equipment, planning, training,
exercises and technical assistance.

To ensure these funding sources did not undermine the process already in place, all principal
parties involved formed a collaborative regional effort to facilitate the needs for the entire
operational area. This ensured the funds were utilized to provide for the region and not one
particular jurisdiction. Beginning in 2006, DHS combined the Anaheim UASI and the Santa Ana
UASI into a single urban area. The cities of Anaheim and Santa Ana share the grant administrative
responsibilities, annually alternating the function of lead administrative agency; the City of
Anaheim is the lead agency for the 2018 funding. Utilizing the goals and objectives developed by
the Urban Area Working Group, priorities were established in the allowable grant categories of
equipment, training, organization and planning.
Recommendation
Staff recommends approval of acceptance of the grant award.
Attachment(s)
Proposed Grant Agreement (Available on-line, and in the Clerk’s Office.)
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Orange County Fire Authority

AGENDA STAFF REPORT
Budget and Finance Committee
October 9, 2019

Agenda Item No. 3B
Consent Calendar

Acceptance of FY 2016 Program to Prepare Communities
for Complex Coordinated Terrorist Attacks
Contact(s) for Further Information
Mark Sanchez, Assistant Chief
Field Operations Department
Shane Sherwood, Division Chief
Division 7

marksanchez@ocfa.org

714.573.6014

shanesherwood@ocfa.org

714.573.6000

Summary
This item is submitted for approval of FY 2016 United States Department of Homeland
Security/Federal Emergency Management Agency to Prepare Communities for Complex
Coordinated Terrorist Attacks Grant Program award and authorize the Fire Chief to execute the
necessary agreement(s). The grant’s resources will be utilized to enhance the OCFA’s ability to
prevent, prepare for, respond to, and recover from, domestic and international terrorism incidents.
Prior Board/Committee Action
Not Applicable.
RECOMMENDED ACTION(S)
Review the proposed agenda item and direct staff to place the item on the agenda for the Board of
Directors meeting of October 24, 2019, with Budget and Finance Committee’s recommendations
that the Board of Directors:
1. Accept the FY 2016 United States Department of Homeland Security/Federal Emergency
Management Agency Grant to Prepare Communities for Complex Coordinated Terrorist
Attacks Program.
2. Approve a Budget Adjustment in Fund 121 to increase revenue and expenditures by $35,189
for the grant program award.
3. Approve and authorize the Fire Chief to execute the necessary agreement(s).
Impact to Cities/County
Not Applicable.
Fiscal Impact
The FY 2019/20 General Fund 121 revenues and expenditures will be increased by $35,189 for
the grant program award.

Background
In 2016, the United States Department of Homeland Security (DHS)/Federal Emergency
Management Agency (FEMA) developed the Prepare Communities for Complex Coordinated
Terrorist Attacks (CCTA) competitive grant program for the emergence of a new type of terrorist
threat involving synchronized attacks at multiple locations that are initiated without warning and
employ one or more weapon systems. The objective of the grant funding is to build and sustain
capabilities of local, state, tribal, and territorial jurisdictions to enhance their preparedness for
complex coordinated terrorist attacks through capability gap assessments, development or update
emergency plans, and training/exercises to test and validate the emergency plans. As part of the
grant application, DHS/FEMA encouraged applicants to partner with multiple jurisdictions on the
project to advance regional and whole community collaboration, as well as, promote creative,
innovative, and replicable approaches for preparing for complex coordinated terrorist attacks.
The City of Anaheim, on behalf of the Anaheim/Santa Ana Urban Area (ASAUA), agreed to
partner with the City of Los Angeles, on behalf of the Los Angeles/Long Beach Urban Area
(LA/LB), in support of their applications for the CCTA funding. The City of Los Angeles’
application was selected and approved by DHS/FEMA. The defined region of the ASAUA
includes all jurisdictions in Orange County, as well as key disciplines, such as health, law, fire,
emergency management, and others as defined by DHS.
On June 12, 2019, the OCFA was notified it was awarded $35,189 as part of the FY 2016 CCTA
Grant Program. The grant funds are designated for use to reimburse overtime and backfill
expenses for participation in approved training and exercises activities under the CCTA program.
Recommendation
Staff recommends approval of acceptance of the grant award.
Attachment(s)
1. Award Letter
2. Proposed Grant Agreement (Available on-line, and in the Clerk’s Office.)
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Orange County Fire Authority

AGENDA STAFF REPORT
Budget and Finance Committee
October 9, 2019

Agenda Item No. 3C
Consent Calendar

2018 Assistance to Firefighters Grant Program
Acceptance of Funds
Contact(s) for Further Information
Robert Cortez, Assistant Chief
Business Services Department
Jay Barkman, Legislative Analyst
Legislation Division

robertcortez@ocfa.org

714.573.6012

jaybarkman@ocfa.org

714.573.6048

Summary
This item is submitted for approval of FY 2018 Assistance to Firefighters Grant Program award.
The Grant resources will be utilized to provide International Association of Firefighters “Fire
Ground Survival” training to all OCFA firefighting personnel.
Prior Board/Committee Action
Not Applicable.
RECOMMENDED ACTION(S)
Review the proposed agenda item and direct staff to place the item on the agenda for the Board of
Directors meeting of October 24, 2019, with Budget and Finance Committee’s recommendations
that the Board of Directors:
1. Amend the Master Position Control List to add one limited-term Battalion Chief to serve as
Grant Program Manager among other related duties.
2. Approve a Budget Adjustment in the General Fund (121) increasing revenues by $1,323,986
and expenditures by $1,522,584 for the Fire Ground Survival training.
3. Approve and authorize the Board Chair and/or Fire Chief and/or their designee to execute all
documents necessary to effectuate the grant award.
Impact to Cities/County
Not Applicable.
Fiscal Impact
This is a cost-share grant, which requires a commitment of approximately $198,598 on OCFA’s
part. If approved, revenues in the General Fund (121) will increase by the grant award of
approximately $1,323,986. Expenditures in the General Fund (121) will increase by $1,522,584,
which includes OCFA’s cost-share.

Background
In 2018, the OCFA submitted an application to the Federal Emergency Management Agency
(FEMA) under its Assistance to Firefighters Grant (AFG) Program to provide International
Association of Firefighters (IAFF) “Fire Ground Survival” (FGS) training to all OCFA firefighting
personnel. The OCFA was recently notified by the FEMA of a grant award for $1,323,986.08 in
Federal funding.
The FGS training is an instructor-led program that provides national certification through the
IAFF. The content is focused on actions that are key in preventing and surviving fire ground
emergencies teaching concrete firefighter behaviors to reduce the probability of entrapment. The
FGS Program is the most comprehensive survival skills and MAYDAY prevention program
currently available within the fire service. The six-month, instructor-led FGS Program content
will be broken down into three phases:
Phase 1: Train-the-Trainer Course (32 hours) - FGS Master Instructors will certify OCFA
instructors from the ranks of firefighters, engineers, company officers, and chief officers.
Phase 2: FGS On-Line Course (8 hours) - Instruction includes videos of simulated MAYDAY
incidents, lessons in the prevention of a MAYDAY, how to prepare for and handle a MAYDAY,
and teaches the specific actions a firefighter must perform to assure the highest degree of
survivability.
Phase 3: FGS Manipulative Course (16 hours) - All OCFA firefighters will complete practical
exercises geared toward survival.
Recommendation
The FGS Program will directly increase the operational safety level of firefighters throughout the
organization. Ensuring our firefighting force is adequately trained to recognize fire ground
dangers and react accordingly not only serves to protect the lives of the OCFA members, but also
safeguards the community’s human resources and financial investment. Staff recommends the
acceptance of this grant, and amendment to the Master Position Control List to add one limitedterm Battalion Chief to serve as Grant Program Manager for this grant opportunity.
Attachment(s)
FY 2019 AFG Award Package
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Attachment

Award Letter
U.S. Department of Homeland Security
Washington, D.C. 20472
Jay Barkman
ORANGE, COUNTY OF
P.O. BOX 57115
IRVINE, CA 92619
EMW-2018-FO-04863
Dear Jay Barkman,
Congratulations on behalf of the Department of Homeland Security. Your application submitted for the
Fiscal Year (FY) 2018 Assistance to Fireﬁghters Grant (AFG) funding opportunity has been approved in
the amount of $1,323,986.08 in Federal funding. As a condition of this grant, you are required to
contribute non-Federal funds equal to or greater than 15.00 percent of the Federal funds awarded, or $
198,597.92 for a total approved budget of $ 1,522,584.00 . Please see the FY 2018 AFG Notice of
Funding Opportunity for information on how to meet this cost share requirement.
Before you request and receive any of the Federal funds awarded to you, you must establish
acceptance of the award through the FEMA Grants Outcomes (FEMA GO) system. By accepting this
award, you acknowledge that the terms of the following documents are incorporated into the terms of
your award:
Summary Award Memo - included in this document
Agreement Articles - included in this document
Obligating Document - included in this document
2018 AFG Notice of Funding Opportunity (NOFO) - incorporated by reference
Please make sure you read, understand, and maintain a copy of these documents in your oﬃcial ﬁle for
this award.
Sincerely,

Bridget Bean
Acting Assistant Administrator
Grant Programs Directorate

Summary Award Memo
Program: Fiscal Year 2018 Assistance to Fireﬁghters Grant
Recipient: ORANGE, COUNTY OF
DUNS number: 072527005
Award number: EMW-2018-FO-04863

Summary description of award
The purpose of the Assistance to Fireﬁghters Grant program is to protect the health and safety of the
public and ﬁreﬁghting personnel against ﬁre and ﬁre-related hazards. After careful consideration, FEMA
has determined that the recipient`s project or projects submitted as part of the recipient`s application
and detailed in the project narrative as well as the request details section of the application - including
budget information - was consistent with the Assistance to Fireﬁghters Grant Program`s purpose and
was worthy of award.
Except as otherwise approved as noted in this award, the information you provided in your application
for FY2018 Assistance to Fireﬁghters Grants funding is incorporated into the terms and conditions of
this award. This includes any documents submitted as part of the application.

Amount awarded
The amount of the award is detailed in the attached Obligating Document for Award. The following are
the budgeted estimates for object classes for this award (including Federal share plus your cost share,
if applicable):
Object Class
Personnel

Total
$1,386,984.00

Fringe Beneﬁts

$0.00

Travel

$0.00

Equipment

$0.00

Supplies

$45,600.00

Contractual

$90,000.00

Construction

$0.00

Other

$0.00

Federal
Non-Federal
Total

$1,323,986.08
$198,597.92
$1,522,584.00

Approved scope of work
After review of your application, FEMA has approved the below scope of work. Justiﬁcations are
provided for any diﬀerences between the scope of work in the original application and the approved
scope of work under this award. You must submit scope or budget revision requests for FEMA`s prior
approval, via an amendment request, as appropriate per 2 C.F.R. § 200.308 and the FY2018 AFG
NOFO.
Approved request details:

Training
Fireﬁghter Safety and Survival Training (NFPA 1407/29
CFR1910.134g(4))
Fire Ground Survival (FGS) is an instructor led program that provides national certiﬁcation
through the International Association of Fireﬁghters. The content is derived from a panel
representing the IAFF, IAFC, and NIOSH that identiﬁed best practice behaviors and skills from
ﬁre departments across the nation which focus on actions that are key in preventing and surviving
ﬁre ground emergencies.

Supplies
DESCRIPTION

Given OCFA's 1,067 members will be receiving the FGS training we are requesting funds for
three additional props for use by the FGS cadres. We will provide at least one set of props for use
at the training facility shared by the Cities of Anaheim, Garden Grove, and Orange.
QUANTITY

UNIT PRICE

TOTAL

4

$11,400.00

$45,600.00

BUDGET CLASS

Supplies

Specialized
DESCRIPTION

FGS Train the Trainer Course for two 30 person classes at $35,000 per class
QUANTITY

UNIT PRICE

TOTAL

2

$35,000.00

$70,000.00

BUDGET CLASS

Contractual
CHANGE FROM APPLICATION

Unit price from $45,000.00 to $35,000.00
JUSTIFICATION
The line item description states that the cost per class is $35,000, not $45,000.

Oﬃcer I-IV
DESCRIPTION

OCFA Battalion Chief (Program Manager) to oversee implementation. The BC will manager entire
process from the Train the Trainer to oversee the "cadre" from that program that then will deliver
training to to all OCFA members.
QUANTITY

UNIT PRICE

TOTAL

1

$340,996.00

$340,996.00

BUDGET CLASS

Personnel

Specialized
DESCRIPTION

OCFA FGS Cadre (10 Instructors per day, 3 Captains, 3 Engineers, 4 ﬁreﬁghters). Per day cost is
$7,447.81, but grant ﬁeld won't accept decimal. Total Cost is $848,969.70. Below is rounded up.
QUANTITY

UNIT PRICE

TOTAL

114

$7,448.00

$849,072.00

BUDGET CLASS

Personnel

Specialized
DESCRIPTION

This item is requesting funds for the 60 personnel to attend the 4-day FGS Train-the-Trainer
course on their days oﬀ. The costs will be from a combination of overtime pay for those attending
on their days oﬀ and backﬁll costs. For example, we have assumed that some members of the
cadre may have scheduled work days requiring backﬁll. For estimating purposes we have
assumed that at least 1 out of the 4 days for each attendee may require backﬁll.
QUANTITY

UNIT PRICE

TOTAL

1

$196,916.00

$196,916.00

BUDGET CLASS

Personnel

Additional Funding
DESCRIPTION

We are budgeting $20,000 for rental of a non-OCFA training facility that we anticipate may
become an "in-kind" donation upon approval by the Cities of Anaheim, Garden Grove, and
Orange who share the facility. Each of the ﬁre departments for those cities has expressed desire
to participate in this grant and to send members to the FGS Train-the-Trainer program. If the
facility is provided as an "in-kind" donation we will request that the value of that donation (up to
$20,000) count towards the grant match share.
Amount
$20,000.00
BUDGET CLASS

Contractual

Agreement Articles
Program: Fiscal Year 2018 Assistance to Fireﬁghters Grant
Recipient: ORANGE, COUNTY OF
DUNS number: 072527005
Award number: EMW-2018-FO-04863

Table of contents

Article 1 Assurances, Administrative Requirements, Cost Principles, Representations and
Certiﬁcations
Article 2 DHS Speciﬁc Acknowledgements and Assurances
Article 3 Acknowledgement of Federal Funding from DHS
Article 4 Activities Conducted Abroad
Article 5 Age Discrimination Act of 1975
Article 6 Americans with Disabilities Act of 1990
Article 7 Best Practices for Collection and Use of Personally Identiﬁable Information (PII)
Article 8 Civil Rights Act of 1964 – Title VI
Article 9 Civil Rights Act of 1968
Article Copyright
10
Article Debarment and Suspension
11
Article Drug-Free Workplace Regulations
12
Article Duplication of Beneﬁts
13
Article Education Amendments of 1972 (Equal Opportunity in Education Act) – Title IX
14
Article Energy Policy and Conservation Act
15
Article False Claims Act and Program Fraud Civil Remedies
16
Article Federal Debt Status
17
Article Federal Leadership on Reducing Text Messaging while Driving
18
Article Fly America Act of 1974
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Reporting of Matters Related to Recipient Integrity and Performance
Reporting Subawards and Executive Compensation
SAFECOM
Terrorist Financing
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Article 1

Assurances, Administrative Requirements, Cost Principles, Representations
and Certiﬁcations
DHS ﬁnancial assistance recipients must complete either the Oﬃce of Management
and Budget(OMB) Standard Form 424B Assurances - Non-Construction Programs, or
OMB Standard Form 424D Assurances -Construction Programs as applicable. Certain
assurances in these documents may not be applicable to your program, and the DHS
ﬁnancial assistance oﬃce (DHS FAO) may require applicants to certify additional
assurances. Applicants are required to ﬁll out the assurances applicable to their
program as instructed by the awarding agency. Please contact the DHS FAO if you
have any questions. DHS ﬁnancial assistance recipients are required to follow the
applicable provisions of the Uniform Administrative Requirements, Cost Principles, and
Audit Requirements for Federal Awards located at Title 2, Code of Federal
Regulations(C.F.R) Part 200, and adopted by DHS at 2 C.F.R. Part 3002.

Article 2

DHS Speciﬁc Acknowledgements and Assurances
All recipients, subrecipients, successors, transferees, and assignees must
acknowledge and agree to comply with applicable provisions governing DHS access to
records, accounts, documents, information, facilities, and staﬀ. 1. Recipients must
cooperate with any compliance reviews or compliance investigations conducted by
DHS. 2. Recipients must give DHS access to, and the right to examine and copy,
records, accounts, and other documents and sources of information related to the
federal ﬁnancial assistance award and permit access to facilities, personnel, and other
individuals and information as may be necessary, as required by DHS regulations and
other applicable laws or program guidance. 3. Recipients must submit timely, complete,
and accurate reports to the appropriate DHS oﬃcials and maintain appropriate backup
documentation to support the reports. 4. Recipients must comply with all other special
reporting, data collection, and evaluation requirements, as prescribed by law or
detailed in program guidance. 5. Recipients of federal ﬁnancial assistance from DHS
must complete the DHS Civil Rights Evaluation Tool within thirty (30) days of receipt of
the Notice of Award or, for State Administering Agencies, thirty (30) days from receipt
of the DHS Civil Rights Evaluation Tool from DHS or its awarding component agency.
Recipients are required to provide this information once every two (2) years, not every
time an award is made. After the initial submission for the ﬁrst award under which this
term applies, recipients are only required to submit updates every two years, not every
time a grant is awarded. Recipients should submit the completed tool, including
supporting materials to CivilRightsEvaluation@hq.dhs.gov. This tool clariﬁes the civil
rights obligations and related reporting requirements contained in the DHS Standard
Terms and Conditions. Subrecipients are not required to complete and submit this tool
to DHS. The evaluation tool can be found at https://www.dhs.gov/publication/dhs-civilrights-evaluation-tool. .

Article 3

Acknowledgement of Federal Funding from DHS
Recipients must acknowledge their use of federal funding when issuing statements,
press releases, requests for proposals, bid invitations, and other documents describing
projects or programs funded in whole or in part with federal funds.

Article 4

Activities Conducted Abroad
Recipients must ensure that project activities carried on outside the United States are
coordinated as necessary with appropriate government authorities and that appropriate
licenses, permits, or approvals are obtained.

Article 5

Age Discrimination Act of 1975
Recipients must comply with the requirements of the Age Discrimination Act of 1975,
Pub. L. No. 94-135 (1975) (codiﬁed as amended at Title 42, U.S. Code, § 6101 et
seq.), which prohibits discrimination on the basis of age in any program or activity
receiving federal ﬁnancial assistance.

Article 6

Americans with Disabilities Act of 1990
Recipients must comply with the requirements of Titles I, II, and III of the Americans
with Disabilities Act, Pub. L. No. 101-336 (1990) (codiﬁed as amended at 42 U.S.C. §§
12101–12213), which prohibits recipients from discriminating on the basis of disability
in the operation of public entities, public and private transportation systems, places of
public accommodation, and certain testing entities.

Article 7

Best Practices for Collection and Use of Personally Identiﬁable Information
(PII)
Recipients who collect PII are required to have a publically-available privacy policy that
describes standards on the usage and maintenance of PII they collect. DHS deﬁnes
personally identiﬁable information (PII) as any information that permits the identity of an
individual to be directly or indirectly inferred, including any information that is linked or
linkable to that individual. Recipients may also ﬁnd the DHS Privacy Impact
Assessments: Privacy Guidance and Privacy template as useful resources
respectively.

Article 8

Civil Rights Act of 1964 – Title VI
Recipients must comply with the requirements of Title VI of the Civil Rights Act of 1964
(codiﬁed as amended at 42 U.S.C. § 2000d et seq.), which provides that no person in
the United States will, on the grounds of race, color, or national origin, be excluded from
participation in, be denied the beneﬁts of, or be subjected to discrimination under any
program or activity receiving federal ﬁnancial assistance. DHS implementing
regulations for the Act are found at 6 C.F.R. Part 21 and 44 C.F.R. Part 7.

Article 9

Civil Rights Act of 1968
Recipients must comply with Title VIII of the Civil Rights Act of 1968, Pub. L. No. 90284, as amended through Pub. L. 113-4, which prohibits recipients from discriminating
in the sale, rental, ﬁnancing, and advertising of dwellings, or in the provision of services
in connection therewith, on the basis of race, color, national origin, religion, disability,
familial status, and sex (See 42 U.S.C. § 3601 et seq.), as implemented by the
Department of Housing and Urban Development at 24 C.F.R. Part 100. The prohibition
on disability discrimination includes the requirement that new multifamily housing with
four or more dwelling units—i.e., the public and common use areas and individual
apartment units (all units in buildings with elevators and ground-ﬂoor units in buildings
without elevators)—be designed and constructed with certain accessible features. (See
24 C.F.R. Part 100, Subpart D)

Article 10

Copyright
Recipients must aﬃx the applicable copyright notices of 17 U.S.C. §§ 401 or 402 and
an acknowledgement of U.S. Government sponsorship (including the award number) to
any work ﬁrst produced under federal ﬁnancial assistance awards.

Article 11

Debarment and Suspension
Recipients are subject to the non-procurement debarment and suspension regulations
implementing Executive Orders (E.O.) 12549 and 12689, and 2 C.F.R. Part 180 as
adopted by DHS at 2 C.F.R. Part 3000. These regulations restrict federal ﬁnancial
assistance awards, subawards, and contracts with certain parties that are debarred,
suspended, or otherwise excluded from or ineligible for participation in federal
assistance programs or activities.

Article 12

Drug-Free Workplace Regulations
Recipients must comply with drug-free workplace requirements in Subpart B (or
Subpart C, if the recipient is an individual) of 2 C.F.R. Part 3001, which adopts the
Government-wide implementation (2 C.F.R. Part 182) of sec. 5152-5158 of the DrugFree Workplace Act of 1988 (41 U.S.C. 8101).

Article 13

Duplication of Beneﬁts
Any cost allocable to a particular federal ﬁnancial assistance award provided for in 2
C.F.R. Part 200, Subpart E may not be charged to other federal ﬁnancial assistance
awards to overcome fund deﬁciencies, to avoid restrictions imposed by federal
statutes, regulations, or federal ﬁnancial assistance award terms and conditions, or for
other reasons. However, these prohibitions would not preclude recipients from shifting
costs that are allowable under two or more awards in accordance with existing federal
statutes, regulations, or the federal ﬁnancial assistance award terms and conditions.

Article 14

Education Amendments of 1972 (Equal Opportunity in Education Act) – Title IX
Recipients must comply with the requirements of Title IX of the Education Amendments
of 1972 Pub. L. No. 92-318 (1972) (codiﬁed as amended at 20 U.S.C. § 1681 et seq.),
which provide that no person in the United States will, on the basis of sex, be excluded
from participation in, be denied the beneﬁts of, or be subjected to discrimination under
any educational program or activity receiving federal ﬁnancial assistance. DHS
implementing regulations are codiﬁed at 6 C.F.R. Part 17 and 44 C.F.R. Part 19.

Article 15

Energy Policy and Conservation Act
Recipients must comply with the requirements of The Energy Policy and Conservation
Act Pub. L. No. 94- 163 (1975) (codiﬁed as amended at 42 U.S.C. § 6201 et seq.),
which contain policies relating to energy eﬃciency that are deﬁned in the state energy
conservation plan issued in compliance with this Act.

Article 16

False Claims Act and Program Fraud Civil Remedies
Recipients must comply with the requirements of The False Claims Act, 31 U.S.C. §
3729-3733, which prohibits the submission of false or fraudulent claims for payment to
the federal government. (See 31 U.S.C. § 3801-3812 which details the administrative
remedies for false claims and statements made.

Article 17

Federal Debt Status
All recipients are required to be non-delinquent in their repayment of any federal debt.
Examples of relevant debt include delinquent payroll and other taxes, audit
disallowances, and beneﬁt overpayments. (See OMB Circular A-129.)

Article 18

Federal Leadership on Reducing Text Messaging while Driving
Recipients are encouraged to adopt and enforce policies that ban text messaging while
driving as described in E.O. 13513, including conducting initiatives described in
Section 3(a) of the Order when on oﬃcial government business or when performing any
work for or on behalf of the federal government.

Article 19

Fly America Act of 1974
Recipients must comply with Preference for U.S. Flag Air Carriers (air carriers holding
certiﬁcates under 49 U.S.C. § 41102) for international air transportation of people and
property to the extent that such service is available, in accordance with the International
Air Transportation Fair Competitive Practices Act of 1974, 49 U.S.C. § 40118, and the
interpretative guidelines issued by the Comptroller General of the United States in the
March 31, 1981, amendment to Comptroller General Decision B-138942.

Article 20

Hotel and Motel Fire Safety Act of 1990
In accordance with Section 6 of the Hotel and Motel Fire Safety Act of1990, 15 U.S.C.
§ 2225a, recipients must ensure that all conference, meeting, convention, or training
space funded in whole or in part with federal funds complies with the ﬁre prevention and
control guidelines of the Federal Fire Prevention and Control Act of 1974, codiﬁed as
amended at 15 U.S.C. § 2225.

Article 21

Limited English Proﬁciency (Civil Rights Act of 1964, Title VI)
Recipients must comply with the Title VI of the Civil Rights Act of 1964 (42 U.S.C. §
2000d et seq.) prohibition against discrimination on the basis of national origin, which
requires that recipients of federal ﬁnancial assistance take reasonable steps to provide
meaningful access to persons with limited English proﬁciency (LEP) to their programs
and services. For additional assistance and information regarding language access
obligations, please refer to the DHS Recipient Guidance
https://www.dhs.gov/guidancepublished-help-department-supported-organizationsprovide-meaningfulaccess-people-limited and additional resources on
http://www.lep.gov.

Article 22

Lobbying Prohibitions
Recipients must comply with 31 U.S.C. § 1352, which provides that none of the funds
provided under a federal ﬁnancial assistance award may be expended by the recipient
to pay any person to inﬂuence, or attempt to inﬂuence an oﬃcer or employee of any
agency, a Member of Congress, an oﬃcer or employee of Congress, or an employee of
a Member of Congress in connection with any federal action related to a federal award
or contract, including any extension, continuation, renewal, amendment, or
modiﬁcation.

Article 23

National Environmental Policy Act
Recipients must comply with the requirements of the National Environmental Policy Act
of 1969, Pub. L. No. 91-190 (1970) (codiﬁed as amended at 42 U.S.C. § 4321 et seq.)
(NEPA) and the Council on Environmental Quality (CEQ) Regulations for Implementing
the Procedural Provisions of NEPA, which requires recipients to use all practicable
means within their authority, and consistent with other essential considerations of
national policy, to create and maintain conditions under which people and nature can
exist in productive harmony and fulﬁll the social, economic, and other needs of present
and future generations of Americans.

Article 24

Nondiscrimination in Matters Pertaining to Faith-Based Organizations
It is DHS policy to ensure the equal treatment of faith-based organizations in social
service programs administered or supported by DHS or its component agencies,
enabling those organizations to participate in providing important social services to
beneﬁciaries. Recipients must comply with the equal treatment policies and
requirements contained in 6 C.F.R. Part 19 and other applicable statues, regulations,
and guidance governing the participations of faith-based organizations in individual
DHS programs.

Article 25

Non-supplanting Requirement
Recipients receiving federal ﬁnancial assistance awards made under programs that
prohibit supplanting by law must ensure that federal funds do not replace (supplant)
funds that have been budgeted for the same purpose through non-federal sources.

Article 26

Notice of Funding Opportunity Requirements
All of the instructions, guidance, limitations, and other conditions set forth in the Notice
of Funding Opportunity (NOFO) for this program are incorporated hereby reference in
the award terms and conditions. All recipients must comply with any such requirements
set forth in the program NOFO.

Article 27

Patents and Intellectual Property Rights
Unless otherwise provided by law, recipients are subject to the Bayh-Dole Act, 35
U.S.C. § 200 et seq. Recipients are subject to the speciﬁc requirements governing the
development, reporting, and disposition of rights to inventions and patents resulting
from federal ﬁnancial assistance awards located at 37 C.F.R. Part 401 and the
standard patent rights clause located at 37 C.F.R. § 401.14.

Article 28

Procurement of Recovered Materials
States, political subdivisions of states, and their contractors must comply with Section
6002 of the Solid Waste Disposal Act, Pub. L. No. 89-272 (1965) (codiﬁed as amended
by the Resource Conservation and Recovery Act, 42 U.S.C. § 6962. The requirements
of Section 6002 include procuring only items designated in guidelines of the
Environmental Protection Agency (EPA) at 40 C.F.R. Part 247 that contain the highest
percentage of recovered materials practicable, consistent with maintaining a
satisfactory level of competition.

Article 29

Rehabilitation Act of 1973
Recipients must comply with the requirements of Section 504 of the Rehabilitation Act
of1973, Pub. L. No. 93-112 (1973) (codiﬁed as amended at 29 U.S.C. § 794), which
provides that no otherwise qualiﬁed handicapped individuals in the United States will,
solely by reason of the handicap, be excluded from participation in, be denied the
beneﬁts of, or be subjected to discrimination under any program or activity receiving
federal ﬁnancial assistance.

Article 30

Reporting of Matters Related to Recipient Integrity and Performance
If the total value of the recipient’s currently active grants, cooperative agreements, and
procurement contracts from all federal assistance oﬃces exceeds $10,000,000 for any
period of time during the period of performance of this federal ﬁnancial assistance
award, the recipient must comply with the requirements set forth in the governmentwide Award Term and Condition for Recipient Integrity and Performance Matters
located at 2 C.F.R. Part 200, Appendix XII, the full text of which is incorporated here by
reference in the award terms and conditions.

Article 31

Reporting Subawards and Executive Compensation
Recipients are required to comply with the requirements set forth in the governmentwide Award Term on Reporting Subawards and Executive Compensation located at 2
C.F.R. Part 170, Appendix A, the full text of which is incorporated here by reference in
the award terms and conditions.

Article 32

SAFECOM
Recipients receiving federal ﬁnancial assistance awards made under programs that
provide emergency communication equipment and its related activities must comply
with the SAFECOM Guidance for Emergency Communication Grants, including
provisions on technical standards that ensure and enhance interoperable
communications.

Article 33

Terrorist Financing
Recipients must comply with E.O. 13224 and U.S. laws that prohibit transactions with,
and the provisions of resources and support to, individuals and organizations
associated with terrorism. Recipients are legally responsible to ensure compliance with
the Order and laws.

Article 34

Traﬃcking Victims Protection Act of 2000
Recipients must comply with the requirements of the government-wide ﬁnancial
assistance award term which implements Section 106(g) of the Traﬃcking Victims
Protection Act of 2000, (TVPA) codiﬁed as amended by 22 U.S.C. § 7104. The award
term is located at 2 C.F.R. § 175.15, the full text of which is incorporated here by
reference.

Article 35

Universal Identiﬁer and System of Award Management (SAM)
Recipients are required to comply with the requirements set forth in the governmentwide ﬁnancial assistance award term regarding the System for Award Management
and Universal Identiﬁer Requirements located at 2 C.F.R. Part 25, Appendix A, the full
text of which is incorporated here by reference.

Article 36

USA Patriot Act of 2001
Recipients must comply with requirements of Section 817 of the Uniting and
Strengthening America by Providing Appropriate Tools Required to Intercept and
Obstruct Terrorism Act of 2001 (USA PATRIOT Act), which amends 18 U.S.C. §§
175–175c.

Article 37

Use of DHS Seal, Logo and Flags
Recipients must obtain permission from their DHS FAO prior to using the DHS seal(s),
logos, crests or reproductions of ﬂags or likenesses of DHS agency oﬃcials, including
use of the United States Coast Guard seal, logo, crests or reproductions of ﬂags or
likenesses of Coast Guard oﬃcials.

Article 38

Whistleblower Protection Act
Recipients must comply with the statutory requirements for whistleblower protections (if
applicable) at 10 U.S.C § 2409, 41 U.S.C. 4712, and 10 U.S.C. § 2324, 41 U.S.C. §§
4304 and 4310.

Article 39

Acceptance of Post Award Changes
In the event FEMA determines that changes are necessary to the award document after
an award has been made, including changes to period of performance or terms and
conditions, recipients will be notiﬁed of the changes in writing. Once notiﬁcation has
been made, any subsequent request for funds will indicate recipient acceptance of the
changes to the award. Please call the FEMA/GMD Call Center at (866) 927-5646 or via
e-mail to ASK-GMD@dhs.gov if you have any questions.

Article 40

Prior Approval for Modiﬁcation of Approved Budget
Before making any change to the DHS/FEMA approved budget for this award, you
must request prior written approval from DHS/FEMA where required by 2 C.F.R. §
200.308. DHS/FEMA is also utilizing its discretion to impose an additional restriction
under 2 C.F.R. § 200.308(e) regarding the transfer of funds among direct cost
categories, programs, functions, or activities. Therefore, for awards with an approved
budget where the Federal share is greater than the simpliﬁed acquisition threshold
(currently $250,000), you may not transfer funds among direct cost categories,
programs, functions, or activities without prior written approval from DHS/FEMA where
the cumulative amount of such transfers exceeds or is expected to exceed ten percent
(10%) of the total budget DHS/FEMA last approved. You must report any deviations
from your DHS/FEMA approved budget in the ﬁrst Federal Financial Report (SF-425)
you submit following any budget deviation, regardless of whether the budget deviation
requires prior written approval.

Article 41

Disposition of Equipment Acquired Under the Federal Award
When original or replacement equipment acquired under this award by the recipient or
its subrecipients is no longer needed for the original project or program or for other
activities currently or previously supported by DHS/FEMA, you must request
instructions from DHS/FEMA to make proper disposition of the equipment pursuant to 2
C.F.R. § 200.313.

Article 42

Environmental Planning and Historic Preservation
DHS/FEMA funded activities that may require an EHP review are subject to FEMA's
Environmental Planning and Historic Preservation (EHP) review process. This review
does not address all Federal, state, and local requirements. Acceptance of Federal
funding requires recipient to comply with all Federal, state and local laws. Failure to
obtain all appropriate federal, state and local environmental permits and clearances
may jeopardize Federal funding.DHS/FEMA is required to consider the potential
impacts to natural and cultural resources of all projects funded by DHS/FEMA grant
funds, through its EHP Review process, as mandated by the National Environmental
Policy Act; National Historic Preservation Act of 1966, as amended; National Flood
Insurance Program regulations; and, any other applicable laws and Executive Orders.
To access the FEMA's Environmental and Historic Preservation (EHP) screening form
and instructions go to the DHS/FEMA website at: https://www.fema.gov/medialibrary/assets/documents/90195. In order to initiate EHP review of your project(s), you
must complete all relevant sections of this form and submit it to the Grant Programs
Directorate (GPD) along with all other pertinent project information. Failure to provide
requisite information could result in delays in the release of grant funds.If ground
disturbing activities occur during construction, applicant will monitor ground
disturbance, and if any potential archeological resources are discovered, applicant will
immediately cease work in that area and notify the pass-through entity, if applicable,
and DHS/FEMA.
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AGENDA STAFF REPORT
Budget and Finance Committee Meeting
October 9, 2019

Agenda Item No. 4A
Discussion Calendar

Monthly Investment Reports
Contact(s) for Further Information
Tricia Jakubiak, Treasurer
Treasury & Financial Planning

triciajakubiak@ocfa.org

714.573.6301

Jane Wong, Assistant Treasurer

janewong@ocfa.org

714.573.6305

Summary
This agenda item is a routine transmittal of the monthly investment reports submitted to the
Committee in compliance with the investment policy of the Orange County Fire Authority and
with Government Code Section 53646.
Prior Board/Committee Action
Not Applicable.
RECOMMENDED ACTION(S)
Review the proposed agenda item and direct staff to place the item on the agenda for the Executive
Committee meeting of October 24, 2019, with the Budget and Finance Committee’s
recommendation that the Executive Committee receive and file the reports.
Impact to Cities/County
Not Applicable.
Fiscal Impact
Not Applicable.
Background
Attached is the final monthly investment report for the month ended August 31, 2019. A
preliminary investment report as of September 20, 2019, is also provided as the most complete
report that was available at the time this agenda item was prepared.
Attachment(s)
Final Investment Report – August 2019/Preliminary Report – September 2019

Attachment

Orange County Fire Authority

AGENDA STAFF REPORT
Budget and Finance Committee Meeting
October 9, 2019

Agenda Item No. 4B
Discussion Calendar

Citygate Service Level Assessment Update and
Adjustment to Purchase Orders
Contact(s) for Further Information
Lori Zeller, Deputy Chief
Administration & Support Bureau
Robert Cortez, Assistant Chief
Business Services Department

lorizeller@ocfa.org

714.573.6020

robertcortez@ocfa.org

714.573.6012

Summary
This agenda item is submitted to provide an update of the Citygate Service Level Assessments (SLAs)
for the period covering June through August 2019, and to seek approval to reallocate funding from
the approved Purchase Orders (POs) issued for the Executive Leadership Team and Fleet Services
SLAs into the Field Deployment Services SLA. The combined Citygate contract amount will remain
unchanged for a total not to exceed $700,725.
Prior Board/Committee Action(s)
At its meeting of November 15, 2018, the Executive Committee awarded a Master Consulting
Agreement to Citygate Associates, LLC, as a result of a competitive solicitation for as-needed
organizational service level assessment services.
At its regular January 24, 2019, meeting, the Board of Directors approved an increase to the
FY 2018/19 budget for $700,725 and issuance of individual POs for the five identified SLAs (listed
in the staff report).
At its regular July 10, 2019, meeting, the Budget and Finance Committee approved an update of the
Citygate SLAs for the period covering March through May 2019.
RECOMMENDED ACTION(S)
Review the proposed agenda item and direct staff to place the item on the agenda for the Executive
Committee meeting of October 24, 2019, with the Budget and Finance Committee’s recommendation
that the Executive Committee:
1. Receive and file the Service Level Assessments update for the period covering June through
August 2019.
2. Approve and authorize the Purchasing Manager to reallocate funding from the Purchase Orders
issued for the Executive Leadership Team and Fleet Services into the Field Deployment Service
with the total contract amount remaining unchanged ($700,725).
Impact to Cities/County
Not Applicable.
Fiscal Impact
Funding will remain the same.

Background
Following the 2018 Request for Qualifications (RFQ) process, Citygate Associates, LLC (Citygate)
was selected and ultimately awarded a 3-year term agreement, with two additional one-year renewals,
to perform as-needed organizational service level review consulting services for OCFA. Citygate is
a firm specializing in public sector management consulting for a full array of local government
functions, with particular emphasis on fire protection, law enforcement, community development,
public works, animal services, and human resources.
Five organizational SLA areas, also known as cost centers, were identified and approved for review
during CY 2019. The five SLA areas include Emergency Command Center, Emergency Medical
Services, Fleet Services, Field Deployment, and Executive Leadership Team/Human Resources.
Each SLA evaluates, at a forensic, data-driven level, the operational performance of the cost centers,
not just compared to national and Citygate team best practices, but to the needs of the OCFA, its
employees, and its agency customers. Each SLA will be a stand-alone assessment report, that will
cover elements assessed, the operational metrics, and describe strengths and areas of opportunity.
The SLA process began with a series of kickoff meetings during February and March of 2019. All
five SLAs follow the same project process flow that begins with information requests and start up
meetings and progressively move thru data gathering, analysis, mid-project meetings, development
of a draft report and final report and briefings. Project completion dates differ for each SLA and are
subject to change; however, most are scheduled to be completed by November - December of 2019.
Since the kickoff meetings, Citygate has met with OCFA staff to gather the necessary data to perform
the assessment. Currently all five SLA areas are at various stages of the assessment, as illustrated in
the most recent monthly organizational updated provided for the month of August. These monthly
SLA updates (Attachment 1) are provided to OCFA employees and shared with labor in an effort
inform the organization of the progress made. The Human Resources SLA, which is a subset of the
Executive Leadership SLA, has been completed and presented to the Human Resources Committee
at its September 17, 2019, meeting (Attachment 2).
Regarding funding status, the Board approved a budget of $700,725 to complete the 2019 Citygate
SLA reviews. As of the date this staff report was prepared, OCFA has expended approximately 66.4%
of the contract amount, and the project is within budget.
As the SLAs have progressed, OCFA staff requested a review of the countywide auto aide balancing
as part of Field Deployment Services SLA, which now requires additional resources. The table below
details the recommended PO adjustments to complete the Field Deployment Services SLA:
Original PO
Amount

SLA Areas

Requested
Adjustment

Revised PO
Amount

Emergency Command Center - P0012007

$192,029

$192,029

Emergency Medical Services - P0012008

106,842

106,842

Fleet Services - P0012009

92,922

(12,000)

80,922

Field Deployment Services - P0012010

122,061

22,000

144,061

Executive Leadership Team/Human Resources
P0012011

186,874

(10,000)

176,874

$700,725

-

$700,725

SLA Total Contract Amount

Attachment(s)
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2. Human Resources SLA
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Organizational Service Level
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As of June 30, 2019
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Emergency Command Center (ECC)
Work Completed in June – Citygate provided analytical support on trending ECC issues, in particular on medical
dispatching. Mission Critical Partners (MCP) worked on their Mid‐Project Report.
Work Scheduled in the Next Reporting Period – In July, Citygate will look to schedule the MCP Mid‐Project draft
findings and recommendations meeting.
Emergency Medical Services (EMS)
Work Completed in June – Citygate conducted the first on‐site listening interviews with EMS staff and continued
working on emergency medical dispatching including two on‐site meetings on this issue.
Work Scheduled in the Next Reporting Period – In July, Citygate will conduct the second on‐site listening interviews
with EMS staff and continue the emergency medical dispatch support work.
Field Deployment
Work Completed in June – Citygate continued to build incident statistics and GIS travel time coverage models by
obtaining further GPS based in‐route time technical data. Citygate’s GIS partner began to build the GIS and traffic
congestion model. Worked with staff and Metro Net on the auto aid balancing project data. Waiting on regional data.
Work Scheduled in the Next Reporting Period – In July, Citygate will complete the incident statistics and GIS travel
time coverage models, conduct the auto aid balancing analysis and may conduct the Mid‐Project meeting.
Executive Leadership Team & Human Resources
Work Completed in June ‐ Citygate conducted the onsite HR Mid‐Project review and completed Exec. Team reviews.
Work Scheduled in the Next Reporting Period – In July, Citygate will observe other Exec. Management meetings and
will begin preparing the HR draft report.
Fleet Services
Work Completed in June – Citygate continues to collect data from other similar‐size fire agencies and to analyze the
data received.
Work Scheduled in the Next Reporting Period – In July, Citygate will complete the survey of comparably‐sized fire
agency fleet services and schedule a Fleet Services preliminary findings meeting.

Organizational Service Level
Assessment (SLA) Update
As of July 31, 2019
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Emergency Command Center (ECC)
Work Completed in July – Citygate and MCP conduced the mid‐project meeting to review draft findings and
recommendations.
Work Scheduled in the Next Reporting Period – In August, Citygate and MCP will deliver the draft report for review.
Emergency Medical Services (EMS)
Work Completed in July – Citygate conducted second on‐site listening interviews with staff and continued the
emergency medical dispatch support work.
Work Scheduled in the Next Reporting Period – In August, Citygate will work with staff on a more in‐depth workload
analysis and other issues.
Field Deployment
Work Completed in July – Citygate completed incident statistics and GIS travel time coverage models, conducted mid‐
project briefing and worked on the auto aid balancing analysis project.
Work Scheduled in the Next Reporting Period – In August, Citygate will begin to verify materials provided and begin a
risk assessment. Regarding the regional auto aide project, will investigate use of business rules by each agency.
Executive Leadership Team & Human Resources
Work Completed in July ‐ Citygate observed the Executive Management meeting and responded to fact‐check edits
on the draft HR briefing. Started to prepare the HR draft report.
Work Scheduled in the Next Reporting Period – In August, Citygate will deliver the draft HR report for review and
conduct a mid‐project executive management team review discussion.
Fleet Services
Work Completed in July – Citygate completed the analysis of the data and information received to date. Also,
requested supplemental data and information for further analysis.
Work Scheduled in the Next Reporting Period – In August, Citygate will complete analysis and coordinate with OCFA
executive staff to schedule a Fleet preliminary findings briefing.
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Emergency Command Center (ECC)
Work Completed in August – Citygate and MCP worked on the draft report and received mid‐project briefing
feedback.
Work Scheduled in the Next Reporting Period – In September, Citygate will deliver the draft report for fact checking.
Emergency Medical Services (EMS)
Work Completed in August – Citygate conducted its second on‐site listening interviews and continued emergency
medical dispatch support work. Also, Citygate gathered additional workload data.
Work Scheduled in the Next Reporting Period – In September, Citygate expects to complete workload analysis and
prepare draft findings and recommendations for mid‐project briefing.
Field Deployment
Work Completed in August – Citygate requested staff comments regarding draft incident statistics and geographic
models. In addition, continued work on auto aid balancing project.
Work Scheduled in the Next Reporting Period – In September, Citygate will proceed with the SLA once OCFA staff
provides comments.
Executive Leadership Team & Human Resources
Work Completed in August – Citygate completed the HR draft report and provided for fact checking. Citygate
received Chief’s schedule workload data and began preparing draft findings and recommendations for Exec. Mgmt.
Work Scheduled in the Next Reporting Period – In September, Citygate will prepare final HR report and brief the HR
Committee. Citygate will look to schedule Executive Management team meeting to discuss draft opinions.
Fleet Services
Work Completed in August – Citygate completed its analysis and worked on preparing draft findings and
recommendations briefing.
Work Scheduled in the Next Reporting Period – In September, Citygate will deliver preliminary findings briefing.
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EXECUTIVE SUMMARY
Citygate Associates, LLC (Citygate) is pleased to present one of the first Service Level
Assessments (SLA) issued as part of a larger organizational strategic plan for the Orange County
Fire Authority (OCFA). For this assessment, Citygate was requested to provide the Human
Resources (HR) Department (Department) and OCFA Board of Directors and management with a
series of recommendations for multiple-step and/or by-the-year phasing for improvements as
needed, a list of staff resources and/or ongoing performance metrics needed for the HR services,
and a list of ongoing operational best practices/metrics within which the Department can operate.
Originally founded by a group of cities to be a regional fire services provider, the OCFA has been
a forerunner in fire and public safety services, providing contract services under an appointed
governance board model to grow into an agency serving more than 1.9 million people across 24
cities and the unincorporated areas of Orange County from 80 stations throughout Orange County.
Coverage provided by OCFA includes a geographic area containing many Southern California
beach communities, business towers and complexes for global and national corporations,
expansive shopping centers, worldwide vacation destinations, and numerous major freeway and
arterial road systems, in addition to many variations on multiple- and single-family residential
developments built in the hillsides and flatland areas of this densely populated region between the
cities and suburbs of Los Angeles and San Diego.
For OCFA to become a dynamic, leading-edge organization that delivers the best services in the
region, it needs support from a highly effective and professional HR Department. Citygate has
identified three important positioning objectives for the HR Department at OCFA in the future:
◆

Becoming an organizational strategic partner

◆

Improving organizational support

◆

Achieving recognition as an employer of choice.

Citygate has based its findings and recommendations for this assessment on these three important
positioning objectives for OCFA that can be used to guide OCFA’s efforts.
This assessment focused on the OCFA HR Department, examining operations and staffing in place
to deliver services both internally to this large and complex organization and externally to the
public served by OCFA.
The success of any public agency in providing quality services depends on the support and
effectiveness of its HR department. Often an HR department is referred to as the conscience of an
organization. HR is responsible for overseeing the most valuable resource of any organization, its
employees. HR departments follow and support employees from the time they are job applicants
through their careers until retirement.
Executive Summary
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HR departments are a valuable resource in guiding supervisors and managers through the multiple
and complex rules, regulations, and laws that regulate personnel actions.
At OCFA, HR services include:
◆

Delivery of recruitment and selection services

◆

Delivery of employee benefits

◆

Delivery of employee relations services

◆

Delivery of risk management services.

After conducting extensive interviews and background information reviews, Citygate’s HR SLA
provides OCFA, its leaders, and staff with 23 findings and 27 recommendations. The
recommendations are presented in an Action Plan, found in Section 6, that is complete with an
identified responsible party, a time frame for completion, and a statement of benefits that can occur
with implementation of each recommended action. Time frames for completion are also described
after each recommendation is shown in the body of this report.
The Action Plan is accompanied by recommendations for OCFA leadership and staff to use near
term as they address the changes and improvements outlined in this SLA report for HR staffing
and performance measures which are expanded into eight strategic best practices and metrics.
These are also contained in Section 6.
The proposed staffing and performance measures speak to specific staff additions and/or changes
that are recommended as a result of the information studied and interviews conducted for this
assessment. The staff positions recommended represent Citygate’s evaluation of gaps and
inefficiencies noted over the course of this assessment, as well as Citygate’s estimates of what is
needed to move OCFA forward.
The list of eight governing operational best practices and metrics is foundational to good, modern
HR practices and should become integral to OCFA’s strategic operations in the future.

Executive Summary
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SECTION 1—INTRODUCTION AND BACKGROUND
1.1

GOALS OF THE ASSESSMENT

This Service Level Assessment is one of eight to 10 internal business/service unit assessments to
be provided as part of an overall Strategic Plan in mid-2020, and as such, is presented as a
standalone report ready for presentation to the Board of Directors, partner agencies, and OCFA
employees.
Over and above OCFA’s stated outcome requests for this assessment, Citygate has identified three
positioning objectives, discussed in Section 3, to help guide this large and complex organization
as it seeks to refine its strategic direction. Citygate has used these objectives as background for the
23 findings and 27 recommendations made in this report. Findings and recommendations are
grouped together into two sections: one focused on internal HR Department operations (Section
4) and one focused on cultural and organization-wide impacts (Section 5). In addition, in Section
6, Citygate has provided three separate tables and/or lists of valuable performance goals and
metrics for policy makers and staff to implement.
1.2

PROJECT APPROACH AND SCOPE OF WORK

Citygate conducted 22 initial on-site interviews. These interviews were followed by additional
telephone and conference calls, extensive review and study of the documentation provided by the
HR Department and OCFA, and additional on-site reviews and briefings. This work took place
during the months of April, May, and June of 2019.
The breadth and depth of the employees interviewed for this report is shown in the following list.
At the time of the on-site visits, OCFA was experiencing turnover in the ranks of HR personnel.
The people interviewed by Citygate staff during this assessment may no longer be the current
occupants of any given positions in the following list. Regardless of personnel changes that may
have occurred over the course of this assessment, Citygate is confident that the findings and
recommendations for future staffing, operations, and resources needed by the Department will be
of service not only to HR staff but to OCFA overall.
Citygate’s interviews were conducted with:
1.2.1 Employee Associations
◆

President, Orange County Professional Firefighters Association (OCPFA),
International Association of Fire Fighters (IAFF) Local 3631

◆

General Accounting Manager, OCFA Management Association (OCFAMA)

◆

Management Analyst, OCFAMA

Section 1—Introduction and Background
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◆

Labor Relations Specialist, Orange County Employee Association (OCEA)

◆

Assistant Fire Marshal, OCEA

◆

Vice President, OCFA Chief Officers Association (COA)

1.2.2 Executive Management
◆

Deputy Chief, Administration and Support Bureau

◆

Deputy Chief, Emergency Operations Bureau

1.2.3 HR Department
◆

HR Manager, Benefits Division

◆

Senior HR Specialist, Benefits Division

◆

HR Manager, Recruitment and Selection Division (and Employee Relations
Division)

◆

Senior HR Analyst, Recruitment and Selection Division

◆

HR Analyst, Recruitment and Selection Division

◆

Risk Manager, Risk Management Division

◆

Risk Management Analyst, Workers’ Compensation, Risk Management Division

◆

Risk Management Specialist, Workers’ Compensation (transferred to Recruitment
and Selection Division as an HR Analyst), Risk Management Division

◆

Risk Management Specialist, General Liability and Insurance, Risk Management
Division

◆

Fire Captain, Cancer Awareness and Prevention Program, Risk Management
Division

◆

Fire Captain, Wellness and Fitness (WEFIT) Coordinator, Risk Management
Division

1.2.4 Logistics Department
◆

Assistant Chief

◆

Manager, Information Technology (IT) Division

◆

Management Analyst, IT Division Banner System

Section 1—Introduction and Background
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1.3

REPORT ORGANIZATION

Section 2—OCFA Human Resources Role, Structure, and Services first describes the purposes
behind a modern HR department and its importance to the success of modern agencies. The section
also includes an HR Department organizational chart, current at the time it was provided to
Citygate, and a brief description of the work assigned and accomplished to each of the four HR
Department divisions existing at the time Citygate undertook this assessment.
Section 3—New Horizons for OCFA Human Resources Department examines three
positioning objectives that can be used to guide OCFA’s efforts and provides a basis upon which
the 23 findings and 27 recommendations were made.
Section 4—Needed Department Operational Changes is focused on internal operational
changes needed in HR, presenting findings and recommendations grouped into the distinct areas
of:
◆

Department operations, practices, and resources

◆

Foundation, structure, and planning

◆

Outreach recruitment and diversity

◆

Employee performance evaluations.

Section 5—Needed Department Cultural Change Initiatives presents cultural changes
benefitting HR and all of OCFA in a series of findings and recommendations grouped by:
◆

Human Resources as a strategic partner

◆

Enhance training and employee development

◆

Embrace technology to enhance service delivery

◆

Consider relocating offices of the Director of Human Resources.

Section 6—Recommendations Plan contains the Strategic Step Planning (SSP) for the
Department and, where it pertains, the organization. Table 1 in this section is the series of
recommendations for multiple-step and/or by-the-year phasing for changes needed. This table
represents the Action Plan the Department can use to address the recommendations made in
Sections 4 and 5 of the report. It contains the assignment of the responsible party, the timing, and
the benefits for each of the recommendations made by Citygate.
Table 2 is a list of staff resources and/or metrics that, in Citygate’s opinion, OCFA and the
Department need to procure and/or implement, as itemized by Department division. This table
corresponds to recommendations in Table 1 but more specifically addresses staffing needs and/or
practice metrics the HR Department needs to achieve.
Section 1—Introduction and Background
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Finally, a list of eight governing operational best practices and metrics is provided. These are
ongoing planning and operational best practices/metrics that OCFA and the Department should
institute to achieve state-of-the-art delivery of high-quality human resource services for a modern
public organization. Suggestions for the timing of implementation of these broad-range plans and
efforts are included.

Section 1—Introduction and Background
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SECTION 2—OCFA HUMAN RESOURCES ROLE, STRUCTURE, AND
SERVICES
The success of any public agency in providing quality services depends on the support and
effectiveness in its HR department. Often the HR department is referred to as the conscience of an
organization. HR is responsible for overseeing the most valuable resource of any organization, its
employees. HR departments follow and support employees from the time they are job applicants
through their careers until retirement.
HR departments are a valuable resource in guiding supervisors and managers through the multiple
and complex rules, regulations, and laws that govern personnel actions. They play a critical role
in making an agency an employer of choice by effectively recruiting and retaining quality
employees, and it is responsible for developing skilled employees who can perform at a high level.
To be effective, the HR department must be a strategic partner with the agency’s leadership.
At OCFA, the HR Department is a full-service operation with what Citygate observed to be a
highly competent staff, producing a high volume of work while serving OCFA’s management
staff, 1,410 employees, and the public.
The HR Department consists of 24 employees working in four areas: Recruitment and Selection,
Employee Benefits, Employee Relations (Professional Standards Unit), and Risk Management.

Section 2—OCFA Human Resources Role, Structure, and Services
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Figure 1—Existing OCFA HR Organization Chart

May 2019

2.1

RECRUITMENT AND SELECTION

The HR Department operates under a merit system for the OCFA recruitment and examination
employment processes. The HR Department strives to provide OCFA with a highly qualified and
diverse workforce.
In the past two years, there were 140 examinations completed by two HR Analysts. This highly
professional staff is under constant pressure to complete examination processes in a timely manner.
In addition, many of the examination processes are highly sensitive, highly competitive, and
exceptionally complex. Amongst those exams, some have attracted large applicant pools.

Section 2—OCFA Human Resources Role, Structure, and Services
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Following a prior independent review of the OCFA’s firefighter recruitment and selection process,
the Recruitment and Selection (RS) Division staff began using a guideline that requires firefighter
job candidates to achieve a natural score of at least 80 percent to be placed on an eligible list (hiring
list).
The RS Division makes efforts to recruit quality and diverse jobs applicants. To accomplish this,
it uses online recruiting sources and services to market OCFA job opportunities. RS Division staff
also attend a limited number of recruitment events. However, the same HR Analysts responsible
for conducting examinations also attend recruitment events. The heavy examination workload
limits the amount of time HR Analysts can dedicate to attending outreach activities.
At the end of the examination processes and the creation of eligible lists, the Division arranges
pre-employment medical examinations for selected job candidates.
2.2

EMPLOYEE BENEFITS

The HR Department manages the classification, salary and wages, benefits, onboarding programs,
and employee performance evaluations for employees and retirees. Citygate was told that the goal
of employee benefits is to ensure employees have a positive work experience.
In the area of classification and compensation administration, Citygate could not find clear
direction. Absent established policy or structure on how OCFA as an organization will maintain
updated classification specifications, most classification studies and salary surveys at OCFA are
completed through agreements with employee associations through memorandum of
understanding (MOU) agreements. In addition, Citygate did not find an agency-wide directive
regarding salaries and benefits in comparison to an established labor market. Citygate could not
discern an established frequency for how often OCFA studies its salaries and benefits; however,
the Employee Benefits Division has created a classification specification tracking system to follow
and document the progress of classification revisions and adoptions.
The Employee Benefits Division is making gradual progress towards improving the process and
tracking of annually evaluating employee performance. Over the past two years, it has
implemented automated employee performance evaluations for management employees.
However, there are no immediate plans to automate the evaluations of Fire safety personnel and
non-safety, line employees, which represent over 1,200 employees.
The Employee Benefits Division has automated the onboarding process for new employees. This
new tool has streamlined the hiring process by reducing the completion time and ensuring that all
required documents are completed before new employees begin work.

Section 2—OCFA Human Resources Role, Structure, and Services
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2.3

EMPLOYEE RELATIONS (PROFESSIONAL STANDARDS UNIT)

The HR Department is responsible for maintaining productive labor and employee relations with
the four employee associations.
Over the past year, it was difficult for the HR Department to coordinate labor relations policies
with Executive Management. Feedback provided by some that Citygate interviewed indicated that
the HR Department took “siloed” positions on contentious issues, which caused some friction with
employee associations. The lack of wide collaboration and perceived misinformation created
mistrust between the parties, which strained the relationships with some particular members of HR
Management. The turnover of the HR Director and the Employee Relations Manager created a
further void in growing a healthy working relationship with the employee associations. Efforts by
existing HR management staff temporarily assigned to Employee Relations are making positive
contributions to relationships between the parties. Currently, there is no full-time staff in the
Employee Relations Division. The Recruitment and Selection Manager has been temporarily
handling employee appeals/grievances and investigations, with support from contract attorneys
who assist with the more complex investigations, as assigned. The lack of full-time dedicated staff
limits the Employee Relations Division’s efforts to proactively address employee relations issues.
2.4

RISK MANAGEMENT

The HR Department administers a comprehensive Risk Management operation that includes a
highly successful workers’ compensation program, quality liability and insurance services, and
valued employee wellness programs, such as WEFIT, Cancer Prevention Awareness, and
Behavioral Health. In 2018, under the workers’ compensation program, 87.3 percent of eligible
employees returned to work on light duty, and 85.7 percent of them returned within four days. In
2018/19, the WEFIT program coordinated 648 wellness exams on safety field personnel, or 62.7
percent of the Department. During the same time, the Behavioral Health Program conducted 841
counseling sessions in 23 different counseling topics. The Cancer Prevention Awareness program
provided new training to reduce exposure to potential cancer-causing substances.

Section 2—OCFA Human Resources Role, Structure, and Services
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SECTION 3—NEW HORIZONS FOR OCFA HUMAN RESOURCES
DEPARTMENT
3.1

CHALLENGES FACING HR

The HR Department is routinely challenged to deliver services on a timely manner. However, there
are multiple competing parties with unique priorities that influence the direction of the Department
and thus impact the timely completion of service delivery. HR-based requirements and mandates
are constantly evolving, and the HR Department consistently reviews and implements new
regulations to ensure compliance.
Citygate’s review of services administered by the HR Department revealed that the Department at
times does not meet the services/pace needs of OCFA operations; however, the Department does
adhere to regulatory requirements. The OCFA HR Department is a full-service department that
manages multiple HR functions. The HR industry is highly regulated with numerous federal, state,
and court statutes and mandates that dictate how HR functions and responsibilities are performed.
Keeping track of all the different rules and regulations is a challenge. In addition, the HR
Department routinely gives advice on HR issues and mandates that are drawn from multiple
sources.
For OCFA to become a dynamic, leading-edge organization that delivers the best services in the
region, it needs the support from a highly effective and professional HR Department. Currently,
the HR Department completes a high volume of work and quality services with a competent and
dedicated staff. Citygate has identified three positioning objectives for guiding OCFA and the
Department to improvements needed to ensure high quality services for all stakeholders served by
OCFA:
◆

Becoming an organizational strategic partner

◆

Improving organizational support

◆

Achieving recognition as an employer of choice.

Citygate based our findings and recommendations for this assessment on these three important
positioning objectives for OCFA that can be used to guide OCFA’s efforts.
◆

Section 4 is focused on internal operational findings and recommendations central
to the HR Department. The findings and recommendations are grouped under four
key areas of the internal HR Department operations.

◆

Section 5 is focused on findings and recommendations that apply and/or affect the
overall OCFA organization and culture. The findings and recommendations are
grouped under four key areas of the culture and overall OCFA organization.

Section 3—New Horizons for OCFA Human Resources Department
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What follows is a brief description of what it means for OCFA and its HR Department to pursue
these three big-picture objectives in the near- and longer-term future.
3.2

BECOMING AN ORGANIZATIONAL STRATEGIC PARTNER

Although the HR Director is a member of the executive team, the HR Department is not a strategic
partner to top management. The HR Department has very little influence or input in major
organizational decisions. The perception in the HR Department is that it is routinely called upon
to address unplanned urgent issues that could be avoided with advanced planning and sound
decision-making. As a result, it regularly finds itself in crisis mode. Further, it is assigned
additional tasks and responsibilities with little or no input or discussion. To better serve OCFA,
the HR Department needs to become a strategic partner.
3.3

IMPROVING ORGANIZATIONAL SUPPORT

A review of HR Department staffing levels found that there is an imbalance in distribution of staff
that causes inefficiency. Most of the HR Department divisions have minimal clerical support. To
complete work, some clerical staff must rotate into other divisions. In addition, to complete work
in a timely manner, professional Analysts and Division Managers routinely perform clerical tasks.
Further, Division Managers are given additional responsibilities without additional resources or
staff. For example, the Risk Manager is managing a Behavioral Health program, with an external
contracted firm (The Counseling Team International), but does not have any internal dedicated
support staff for this area. A Behavioral Health professional, on OCFA staff, would be beneficial
to fully implement the program. When the Benefits Division implements agency-wide automated
employee performance evaluations, it will need an additional HR Specialist to complete the work.
To help OCFA move forward in better serving the public, the HR Department must have the
appropriate level of staffing in each Division to address the needs of OCFA.
The HR Department is responsible for many rules and regulations and the processes that carry
them out. OCFA general orders, standard operating procedures, regulations, policies, and
procedures are found in different locations and sources. There is no formal policies and procedures
document or manual that can be used as a resource. In addition, the Department completes some
functions with unwritten policies and practices. To improve the effectiveness of the HR
Department and respond to the demands of the organization, more policies and practices must be
written into a thorough policies and procedures manual, which shall include existing policies and
procedures.
3.4

ACHIEVING RECOGNITION AS AN EMPLOYER OF CHOICE

OCFA strives to become the best agency possible. Reaching that goal begins with becoming an
employer of choice through the recruitment and hiring of the best job candidates. This involves
Section 3—New Horizons for OCFA Human Resources Department
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OCFA marketing itself as an employer of choice through an aggressive outreach recruitment plan.
The plan should stress the goal to recruit a highly qualified and diverse applicant pool. Recruitment
activities should expand to non-traditional venues and events. Support from the employee
associations will be critical to the success of these efforts. A more diverse applicant pool will
improve the quality of job applicants.
To ensure that OCFA is offering competitive wages and benefits, it needs to develop a strategy for
the periodic study of classification specifications and for conducting salary surveys. Further, it
must establish policy concerning where it wishes to rank its employee classifications in the labor
market regarding salary and benefits.
To retain quality employees, OCFA must develop an Organization Development Division to
support employees with their professional growth. The efforts should include succession planning
to identify and develop future leaders. In the current competitive job market, quality employees
will not hesitate to leave an employer that does not make a commitment in their professional
development.
All the components stated above are necessary for OCFA to become an employer of choice that
attracts and retains quality employees who will, in turn, deliver a higher quality of service and help
OCFA reach its goal of being the best agency possible.
As it seeks new horizons for its HR Department services and operations, agency leaders, managers,
staff, and sworn and non-sworn employees alike can work together toward the goal of positioning
OCFA as a local and regional leader, demonstrating an effective role for its HR staff, developing
strong organizational support systems, and becoming an employer of choice amongst public and
private agencies in Orange County and the entire Southern California region.
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SECTION 4—NEEDED DEPARTMENT OPERATIONAL CHANGES
The OCFA HR Department has four broad areas of its current operations in which to address future
improvements. These are:

4.1

◆

Operations, practices, and resources

◆

Foundation, structure, and planning

◆

Outreach recruitment and diversity

◆

Employee performance evaluations.

OPERATIONS, PRACTICES, AND RESOURCES

4.1.1 Findings
Finding #1:

Finding #2:

The HR Department operates with antiquated tools and practices.
◆

Policies and procedures related to the OCFA HR Department are found in
different sources, such as Employee Relations Resolution, Personnel and
Salary Resolution, MOUs, standard operating procedures, and
memorandums. For the purpose of reference or research, there is not a single
source available that collects all HR information.

◆

The HR Department completes many responsibilities with policies and
processes that are routinely used but not found in any written document.

OCFA is limiting its access to a larger pool of quality and more diverse job
candidates by using an 80 percent passing score for safety examination processes.

The intent of the OCFA in setting an 80 percent pass score was presented to Citygate as an effort
to limit the applicant pool for exam processes that attract large numbers of job applicants (a
common occurrence within the firefighting profession). Also, Recruitment and Selection (RS)
Division staff stated that they have not received any complaints from job applicants regarding the
pass score requirement. The practice of limiting job applicants or the fact that no applicants have
complained are not legitimate reasons to support business necessity. In fact, OCFA’s argument
that setting a high passing score ensures higher quality candidates accomplishes the opposite.
The HR Department RS Division completes a high volume of examination and selection processes
with minimal staff. Examination and selection processes are highly professional, but the evaluation
of candidates is restrictive and potentially could adversely impact minority and women job
candidates. One of the basic standards of conducting examination processes is that employers take
measures to ensure that the employment examination processes be valid and job-related.
Section 4—Needed Department Operational Changes
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Evaluating examination processes for potential adverse impact is a required practice to determine
if they are valid. Adverse impact is defined as a low passing rate of group(s) of job applicants
when compared to another, more successful group of applicants (e.g., a comparison of white job
applicants to minority applicants). The Uniform Guidelines on Employee Selection Procedure
requires the use of a standard formula for measuring potential adverse impact. It takes the average
score of one group (e.g., white applicants) and compares to the average score of another group
(e.g., Hispanic applicants). If the average score of the Hispanic applicants is less than 80 percent
of the white applicants, then the exam has, on first impression, adverse impact. This is commonly
referred to as the four-fifths rule. In response, the employer must prove that the examination
process is valid and job-related or that there is a rational business necessity for a given practice.
The HR Department regularly uses content criterion to validate most of its examinations. For the
Fire Recruit examination and other complex exams, HR uses outside vendors to provide valid
examination instruments. However, HR does not use the four-fifths rule to measure any of its
examination processes. In fact, HR uses a score of 80 percent as a standard pass score for all safety
examination processes regardless of the potential adverse impact on any specific group. HR argues
that it uses the 80 percent pass score to ensure that it hires only highly qualified job candidates.
For non-safety examinations, HR uses an 80 percent passing only for oral interviews. This 80
percent passing score requirement is an arbitrary number that is simply indefensible.
A standard industry practice is to independently evaluate each examination process and component
for potential adverse impact. It should be the goal of any examination process to assess the
probability of success on the job. Thus, determining an appropriate pass score should include
flexibility as each applicant pool in any examination process is unique. The use of any arbitrary
passing score is indefensible and not consistent with the Uniform Guidelines.
4.1.2 Recommendations
Recommendation #1:

Develop a comprehensive HR Policies and Procedures Manual to act
as a centralized source for reference.

The HR Department needs to implement a project that gathers all its information resources, both
internal and external, and reviews and assesses them for the purpose of creating a single resource.
The use of an outside vendor to complete this task is highly recommended. The goal should be to
complete this project within six months.
Recommendation #2:

Develop an Operations Manual that outlines specific steps to complete
a task or program.

Use the manual as a training tool and resource for HR employees. The Operations Manual will
correspond to the HR Policies and Procedures Manual cited in Recommendation #1. An
Operations Manual can be created within 18 months.
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Recommendation #3:

Independently review each examination process and components to
measure potential adverse impact. In those cases where review finds
that adverse impact exists, evaluate the exam process to ensure it is
valid and job-related.

Recommendation #4:

Abandon the 80 percent passing score requirement for all examination
processes. Independently evaluate each exam process and determine a
reasonable cutoff score that minimizes adverse impact.

Recommendation #5:

Review performance standards and practices for probationary
employees, especially for the Fire Recruit academy.

Employee probationary periods are often referred to as the last examination process. Much effort
and resources are expended to create an eligible list for Fire Recruits, which is annually established
to hire 100 new Fire Recruits. It is critical that as soon as possible, all new sworn and non-sworn
probationary employees be evaluated on valid job-related standards.
4.2

FOUNDATION, STRUCTURE, AND PLANNING

4.2.1 Findings
Finding #3:

The HR Department is a full-service HR operation that completes a wide range of
HR functions in a highly demanding environment, with very active board and
influential employee associations.

The HR Department performs a highly delicate balancing act as an internal and external service
department, an advisor to management, a collaboration builder, and a compliance overseer for the
organization. To be effective in such an environment, the HR Department requires a clear vision
or purpose, a strong commitment from top management and the Board, and sufficient resources to
complete its responsibilities. HR Department staff are competent and dedicated professionals as
evidenced by:
◆

The Employee Relations (ER) Division has initiated collaborative efforts with the
employee associations and has engaged them in early discussions when issues arise.

◆

The two HR Analysts in the RS Division are highly productive, but overwhelmed.
Over the past two years, they completed 140 examination processes, including
lengthy fire safety entry-level and promotional exam processes. In addition, they
attend an average of five outreach recruitment job/career fairs per month.

◆

In 2002, the Risk Management (RM) Division initiated a workers’ compensation
program. Today, the program is fully operational, and it effectively handles
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employees injured on the job. In 2018, 87.3 percent of eligible employees returned
to work on light duty, and 85.7 percent of them returned within four days.
◆

In 2018/19, the WEFIT program coordinated 648 wellness exams on safety field
personnel, or 62.7 percent of the Department.

◆

In 2018/19, the Behavioral Health Program conducted 841 counseling sessions in
23 different counseling topics.

◆

Since the inception of the Fire Agencies Insurance Risk Authority (FAIRA), a
general liability insurance program, in 2015, OCFA has handled 91 FAIRA claims
in five service categories at a cost of $1,208,100.

◆

The Benefits Division manages the OCFA classification and compensation
programs. Recently it created a classification and salary adjustment tracking
program to accurately account for all such changes and adjustments. The Benefits
Division also manages employee performance evaluations for all employees. The
Benefits Division initiated automated programs to improve service delivery and
increase efficiency. In 2017, it started an electronic employee performance program
for management personnel (NEOGOV Perform). In September 2018, the Division
installed an automated onboarding system (NEOGOV Onboarding) for processing
new employees into the workforce.

Finding #4:

The HR Department lacks vision, core values, or principals to guide staff toward a
desired mission.

The Department constantly responds to crisis after crisis, and it is always in a reactionary mode.
When the HR Department is directed to initiate a new program or service, it is regularly
accomplished without additional resources or any consideration to the impact on the Department.
There are no core values or principles to guide the staff toward a desired mission. There are no
meaningful objectives, performance measures, metrics, or goals to accomplish. This lack of
performance measures and metrics limits HR’s ability to measure its work product, demonstrate
its value to OCFA, and effectively evaluate the performance of its employees.
Finding #5:

The HR Department lacks a coherent plan to fulfill OCFA staffing and HR-related
needs.

To be effective, any HR Department should have a coherent written plan that guides the
organization, a clear direction with specific measurable objectives, and action items that
complements its mission statement for the delivery of quality service.
Finding #6:

Imbalance in the HR staffing structure and increasing demands for services creates
instability in the Department.
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Due to recent resignations/vacancies, the ER Division does not have any full-time staff. Currently,
the RS Human Resources Manager is the only person performing employee relations work. In
addition, the ER Division does not have any dedicated administrative staff support.
◆

At times, the HR Department managers are given new programs to administer
without any additional staffing resources. When the RM Division was assigned the
WEFIT program and Cancer Prevention Awareness program, sworn fire personnel
were assigned to manage the programs. However, the Behavioral Health Program
(which has an external contract with The Counseling Team International) did not
come with any internal support and it is administered by the Risk Manager.
Currently, the Risk Manager spends 21 percent of his time on the Behavioral Health
Program. To ensure the timely completion of projects and assignments, support
staff regularly cross between divisions to assist colleagues. Due to the demands of
other divisions, the Benefits Division routinely rotates administrative support staff
to the other divisions to assist with completing tasks.

◆

The Risk Manager administers security activities for all OCFA facilities and
stations, without any staffing assistance or plan and without access to expertise
necessary to conduct this work. Currently the Risk Manager spends 10 percent of
his time addressing security-related matters. Security activities do not belong with
Risk Management. OCFA needs to find a permanent solution.

◆

Although there is support staff in the HR Department, it is minimal, which requires
the professional and management employees to routinely perform clerical tasks.

A productive HR Department operates with a clear understanding of the services it is mandated to
provide and the priorities its leadership has given with an organization structure and resources that
fulfill those demands.
Finding #7:

The HR Department completes classification and compensation activities without
a strategy or direction.

Most classification and compensation activities are generated through specific actions agreed upon
through MOUs with employee associations. There is no established schedule to conduct
classification specification reviews throughout the organization, no plan on how often
classifications should be studied, no clear direction that prioritizes which classifications need to
be studied, and no strategy on where OCFA desires to be ranked in compensation among its
established salary survey agencies. Classification and compensation studies are conducted by
outside vendors.
Finding #8:

The HR Department conducted a classification study in three of the four Divisions
to revise classifications to create a career path for Department employees. The RM
Division was not included in this initial classification study. The RM Division was
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included in a subsequent phase; however, the study remained incomplete at the time
Citygate conducted its on-site interviews.
Finding #9:

The HR Department plays a key role in maintaining harmony between agency
leadership and the employee associations.

An HR department must clearly communicate an agency’s direction in employee relations and
effectively listen to, and address, employee associations’ concerns. To develop a strong working
relationship with employee associations, the HR Department must do its part to gain trust and
respect. For many months, the relationship between some members of the HR Department and
employee associations has been confrontational and strained; nevertheless, positive inroads are
being made through collaborative efforts by the current HR managers.
Finding #10: Although OCFA has a robust agency-wide recognition program, there is no such
employee recognition program designed specifically for the HR Department.
4.2.2 Recommendations
Recommendation #6:

Create a concise mission statement with a vision, core values, and
guiding principles, as well as specific and measurable performance
objectives that will deliver quality service to OCFA and the public.

This exercise will require six months to complete.
Recommendation #7:

Develop a systematic method of identifying, evaluating, and addressing
HR Department issues to minimize disruption in the Department when
a crisis does arise.

It will require nine months to develop a systematic method for addressing HR issues.
Recommendation #8:

Determine the staffing necessary to meet HR service demands by
assessing the level of service delivery desired and OCFA priorities.

This project can be completed in six to nine months.
Recommendation #9:

Build trust and respect with employee associations through
collaborative working relationships while ensuring transparency.
Recommended actions include:
◆

The ER Division should take the lead in re-establishing
relationships with the employee associations after receiving
staffing necessary to support this effort.
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◆

The Benefits Division should take the lead in developing an
agency-wide philosophy and strategy for implementing a
comprehensive classification and compensation plan.

The development of a salary survey master plan can be created within 12 months. The creation of
a comprehensive classification review schedule can be completed within six months.
Recommendation #10:

Re-initiate the study of the classifications in the RM Division to create
a professional career path.

The study of classifications in the RM Division can be completed within six months.
Recommendation #11:

Hire a Behavioral Health professional to relieve the Risk Manager of
directly administering the program while continuing to support the
WEFIT and Cancer Awareness programs with safety personnel, under
the direction of the Risk Manager.

The creation of a Behavioral Health Professional classification will take nine months after funding
is identified and prioritized.
Recommendation #12:

Obtain security expertise for protecting facilities and provide the
resources necessary to effectively perform the agency’s securityrelated work. Transfer security responsibilities outside of HR.

Assess where best to assign the security-related function outside of HR. The review of security
needs and the transition of the duties outside of HR will require 12 months to complete.
Recommendation #13:

Develop specific and measurable performance objectives for employee
performance standards. Prepare an annual HR Department
performance report that highlights the Department’s accomplishments
for the year.

The study of all duties of HR staff members and subsequent development of measurable
performance objectives will take 12 months. The annual HR report can be completed within two
months after the end of the fiscal year.
Recommendation #14:

Develop an employee recognition program for the HR Department
employees, which can be variable as to frequency and type rather than
just one annual award. Recognize and celebrate smaller, significant
accomplishments, anniversaries, etc.

The research and creation of an employee recognition program tailored for HR employees will
take six months.
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4.3

OUTREACH RECRUITMENT EFFORTS AND DIVERSITY

4.3.1 Findings
Finding #11: Recruitment and Selection Division HR Analysts produce a high volume of
examination processes with minimal staff.
The limited number of recruitment-related events HR Analysts attend are insufficient to effectively
attract a quality and diverse applicant pool and takes valuable time away from the HR Analysts to
complete the high demand of examination processes. Given the current staffing levels, the best
solution is for the HR Analysts to stop attending recruitment events and focus on timely completion
of examination processes.
Finding #12: A comparison of demographic data shows that the OCFA workforce falls short in
reflecting the community it serves.
Demographic data reveals that Orange County’s population is changing and becoming more
diverse. The last U.S. Census revealed that the Orange County demographic profile is as follows:
White (42 percent), Hispanic (33.9 percent), African American (1.6 percent), Asian (19.2 percent),
and Other (3.3 percent). The current OCFA ethnic workforce composition is as follows: White (69
percent), Hispanic (20 percent), African American (1 percent), Asian (7 percent), and Other (3
percent).
The current OCFA gender workforce composition is 11 percent women and 89 percent men.
4.3.2 Recommendation
Recommendation #15:

Create and implement a strategy for employing a workforce that
reflects the community by:
◆

Assessing the workforce and labor market to establish a
geographic marketing area for recruiting.

◆

Designing an aggressive outreach plan that can realistically
attract quality and diverse job applicants. This work should be
performed in collaboration with management and the employee
associations.

◆

Creating an outreach recruitment team dedicated to marketing
the OCFA as an employer of choice. Funds will be needed to
support the recruitment efforts, and employee volunteers will
be needed to attend recruitment events.

It will take six months to develop an outreach recruitment program.
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4.4

EMPLOYEE PERFORMANCE EVALUATIONS

4.4.1 Finding
Finding #13: Over the past year, only 67.36 percent of OCFA employees received an employee
performance evaluation; 29.53 percent of employee evaluations are past due (as of
the writing of this report), and 3 percent are incomplete.
There is no consistent accountability to encourage or mandate a higher completion of evaluations.
There is no employee performance evaluation training for supervisors to learn how to properly
complete an employee evaluation or how to effectively communicate the contents of an employee
performance evaluation given to an employee.
There are no written guidelines on how to complete an employee performance evaluation form.
The Benefits Division implemented electronic employee performance evaluations through
NEOGOV Perform for executive management, fire management, and non-sworn managers.
However, this represents only a small percentage of the total workforce.
Employee performance evaluations for fire line personnel and OCEA employees are completed
manually. There is a need to revise and update employee performance evaluation forms and
develop a guide for performance standards.
There are no plans to implement NEOGOV Perform for 207 OCEA employees or 1,036 sworn fire
personnel. It is the opinion of HR staff that one additional staff person would be required if the
OCFA implemented NEOGOV Perform for the OCEA and sworn fire personnel.
4.4.2 Recommendations
Recommendation #16:

Develop a strategy and process to increase the completion rate of
employee performance evaluations.

The development of a strategy and process to increase the completion rate of employee
performance evaluations will require 12 months to complete.
Recommendation #17:

Research and develop a plan to expand the use of NEOGOV Perform
for all OCFA employees, including new performance evaluation forms,
and commit resources for additional staff, if required.

The expansion of NEOGOV Perform for all employees will require 12 months to complete.
Recommendation #18:

Develop a required employee performance evaluation training course
for supervisors and managers, teaching supervisors and managers how
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to properly complete the performance evaluation and effectively
communicate the ratings in the performance evaluation.
The development and implementation of a new training course can be completed within 17 months.
Recommendation #19:

Develop accountability for completion of performance evaluations
through the creation of a job performance standard for supervisors.
Include the completion of performance evaluations as a factor in
determining merit salary increases for supervisors.

The implementation of this concept will require six months to complete.
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SECTION 5—NEEDED DEPARTMENT CULTURAL CHANGE INITIATIVES
There are four cultural change initiatives needed to move OCFA forward into the future. These
are:

5.1

◆

Human Resources as a strategic partner

◆

Enhance training and employee development

◆

Embrace technology to enhance service delivery

◆

Consider relocating offices of the Director of Human Resources.

HUMAN RESOURCES AS A STRATEGIC PARTNER

5.1.1 Findings
Finding #14: There is not a clear understanding of the role that the HR Department should play
in OCFA, and significant competing and influential parties seek to direct the HR
Department in different ways, including the OCFA Board Human Resources
Committee, top OCFA management, and OCFA employee associations.
Often these competing parties have different agendas, which makes it difficult for HR to prioritize
its service delivery. These parties need to understand the unique role HR plays as a service
department with regulatory responsibilities, serving operating departments, employees, and the
public. This circumstance requires that HR operate independently and free of political influence.
Often, HR makes a decision that requires consideration of the affect it will have on multiple parties
and may be unpopular. Critiquing a critical decision should be done within the chain of command
and labor relations framework. HR staff also need to know the Board of Directors and Executive
Management policy/values directions for decisions in gray areas.
Finding #15: Based on interviews with HR Department staff, they are consistently asked to
resolve significant problems or complaints with no advanced notice. The perception
is that the HR Department regularly finds itself in a crisis mode, but the in-house
expertise of the HR staff is not fully utilized when an issue first emerges.
To be effective, the HR Department should be involved in the initial discussions and early planning
stages of any significant initiative. Often, new policies and programs will have an impact on
staffing needs and costs, regulatory statues, or existing contacts, such as MOUs. The HR
Department would be in a much better position to offer sound counsel and support if given ample
advance notice of proposed policies or programs that are under consideration.
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5.1.2 Recommendations
Recommendation #20:

Demonstrate a strong commitment to the mission and vision of the HR
Department by:
◆

Strengthening the HR Department’s inclusion in major OCFA
decisions.

◆

Planning new OCFA programs or assignments in collaboration
with the HR Department to minimize the time the HR
Department spends operating in a reactionary mode.

◆

Allowing the HR Department to operate within agency policies
and values without interference outside of the chain of
command and labor relations discussions.

◆

Relying on the HR Department to provide sound and credible
advice.

These steps to demonstrate a commitment to HR can be supported immediately.
Recommendation #21:

Consider studying the transfer of major and sensitive alleged employee
misconduct investigations from the Employee Relations Division to a
new and separate unit that is accountable to and reports directly to the
Fire Chief or a Deputy Chief.

The study can be completed in 12 months.
5.2

ENHANCE TRAINING AND EMPLOYEE DEVELOPMENT

5.2.1 Findings
Finding #16: OCFA provides required technical training for its fire personnel. New Fire Recruits
receive 16 weeks of academy training before they are promoted to Firefighter.
Other Fire personnel receive remedial training to ensure a high level of skill is
retained.
Professional development and growth of employees is essential to success in any organization.
Employee professional development and growth, or organizational development, has become a
core HR function. The main purpose of organizational development is to enhance employees’ skill
sets and to minimize employee turnover. Conducting a selection examination process to hire new
employees is costly. Maintaining higher employee retention levels is more cost-effective than
conducting a selection process to hire someone, and it is an excellent employee morale builder.
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OCFA defunded the Organizational Development (OD) Division and abandoned critical employee
development for all employees. It moved the funds from the discontinued OD Division to
Emergency Medical Services (EMS) operations training and initiated the L380 Leadership training
class, which now represents the only professional training in the OCFA.
Finding #17: Within OCFA, para-professional employees at the professional, technical, and
support staff levels are promoting into supervisory classifications without any
formal training.
The transition from a staff-level position into a supervisory role requires many new skill sets.
Formal training in supervisory and leadership skills helps future supervisors prepare for new job
demands in this role.
Succession planning to prepare an agency for future position vacancies is a critical component to
maintain a high employee retention rate. Succession planning demonstrates an agency’s
commitment to its employees’ professional growth by identifying and assessing employees for
potential future growth. There is no discernable succession planning at OCFA.
5.2.2 Recommendation
Recommendation #22:

Reinstitute the Organization Development Division and place it under
the HR Department. Allow the Division to:
◆

Perform a thorough study of the OCFA’s professional training
needs and desires.

This item can be completed within 12 months after funding is identified and prioritized.
◆

Develop a comprehensive training program that supports
employee professional development, leadership development,
and succession planning.

This item can be completed within 12 to 18 months.
5.3

EMBRACE TECHNOLOGY TO ENHANCE SERVICE DELIVERY

5.3.1 Findings
Finding #18: OCFA has not consistently embraced available technology to improve the quality
of service, which results in delays in service delivery.
Finding #19: The HR Department has increased the use of technology to enhance service
delivery. However, some of its efforts to acquire automated systems or upgrade
programs have not been supported and or resourced to completion.
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For example, employees’ electronic files are not easily accessible, and not easy to use. For the
workers’ compensation program, the RM Division requested access to employee data to complete
injury reports for injured employees in a timely matter. The data needed is in the Banner system.
The request was denied because of a concern for breaching employee personal and confidential
data. The RM Division is initiating an electronic system (Velocity) to engage safety programs.
Finding #20: Internal communication systems are outdated, cumbersome, and ineffective, which
results in more workload and delay in service delivery. The approval routing system
is performed via interoffice mail. At times it can take several days to complete a
routed approval document.
Finding #21: Some management systems and processes are antiquated, such as the use of paper
timesheets to record non-sworn personnel work hours. The time sheets for nonsafety employees are entered manually.
Finding #22: Interview panelists and performance exam raters use paper and pens to take notes
when evaluating and rating job candidates, a work-intensive practice.
The collection and recording of candidates’ performance would be more accurate and more quickly
tabulated using computer devices, such as tablets, to document the performance of job applicants.
5.3.2 Recommendations
Recommendation #23:

Work with the IT Division within the Logistics Department to develop
enhanced protection of employee personnel files so that data can be
shared with Risk Management and third-party secure sites to complete
required reports in a timely manner.

The initial discussion on this item can begin immediately.
Recommendation #24:

Research and implement an automated signature program that will
electronically send documents under a secure system to internal parties
required to sign any document.

The research and implementation of an automated signature program will take six months.
Recommendation #25:

Support the July 2019 implementation of electronic employee time
sheets for non-safety personnel.

Full implementation of a new program shall be completed by December 2019.
Recommendation #26:

Study the feasibility of providing exam raters with tablet computers
(e.g., iPads) to record exam performance, leading directly to more
effectively tabulating scores and retaining examination records.
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The study and implementation of tablet computers for examination scoring can be completed
within nine months.
5.4

CONSIDER RELOCATING OFFICES OF THE DIRECTOR OF HUMAN RESOURCES

5.4.1 Finding
Finding #23: The HR Department needs strong leadership to build a team and a strong
Department foundation and become a strategic partner in OCFA to provide quality
service to the agency and to the public. The working relationship and trust between
the HR Director and staff are essential to the success of the Department.
Currently the office of the Human Resources Director is located with the Executive Offices of the
OCFA, across the hall from the HR Department, which separates HR staff from their leader and
funnels the primary interaction with staff through division managers. The separation of the HR
Director from staff weakens the interconnection, communications, and potentially the trust within
the HR Department.
5.4.2 Recommendation
Recommendation #27:

Revise the office configuration to house the HR Director within the HR
Department.

Initiate discussion of HR office configuration upon the arrival of the new HR Director.
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SECTION 6—RECOMMENDATIONS PLAN
This section contains an Action Plan outlining, for each recommendation presented in this report,
the responsible party, time frame for completion, and a statement of benefits that can occur with
implementation of each recommended action.
The Action Plan is accompanied in this section by two additional instruments for OCFA leadership
and staff to use as they address the changes and improvements outlined in this report: proposed
HR staffing and performance measures and a list of eight governing operational best practices and
metrics. These metrics for ongoing performance will also be inserted into the overall OCFA
Strategic Plan following the completion of multiple Service Level Assessments.
Table 1—Multiple-Step/Year Recommendation Action Plan
Recommendation

Responsible
Party

Timing

Benefit

Recommendation #1: Develop a
comprehensive HR Policies and
Procedures Manual to act as a
centralized source for reference.

HR Department

The use of an
outside vendor to
complete this task
is highly
recommended.
The goal should
be to complete
this project within
six months.

Create a reliable
reference document for
the HR Department to
perform its duties and
eliminate completing
tasks without clear written
policies and procedures.

Recommendation #2: Develop an
Operations Manual that outlines specific
steps to complete a task or program.

HR Department

An Operations
Manual can be
created within 18
months.

Develop a useful tool to
ensure the correct
method or practice to
complete tasks.

Recommendation #3: Independently
review each examination process and
components to measure potential
adverse impact. In those cases where
review finds that adverse impact exists,
evaluate the exam process to ensure it is
valid and job-related.

Recruitment and
Selection Division
(HR)

This can begin
immediately and
shall be a
continuous effort.

Ensure job relatedness
with examination
processes and reduce
adverse impact in
examination processes.

Recommendation #4: Abandon the 80
percent passing score requirement for all
examination processes. Independently
evaluate each exam process and
determine a reasonable cutoff score that
minimizes adverse impact.

HR Department,
with support from
Executive
Management

This effort should
begin
immediately.

Achieve standard
industry practice of
independently evaluating
each examination
process and component
for potential adverse
impact, with the goal of
any examination process
sufficiently assessing the
probability of success on
the job.

Section 6—Recommendations Plan

page 31

Orange County Fire Authority
Human Resources Service Level Assessment

Recommendation

Responsible
Party

Recommendation #5: Review
performance standards and practices for
probationary employees, especially for
the Fire Recruit academy.

HR Department,
with support from
Executive
Management

This effort should
begin
immediately.

Achieve assurance that
probationary employees
are evaluated on valid
job-related standards.

Recommendation #6: Create a
concise mission statement with a vision,
core values, and guiding principles, as
well as specific and measurable
performance objectives that will deliver
quality service to OCFA and the public.

HR Department,
with support from
Executive
Management

This exercise will
require six
months to
complete.

Provide the HR
Department with a clear
vision on how to
complete its
responsibilities. Enhance
the quality of service
delivery.

Recommendation #7: Develop a
systematic method of identifying,
evaluating, and addressing HR
Department issues to minimize disruption
in the Department when a crisis does
arise.

HR Department,
with strong
support from
Executive
Management

This development
will require nine
months.

Help develop the HR
Department as a strategic
partner and minimize the
crisis mode in which the
Department operates.

Recommendation #8: Determine the
staffing necessary to meet HR service
demands by assessing the level of
service delivery desired and OCFA
priorities.

HR Department

This project can
be completed in
six to nine
months.

Enhance service delivery
with more efficient use of
staff.

Recommendation #9:
Build trust and
respect with employee associations
through collaborative working
relationships while ensuring
transparency. Recommended actions
include:
◆ The ER Division should take the
lead in re-establishing
relationships with the employee
associations after receiving
staffing necessary to support this
effort.
◆ The Benefits Division should
take the lead in developing an
agency-wide philosophy and
strategy for implementing a
comprehensive classification and
compensation plan.

HR Director,
Employee
Relations
Division, and
Benefits Division

The development
of a salary survey
master plan can
be created within
12 months.
The creation of a
comprehensive
classification
review schedule
can be completed
within six months.

Develop a collaborative
and productive working
relationship with the
employee associations.
Create an effective
strategy to evaluate
classifications and
properly compensate
OCFA employees.

Recommendation #10: Re-initiate the
study of the classifications in the RM
Division to create a professional career
path.

Benefits Division
and Risk
Manager

The study can be
completed within
six months.

Complete the
assessment of all HR
Department
classifications.
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Recommendation

Responsible
Party

Timing

Benefit

Recommendation #11: Hire a
Behavioral Health professional to relieve
the Risk Manager of directly
administering the program while
continuing to support the WEFIT and
Cancer Awareness programs with safety
personnel, under the direction of the Risk
Manager.

Risk
Management
Division

This effort will
take nine months.

Relieve the Risk Manager
of performing Behavioral
Health duties and
improve service delivery
with professionally
trained Behavioral Health
staff.

Recommendation #12: Obtain security
expertise for protecting facilities and
provide the resources necessary to
effectively perform the agency’s securityrelated work. Transfer security
responsibilities outside of HR.

Risk Manager,
with support from
Executive
Management

This review will
require 12 months
to complete.

Enhance the quality of
security protection
services and relieve the
Risk Manager of such
duties.

Recommendation #13: Develop
specific and measurable performance
objectives for employee performance
standards. Prepare an annual HR
Department performance report that
highlights the Department’s
accomplishments for the year.

HR Department

The development
of specific and
measurable
performance
objectives will
require 12 months
to complete.
The HR report
shall be
completed
annually.

Enhance the quality of
service delivery by
creating accountability for
HR employees.
The HR Department
report will highlight the
valuable contribution that
the HR Department
makes to OCFA.

Recommendation #14: Develop an
employee recognition program for the HR
Department employees, which can be
variable as to frequency and type rather
than just one annual award. Recognize
and celebrate smaller, significant
accomplishments, anniversaries, etc.

Proposed
Organizational
Development
Division and HR
Director

Program
development will
require six
months to
complete.

Increase the work
productivity and morale of
HR employees.
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Recommendation

Responsible
Party

Timing

Benefit

Recommendation #15: Create and
implement a strategy for employing a
workforce that reflects the community by:
◆ Assessing the workforce and
labor market to establish a
geographic marketing area for
recruiting.
◆ Designing an aggressive
outreach plan that can
realistically attract quality and
diverse job applicants. This work
should be performed in
collaboration with management
and the employee associations.
◆ Creating an outreach recruitment
team dedicated to marketing the
OCFA as an employer of choice.
Funds will be needed to support
the recruitment efforts, and
employee volunteers will be
needed to attend recruitment
events.

Recruitment and
Selection Division

It will take six
months to
develop an
outreach
recruitment
program.

Enhance the quality of
service delivery by OCFA
through the employment
of a more skilled and
diverse workforce.

Recommendation #16: Develop a
strategy and process to increase the
completion rate of employee performance
evaluations.

HR Director and
Benefits Division

The development
will require 12
months to
complete.

Improve the work
performance of OCFA
employees.

Recommendation #17: Research and
develop a plan to expand the use of
NEOGOV Perform for all OCFA
employees, including new performance
evaluation forms, and commit resources
for additional staff, if required.

Benefits Division

The expansion
will require 12
months to
complete.

Increase the efficiency
and timely completion of
employee performance
evaluations. More
accurately evaluate the
performance of OCFA
employees.

Recommendation #18: Develop a
required employee performance
evaluation training course for supervisors
and managers, teaching supervisors and
managers how to properly complete the
performance evaluation and effectively
communicate the ratings in the
performance evaluation.

Proposed
Organizational
Development
Division

The development
and
implementation of
a new training
course can be
completed within
17 months.

Teach supervisors and
managers how to
correctly complete an
employee performance
evaluation.
Enhance the quality of
employee performance
evaluations.

Recommendation #19: Develop
accountability for completion of
performance evaluations through the
creation of a job performance standard
for supervisors. Include the completion of
performance evaluations as a factor in
determining merit salary increases for
supervisors.

Benefits Division
with support from
Executive
Management

The
implementation of
this concept will
require six
months to
complete.

Develop accountability for
the proper completion of
employee performance
evaluations.
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Recommendation

Responsible
Party

Timing

Benefit

Recommendation #20: Demonstrate a
strong commitment to the mission and
vision of the HR Department by:
◆ Strengthening the HR
Department’s inclusion in major
OCFA decisions.
◆ Planning new OCFA programs
or assignments in collaboration
with the HR Department to
minimize the time the HR
Department spends operating in
a reactionary mode.
◆ Allowing the HR Department to
operate within agency policies
and values without interference
outside of the chain of command
and labor relations discussions.
◆ Relying on the HR Department
to provide sound and credible
advice.

Executive
Management and
HR Department

These steps can
be supported
immediately.

Improve the effectiveness
of the HR Department.
Upon receiving urgent
requests, enhance the
responsiveness of the HR
Department.

Recommendation #21: Consider
studying the transfer of major and
sensitive alleged employee misconduct
investigations from the Employee
Relations Division to a new and separate
unit that is accountable to and reports
directly to the Fire Chief or a Deputy
Chief.

Employee
Relations Division

The study can be
completed in 12
months.

Improve the efficiency in
completing timely
investigations.
Improve acceptance by
employees of
investigation results.

Recommendation #22: Reinstitute the
Organization Development Division and
place it under the HR Department. Allow
the Division to:
◆ Perform a thorough study of the
OCFA’s professional training
needs and desires.
◆ Develop a comprehensive
training program that supports
employee professional
development, leadership
development, and succession
planning.

Executive
Management and
HR Director

Study of
professional
training needs
can be completed
within 12 months

Enhance employees’
professional development
and growth and prepare
OCFA for future staffing
and leadership needs.

Recommendation #23: Work with the
IT Division within the Logistics
Department to develop enhanced
protection of employee personnel files so
that data can be shared with Risk
Management and third-party secure sites
to complete required reports in a timely
manner.

IT Division and
Risk Manager
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identified and
prioritized.
Comprehensive
training program
development can
be completed
within 12 to 18
months.
The initial
discussion on this
item can begin
immediately.

Improve the efficiency in
completing timely and
accurate injured
employee reports.
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Recommendation

Responsible
Party

Timing

Benefit

Recommendation #24: Research and
implement an automated signature
program that will electronically send
documents under a secure system to
internal parties required to sign any
document.

IT Division and
HR Director

Research and
implementation
will take six
months.

Reduce the time required
to sign and deliver
important documents and
improve the security of
their delivery.

Recommendation #25: Support the
July 2019 implementation of electronic
employee time sheets for non-safety
personnel.

Logistics
Department,
Finance
Department, and
affected
Departments

Full
implementation
shall be
completed by
December 2019.

Reduce wasted time on
completing time sheets
and create a more
accurate account of
employees’ work hours.

Recommendation #26: Study the
feasibility of providing exam raters with
tablet computers (e.g., iPads) to record
exam performance, leading directly to
more effectively tabulating scores and
retaining examination records.

Recruitment and
Selection Division
and IT Division

The study and
implementation
can be completed
within nine
months.

Enhance the quality of
evaluating job candidates
and more accurately
document those
assessments.

Recommendation #27: Revise the
office configuration to house the HR
Director within the HR Department.

Executive
Management and
HR Director

Initiate discussion
upon the arrival of
the new HR
Director.

Improve communications
with HR staff and greater
clarification of
Department priorities.
Improve employee
morale.
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6.1

PROPOSED STAFFING AND DRAFT PERFORMANCE MEASURES

The following is the HR Department organizational chart from Section 2, as a reference for the
table that follows, which outlines proposed staffing and draft performance measures for each
division within the HR Department.
Figure 2—Existing OCFA HR Organization Chart

May 2019

The proposed staffing and performance measures in the following table identify specific staff
additions and/or changes that are recommended as a result of the information studied and
interviews conducted for this assessment. The staff positions recommended represent Citygate’s
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evaluation of gaps and inefficiencies noted over the course of this assessment, as well as Citygate’s
estimates of what is needed to move OCFA forward.
Table 2—Proposed HR Department Staffing and Performance Measures
HR Division

Staff Positions

Performance/Workload Measures to
Initiate

Benefits,
Classification, and
Compensation

Citygate recommends NEOGOV Perform
be implemented for OCEA and sworn fire
employees.
Add 1.0 FTE HR Specialist to implement
this program organization-wide.

Currently 67 percent of employee
performance evaluations (EPE) are
completed on a timely basis. After the EPE
training is completed (see Organizational
Development row at bottom of table), it is
recommended that OCFA set a goal of
achieving an 85 percent rate of completion
within 12 months and 100 percent within
two years, to be maintained thereafter.

Recruitment:
Selection and
Exams

A third Analyst has recently been added.
There is a need to separate selection and
exams from recruitment activities to allow
three Analysts to focus only on selection
and exams.
This Division needs 0.5 FTE administrative
support.

Recruitment and Selection completed 140
selections/examination processes in last
two years. This represents roughly 70
processes per Analyst (two Analysts), or
35 each per year over that period. It is
more reasonable to expect 25 per Analyst
per year. With three Analysts, it is
anticipated 75 total processes per year
could be completed.

Recruitment:
Outreach
Recruitment

Add 1.0 FTE Recruitment Officer position to
focus on outreach recruitment strategy.
This section needs 0.5 FTE administrative
support.

Instead of the current five outreach efforts
per month, set a standard of 12 to 15 per
month, accomplishing 120 to 150 outreach
efforts per year (over a 10-month
recruitment period).

Professional
Standards Unit
(Employee
Relations)

This Division needs 1.0 FTE administrative
support.

No applicable workload/performance
measures.

Risk Management

Add one in-house Behavioral Health
professional to relieve the Risk Manager of
directly administering the Behavioral Health
program. Retain WEFIT and Cancer
Prevention Awareness under Risk
Manager.
Add contracted technical support for IT and
facilities emergency/security planning and
breach prevention. Transfer securityrelated responsibilities outside of HR. This
Division needs 1.0 FTE administrative
support.

No applicable workload/performance
measures.
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HR Division

Staff Positions

Organizational
Development

Re-instate the Division to oversee training
for employee performance evaluations and
ensure development of a comprehensive
training program supporting employee
professional development, leadership
development, and succession planning.
Add 1.0 FTE Division Manager.
This Division needs 1.0 FTE administrative
support.

Performance/Workload Measures to
Initiate
There are about 375 managers and
supervisors giving evaluations, currently
with no training. About 140 of these are
Battalion Chiefs. Undertake a year-long
program to provide training for giving
employee evaluations. About 18 classes
over 11 months, 20 persons per class, will
accomplish this goal.

These recommendations result in the following new staff positions:
◆

One HR Specialist to Benefits, Classification, and Compensation (for NEOGOV
organization-wide)

◆

One Analyst-level position (Recruitment Officer) who answers to current
Recruitment and Selection Manager

◆

One HR management position to Organizational Development

◆

One to four administrative support personnel:
➢

Recommendations include adding up to four additional administrative
support personnel, depending upon the actual support workloads once the
HR Department has been brought up to date with current technology and
business practices.

➢

Proceed first by hiring one (possibly two) administrative support personnel
and assign to the division(s) with most need for administrative support.
Later, once technical/operational barriers to efficiency have been removed,
evaluate need for additional administrative support.

These recommendations also result in adding:
◆

One in-house and/or contracted Behavioral Health professional to relieve the Risk
Manager of directly administering the Behavioral Health program.

◆

Contracted technical support for facilities emergency/security planning and breach
prevention and transferring the function outside of the HR Department.
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6.2

STRATEGIC ONGOING BEST PRACTICES AND METRICS

This section covers best practices for governing documents and/or metrics guiding the activities
of a first-class HR department. This section expands upon the near-term SLA recommendations to
include permanent strategies for:
◆

How OCFA determines its position amongst agencies competing for talent

◆

How OCFA establishes the scope and type of job classifications it is going to
employ

◆

How OCFA onboards its new employees

◆

How OCFA selects new talent

◆

What type of ongoing training and career succession planning OCFA offers to its
workforce

◆

How OCFA builds relationships among the various departments within the
organization.

Within the following outline, presented by each responsible HR Department division, are eight
strategies for the establishment of governing documents and/or metrics that will help OCFA reach
high standards for competing for talent, establishing job classifications, helping its new employees
enter into the OCFA mission, selecting the best and the brightest, and ensuring a strong workforce
into the future. The list is foundational to good, modern HR practices and should become integral
to OCFA’s strategic operations in the future.
6.2.1 Benefits Division
1)

Classification Specifications
◆

Assess the existing status of all classification specifications.

◆

Determine which classification specifications require an update or revision,
including which classifications take priority to complete.

◆

Evaluate which classifications can be studied in-house and which classifications
will require study by an outside consultant.

◆

Develop a comprehensive schedule to study the classification specifications.

◆

Create a permanent rotating schedule for evaluating classification specifications
that ensures that they remain updated.
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Completion of the initial assessment of classification specifications and development of a
comprehensive schedule can be completed within six months. Complete all classification
specifications studies within three to five years.
2)

Salary Surveys
◆

Review the salary history of all classifications. Assess the current salary survey
agencies to determine if any update or revision is needed.

◆

Develop a strategy regarding OCFA’s desired placement within its survey agencies,
specifically how high a ranking OCFA wishes to be placed.

◆

Determine how often salaries shall be reviewed, which salary surveys can be
completed by OCFA HR staff, and which shall be contracted out. Create a master
schedule for conducting salary surveys.

Completion of the initial review of salary history can be accomplished in six months. Development
of a master plan for the salary surveys can be completed within 12 months. Completion of salary
surveys on all classifications can be accomplished within three years.
3)

Onboarding

Every new OCFA employee requires data processing to become employed with OCFA. It is the
goal of OCFA to complete all the data processing before the employee starts work. A performance
measure is to complete the onboarding of new employees before they start work 100 percent of
the time.
6.2.2 Recruitment and Selection Division
4)

Outreach Recruitment Plan

To employ a workforce that reflects the community it serves, OCFA needs to create a
comprehensive outreach recruitment plan. The plan will increase the diversity and enhance the
quality of job candidates. The plan will make OCFA an employer of choice.
An outreach recruitment plan can be developed within six months.
6.2.3 Organizational Development Division
5)

Succession Plan

Much of the future success of the OCFA will depend on the quality of its leadership. An effective
succession plan prepares an organization for the future through the development and growth of
future leaders in the organization.
A strong succession plan requires a review of the workforce, an analysis of projected employee
turnover, and organizational growth. It also assesses the professional development of existing
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employees and identifies employees with potential leadership qualities. These employees are given
to opportunity to further develop skills through assignments, projects, formal training, and
mentoring.
An assessment of the organization, an analysis of the workforce, and identification of potential
leaders will take nine months to complete. The development of a succession plan will take
additional nine months.
6)

Leadership Academy

A critical component of a successful succession plan is to train employees to become effective and
productive supervisors.
◆

Create a leadership academy to help OCFA staff transition from staff or technical
positions to a supervisory role.

A leadership academy will consist of a series of training classes on multiple supervisory and
leadership topics conducted within a 9- to 12-month period.
◆

Hire professional trainers and use in-house leadership staff to conduct the training.

The development of an academy will take 12 months.
7)

Training Needs

A thorough assessment of the training needs of an organization requires surveys of services and
skills needed by departments and a survey of employees’ skills and abilities. The key is to match
the skills an organization needs to deliver services with the skills and abilities of its workforce.
It is estimated that completing a survey of each Department’s skills needed would take six months.
Completion of a survey of employees’ skills and abilities can be accomplished within six months.
6.2.4 Employee Relations Division
8)

Meetings with Employee Associations

To develop and maintain a collaborative and productive working relationship, the HR Department
must consistently reach out the employee associations in good faith to discuss labor and employee
relations issues.
There is a need to create a master calendar with pre-established meet-and-confer dates with all
employee associations. Additional meet-and-confer meetings with employee associations will
occur as unplanned issues arise.
The creation of a master meeting schedule with employee associations is estimated to take six
months.
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