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Introduction 

The Pasadena Fire Department (PFD) provides an all-hazards approach in the protection of the 

lives and property of the residents, businesses, and visitors of Pasadena, California. PFD is 

consistently working to achieve and/or maintain the highest level of professionalism and 

efficiency on behalf of those it serves, and thus, contracted with the Center for Public Safety 

Excellence (CPSE) to facilitate a method to document the Department’s path into the future via a 

“Community-Driven Strategic Plan.” The following strategic plan was written in accordance with 

the guidelines set forth in the Commission on Fire Accreditation (CFAI) Fire & Emergency Service 

Self-Assessment Manual 9th Ed. and is intended to guide the organization within established 

parameters set forth by the authority having jurisdiction.            

The CPSE utilized the community-driven strategic planning process to go beyond just the 

development of a document. It challenged the Department’s members to critically examine 

paradigms, values, philosophies, beliefs and desires, and challenged individuals to work in the best 

interest of the “team.” It further provided the Department with an opportunity to participate in 

the development of their organization’s long-term direction and focus. Members of the 

organization’s community and Department stakeholders’ groups demonstrated commitment to 

this important project and remain committed to the document’s completion and future plan 

execution. 
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Organizational Background 

The Pasadena Fire Department (PFD) 

was established on October 8, 1887 to 

mitigate emergencies within its 

jurisdiction.  From its original single 

station, hose cart, and hook and ladder 

rig, the Department grew to meet needs 

by adding personnel equipment, which 

included a motorized ambulance in 

1930. The Department has continued 

to be an ever-evolving organization 

focused on providing world-class fire 

and emergency services to the 

community. 

The PFD serves an approximate 

population of 142,250 residents, which swells to over 240,000 during the day. The City of 

Pasadena has grown over the last few decades. That growth and increase in population has and 

will provide for specific risks for which the department considers, prepares, and deploys its 

resources.  

Today, PFD reflects on its history and remains committed to 

providing all-hazards emergency services and education to its 

community with flexibility, integrity, and accountability. The 

department continues to honor its community with the provision 

of quality services through its proactive focus on risks and 

deployment from eight stations that are located strategically 

throughout the 23 square miles of coverage area. Staffed to 

support the community, PFD embraces its future vision and 

excellence in service delivery.   
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Organizational Structure 
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Community-Driven Strategic Planning 

For many successful organizations, the voice of the community drives their operations and charts 

the course for their future. A community-driven emergency service organization is one that seeks 

to gather and utilize the needs and expectations of its community in the development and/or 

improvement of the services provided. To ensure that the community remains a focus of an 

organization’s direction, a community-driven strategic planning process was used to develop this 

strategic plan.  

A strategic plan is a living management tool that provides short-term direction, builds a shared 

vision, documents goals and objectives, and optimizes the use of resources. The process of 

strategic planning can be defined as “a deliberative, disciplined approach to producing 

fundamental decisions and actions that shape and guide what an organization (or other entity) is, 

what it does, and why.”1 

Effective strategic planning benefits from a consistent and cohesively structured process employed 

across all levels of the organization. Planning is a continuous process, one with no clear beginning 

and no defined end. While plans can be developed on a regular basis, it is the process of planning 

that is important, not the publication of the plan itself. Most importantly, strategic planning can be 

an opportunity to unify the management, employees, and stakeholders through a common 

understanding of where the organization is going, how everyone involved can work to that 

common purpose, and how progression and success will be measured.     

 
Community Stakeholders Work Session 

The Community–Driven Strategic Planning Process Outline  

                                                 
1 See Definition, Purpose, and Benefits of Strategic Planning (Bryson 8) 
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1. Define the programs provided to the community.  

2. Establish the community’s service program priorities and expectations of the organization.  

3. Identify any concerns the community may have about the organization, along with aspects 

of the organization that the community views positively.  

4. Revisit the mission statement, giving careful attention to the services and programs 

currently provided, and will focus on being community-driven.  

5. Revisit the values of the organization’s membership.  

6. Identify the internal strengths and weaknesses of the organization.  

7. Identify areas of opportunity or potential threats to the organization.  

8. Identify the organization’s critical issues and service gaps. 

9. Determine strategic initiatives for organizational improvement. 

10. Establish a realistic goal and objectives for each initiative.  

11. Identify implementation tasks for the accomplishment of each objective.  

12. Determine the vision of the future.  

13. Develop organizational and community commitment to accomplishing the plan. 

Process and Acknowledgements 
The Center for Public Safety Excellence (CPSE) acknowledges and thanks the community and 

department stakeholders for their participation and input into this community-driven strategic 

planning process. The CPSE also recognizes Fire Chief Bertral T. Washington and the team of 

professionals who participated for their leadership and commitment to this process.   

Development of this strategic plan took place in January 2020, beginning with meetings hosted by 

a representative from the CPSE for members of the community (as named in the following table). 

The department identified community stakeholders to ensure broad representation. The 

community stakeholders were comprised of some who reside or work within the Pasadena Fire 

Department’s coverage area, and some who were recipients of PFD’s service(s). 

Pasadena Fire Department Community Stakeholders 

David Eads Bobbie Ferguson Mike Fink Kathy Gregg 

Brenda Harvey-
Williams 

Phillip LeClair Paul Little Ara Maloyan 

Steve Mulheim David Reyes Naz Sabripour Tammy Silver Brian Wallace 

Community Group Findings 

A key element of the Pasadena Fire Department’s organizational philosophy is having a high level 

of commitment to the community, as well as recognizing the importance of community 

satisfaction. Thus, the department invited community representatives to provide feedback on 

services provided by the department. Respondents were asked to provide a prioritized 

perspective of the programs and services provided by the department. Additionally, input was 
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gathered during the meeting that revolved around community expectations and concerns 

(prioritized), as well as positive and other comments about the organization. Specific findings of 

the community stakeholders are provided in the appendix of this document. The department 

stakeholders utilized the full feedback from the community stakeholders in understanding the 

current challenges encountered within the organization. Additionally, the community 

stakeholders’ feedback provided a process to ensure alignment with the work completed on the 

organizational mission, values, vision, and goals for improvement. 

 
Community Stakeholders Work Session 
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Community Priorities    
To best dedicate time, energy, and resources to services most desired by its community, the 

Pasadena Fire Department needs to understand what the customers consider to be their priorities. 

With that, the community stakeholders were asked to prioritize the programs offered by the 

department through a process of direct comparison. The results were as follows: 

Programs Ranking Score 

Fire Suppression 1 88 

Emergency Medical Services 2 84 

Technical Rescue 3 57 

Hazardous Materials Mitigation 4 42 

Disaster Preparedness and Emergency Management  5 41 

Fire Prevention/Community Risk Reduction 6 38 

Wildland Fire Services 7 35 

Fire Investigation 8 34 

Public Fire and Life Safety Education 9 13 
 

See Appendix 1 for a complete list of the community findings including expectations, areas of 
concern, positive feedback, and other thoughts and comments.  
 

 
Community Stakeholders Work Session 
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Department Stakeholder Group Findings 
The department stakeholder work sessions were conducted over the course of three days. These 

sessions served to discuss the organization’s approach to community-driven strategic planning, 

focusing on the department’s mission, values, core programs, and support services.  Additionally, 

focus was given to the organization’s perceived strengths, weaknesses, opportunities, and threats. 

The work sessions involved participation by a stakeholder group that represented a broad cross-

section of the department, as named and pictured below. 

Pasadena Fire Department Stakeholders 

Pari Bagayee Stephanie Chang Bill Cuskey Jose Enriquez 

Christine Ferguson Cynthia Foronda Bryan Frieders Anthony Gallegos 

Jeffrey Grogan Erik Hernandez Justin Hester Anthony James 

Kim Yu Jerry Kenoly Bethany Moss  Mariam Movsesian 

Oscar Sepulveda Christina Terrazas Sean Timoney Phillip Ward 

Tyri Williams    

 
Department Stakeholders 
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Mission 
The mission provides an internal aspect of the existence of an organization and to a degree, an 

empowering consideration for all department members. The purpose of the mission is to answer 

the questions: 

 Who are we? 

 Why do we exist? 

 What do we do? 

 Why do we do it? 

 For whom? 

A workgroup met to revisit the existing mission and, after ensuring it answered the questions, the 

following mission statement was created, discussed, and accepted by the entire group:    

 

The Pasadena Fire Department provides protection of life, property, and the 

environment from the effects of fires, medical emergencies, and hazards; we 

engage our community through progressive outreach and excellence in 

service. 
 

 

  
Department Stakeholders Work Session 
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Values 
Values embraced by all members of an organization are extremely important, as they recognize 

the features that make up the personality and culture of the organization. A workgroup met to 

revisit the existing values and proposed a revision that was discussed, enhanced further, and 

agreed upon by the entire group:  

 

The members of the Pasadena Fire Department take pride in our commitment 

to professional service through the progressive development of our skills, 

knowledge, and abilities. All members of the department will conduct 

themselves in a manner conforming to the highest moral and ethical 

standards. 

ACCOUNTABILITY  

We are responsible to each other and the community we serve. 

INTEGRITY  

We are honest and fair in our interactions with our community and with 

each other. We uphold the highest standards of respect, professionalism, 

and excellence. 

FLEXIBILITY  

We adapt to the dynamic needs of our community, the organization, and 

the environment. 
 

 

The mission and values are the foundation of this organization. Thus, every effort will be made to 

keep these current and meaningful so that the individuals who make up the Pasadena Fire 

Department are guided by them in the accomplishment of the goals, objectives, and day-to-day 

tasks. 
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Programs and Services 

In order to ensure a deeper focus exists in determining issues and gaps within an organization, 

there must be a delineation between core programs and supporting services. Core programs are 

the foundational deliverables provided by the department. Supporting services are all of the 

internal and external programs and services that help the PFD deliver its core programs.  

The importance of understanding the difference is that issues and gaps may exist in core programs 

or supporting services, and the department’s strategic approach may bring forth different 

considerations for improvement. Additionally, supporting services may be internal or external to 

the organization and requires understanding how the difference impacts their location within the 

analysis of strengths, weaknesses, opportunities, and threats if identified. Finally, it is important 

that the department stakeholders understand that in order to deliver the identified core programs, 

many local, state, and national supporting services support its delivery. 

Through a facilitated brainstorming session, the department stakeholders agreed upon the core 

programs provided to the community, as well as many of the supporting services that support the 

programs. This session provided the sought understanding of the differences and the important 

key elements of the delineation.  

SWOT Analysis 

Through a SWOT analysis (strengths, weaknesses, opportunities, and threats), an organization 

candidly identifies its positive and negative attributes. The SWOT analysis also provides an 

opportunity for an organization to evaluate its operating environment for areas in which it can 

capitalize, as well as those that pose a danger. Department stakeholders participated in this 

activity to record PFD’s strengths and weaknesses, as well as the possible opportunities and 

potential threats. Information gathered through this analysis provides guidance toward the larger 

issues and gaps that exist within the agency. The information gleaned will assist the agency in 

finding its broader critical issues and service gaps.  

Appendix 2 consists of the SWOT data and analysis collected by the department stakeholders.  
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Critical Issues and Service Gaps 

Following the identification and review of the department’s SWOT, two separate groups of 

department stakeholders met to identify themes as primary critical issues and service gaps (found 

in Appendix 3).  The critical issues and services gaps identified by the stakeholders provide further 

guidance toward the identification of the strategic initiatives, which will ultimately lend direction 

for the development of goals, objectives, critical tasks, and timelines.  

 
Department Stakeholders Work Session 

Strategic Initiatives 

Based upon all previously captured information and the determination of critical issues and 

service gaps, the following strategic initiatives were identified as the foundation for the 

development of goals and objectives. 

Pasadena Fire Department’s Strategic Initiatives 

Staffing Technology Succession Planning 

Training Fleet 
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Goals and Objectives 

To continuously achieve the mission of the Pasadena Fire Department, realistic goals and 

objectives with timelines for completion must be established. These will serve to enhance 

strengths, address identified weaknesses, provide a clear direction, and address the concerns of 

the community. These should become a focus of the department’s efforts, as they will direct the 

organization to its desired future while reducing the obstacles and distractions along the way. 

Leadership-established workgroups should meet and manage progress toward accomplishing 

these goals and objectives and adjust timelines as needs and the environment change. Regular 

reports of progress and changes should be shared with the PFD’s leadership.  

Goal 1 
Enhance and maintain a staffing plan that meets the demands of an 
evolving community. 

Objective 1A 
Evaluate the existing staffing model to determine if the needs of the 
community and employees are being met. 

Timeframe 3 Months Assigned to:   

Critical Tasks 

 Review current standards of cover, consultant studies, and performance indicators to 
determine if staffing levels are appropriate. 

 Survey external stakeholders to determine satisfaction with the current fire 
department performance. 

 Engage internal members to contribute information and feedback. 
 Compile results and create a report of findings. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 1B Identify shortfalls and deficiencies across all divisions.  
Timeframe 3 Months Assigned to:  

Critical Tasks 

 Incorporate evaluation findings into the analysis of department staffing. 
 Review job descriptions, responsibilities, and workload to determine appropriate 

assignments for all positions. 
 Assess position vacancy reports to identify trends and needs of those vacancies. 
 Develop a methodology for measuring department performance against established 

performance indicators. 
Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  
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Objective 1C 
Develop potential solutions for staffing deficiencies and an 
implementation plan for the department. 

Timeframe 6 Months Assigned to:  

Critical Tasks 

 Propose various staffing models to explore potential improvements in service 
delivery. 

 Test proposed models to determine staffing feasibility for the department. 
 Create a methodology to implement the final plan. 
 Create and define benchmarks in the finalized model to determine if the staffing plan 

is appropriate. 
 Prioritize identified personnel in the proposed model and budget for and acquire 

needed equipment in support of those model changes. 
Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 1D 
Acquire identified resources to implement the proposal in order to meet 
the community’s needs. 

Timeframe 6 Months Assigned to:  

Critical Tasks 

 Perform a cost analysis to determine funding options for the model. 
 Conduct and provide data analysis to justify proposed changes to the staffing model. 
 Request monetary enhancements through the current budget process if needed. 
 To the extent the proposal is approved, hire and on-board new personnel to fill 

model FTEs. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  
 

Objective 1E Train new staff to perform job duties to the required expectations. 
Timeframe 3 Months Assigned to:  

Critical Tasks 

 Develop a curriculum based on clearly defined job specifications. 
 Budget for and acquire any needed resources required for the new staff positions. 
 Establish any new job classifications needed to support the new model. 
 Incorporate new position(s) into the department organizational chart. 
 Evaluate if training is successful and provide supplemental training if needed. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 1F 
Re-evaluate staffing plan based on performance indicators and 
incorporate into the department’s standards of cover. 

Timeframe 3 Months-ongoing Assigned to:  

Critical Tasks 

 Determine the data points needed to effectively assess the staffing model. 
 Ensure data collection platforms are in place to collect and disseminate the 

information. 
 Build a comprehensive appropriate staffing model program appraisal to assess the 

effectiveness of the new plan. 
 Complete and report results to agency stakeholders. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  
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Goal 2 
Utilize technology to the fullest potential to ensure efficiency, compliance, 
and improve service delivery. 

Objective 2A 
Establish a technology committee to ensure efficiency and compliance to 
prevent a single point of failure. 

Timeframe 2 Months Assigned to:   

Critical Tasks 

 Reach out across all divisions and department members, including DOIT. 
 Establish members and assign roles and responsibilities. 
 Determine the meeting schedule for the committee. 
 Create meeting agendas. 
 Designate a member to report findings back to the department. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 2B 
Evaluate existing systems and conduct a needs assessment to determine 
gaps in efficiencies.  

Timeframe 2 Months Assigned to:  

Critical Tasks 

 Assess currently utilized systems for functionality, productivity, and relevancy. 
 Identify the potential for additional capacity and longevity of current systems. 
 Determine the need to keep, upgrade, or replace systems. 
 Ensure integration with DOIT and the city infrastructure. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 2C 
Identify and recommend for adoption technological opportunities that fit 
the department’s needs. 

Timeframe 6-12 Months Assigned to:  

Critical Tasks 

 Research industry-wide technology for functionality, productivity, and applicability. 
 Identify existing gaps and address the potential to enhance performance. 
 Ensure compatibility with relevant city and regional partners. 
 Establish pilot studies and re-evaluate prior to implementation. 
 Present findings to the command staff. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  
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Objective 2D 
Ensure initial and ongoing training is provided to all PFD employees to 
maximize service delivery. 

Timeframe 6 Months Assigned to:  

Critical Tasks 

 Develop the curriculum and create training materials, ensuring alignment and 
compliance. 

 Determine appropriate instructors and schedule initial and on-going for relevant 
members using the appropriate means. 

 Establish member feedback tools for training activities presented. 
 Use members' feedback to measure the effectiveness, guide implementation of 

needed changes, and determine future training events. 
Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 2E 
Sustain implemented technology to prevent inefficiencies and 
obsolescence.  

Timeframe On-going Assigned to:  

Critical Tasks 

 Sustain implemented technology to minimize inefficiencies and obsolesce. 
 Appraise all systems and equipment for effectiveness. 
 Determine if upgrades and new features are needed. 
 Identify the frequency for the technology committee to convene for the purposes of 

evaluating technology. 
Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  
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Goal 3 
Develop policies and procedures to implement succession planning that 
instills a culture that supports, encourages, and cultivates career 
development for all personnel.  

Objective 3A 
 Evaluate current department staffing and determine the needs for 
succession planning. 

Timeframe 6 Months Assigned to:   

Critical Tasks 

 Review and assess existing tasks books and practice requirements to determine the 
relevance of the current succession plan. 

 Identify all positions that require a succession plan. 
 Identify currently qualified mentors for the department. 
 Identify internal candidates in line for promotion or in need of succession planning. 
 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 3B 
Based on a need’s assessment, establish or update a succession plan for all 
positions. 

Timeframe 12 months Assigned to:  

Critical Tasks 

 For all positions identified above, create a succession plan process based on job 
requirements and the duties of each position. 

 Map the succession plan to the parameters of promotional benchmarks for each 
position. 

 Establish all training hours dedicated to succession planning for all candidates. 
 Develop and implement a policy that supports and prioritizes training hours to 

include succession planning. 
Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 3C Strategically implement succession planning in objective 3B. 
Timeframe 12 months Assigned to:  

Critical Tasks 

 The training division will meet with identified mentors to orient and familiarize 
them with the succession planning process and the expectations of the candidates. 

 Mentors will complete specific training to obtain the needed skills to successfully 
implement the succession plan. 

 Mentors will provide succession planning to all interested candidates. 
 Conduct regular meetings between the training division and mentors to ensure the 

implementation is on track. 
Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  
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Objective 3D 
Measure and evaluate the effectiveness of the succession plan for the 
department and its individual personnel. 

Timeframe Annually Assigned to:  

Critical Tasks 

 Conduct an employee survey to assess employee satisfaction with the succession 
plan program. 

 Create and implement a specific succession planning performance evaluation form to 
track participant performance. 

 Conduct a cost-saving analysis to include, but not limited to, cost saved foe: 
o Overtime 
o Training 
o Recruitment 
o Sick leave usage 
o Workers comp claims 
o Retention rate 
o Lawsuits related to job competency 

 Research data regarding legal issues to measure decline, if any, in the number of 
employee complaints of unfair hiring practices and testing scores. 

 Disseminate findings to all PFD personnel. 
Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

 

 

  



 

 
Page 18 

 
 

 

Goal 4 

Develop and deliver a training program for all PFD employees that meets 
or exceeds industry standards and requirements by building a 
comprehensive training division that delivers and ensures a 
knowledgeable, proficient, and consistent execution of duties.  

Objective 4A 
Evaluate current department practices and determine needs for the 
training division. 

Timeframe 6-12 Months Assigned to:   

Critical Tasks 

 Gather information on what the training division currently does and what equipment 
they have. 

 Gather information on current practices and standards.  
 Survey for the training needs of all PFD personnel. 
 Conduct a needs assessment for developing a training program using findings from 

all outlined studies. 
 Analyze findings from the needs assessment and establish a fluid list. 
 Prioritize the fluid list of training needs as established by the needs assessment and 

employee survey. 
 Present to the command staff. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 4B 
Based on the needs assessment, establish a training division that consists 
of qualified, experienced, and motivated team members. 

Timeframe 3 Months Assigned to:  

Critical Tasks 

 Compile a list of qualifications utilizing the CSFM instructor track program, 
certifications, and level of experience. 

 Coordinate with human resources to develop a job description that includes the 
requirements of the position, certifications, pay rates, and working hours. 

 Post assignment request for interested PFD personnel for the training division 
position; all divisions of the department will be included. 

  Command staff will select qualified personnel from the final list to form the training 
division. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  
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Objective 4C 
Established training division will create a standard, comprehensive, and 
relevant training program through demonstration and application of 
skills.  

Timeframe 12 Months Assigned to:  

Critical Tasks 

 Training division will develop programs for all divisions and specialized teams based 
on identified needs. 

 These programs will have a comprehensive and complete curriculum for all 
disciplines, ranks, and desired positions. 

 Create training manuals and SOG’s for all programs. Annual review and evaluation 
will be accomplished by the training division. 

 Command staff and the training division will review and approve all training 
manuals and SOG’s prior to publication. 

 Finalized training Manuals and SOG’s will be distributed and made available to all 
PFD personnel. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 4D 
Strategically implement and support a developed training curriculum 
utilizing designated training facilities and equipment.  

Timeframe 24 Months Assigned to:  

Critical Tasks 

 Secure property foe the training facility that is able to accommodate and encompass 
all needed training. 

 Identify the needs of each training division program. 
 Develop an administrative management program that includes a system capable of 

tracking certification status, training hours, remedial, and participation. 
 Develop an implementation plan for all training programs. 
 Identify the needed equipment for the training division in order to procure, maintain, 

sore, and replace. 
Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 4E 
Measure and evaluate the effectiveness of training programs through 
performance measures and overall employee satisfaction. 

Timeframe 3 Months Assigned to:  

Critical Tasks 

 Develop a SWOT analysis of the training division. 
 Conduct an annual evaluation for all personnel to ensure that their training 

requirements have been met. 
 Develop an employee survey to objectively measure satisfaction with the program. 
 Re-evaluate the program based on the employee survey and any changes in 

certification or state curriculum requirements. 
 Provide the findings to the command staff and PFD personnel. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  
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Goal 5 
Develop and maintain an apparatus program to streamline maintenance, 
design, and purchasing; resulting in increased apparatus availability and 
reduce the city fleet responsibility. 

Objective 5A 
Evaluate the current fleet maintenance and purchasing process to 
determine if and where service gaps exist. 

Timeframe 3 Months Assigned to:   

Critical Tasks 

 Establish a management committee to oversee the program. 
 Review the current maintenance and purchasing process. 
 Review the current purchasing replacement funds and budget. 
 Analyze maintenance records. 
 Review the previous year’s budget. 
 Determine the current mechanic's qualifications and certifications. 
 Identify challenges after the review process is completed. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 5B 
Research other fleet programs that comply with and/or exceed industry 
standards.  

Timeframe 6 Months Assigned to:  

Critical Tasks 

 Identify comparable public agencies' fleet maintenance and purchasing programs 
that meet or exceed industry standards. 

 Research those agencies’ program: 
o Budgets (start-up costs) 
o Certifications (qualifications, compensation) 
o Fleet size (apparatus, working space) 
o Turn-around time for repairs 
o Apparatus replacement plan 

 Create a prioritized list of the program’s attributes for consideration. 
Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 5C 
Conduct a gap analysis to justify potential program restructuring as 
identified through research. 

Timeframe 3 Months Assigned to:  

Critical Tasks 

 Compile results and data established during the research to determine PFD needs. 
 Establish the program deliverables/benchmarks for the department. 
 Prioritize program needs based on identified deliverables. 
 Build/design a proposed program based on identified deliverables. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  
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Objective 5D 
Prioritize program needs and build an applicable program that meets the 
needs of the department and the city. 

Timeframe 3 Months Assigned to:  

Critical Tasks 

 Conduct a cost analysis for each element of those programs. 
 Review program budgets for current and previous two years. 
 Prioritize and plan elements based on budget review. 
 Re-organize the program based on new priorities. 
 Create budget projections for the developed program. 
 Present program requirements to the command staff for approval. 
 Upon approval(s), utilize appropriate city departments to ensure complete 

implementation of the program. 
Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 5E 
Provide training on newly implemented fleet program to all PFD 
members. 

Timeframe 1 Month Assigned to:  

Critical Tasks 

 Develop lesson plans for the fleet program. 
 Identify instructors and set a timeframe for needed training. 
 Roll-out training to all members of the department. 
 Evaluate and refine the training deliverables to meet the program needs. 
 Ensure that all required certifications are current. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  

Objective 5F 
Build an evaluative process that collects and analyzes appropriate data to 
ensure goal parameters are met.  

Timeframe 3 Months to On-going Assigned to:  

Critical Tasks 

 Track repairs, turn-around times, and costs for mechanics time and needed parts. 
 Compare the data to previous years. 
 Compare collected data to NFPA/industry standards. 
 Implement needed adjustments to maintain established standards. 
 Develop a program appraisal process based on an established evaluative approach to 

appropriately evaluate the program. 
 Produce an annual report of findings for dissemination. 

Funding 
Estimate 

Capital Costs:  
Personnel Costs:  

Consumable Costs:  
Contract Services Costs:  
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Vision 

On the final day of the process, the CPSE presented a strategic 

plan vision of where the organization will be in the future if 

the strategic plan is accomplished. This is not to override the 

department’s global vision but rather, to confirm the futurity 

of the work that was designed by the department 

stakeholders. This vision is intended as a target of excellence 

to strive toward and provides a basis for its goals and objectives.   

 

Pasadena Fire Department’s 2025 Vision 
is to be a widely known internationally accredited organization that always focuses on those we 

serve. We remain dedicated to life safety by providing emergency operations and community risk 

reduction services to our community. This vision, our true futurity, will only become reality by 

striving to accomplish our goals. We will become this future by… 

Protecting our community through the shared desire to act on the execution of strategic 

initiatives that are based on the department’s core values of accountability, integrity, and 

flexibility. This will be realized by ensuring a well-trained workforce is in place that always 

remains ready to meet our mission of providing excellence in service to our community. This 

will be further illustrated by our emphasis on enhanced succession planning efforts that 

safeguard quality performance of those and future services.  

Favoring our community first, the relationships we have with the citizens and community of 

Pasadena will be further bolstered by our improvement approach to technology use that will 

ensure that there is a well-informed public, while supporting a transparent and cohesive 

department. This support will be demonstrated by our creation of an efficient fleet 

management system that affords opportunities for improved stewardship of provided 

resources.   

Determined pursuit of continuous improvement, while honoring our storied history and 

embracing the future. Our department-wide teamwork will be strengthened through a 

balanced staffing initiative, helping us achieve greater efficiencies and outcomes. Together, we 

commit to fulfilling our mission, living our values and making this vision a reality. 

 

  

“Vision is knowing who you 
are, where you’re going, and 
what will guide your journey” 
 

    
  Ken Blanchard 
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Performance Measurement 

To assess and ensure that an organization is 

delivering on the promises made in its 

strategic plan, the organization’s leaders must 

determine performance measures for which 

they are fully accountable. As output 

measurement can be challenging, the 

organization must focus on the assessment of 

progress toward achieving improved output. 

Organizations must further be prepared to 

revisit and revise their goals, objectives, and 

performance measures to keep up with 

accomplishments and environmental changes.  

To establish that the department’s strategic 

plan is achieving results, performance measurement data will be implemented and integrated as 

part of the plan. An integrated process, known as “Managing for Results,” will be utilized, which is 

based upon: 

 The identification of strategic goals and objectives; 

 The determination of resources necessary to achieve them; 

 The analyzing and evaluation of performance data; and 

 The use of that data to drive continuous improvement in the organization. 

A “family of measures” typically utilized to indicate and measure performance includes: 

 Inputs - Value of resource used to produce an output. 

 Outputs – Quantifiable units produced which are activity-oriented and measurable. 

 Efficiency - Inputs used per output (or outputs per input). 

 Service Quality - The degree to which customers are satisfied with a program, or how 
accurately or timely a service is provided. 

 Outcome - Qualitative consequences associated with a program/service; i.e., the ultimate 
benefit to the customer. Focused on the “why” of providing a service. 

  

 If you don’t measure the results of your plan, 

you can’t tell success from failure. 

 If you can’t see success, you can’t reward it. 

 If you can’t reward success, you’re probably 

rewarding failure. 

 If you can’t see success, you can’t learn from 

it. 

 If you can’t recognize failure, you can’t 

correct it. 

 If you can demonstrate results, you can win 

public support. 

Reinventing Government 
David Osborn and Ted Gaebler 
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The Success of the Strategic Plan 

The department has approached its desire to develop and implement a strategic plan by asking for 

and receiving input from the community and members of the organization during the development 

stage of the planning process. To assist in the development of this plan, the department used 

professional guidance to conduct a community-driven strategic planning process. The success of 

this strategic plan will not depend upon the implementation of the goals and their related 

objectives, but from support received from the authority having jurisdiction, the members of the 

organization, and the community-at-large.  

Provided the community-driven strategic planning process is kept dynamic and supported by 

effective leadership and active participation, it will be a considerable opportunity to unify 

department and community stakeholders. This can be accomplished through a jointly developed 

understanding of organizational direction, focusing on all vested parties working to achieve the 

mission, goals, and vision. Further consideration must be made on how the organization will 

measure and be accountable for its progress and successes.2 

  

  

                                                 
2 Matthews (2005). Strategic Planning and Management for Library Managers 
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Glossary of Terms, Acronyms, and Initialisms 
Accreditation A process by which an association or agency evaluates and recognizes a program 

of study or an institution as meeting certain predetermined standards or 
qualifications. It applies only to institutions or agencies and their programs of 
study or their services. Accreditation ensures a basic level of quality in the 
services received from an agency.  

CFAI Commission on Fire Accreditation International 

CPSE Center for Public Safety Excellence 

Customer(s) The person or group who establishes the requirement of a process and receives 
or uses the outputs of that process; or the person or entity directly served by the 
department or agency. 

DOIT Department of Information Technology 

Efficiency A performance indication where inputs are measured per unit of output (or vice 
versa). 

EMS Emergency Medical Services 

Environment Circumstances and conditions that interact with and affect an organization. 
These can include economic, political, cultural, and physical conditions inside or 
outside the boundaries of the organization.  

Input A performance indication where the value of resources is used to produce an 
output. 

Mission  An enduring statement of purpose; the organization's reason for existence. 
Describes what the organization does, for whom it does it, and how it does it. 

NFPA National Fire Protection Association 

Outcome  A performance indication where qualitative consequences are associated with a 
program/service; i.e., the ultimate benefit to the customer. 

Output  A performance indication where quality or number of units produced is 
identified. 

PORT Pasadena Outreach Response Team 

SOG Standard Operating Guide 

SOP Standard Operating Procedure 

Stakeholder  Any person, group, or organization that can place a claim on, or influence the 
organization's resources or outputs, is affected by those outputs, or has an 
interest in or expectation of the organization.   

Strategic Goal  A broad target that defines how the agency will carry out its mission over a 
specific period of time. An aim. The final result of an action.  Something to 
accomplish in assisting the agency to move forward. 

Strategic A specific, measurable accomplishment required to realize the successful          
Objective completion of a strategic goal.   
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Strategic Plan A long-range planning document that defines the mission of the agency and 
broadly identifies how it will be accomplished, and that provides the framework 
for more detailed annual and operational plans.  

Strategic 
Planning 

The continuous and systematic process whereby guiding members of an 
organization make decisions about its future, develop procedures and 
operations to achieve that future, and determine how success is to be measured. 

Strategy A description of how a strategic objective will be achieved. A possibility.  A plan 
or methodology for achieving a goal.  

SWOT Strengths, Weaknesses, Opportunities and Threats. 

Vision An idealized view of a desirable and potentially achievable future state - where 
or what an organization would like to be in the future.  
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Appendix 1 

Community Expectations 
Understanding what the community expects of its fire service organization is critically important 

to developing a long-range perspective. With this knowledge, internal emphasis may need to be 

changed or bolstered to fulfill the community's needs. 

Respondents were asked to list, in priority order, up to five subjects relative to the expectations 

they have for the Pasadena Fire Department. Responses were then analyzed for themes and 

weighted. The weighting of the prioritized responses was as follows: if it was the respondent’s first 

entry, then it received five weighted points. Weighting gradually decreased so that if it was the 

respondent’s fifth entry, then it received one weighted point. The weighted themes were then 

sorted from the highest cumulative weight to the lowest cumulative weight and listed below. The 

numbers in the parentheses are the cumulative weighted value that correlated with the theme 

identified. While the themes are listed in prioritized, weighted order, all responses were important 

in the planning process. The following are the expectation responses of the community 

stakeholders:   

Community Expectations of the Pasadena Fire Department 
(in priority order) 

1. Increased response times. Quick response. Response time to calls. Speedy response times. Fast 

efficient service. When calling for service, the FD will respond quickly. (35) 

2. Continuing to provide essential services like fire prevention, EMS, and wildland fire 

suppression assistance. Provide assistance and life safety to community. Keep the public safe. 

Efficient operation. Respond to safety issues when called for service. (28) 

3. Helping the community to learn how they can be of assistance when the fire department is too 

busy through programs like CERT and Map your Neighborhood. Pro-active guidance re; safety 

issues. Finding innovative ways to get people to prepare for an earthquake, need to find ways 

to make people prepare today instead of procrastinating. Working with organizations to 

mitigate fire risks, we depend on PFD to tell us the things we don't know. (13) 

4. Professionalism. Professional staff know what they are doing and do it well. Department 

personnel will be professional, knowledgeable and well trained. (12) 

1. Utilize resources / strategically and effective staffing. Ensure appropriate resources are 

available to provide required response. (6) 

2. Put out fires quickly with minimal damage to buildings and contents. (5) 

3. Be prepared and extremely well trained. (5) 

4. Honest communications about real needs in the department and not driven by political 

reasons. (5) 

5. Well trained, quick responding paramedics. (5) 

6. Adapt to both the community needs and the city organization needs, they are in the same. (4) 
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7. Be passionate and thoughtful about the job. (4) 

8. Changing the culture of the department so it aligns with the mission of the city. (4) 

9. To become realistic with future budget shortfall and manage the department within its own 

budget. Cost of services will be reasonable. (4) 

10. Top notch equipment. (3) 

11. Timeliness in response to client’s floor plan approvals holds up clients from booth space since 

it has not been approved. (3) 

12. Collaborate and take feedback from other city departments to develop constructive plans. (3) 

13. Get rid of mediocrity and promote capable people to manage and run the department. (3) 

14. Objective review in fire prevention that allows for reasonable improvements we expect code 

enforcement in manner that is collaborative, not punitive. (3) 

15. Continually improve, take advantage of new technologies, trends, and practices to effectively 

deliver services. (2) 

16. To utilize available media and social media outlets to better educate and empower the 

community on fire prevention and disaster preparedness. (2) 

17. Engaging public face for city government. Community-oriented. (2) 

18. Checking on homes and commercial buildings for fire hazards and requiring owners to 

mitigate. (2) 

19. Courteous and respectful. (2) 

20. Consistency with onsite standbys in support of shows, productions, and events. Each officer 

has their interpretation and concerns that varies from what has already been approved. (2) 

21. Safety and security for all people involved in an incident. (2) 

22. To spread more resources to programs like PORT to address homelessness in Pasadena. (1) 

23. Notification of new regulations that would affect public venues. (1) 

24. Do not duplicate or complicate processes and functions within and across city departments. 

(1) 

25. Realizing the trauma that people have gone through, empathy is extremely important. (1) 

 

 

 

Areas of Community Concern 
The planning process would be incomplete without expression from the community stakeholders 

regarding concerns about the organization. Some areas of concern may, in fact, be a weakness 

within the delivery system, while some weaknesses may also be misperceptions based upon a lack 

of information, understanding, or incorrect information.  

Respondents were asked to list, in priority order, up to five concerns they have about or for the 
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department. Responses were then analyzed for themes and weighted. The weighting of the 

prioritized concerns was as follows: if it was the respondent’s first entry, then it received five 

weighted points. Weighting gradually decreased so that if it was the respondent’s fifth entry, then 

it received one weighted point. The weighted themes were then sorted from the highest 

cumulative weight to the lowest cumulative weight and listed below. The numbers in the 

parentheses are the cumulative weighted value that correlated with the theme identified. While 

the themes are listed in prioritized, weighted order, all responses were important in the planning 

process. The following are the concerns of the community stakeholders prioritized and weighted 

accordingly:   

Areas of Community Concern about the Pasadena Fire Department  
(verbatim, in priority order) 

1. That the department will be stretched so thin that services may suffer. Shortage in fire 

prevention affecting service levels. Staffing - hiring qualified people. That staffing and 

equipment are adequate. (21) 

2. Ongoing impacts of pension/budget challenges. Cost to deliver services rising/pensions. Cost 

to provide services greatly exceeding resources available. Ability to deliver exemplary services 

with tight budgets and limited resources. (19) 

3. Nepotism and diversity in the hiring process. Need to recruit the best talent to perform 

services. There is a lack of gender diversity in management. (13) 

4. How to address public event safety planning - balancing threats/possible risks with being 

community-friendly. Focus on operations in a changing environment. Lack of EOC 

training/actual exercises. (11) 

5. Limited staff and resources per city budget. That resources will be reduced because of 

budgetary needs. Managing budget of the department and becoming a burden on other 

departments of the city. (10) 

6. Fire union narrowly concerned with sworn personnel and not the health of organization and 

community. Perception the union is too strong in that they want and demand things that may 

not be in the best interest of the department or city. (8) 

7. Lack of utilizing media outlets to provide educational informational tools to the public - need 

a public information officer. Proactive, is the community aware of threats to safety. (5) 

8. Delay in floor plan approval process, impacts clients with sales and services. (5) 

9. Lack of leadership in critical decision making. (5) 

10. Inspections done at peak times in the middle of an event, where it is difficult to make 

immediate modifications. (4) 

11. Reputation for adding costs without changing service mix, e.g., minimum staffing level changes. 

(4) 

12. That everything/anything necessary to keep the team safe is available. (4) 
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13. Inconsistency of officers from day to day, therefore expectations changes throughout an event. 

(3) 

14. Facility conditions. (3) 

15. The need to ensure equipment is up to date and represents the "best in class" available. (3) 

16. Does the department provide the same level of service to ALL customers for ALL of its 

functions? (3) 

17. Technology - are we up to date? (2) 

18. Collaboration with other city departments not thoroughly integrated in fire processes. (2) 

19. That expectations of resident/business requirements are reasonable. (2) 

20. Concerns of political influence in the operations of PFD, politics doesn’t have a role in the 

operations of the fire department. (2) 

21. Appropriate training for all staff occurs. (2) 

22. Results and recommendations of the plan will not be implemented because of buy-in issues 

and other internal struggles. (1) 

23. Is customer service being tracked - deficiencies evaluated. (1) 
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Positive Community Feedback 
The CPSE promotes the belief that, for a strategic plan to be valid, the community’s view on the 

organization’s strengths must be established. Needless efforts are often put forth in over-

developing areas that are already successful. However, proper utilization and promotion of the 

strengths may often help the organization overcome or offset some of the identified weaknesses.  

Positive Community Comments about the Pasadena Fire Department  
(verbatim, in no particular order) 

 Excellent customer service to the community. 

 Passionate staff members from bottom to top. 

 The department provides services to all segments of the community. 

 Visible and positive leadership presence in the community, from attending meetings to 

networking.  

 Friendly engaging personnel. 

 Aware of event-related safety issues. 

 When I see a PFD truck or ambulance, I feel proud to be a resident. 

 Current chief is very community-oriented and engaging. 

 Professional and helpful. 

 Quick response times to medical calls. 

 Solution-oriented. 

 Communication to the community via social media. Perception of transparency. 

 Engaged in the community. 

 Seems like a well-run organization. 

 It’s the old “no news is good news” and I haven’t read about any problems with PFD. 

 I guess you could say my not thinking about PFD very much is a true positive because I’ve got no 

complaints. 

 Professional staff. 

 Equipment is up to date. 

 Leadership. 

 Community support. 

 Well trained department.  

 Reputation within the community is strong and well supported. 

 Achieved accreditation a few years back, a huge plus for insurance rates and visibility of the 

department nation-wide. 

 Dedicated employees with low turnover. 

 Generally willing to go through planning processes to provide necessary feedback. 
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 Management staff is willing to be partners to others and be visible in the community. 

 Great and knowledgeable staff with a positive attitude. 

 Responsive to community needs. 

 Great partner with stakeholders in the region. 

 The members I have interacted with are passionate, concerned, professional, communicative, 

and eager to assist. 

 Management, supervisors, and officers seem very aware of team member skills and abilities and 

hold them accountable to expectations. 

 Always willing to be good partners. 

 Always try to be proactive to community needs, re: PORT team. 

 Terrific leadership running the organization. Chief Washington and Chief Frieders are terrific 

leaders and well respected. 

 The event planning group does an exceptional job planning around major events in Pasadena. 

 PFD is well respected in the diverse communities of Pasadena and continue to build goodwill 

with residents of the community. 

 Responsive. 

 Primary focus on safety. 

 The ability to handle and accommodate a psychiatric call or crisis.  

 Good bedside manners when dealing with the public on calls, particularly in an acute diabetic 

situation. 

 Positive public-facing staff. 

 They work collaboratively with other departments in the city. 

 Demonstrated desire to help the community. 

 Diligent and hard-working staff. 

 Respectful of the community and other city staff. 

 

 

Other Thoughts and Comments 

The community was asked to share any other comments they had about the department or its 

services.  The following written comments were received:  

Other Community Comments about the Pasadena Fire Department 
(verbatim, in no particular order) 

 PFD personnel exude professionalism and respect what makes Pasadena a cherished place. 

Future efforts should focus on maintaining this appearance-and level of service-and avoid being 

politized in policy, endorsement, or budget challenges. 
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 Good staff and leadership in PFD. The challenge is rising costs and is it sustainable? 

 Excited about the department’s investment in themselves and the results that will come from 

this plan. 

 I hope that all members of the department will support this initiative and take an interest to help 

lead in the outcomes. 

 Don’t do a strategic plan unless you intend to implement it. 

 Are there ways for the stations to better connect with their neighborhoods, such as an open 

house? PPD has curbside coffee to meet residents, understand their concerns, and develop a 

sense of the community. 

 It has been a pleasure working with PFD over the past three years. They are consummate 

professionals that always work towards solutions that are responsive to requests and always 

trying to find win-win solutions for any issues. 

 They are true partners in the community. 

 The department’s culture has been that of collaboration and working together towards problem-

solving-this should be reinforced and fostered. 

 Great department! 

 Chief and the command staff are well-liked and respected. 
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Appendix 2 

Strengths  
It is important for any organization to identify its strengths to ensure that it can provide the 

services requested by the community, and that strengths are consistent with the issues facing the 

organization. Often, identification of organizational strengths leads to the channeling of efforts 

toward primary community needs that match those strengths. Programs that do not match 

organizational strengths, or the primary function of the organization, should be seriously 

reviewed to evaluate the rate of return on staff time and allocated funds.  

Through a consensus process, the department stakeholders identified the department’s strengths 

as follows:  

Strengths of the Pasadena Fire Department 

Diversity of department personnel Current fiscal year is good (we get $$) 

Fiscal climate is very good for us Government and community support 

Event management and collaboration PPE and equipment (latest and greatest) 

Aid agreements and specialized resources Motivated personnel (young department) 

Commitment to environmental 
sustainability; EV’s and renewable diesel 

Class 1 and accreditation (sets goals and saved 
the training chief position) 

Multiple revenue streams Reputation 

Work schedule Customer service 

Highly efficient personnel Highly trained personnel 

“Can-do” attitude 
Opportunity to grow through 
innovation/creativity 

Proactive mentality Good emergency response times 

Social and economically diverse department Culturally progressive 

People!!  Job knowledge 

Community activities Public perception 

Strong inter-agency relationships Willing to be innovative 

Focus on firefighter health and wellness EMS (pilot programs, humeral 10, Lucas, etc..) 

 
 

 

 

 

 

 

 

 

Weaknesses 
For any organization to either begin or to continue to move progressively forward, it must not only 
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be able to identify its strengths, but also those areas where it functions poorly or not at all. These 

areas of needed enhancements are not the same as threats to be identified later in this document, 

but rather those day-to-day issues and concerns that may slow or inhibit progress. The following 

items were identified by the department stakeholders as weaknesses:  

Weaknesses of the Pasadena Fire Department 

Lack of training programs-employee 
development 

Vacancy projections (retirements, laterals, 
etc..) 

Lack of transparency and communication Lack of support 

Behind in technology, equipment, and 
redundant systems 

Organizational responsibility/division of 
labor transparency 

Poor fleet management Poor condition of facilities 

Inconsistent recruiting practices Failure to execute plans 

Lack of department cohesion and comradery 
across divisions 

Failure to capture impact fees 

Lack of relevant policies We are reactive and not pro-active 

Weak social media presence Performance measures not incorporated 

Employee recognition inconsistency Uneven distribution of the workload 

Missing revenue opportunities in fire 
prevention   

Inconsistency of hiring/promotional 
processes 

No SOP’s/SOG’s for fire prevention Database is inefficient 

PFD website is outdated and not helpful Staffing and retention at all ranks 

Lack of financial resources Lack of I.T. support from the city 

Lack of leadership Land-locked, inability to grow 

Lack of communication (admin/prevention) No training manual 

Lack of discipline/accountability Lack of respect  

Too many “10’s” in various programs Lack of admin support staff 

Lack of implementation and utilization of 
technology 

Roadblocks to innovations due to individual 
opinions of some members 

Delayed/slow decision-making and approvals Duplication of efforts with data collection 
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Opportunities  
The opportunities for an organization depend on the identification of strengths and weaknesses 

and how they can be enhanced. The focus of opportunities is not solely on existing service, but on 

expanding and developing new possibilities both inside and beyond the traditional service area. 

The department stakeholders identified the following potential opportunities: 

Opportunities for the Pasadena Fire Department 

Technology and pre-built solutions Funding through grants and donations 

Interaction with schools and universities Implement items from the Facet Report 

Career development with outside resources More department activities across divisions   

More active involvement in regional and 
national events/activities 

Health and wellness program for non-sworn 
members   

Increase prevention staffing; 
inspections/clerical  

Residential inspections transferred to 
prevention  

Charge for operational permits Tiered dispatch   

On-site college degree programs for PFD 
members 

Revenues allocated to fire budget and not the 
general fund 

Capitalize on building/development within 
the city for fire 

Support for participation in recognizing 
councils and organizations 

California State Fire Marshall master 
instructors 

Develop an International exchange program 

Opportunities for apprenticeships to augment current programs 
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Threats  
By recognizing possible threats, an organization can reduce the potential for loss. Fundamental to 

the success of any strategic plan is the understanding that threats are not completely and/or 

directly controlled by the organization. Some of the current and potential threats identified by the 

department stakeholders were as follows:   

Potential Threats to the Pasadena Fire Department 

Climate change Election cycles 

Increased development in the city Demographic changes 

Budgetary competition Domestic terrorism  

Adverse political decisions Cyber terrorism 

Socioeconomic changes Competitive hiring practices 

Health risk and outbreaks Expansion of mass transit 

Competing interests from other departments 
for grants and personnel 

Inability of other departments to provide 
support and resources 

Aging city infrastructure Changing industry standards 

Growing mental health issues and increase in 
the homeless population 

Complacency from the community and their 
concern with the department  

Confining and restrictive bureaucratic 
processes 

Neighboring AHJ’s and changes to levels of 
service 

Regulatory changes and unfunded initiatives Continued exposure to toxins and cancer 

Aid agreements and sharing resources Uncertain financial times 

Fewer resources statewide for larger emergencies (wildfires and natural disasters) 
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Appendix 3 

The following information is the raw data from the deliberation of the two workgroups. The 

information in each table is linked to a strategic initiative that the overall group, by consensus, 

determined was something that the department should pursue for change and continuous 

improvement. 

Critical and Service Gap Issues Identified by the Department Stakeholders 

 

Initiative 
Link 

Group 1 Group 2 

S
ta

ff
in

g
 

Personnel Resources 
o Money-qualifications 
o Time 
o HR projections (staff and funding) 
o Retention 
o Support 
o Recruitment 
o Resource allocation 
o Common vision/mission 
o Reputation 
o Neighboring agencies 
o Execution 

Staffing 
o Funding 
o Workload 
o Alignment of skillset 
o Upward mobility 
o Lack of candidates 
o Prolonged hiring process 

 
 
 

 
Initiative 

Link 
Group 1 Group 2 

T
e

ch
n

o
lo

g
y

 

Technology 
o Contemporary 
o Interoperability 
o Staffing and availability 
o Social media presence 
o Outdated website/ not currently 

helpful for citizens 
o Under-utilized capabilities. I.E... 

Smart classroom and Go-To 
meeting) 

Technology 
o No integration of new technology 
o Inconsistent or lack of continuous 

training 
o No long-term planning for new 

systems and programs 
o De-centralized systems 
o Lack of resources and 

communications sustain new 
technology 

 
Initiative 

Link 
Group 1 Group 2 

S
u

cc
e

ss
io

n
 

P
la

n
n

in
g

 

N/A 

Succession Planning 
o Training and cross-training 
o Funding 
o Siloed work/communication 
o Professional development 
o Financial incentives 
o Undefined scopes of work 
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Initiative 
Link 

Group 1 Group 2 

T
ra

in
in

g
 

Training 
o Facilities and 

time 
o Qualified 

instructors 
o Funding 
o Standardization 
o Up to date 

documents 

o Mandated training 
for fire prevention 
personnel 

o Training records 
o Culture 
o Outlook/scheduling 

N/A 

 
Initiative 

Link 
Group 1 Group 2 

F
le

e
t 

N/A 

Fleet 
o Funding 
o Bureaucracy 
o Staffing/EVT 
o Replacement cycle 
o Maintenance schedule 
o Inadequate maintenance 

facilities 

 
The following information is the raw data from the deliberation of the two workgroups. The 

information in each table is not linked directly to a strategic initiative, but remains important. The 

department is best served to understand and embrace this other information as it moves forward 

for deliberative purposes and consideration of support of the strategic initiatives. 

Critical and Service Gap Issues Identified by the Department Stakeholders 

 

Topic Group 1 Group 2 

B
u

re
a

u
cr

a
cy

 

Bureaucracy 
o Approval process 
o Differing priorities 

and/or perceptions 
o Personal agendas 
o HR-transparency 
o Consistency 

 
o Accountability 
o Stakeholders 

communication 
o Complacency 
o Slow to respond 
o Collaboration 

                              N/A 
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Topic Group 1 Group 2 
M

o
ra

le
 

Morale 
o Reputation/recognitio

n 
o Respect 
o Agendas 
o Staffing 
o Purpose 
o Support/leadership 

 
o Balance (workload, 

priorities) 
o Transparency 
o Pride and 

ownership 
o Trust 

                              N/A 

 
Topic Group 1 Group 2 

In
fr

a
st

ru
ct

u
re

 a
n

d
 

E
q

u
ip

m
e

n
t 

Infrastructure and Equipment 
o The need (communicating and projecting) 
o Funding 
o Buy-in (community and gov) 
o Health and safety 
o Maintenance 
o Meets or exceeds industry standards 
o Long-term 
o Quality 
o Process 

                                 N/A 

 
Topic Group 1 Group 2 

C
a

p
it

a
l 

Im
p

ro
v

e
m

e
n

t 
P

ro
je

ct
s 

N/A 

Capital Improvement Projects 
o Funding 
o Land-locked 
o Maintenance 
o Purchasing process 
o City-wide priority 
o Obsolete facilities 
o Bureaucracy 

 
 


