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Introduction 
The Washington Township Fire Department (WTFD) provides an all-hazards approach to protecting 
the lives and property of the residents, businesses, and visitors of Centerville and Washington Township, 
Ohio. WTFD 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 with a basis in the Commission on Fire 
Accreditation International’s (CFAI) fire and emergency service accreditation model 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 developing their organization’s 
long-term direction and focus. Members of the organization’s community and agency stakeholders’ 
groups demonstrated commitment to this important project and remain committed to the document’s 
completion and plan execution. 
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Organizational Background 
The Washington Township Fire 
Department is a full-service agency 
dating back to 1946. The department has 
evolved into a professional organization 
that provides fire suppression response 
and emergency medical services. The 
performance of the department’s men 
and women has earned accreditation by 
the fire service industry through the 
Center for Public Safety Excellence 
(CPSE). In addition, The Washington 
Township Fire Department serves an 
approximate population of 60,000 
residents and thousands more employed within the community. Growth and increase in population have 
and will provide for specific risks for which The Washington Township Fire Department considers, 
prepares, and deploys its resources.  


Today, WTFD reflects on its history and remains committed to 
providing all-hazards emergency services and education to its 
community with professionalism, integrity, and compassion. The 
Washington Township Fire Department continues to honor its 
community by providing quality services through its proactive focus 
on risks and deployment from five stations located strategically 
throughout the 31 square miles of coverage area. Staffed to support the 
community, WTFD embraces its future vision and excellence in service 
delivery.  
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Organizational Structure 


 
Community-Driven Strategic Planning 
For many successful organizations, the community’s voice drives their operations and charts the course 
for their future. A community-driven emergency service organization 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 the WTFD’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. 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 regularly, 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 
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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.     


The Community–Driven Strategic Planning Process Outline  


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 and 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 which logically can be provided in the future.  


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. 
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Process and Acknowledgements 
The Center for Public Safety Excellence (CPSE) acknowledges and thanks the community and agency 
stakeholders for their participation and input into this community-driven strategic planning process. 
The CPSE also recognizes Fire Chief Scott Kujawa and the team of professionals that participated for 
their leadership and commitment to this process.   


Development of this strategic plan took place in January 2021, beginning with meetings hosted by a 
representative from the CPSE for community members (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 Washington Township Fire 
Department’s coverage area and some who were recipients of WTFD’s service(s). 


Washington Township Fire Department’s Community Stakeholders 


Mike Brem Matt Brown Ken Carter Brooks Compton Lauren Coyle 


Wayne Davis Beth Duncan Greg Fay Kenny Forrer Liz Fultz 


Jennifer Gibbs Eric Heigel Dr. Tom Henderson Ike Imhof Joe Lavigne 


Jesse Lightle Sharon Lowry Brandy Mariani Norman Mayne Mark Metzger 


Dr. Kathy Platoni Rita Pritchard Wes Ramsey Greg Stout Pamela Tipps 


Marquita Turner Terry Watson Arno Weller Jon Wesney Tyler Wilson Mike Yoder 
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Community Group Findings 
A key element of the Washington Township Fire Department’s organizational philosophy is having a 
high level of commitment to the community and 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. Additional input was gathered during the meeting that discussed 
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 agency 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 Priorities    
To best dedicate time, energy, and resources to services most desired by its community, the WTFD must 
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 


Emergency Medical Services 1 177 


Fire Suppression 2 127 


Technical Rescue 3 105 


Domestic Preparedness Planning and Response 4 93 


Public Fire and Life Safety Education 5 77 


Hazardous Materials Mitigation 6 74 


Prevention 7 71 


Fire Investigation 8 32 


See Appendix 1 for a complete list of the community findings, including expectations, areas of concern, 
positive feedback, and other thoughts and comments.  
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Agency Stakeholder Group Findings 
The agency stakeholder work sessions were conducted over 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 representing a broad cross-section of the department, as named and pictured below. 


Washington Township Fire Department Stakeholders 


Tom Achor Josh Augustine Nick Bergman Troy Bonfield 


Julia Chubner Darian Edwards Ian Emmons Michael Guadagno 


Brendan Harnish Scott Henry Joel Holbrook Mariana Jones 


Jeff Joseph Scott Kujawa Patrick Powell Stephanie Roth 


David Schmolinsky William Sutter 


  
Agency 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 Washington Township Fire Department  
provides exceptional emergency and non-emergency services  


to enhance the safety and well-being of our community. 


Values 
Values embraced by all organization members 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:  


Community - The safety and well-being of your family and ours through engagement 
and education. 


Integrity - Actions, values, and principles consisting of honesty and transparency. 


Service - Efficient and highly skilled response that anticipates and exceeds the needs of 
the community. 


Professionalism - A high degree of compassion and competence. 







 


 
Page 8 


 
 


 


Vision 


To provide the highest quality, most effective, safe, and 
compassionate emergency services in the region. 


The mission, values, and vision are the foundation of this organization. Thus, every effort will be made 
to keep these current and meaningful so that they guide the individuals who make up the Washington 
Township Fire Department to accomplish the goals, objectives, and day-to-day tasks. 


Motto 


Proudly Protecting the Community 


 


  
Agency Stakeholders Work Session 
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Programs and Services 
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 those core deliverables 
provided by the department. Supporting services are all the internal and external programs and services 
that help the WTFD 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 agency stakeholders 
understand many local, state, and national services support its delivery of identified core programs. 


Through a facilitated brainstorming session, the agency stakeholders agreed upon the core programs 
provided to the community and many of the supporting services that support the programs. This session 
provided an understanding of the 
differences and the important key elements 
of the delineation.  


SWOT Analysis 
An organization candidly identifies its 
positive and negative attributes through a 
SWOT analysis (strengths, weaknesses, 
opportunities, and threats). The SWOT 
analysis also provides an opportunity for an 
organization to evaluate its operating 
environment for areas in which it can capitalize and those that pose a danger. Agency stakeholders 
participated in this activity to record WTFD’s strengths and weaknesses and the possible opportunities 
and potential threats. Information gathered through this analysis guides 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 agency stakeholders.  


  


Agency Stakeholders Work Session 
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Critical Issues and Service Gaps 
Following the identification and review of the department’s SWOT, two separate groups of agency 
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 strategic initiatives, which will ultimately lend direction for the development of goals, 
objectives, critical tasks, and timelines.  


Strategic Initiatives 
Based on all previously captured information and the determination of critical issues and service gaps, 
the following strategic initiatives were identified as the foundation for developing goals and objectives. 


Washington Township Fire Department’s Strategic Initiatives 
Internal Engagement Training Community Engagement  


Workforce Development Health and Safety 


Goals and Objectives 
To continuously achieve the mission of the Washington Township Fire Department, realistic goals and 
objectives with timelines for completion must be established. These will enhance strengths, address 
identified weaknesses, provide a clear direction, and address the community’s concerns. 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 WTFD’s 
leadership.  
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Goal 1 
Enhance internal communication and engagement to foster a more 
knowledgeable and harmonious workplace. 


 


Objective 1A 
Identify all current and potential internal upward and downward communication 
mechanisms.  


Timeframe 6-9 months Assigned to:   


Critical Tasks 


• Establish an Internal Communications Committee consisting of one firefighter from 
each shift, one lieutenant from each shift, and two chief officers.  This committee will 
follow Fire Department Committee policy (Policy 208). 


• Identify past and current employee communication methods that are utilized to 
disseminate department information. 


• Send out an electronic survey to department members to identify the value of current 
processes.  


• Compile the data from the survey. 
• Research new methods to disseminate information that could be utilized from external 


sources.  This should include other fire departments and non-fire organizations. 
Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  


 
Objective 1B Enhance, create, or develop improved internal communication mechanisms. 
Timeframe 3 months Assigned to:  


Critical Tasks 


• Evaluate and prioritize selected communication mechanisms. 
• The committee will consider methods that they believe will be most useful and 


effective. 
• Utilizing these findings, research the cost of systems and associated equipment needed 


as well as workforce hour requirements. 
• Seek any internal subject matter experts and select project managers for each 


communication mechanism.   
• Identify any long-term upgrades and needs. 
• Seek funding and approval for selected mechanisms.  
• Establish a department policy with proper use of mechanisms, as needed.   


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  
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Objective 1C Implement and review methods previously identified. 
Timeframe 9-12 months Assigned to:  


Critical Tasks 


• Purchase equipment and systems needed to implement communication mechanisms. 
• Place any new equipment or systems in service and confirm proper operation. 
• Complete any needed in-service training on mechanisms. 
• Implement established communication mechanisms. 
• Issue out any appropriate department policies or rules associated with mechanisms. 
• Set clear expectations about communications and methods that will be used.  
• Every six months, each specific method will be re-evaluated for use and efficiency. 


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  


 


Objective 1D 
Utilize identified communication mechanisms for conveying expectations and 
institutional knowledge. 


Timeframe 6 months-ongoing Assigned to:  


Critical Tasks 


• Establish needs of the workforce regarding expectations (expectation of them and their 
supervisor) and the why of our department programs.    


• Identify a list of institutional knowledge that needs to be disseminated, ex: CAAS, 
Accreditation, ISO, department history, etc. 


• Compile the information found and seek out the program manager.   
• The program manager, or a designee, should assist with putting together information 


to be disseminated to the workforce to explain the purpose of their program. 
• Establish the most appropriate way to disseminate the information, ex: Come up with 


a short description for training (could be just one part of a large program) and put it 
on a station status board for six days.  These trainings can be repeated throughout the 
year. 


• This objective should be ongoing and continually evaluated for content. 
Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  
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Goal 2 
Strengthen department training and education to improve member competence 
and service delivery to our community.   


 


Objective 2A 
Review and enhance driver operator training to improve competence, 
consistency, and safety.   


Timeframe 12-15 months Assigned to:   


Critical Tasks 


• Assign an objective manager to review initial driver operator program and delivery.  
• Review driver operator continuing education and delivery.  
• Review industry best practices and standards. 
• Identify and evaluate deficiencies in the program.  
• Establish an annual competency evaluation and annual training requirements.  
• Determine and seek funding as needed.    
• Revise the current program to meet the newly determined goals.  
• Obtain training division approval.  
• Implement changes to the program.  
• Re-evaluate annually. 


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  


 


Objective 2B 
Review and enhance officer development to improve personal and professional 
growth.   


Timeframe 12-15 months Assigned to:  


Critical Tasks 


• Assign an objective manager to analyze current officer development resources, i.e., 
succession plan, task books, etc. 


• Review industry best practices and standards. 
• Identify and evaluate deficiencies in the program.  
• Determine and seek funding as needed.    
• Revise the program to include a minimum of 12 hours of annual training for current 


officers.  
• Obtain training division approval.  
• Implement changes to the program.  
• Re-evaluate annually. 


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  
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Objective 2C 
Review and enhance internal department training to improve consistency and 
service delivery.    


Timeframe 12-15 months Assigned to:  


Critical Tasks 


• Assign the objective to the training committee to review internal department training 
program and delivery.  


• Develop a survey to seek department input on internal training program.  
• Review industry best practices and standards. 
• Review survey results. 
• Identify and evaluate areas of improvement.   
• Determine and seek funding as needed.  
• Revise the program.  
• Obtain training division approval.  
• Implement changes to the program.  
• Re-evaluate semi-annually for year one. 


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  


 


Objective 2D 
Review and enhance training with external agencies to foster relationships, 
integration, and improve safety.   


Timeframe 12-15 months Assigned to:  


Critical Tasks 


• Assign the objective to the training chief to review training with external agencies.  
• Review local policies and standards. 
• Identify and evaluate training gaps and relevant topics.   
• Determine and seek funding as needed.  
• Continue to pursue networking opportunities.  
• Implement changes as needed.  
• Re-evaluate annually. 


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  
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Objective 2E 
Develop and Implement department field training program to provide consistent 
delivery of initial training.    


Timeframe 18-24 months Assigned to:  


Critical Tasks 


• Assign objective to training chief. 
• Develop criteria for selection as a field trainer in the following areas; driver operator, 


EMS, and fire suppression. 
• Seek member interest with supervisor recommendations for field trainer position.  
• Create a selection process for a field trainer position.  
• Select field trainers. 
• Provide training for selected field trainers. 
• Implement a field trainer program.  
• Annually re-evaluate the program. 


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  


 
 


Goal 3 
Enhance community engagement through department activities to promote 
transparency and establish positive relationships.    


 


Objective 3A 
Enhance communication with the community through the use of technology to 
improve transparency. 


Timeframe 6-12 months Assigned to:   


Critical Tasks 


• Create a committee to evaluate community communications to provide transparency 
of department programs and services.  


• Committee will identify current communications methods. 
• Committee will analyze current communication effectiveness through user surveys 


and site analytics to determine the efficacy. 
• Research possible social media outlets, websites, news media, and other community 


communication channels. 
• Develop potential changes and solutions to enhance community communications 


based on research results. 
• Seek approval and funding for proposed improvements. 
• Implement approved program changes. 
• Obtain data through user surveys and site analytics to determine effectiveness. 
• Review new communication methods annually.  
• Make program revisions as identified through collected data.    


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  
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Objective 3B 
Increase fire and safety education within the business community to mitigate or 
eliminate risks. 


Timeframe 11-24 months Assigned to:  


Critical Tasks 


• Create a committee to determine a listing of subject matter for presentations to the 
business community to mitigate or eliminate risks to their business. 


• Identify businesses with potentially high risk/high-frequency hazards.  
• Charge workgroup with prioritizing business groups to focus on mitigation efforts 


including but not limited to EMS, fire suppression, technical rescue, hazardous 
materials, and other risk reduction efforts.  


• Survey identified business groups about desired participation, needs, and desires. 
• Develop and submit for approval a subject list of educational materials, presentation 


methods, and presenters. 
• Assign program managers and presenters within the organization to implement 


programs. 
• Receive feedback or conduct follow-up surveys post-interaction to determine the 


effectiveness of the program. 
• Review feedback and revise programs twice annually to increase effectiveness. 


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  


 


Objective 3C 
Promote residential fire and life safety education to reduce preventable injuries 
and loss. 


Timeframe 12-24 months Assigned to:  


Critical Tasks 


• Create a workgroup to determine a listing of subject matter for presentations to 
residents to mitigate or eliminate risks to themselves or households. 


• Identify the resident activities with potentially high risk/high-frequency hazards.  
• Charge workgroup with prioritizing activities to focus on mitigation efforts, including 


but not limited to EMS, fire suppression, technical rescue, hazardous materials, and 
other risk reduction efforts.  


• Survey resident groups about desired participation, needs, and desires. 
• Develop and submit for approval a subject list of educational materials, presentation 


methods, and presenters. 
• Assign program developers and presenters within the organization to implement 


programs. 
• Receive feedback or conduct follow-up surveys post-interaction to determine 


effectiveness of the program. 
• Review feedback and revise programs twice annually to increase effectiveness. 


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  
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Objective 3D 
Strengthen community outreach to improve knowledge of departmental 
programs and services. 


Timeframe 6-12 months Assigned to:  


Critical Tasks 


• Form a committee to enhance awareness of department programs and services.  
• Committee will identify current program offerings and internal knowledge of the 


program subject matter. 
• Analyze the effectiveness, need, and active participation of the public regarding 


current department programs through surveys, data collection, and post-course 
evaluations. 


• Research and identify potential community outreach informational sources and 
programs such as community interaction events and publicized resources.  


• Develop programs and determine associated costs based on research data and 
potential audience. 


• Submit for approval suggested programs and estimated costs.  
• Assign approved programs to appropriate staff for timely implementation.  
• Re-analyze effectiveness, need, and active participation of the public on an annual 


basis through surveys and post-course evaluations.  
• Revise and update programs based on collected data.  


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  


 
 


Goal 4 
Formalize a workforce development program to foster growth, personal and 
professional development, and inclusion to create a destination workplace. 


 


Objective 4A 
Review and update the succession plan for the progression and success of future 
leaders. 


Timeframe 12-18 months Assigned to:   


Critical Tasks 


• The objective manager creates a department survey to determine desired outcomes. 
• Research and evaluate other organization’s succession plans. 
• Research and evaluate current industry standards and trends. 
• Read and review the current succession plan to determine applicability. 
• Maintain, update or rewrite department succession plan. 
• Send to command staff for approval. 
• Implement a succession plan. 
• Review and revise annually. 


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  
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Objective 4B 
Design and develop effective mentorship programs to promote inclusion among 
all members. 


Timeframe 18-24 months Assigned to:  


Critical Tasks 


• The objective manager will create a survey for department members for program 
interest and workgroup participation. 


• The objective manager will create a workgroup to brainstorm formal and informal 
processes for mentorship and inclusion. 


• The workgroup will review survey results. 
• Research and evaluate other organizations for current programs. 
• Develop programs. 
• Seek necessary funding to implement the program. 
• Coordinate and collaborate with the training division on the delivery of the formal 


programs. 
• Submit plan to command staff for approval of mentorship program. 
• Educate department members on the program intent and mentorship concepts. 
• Implement program. 
• The workgroup will re-evaluate the program quarterly for the first year, then annually.   


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  


 


Objective 4C 
Review and improve employee retention rates to create a culture that facilitates 
community and departmental pride. 


Timeframe 6-12 months Assigned to:  


Critical Tasks 


• The objective manager will create a workgroup.  
• The objective manager will create a three-part survey to gather information focused on 


employee retention, department culture, department, and community pride. 
• Research and evaluate other organization’s retention and recruitment plans. 
• Identify obstacles to implementation.  
• Develop programs. 
• Seek necessary funding to implement programs. 
• Send to command staff for feedback and approval. 
• Implement programs. 
• Evaluate the program annually and make changes accordingly. 


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  
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Goal 5 
Enhance the effectiveness of current health and safety programs and identify 
potential initiatives. 


 


Objective 5A 
Identify and mitigate risks through strong prevention and education to reduce 
the potential incidence. 


Timeframe 6-12 months Assigned to:   


Critical Tasks 


• Use the Health & Safety Committee to identify potential occupational risks. 
• Identify available resources providing information and guidance to mitigate 


occupational risks. 
• Evaluate the effectiveness of current processes. 
• Research alternative methods and programs for occupational risk reduction. 
• Determine appropriate methods, whether existing or new, and enhance as needed. 
• Seek funding and approval for new or revised program offerings. 
• Provide training and implementation on new programs. 
• Review annually and revise based on findings.  


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  


 


Objective 5B 
Identify and implement new or revised safety programs/processes to make 
workplace operations safer.   


Timeframe 6-12 months Assigned to:  


Critical Tasks 


• Use the Health & Safety Committee to identify operational safety hazards during 
emergency incidents. 


• Analyze the effectiveness of current safety procedures through review of past incidents 
and Post Incident Analysis forms.  


• Research new and revised programs that enhance operational safety.  
• Develop policies, procedures, and guidelines that address identified operational safety 


concerns. 
• Seek funding and approval for new or revised programs. 
• Provide training and implementation on new or revised programs. 
• Review at least annually or when appropriate and revise based on findings.  


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  
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Objective 5C Ensure continuous support of department member behavioral health. 
Timeframe 6-12 months Assigned to:  


Critical Tasks 


• Use the Health & Safety Committee, in conjunction with the Peer Support Group, to 
identify behavioral health opportunities to support members. 


• Develop analysis criteria and methods for measuring overall behavioral health tools. 
• Analyze the usage and efficiency of the data derived when available.  
• Research new and revised programs that enhance member behavioral health.  
• Develop procedures and guidelines that address member behavioral health. 
• Seek funding and approval for new or revised programs. 
• Provide training and implementation on new or revised programs. 
• Review at least annually or when appropriate and revise based on findings.  


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  


 


Objective 5D 
Advance overall wellness and fitness to ensure operational readiness and quality 
of life. 


Timeframe 6-12 months Assigned to:  


Critical Tasks 


• Use the Health & Safety Committee in conjunction with peer fitness trainers to 
recognize areas of improvement in current programs and identify future 
opportunities. 


• Analyze data from available metrics and member feedback. 
• Research other means of monitoring, IT solutions, practices, and equipment to further 


member wellness and fitness. 
• Develop targeted programs for department implementation.  
• Seek funding and approval for new or revised programs. 
• Provide training and implementation on new or revised programs. 
• Review quantitative and qualitative data at least annually and revise based on findings.  


Funding 
Estimate 


Capital Costs:  
Personnel Costs:  


Consumable Costs:  
Contract Services Costs:  
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Strategic Plan 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 overall vision but 
rather to confirm the futurity of the work that the agency stakeholders 
designed. This vision is intended as a target of excellence to strive toward 
and provides a basis for its goals and objectives.   


Washington Township Fire Department’s 2026 Vision 


is to continue to fulfill our personal and organizational commitment of earning trust through 
transparent efforts that enhance the lives of those we serve. This vision, our true futurity, will become 
a reality by striving to accomplish our goals and objectives. We will transition into this future by:  


Working with the local community, the members of our department will generate enhanced 
engagement through public education and increased fire and life safety education. These efforts will 
assist in reducing fire loss, injuries and increase the safety of the community we serve. 


Transforming our department through the provision of superb emergency and non-emergency 
services, we will be known as an internationally accredited agency on the leading edge of positive 
change. Health and safety for all department personnel will remain the highest priority. 


Focusing on preparing the next generation of leaders within the organization, we will enhance our 
workforce development endeavors. While remaining hyper-focused on our internal engagement, we 
will provide transparent leadership in a manner that takes care of our most valuable resource, our 
people. 


Diversity and inclusion will be the cornerstones of our ever-changing department. We will provide 
exceptional services to our community with integrity and professionalism, and our perseverance and 
selfless actions will guarantee a safer place to live, work and play. 


Together we will continuously do what is best for our community while honoring our history through 
the prism of the future. We commit to embracing our passion for what we do as we hold each other 
accountable for living our values, accomplishing our goals, 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 delivers 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 assessing progress toward 
achieving improved output. Organizations must 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. 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 developing 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 on 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 agency 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. 
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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.  


CAAS Commission on Accreditation of Ambulance Services 


CFAI Commission on Fire Accreditation International 


CSIM Critical incident Stress Management 


CPSE Center for Public Safety Excellence 


CRR Community Risk Reduction 


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.  


DTB Daily Training Bulletin 


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 organization’s boundaries.  


IAFC International Association of Fire Chiefs 


IAFF International Association of Firefighters 


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


ISO Insurance Services Office 


JPR Job Performance Requirements 


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. 


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 a quality or number of units produced is 
identified. 


SAM Self-Assessment Manual 


SOC Standards of Cover 


SOP Standard Operating Procedure 
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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. An aim. The final result of an action.  Something to accomplish in assisting 
the agency in moving forward. 


Strategic Objective A specific, measurable accomplishment required to realize the successful 
completion of a strategic goal.   


Strategic Plan A long-range planning document that defines the agency’s mission 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 makes decisions about its future, develops procedures and 
operations to achieve that future, and determines how success is 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 


USAR Urban Search and Rescue 


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 Washington Township 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, it received 
five weighted points. Weighting gradually decreased so that if it was the respondent’s fifth entry, 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 Washington Township Fire Department 
(in priority order) 


1. Quick response time to emergency calls. Provide timely response. Quick response time. Timely 
emergency medical services. Appropriate crew response time. Arrive to emergency in a timely 
manner. (69) 


2. Competent. Well trained. To be well trained. Their employees will have necessary training and skills 
to perform their job. Being on scene and having quality trained people with EMT skills. Properly 
trained and equipped personnel. Advanced knowledge and training. Highly trained, motivated, and 
disciplined team. (60) 


3. Teach us to save lives through fire prevention, community education. Training of the public on fire 
safety - Including adults, businesses (fire extinguishers). Education and training for public. 
Preventative education. Emergency preparedness and prevention. Provide educational sessions. 
Education for community. Great promotor of safety and a true role model for my children. (49) 


4. Courteous and professional to residents. Kind to residents. Approachable to community members. 
They will be courteous and professional. Compassion. High degree of professionalism. Courteous 
and professional customer service. Professional standards/ethics, professionalism. Friendly and 
welcoming responders. Professional with interactions. (31) 


5. Accessible to the community. Be responsive to and communicate efficiently and effectively with ALL 
customers. Community involvement. Community participation. Community engagement. (25) 


6. They will have all necessary tools, vehicles, etc. to perform their job. To be well equipped. Have ample 
supplies on hand for emergencies. Well supplied. Up-to-date equipment. Up to date equipment and 
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well maintained. Functioning equipment and gear. Have up-to-date equipment. Attention to detail, 
maintenance and cleanliness of equipment. Modern equipment. (21) 


7. Extinguishing fires. Put out the fire. Respond to fire and emergencies. Efficient and effective Fire and 
EMS response. (18) 


8. Provide inspections annual and as needed with construction. Fire prevention through inspections 
and education. Prevention program. Assistance working within fire codes. (15) 


9. Emergency medical services. Medic. Life saving techniques. (10) 


10. Simply put, If I need them, they will be there. Provide emergency services. (10) 


11. Partner on community events. Community support. (6) 


12. Good stewards of tax dollars. Fiscal responsibility. Fiscally sound. fiscal/ethical leadership. (6) 


13. To hire qualified people. (5) 


14. Protecting citizens during emergencies. (5) 


15. Reliable means to receive call for service. (5) 


16. Excellence. (5) 


17. Psychological support for staff following critical incidents. (4) 


18. Commitment. (4) 


19. Prompt call processing from initial call to arrival on scene. (4) 


20. Provide quality service. (4) 


21. Cooperation with fellow first responders, police and sheriff. (3) 


22. Service oriented. (3) 


23. Engagement. (3) 


24. Readiness and response. (3) 


25. Positive steward of the community. (3) 


26. Share critical operational information such as station relocation and dispatch services with those    
customers impacted. (3) 


27. Care and management of all facilities and equipment owned by taxpayers. (2) 


28. Community-oriented. (2) 


29. Transparency regarding future service requirements and financial needs. (2) 


30. Resource for subject matter related to emergency services. (2) 


31. Positive interaction with the community. (2) 


32. Safety to life, limb, and property in approaching emergency situations. (1) 
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33. Transparency regarding location of future facilities and equipment. (1) 


34. Leadership. (1) 


35. Develop relationships with business. (1) 


36. Fire investigation. (1) 


37. Be transparent. (1) 


38. Letting us know when you need help and with what. (1) 


Areas of Community Concern 
The planning process would be incomplete without an expression from the community stakeholders 
regarding concerns about the organization. Some areas of concern may 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 
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, it received five weighted points. Weighting 
gradually decreased so that if it was the respondent’s fifth entry, 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 Washington Township Fire Department  
(verbatim, in priority order) 


1. Are resources used efficiently? Lack of financial support. I hope they continue to have adequate 
funding to grow their skills and equipment as needed. Funding. Budget constraints. Is the budget 
managed efficiently? Money to train and educate the fire department personnel. (27) 


2. Lack of staff to cover the community. Making sure we have proper staff at all times. Inability to fully 
staff all stations and equipment -brownouts. Staffing- being stretched too thin. (17) 


3. Response times - regional dispatch center. Response times. (13) 


4. Challenges with keeping team skilled. Properly trained staff. Because the world is so crazy today, not 
knowing what the next crazy event will be to train for. (13) 


5. Equipment. Lack of appropriate resources (tools) to be effective. Availability of equipment when 
needed. (10) 


6. Dangerous/high risk driving on part of EMS/paramedics. (7) 







 


 
Page 29 


 
 


 


7. Trained and equipment to respond to a domestic attack. (5) 


8. Psychological support following critical incidents for fire department personnel. (5) 


9. As more civil unrest is occurring, I hope they know that they are truly appreciated for what they do. 
(5) 


10. External threats - Centerville starting their own department. (5) 


11. Access to gated communities. (5) 


12. A timely phone transaction when calling 911. So many service providers in one area it can be 
confusing.  (5) 


13. Firefighters are committed to provide best practices. (5) 


14. I have no concerns. (5) 


15. Maintaining the highest personnel standards. (4) 


16. Feel our fire department is very current and do not have many concerns. (4) 


17. Is there enough emphasis on emergency medical services as opposed to fire? (4) 


18. Type of response. (4) 


19. Pop-in appointments for inspections. They have had to leave and come back because I was not 
available to take them around. (4)  


20. Losing the community connection. (3) 


21. I really do not have any issues with WTFD. The limited exposure I have had with any of their 
personnel, they have always acted professional and courteous. I am confident that they will do their 
job when needed. (3) 


22. Maintaining high level of quality with so many new members. (3) 


23. Health and wellbeing of team. (3) 


24. Money to train and educate the public. (3) 


25. Failure to adapt to new technology. (2) 


26. Reliable and effective communications. (2) 


27. Dispatch. (2) 


28. Reluctance to discuss future plans with community partner(s). (2) 


29. New legislation which can prevent the fire department from doing their best. (1) 


30. Work coordination at scenes with responding agencies. (1) 


31. Community engagement due to COVID. (1) 


32. Recruitment. (1) 


33. Not sure if other options for fire/ems are considered, merger, districts, etc. (1) 
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Positive Community Feedback 
The CPSE promotes the belief that the community’s view on the organization’s strengths must be 
established for a strategic plan to be valid. 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 Washington Township Fire Department  
(verbatim, in no particular order) 


• Caring for an elderly parent, I have had multiple extremely positive experiences. 


• Highest level of performance as noted by the Commission on Fire Accreditation. 


• Excellence/outstanding in-service provision. 


• I appreciate the kindness they show my residents. 


• Training. 


• Professionalism. 


• Personnel. 


• Loved in our community/well respected. 


• Obvious brotherhood, high moral as a result to good management. 


• Well respected. 


• Quality trained staff. 


• Very well-run department. 


• Strong fire department leadership. 


• Great leadership.  


• They are helpful. When needed they are there!  


• Their reputation among the community is world class. 


• Department has community confidence and support as confirmed by tax levies supporting fire 
department. 


• Very rapid responsiveness. 


• A strength is that they work as a team with my staff. 


• Professionalism. 


• Preventive measures by inspection and feedback offered. 


• Image. 


• Medic services, excellent. 


• Skilled. 


• Personable personnel that I have worked with. 
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• Great leadership. 


• Strong community support for WTFD. 


• Great community outreach. 


• When communicated via email there has been a fast response. 


• Their facilities seem very well maintained. 


• My interactions with the Fire Department and Washington Township have been very positive. 


• Professionalism of fire department personnel. 


• Very few judge/are negative upon entry. 


• Hard working. 


• Promoting education with schools, etc. Online with Facebook. Very positive for community. 


• Equipment. 


• Current funding levels with passage of recent levy. 


• Always on duty. 


• Well compensated in comparison to area fire/EMS. 


• Communication of what is needed during my inspections and why. 


• Community first. 


• Financially sound. 


• Excellent equipment. 


• Their equipment seems very well maintained. 


• Community orientated.  


• Extensive knowledge base on part of department personnel. 


• Excellent leadership. 


• Good equipment. 


• Positive approach to firefighter, education and training. 


• Strong community support. 


• Relationship with residents and businesses. 


• They work well as a team from what I have seen. 


• Good Township Leadership. 


• Very professional.  


• Are very responsive. 


• Leadership. 


• Accredited.  


• Fire equipment and trucks are well maintained. 
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• Always prompt.  


• Willingness to help support school district, students, and staff. 


• They are a community resource for other government agencies. 


• Continued efforts to stay modernized, 


• responders are collaborative with our staff and residents. 


• I’ve also seen the fire department in action when a home a couple blocks away caught fire. Many trucks 
arrived and teams were efficient and harmonious in putting the fire out. 


• Professionalism. 


• Outstanding resources in place within the community.  


• Response time especially in non-emergency/feedback to improve school safety. 


• Fleet and equipment are well maintained.  


• Good relationship with the City of Centerville. 


• I appreciate seeing them in the community, they are always respectful. 


• Good relations between the Department and other first responders. 


• Redundancies in leadership team. 


• Training programs - for example active shooter training and willingness to work with school 
employees. 


• Department’s response times. 


 


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 Washington Township Fire Department 
(verbatim, in no particular order) 


• Concerns about driver safety to both patients transported and property. 


• CPR training and certification availability to community. 


• Assist PD in reaching our mission to the community. 


• I do not really have anything negative to say about WTFD.  


• By my first comment, I mean to say they do an awesome job. 


• Excellent working relationship between PD and FD. 


• Strong belief that great customer relations re: direct result of great employee relations. 


• Employees more important than customers, take care of them and they will take care of customers. 


• Need more communication about future plans. 
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• Very pleased with our department. 


• Leadership in the fire department has been great. 


• WTFD is leading the way in all aspects of FF. 


• Provides EMR refresher training as well as basic first aid training to city personnel. 


• We have an excellent fire department. 


• Joint EOC and EOP - continual training and updating. 


• Coordinating large scale community events to ensure the safety and security of the community. 


• They seem to do a great job in the interactions I’ve had. 


• Not only getting to know chiefs and captains but staff as well. 


• Would like to partner with Emergency Planning Situations. 


• Need to stay in front of training. 


• I appreciate the support for the school district and enjoy working with fire department. 


• Very impressed that the FD engaged in this exercise. The best public officials listen to their 
constituents. 


• I don’ t have anything more to add, other than to thank the fire department members for living up to 
the word “hero” and for truly and selflessly serving our community. 


• As Ernst said the importance of “Facilitated Dialogue” 


• Community takes great pride in its firefighters. 


• Appreciate their commitment to the community. 


• Ability to respond quickly as needed. 


• In front of technology and equipment. 


• Stay involved in community to keep support for levies. 


• Creative in engaging the community. 


• Ride-along for our staff are important and encouraged. 


• Ice Cream Social, Safetyville, Fire Open Houses. 


• Need to be a destination career. 


• Forward-thinking leadership. 


• Neighborhood anchors - stations provide security resource. 


  







 


 
Page 34 


 
 


 


Appendix 2 
Strengths  
Any organization needs 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, 
identifying 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 organization’s 
primary function should be seriously reviewed to evaluate the rate of return on staff time and allocated 
funds.  


Through a consensus process, the agency stakeholders identified the department’s strengths as follows:  


Strengths of the Washington Township Fire Department 
Professionally driven High morale 


Great equipment Excellent staff 


Quality flexible training Training tower 


Facilities Finances 


Good staffing State-of-the-art EMS equipment 


Maintenance is on-site Public education 


Labor-management relations Community risk reduction division 


Dedicated employees Peer support team 


Current technology Safety minded 


Dedicated to higher education Great community relationships 


High quality and quantity management staffing Quality facilities 


Quality vehicles and rotation Good command structure 


High number of officer designation Great reputation among partner agencies 


Internally enhanced software Well defined standard operating procedures 


Accreditation Quality information technology 


Work out equipment Hiring process 


Mix of experience levels Autonomous work environment 


Benefits Diversity 


Ohio Fire Academy/National Fire Academy 
classes in house 


Increased staffing in community risk reduction division 


Drug bag exchange program 


Proximity to hospitals Committees and department personnel contributions 


EMS Continuous Quality Improvement High number of degreed or degree-seeking employees 
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Weaknesses 
For any organization to either begin or continue to move progressively forward, it must identify its 
strengths and 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 agency stakeholders identified the following items as 
weaknesses:  


Weaknesses of the Washington Township Fire Department 
Lack of tenure and experience High part-time turnover 


Inability to certify classes and training Staffing-reliance on jump company 2/5 


Inability for live fire training Lack of structural firefighting experience 


Low morale Disconnect between administrative and line personnel 


Fear of discipline Lack of officer development structure 


Delay in incident safety officer Three-person engine/ladder company 


Lack of technical rescue experience High alarm processing times 


Adaptability to rapid change Institutional knowledge of new employees  


District knowledge Lack of informed communications and rumors 


Inconsistent training and delivery of training Quality and quantity of part-time training 


Lack of self-motivation Proximity of command staff turnover 


EMS field training officer mentorship program Up and down complaining 
Unstructured driver operator program delivery and 
continued education 


Lack of engagement for employees for outside training 
and education 
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Opportunities  
The opportunities for an organization depend on identifying 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 agency stakeholders 
identified the following potential opportunities: 


Opportunities for the Washington Township Fire Department 
Region 3 Urban Search and Rescue coordinator Public education in health care facilities 


Whole community emergency management planning Increase firefighter visibility within the community 


Post-fire community support Expand Automatic Mutual Aid Response agreements 


Grants Community paramedicine legislation/funding 


Regular mutual aid training Safeguarding township adult residents’ program 


Additional recruitment with high school programs Community partnerships with health care facilities 


Risk reduction during calls and events Good relationships with the media 


Improved dispatch process/EMD/location Partnerships with training resources 


Mental health response with the police Improved medical technology for the field 
Increased involvement with Metropolitan Medical 
Response System /Rescue Task Force 


National Fire Academy/Ohio Fire Academy officer 
development 


Shared services and resources between departments 
Continuous education of the community about 
department capabilities 


Healthy heroes Relationships with community organizations 


Fire Ops 101 Social media outreach 


Great relationships with schools Improve relationships with local businesses 
Participate with national organizations (IAFF, IAFC, 
ISO, IFSTA, CPSE) 


Utilize current facilities (i.e., training tower to mutual 
aid training capabilities) 


Post fire kit donations Re-evaluation of sporting/community EMS coverage 


Law enforcement training collaboration Use of external training facilities 
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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 agency 
stakeholders were as follows:   


Potential Threats to the Washington Township Fire Department 
Failed levy City secession 


Negative public event Civil unrest 


Loss of public confidence Municipal annexation 


Lack of qualified hiring pool Loss of state and federal funding 


Change in public policy Merger of fire departments 


Restructuring of EMS billing recoveries Recession 


Pandemic Domestic terrorist event 


Aging infrastructure Change in county dispatch 


Change in elected officials Private EMS out of service 


Disgruntled citizens and ex-employees Inability to control social media 


Legal changes at the state and federal levels Inflation 


Reliance on levy’s Building construction methods 


Increase of language barriers Closure of local hospitals and capabilities 


Large employee closure Supply chain issues (apparatus) 


Competency of mutual aid Major natural disaster 


Change in standards Major litigation 


Increased community growth External agency overreach 


National shortages in supplies, equipment, medications, fuel, etc. 
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Appendix 3 
The following information is the raw data comprised 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 Agency Stakeholders 
 


Initiative Link Group 1 Group 2 


In
te


rn
al


 E
ng


ag
em


en
t 


Internal Communications 
o Fear of discipline 
o Rumors/informed 


communication 
o Up and down complaining 
o Lack of workforce diversity 
o Disconnect between admin and 


line personnel 
o Lack of officer development 


structure 
o Institutional knowledge 
o Low morale 


 
 


Internal Communication 
o Morale 
o Fear of discipline 
o Self-motivation 
o Expectations for training, ranks, 


operations, projects 
o Transparency 
o Rumor control 
o Disconnect between line and 


administration 
o Chain of complaints 
o Health and wellness, peer support, CISM 
o Purpose of accreditation 
o SOP purpose and acknowledgment 
o Understanding the various roles in the 


department 
 


Initiative Link Group 1 Group 2 


Tr
ai


ni
ng


 


Training 
o Lack of structural firefighting 


experience 
o District knowledge 
o Quality/quantity part-time training 
o Institutional knowledge 
o Driver operator program delivery 


and education 
o Officer development 
o Inability for live fire training 
o Inconsistent training delivery 
o Mutual aid training/inter-agency 


training  
o Safe driving 
o Civil unrest 


 


Training 
o Motivation 
o Inability for live fire training 
o Consistency of delivery of training 
o Lack of rescue experience 
o Dangerous high-risk driving 
o District knowledge 
o EMS field training officer program-


mentorship 
o Engagement of outside training 
o Quality/quantity of part-time training 
o Lack of fire experience 
o Driver operator initial and continued 


education 
o Competency-JPR’s and DTB’s 
o Building construction, codes, fire codes 


knowledge 
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Initiative Link Group 1 Group 2 


C
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t External Communications 
o Community outreach 
o Social media 
o Fire Ops 101 
o Public education 
o Media relations 
o Transparency 
o Relationship with local 


businesses/organizations 
o Public policy/legal changes and 


standards 
o Accreditation/ISO/CFAI 


Community Engagement 
o Fire Ops 101 
o Staffing awareness (brownouts, 


coverage) 
o Transparency of SOC, CRR, SAM 
o Safety and health 
o Social media presence 
o Public education 


 
 
 
 


 
Initiative Link Group 1 Group 2 


W
or
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N/A 


Workforce Development 
o Generational gaps 
o Institutional knowledge 
o Tenure 
o Mentorship 
o Succession planning 
o Officer development structure 
o Turnover and retention 
o Adaptability to change 
o Boxing in of employees by station 


assignment 


 
Initiative Link Group 1 Group 2 


H
ea


lth
 a


nd
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Health and Safety 
o Mental health 
o Cancer prevention 
o Fitness 
o Safe driving 
o Nutrition 
o Sleep and rest 
o Driver operator program 
o Incident safety officer 
o Staffing reliance on jump company 


for three-person apparatus 


N/A 
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