This page was intentionally left blank.

Message from the Fire Chief
City of Greenville Residents and Visitors,
I am pleased to introduce the updated 2022-2027 Strategic Plan for the Greenville City Fire
Department. Our Fire Department is continuously working to deliver the highest level of service and
professionalism to our residents and visitors. This plan is a roadmap for our leaders to ensure we are
delivering the needed services and meeting the expectations of our customers. In developing our communitydriven strategic plan, we included both internal and external stakeholders and asked for their input to better
gain an understanding of their expectations and their concerns.
Our goal as an organization is to have a flexible and highly trained department that can respond to
emergencies within our response area with the highest level of professionalism. As an organization, we will
adapt to changes that come from new technology as well as changes from our industry’s best practices and
standards.
We must always remember that the most important asset that our department has is our people.
With the efforts of our men and women, we will achieve our goals while meeting the needs of our citizens.
We will continue to maintain the highest level of emergency services that our customers have grown to expect
and appreciate.
Sincerely,

Brian Horton
Interim Fire Chief
City of Greenville Fire Department

Introduction
The Greenville City Fire Department (GCFD) provides an all-hazards approach in protecting the lives and
property of the residents, businesses, and visitors of Greenville, South Carolina. GCFD 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 personnel 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 develop a long-term direction and focus.
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Organizational Background
The Greenville City Fire Department was first
organized in approximately 1840 as the Neptune Fire
Company. In 1902, in response to a rapidly growing
city, the Greenville City Fire Department became a
paid department. The department has earned
accreditation by the fire service industry through the
Center for Public Safety Excellence (CPSE). In
addition, the public protection services delivered by
the department have been rated as “Class 1” by
Insurance Services Organization (ISO).
The Greenville City Fire Department serves a
population of approximately 72,000 residents, over
2.6 million annual visitors, and 122,000 more that are employed within the community. Growth and increase
in population have and will provide for specific risks for which the department considers, prepares, and
deploys its resources.
Today, GCFD reflects on its history and remains
committed to providing all-hazards emergency
services and education to its community with
flexibility, integrity, and accountability. The
Greenville City Fire Department continues to
honor its community by providing quality
services through its proactive focus on risks
and deployment from seven stations located
strategically throughout the 28 square miles of
coverage area. Staffed to support the
community, GCFD embraces its future vision
and excellence in service delivery.
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Organizational Structure
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Community-Driven Strategic Planning
A community-driven emergency service organization seeks to
define and utilize the needs and expectations of its community in
the development and improvement of its services. A communitydriven strategic planning process was used to develop this strategic
plan to ensure that the community remains the focus.
The Community–Driven Strategic Planning Process:
1.

Define the programs provided to the community.

2.

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

Community Stakeholders Work Session

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.

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 department
stakeholders for their participation and input into this community-driven strategic planning process. The
CPSE also thanks Interim Fire Chief Brian Horton and the team of professionals that participated for their
leadership and commitment to this process.
Development of this strategic plan began in September 2021, 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 Greenville City Fire Department’s coverage area, and some who were recipients of
GCFD’s service(s).
Greenville City Fire Department Community Stakeholders
• Daniel Alzuri

• Brendan Crawford

• Michael Frixen

• Dave Modeen

• Marcus Beasley

• Cheryl Cromartie

• Kenny Grindstaff

• Harvey Scher

• Wayne Benson

• Aaron Dix

• Mike Jank

• Dustin Sherbert

• Tom Blackwell

• Pat Donohue

• James Keel

• Keyisha Smith

• Gary Brock

• Matt Efird

• Princella Lee-Bridges

• Howie Thompson

• Dave Champ

• Leslie Fletcher

• Nikki Malpass

• Dennis Whitehead

• Laura Clanton

• Mackenzie Forgacs

• Heather Meadors Whitley

• Ken Coppins

• Travis Forrester

• Athena Miller

Community Stakeholders Work Session
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Community Group Findings
A key element of the Greenville City 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 prioritize the programs and services provided by the department. Additionally,
input was gathered during the meeting that revolved around community expectations and concerns. 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 the community, the Greenville City
Fire Department needs to understand what 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

91

Technical Rescue

2

77

Emergency Medical Services

3

71

Prevention

4

69

Hazardous Materials Mitigation

5

59

Emergency Management

6

52

Public Fire and Life Safety Education

7

41

Fire Investigation

8

26

Aircraft Rescue and Firefighting

9

18

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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Department Stakeholder Group Findings
The Department 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 a stakeholder
group that represented a broad cross-section of the department, as named, and pictured below.
Greenville City Fire Department Stakeholders
• Brian Austin

• Mark Hackney

• Brian Horton

• Jamie Pimlott

• Chris Bryant

• Tim Hall

• Steve Hunt

• Tom Porter

• Kevin Crosby

• Wilson Hawkins

• Tristan Johnson

• Daniel Redd

• Tito Dendy

• Heath Haywood

• Erik Lindberg

• Chris Shipman

• Adam DeVore

• Kevin Henson

• Jake Moffitt

• Brandon Smith

• Eric Eubanks

• David Hindman

• David Owens

• Aaron Spring

• Kevin Gainey

Department Stakeholders
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Mission Statement
The purpose of the mission is to answer the following 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 statement and, after ensuring it answered the questions, the
following mission statement was created, discussed, and accepted by the entire group:

The Greenville City Fire Department serves the community by protecting life and property
through an all-hazards approach.

Values
A workgroup met to revisit the existing values and proposed a revision that was discussed, enhanced further,
and agreed upon by the entire group:

Exhibiting honesty and integrity by being accountable and responsible for our actions.
Serving our community with compassion.
Striving for excellence in every aspect through knowledge and training.
Showing dignity and respect to those who we interact with, both inside and outside the
Greenville City Fire Department.

Vision
A workgroup met to develop the following Vision Statement:

The Greenville City Fire Department will provide world-class emergency response services
to the City of Greenville.
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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 it can capitalize on and those that pose a
danger. Department stakeholders participated in this activity to record GCFD’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.
The full results of the SWOT analysis are included in Appendix 2. Below are summary results from each
area:
Strengths:
• Department is highly regarded by the community
• Good career opportunity with support from command staff, good benefits, and training and
advancement opportunities
• Department’s adaptability and openness to change
• Modern equipment and good condition of vehicles
Weaknesses:
• Staffing concerns, including employee turnover, lack of diversity, lack of succession planning
• Employee burnout from mandatory overtime, mental health and anxiety, and lack of professional
development and promotion opportunities
• Gaps in internal and external communications
• Perceived inadequacy of staffing given the growing population of the city
Opportunities:
• Greater engagement and interaction with community stakeholders
• Improved relationships with surrounding fire departments for automatic aid and training
• Opportunities with new and emerging technologies
• Improved recruitment and marketing to fill positions and increase diversity
Threats:
• Rapid growth and development within Greenville leading to increased traffic, density, and new
types of building construction
• Ability to fill positions and maintain staffing levels
• External threats, including civil unrest, cyber threats, and supply chain issues

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. These are presented 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.
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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 developing goals and objectives.
Greenville City Fire Department’s Strategic Initiatives
Service Delivery

Internal Communication

Training

Recruitment and
Retention

External
Communication

Health and Wellness

Succession Planning

Organizational Structure

Goals and Objectives
To achieve the mission of the Greenville City Fire Department, realistic goals and objectives with timelines
for completion must be established. These should become the focus of the department’s efforts, as they will
direct the organization to its desired future state while reducing the obstacles and distractions along the
way. Department workgroups should meet and ensure progress is being made toward accomplishing these
goals and objectives. Regular reports of progress and changes should be shared with the department and
city leadership.
Goal 1

Provide world-class emergency response services to the City of Greenville.

Objective 1A
Timeframe

Improve and enhance the department’s service delivery model
Ongoing
Assigned to:
Fire Chief

Critical Tasks

Objective 1B
Timeframe

Critical Tasks

 Conduct modeling and analysis of response times and service areas to optimize station
location and field dispatch.
 Evaluate new and evolving response strategies, technologies, and training techniques in the
industry to determine their appropriateness and feasibility for Greenville.
 Proactively support the city’s efforts to build a citywide fiber network, implement signal
preemption technology, and develop a traffic management center.

Build and strengthen strategic partnerships
Ongoing
Assigned to:

Fire Chief

 Engage with neighboring jurisdictions to secure/renew automatic and mutual aid
agreements.
 Conduct regular organization meetings and joint training exercises to build relationships
and coordinate response strategies between mutual aid partners.
 Together with the Greenville Police Department and city leadership, work with the selected
consultant and project stakeholders to explore the feasibility of consolidated dispatch.
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Goal 2

Objective 2A
Timeframe
Critical Tasks

Objective 2B
Timeframe

Critical Tasks

Objective 2C
Timeframe
Critical Tasks

Objective 2D
Timeframe
Critical Tasks

Improve internal communication to ensure all needed information flows up and down the
chain of command to accomplish the mission of the Greenville City Fire Department
more effectively.
Identify all types and avenues of internal communication to ensure all possible breaks in
the communication chain are identified.
3 months
Assigned to:
Suppression Chiefs
 Assign staff to categorize types of communication and their efficiencies.
 Review of the chain of command and how communication should flow.
 Explore any alternate or different forms of communication.

Using employee feedback and a SWOT analysis, identify where breaks in the
communication chains occur within the department.
6-12 months
Assigned to:
Suppression Chiefs
Create and disseminate a survey to send to employees for feedback.
Conduct a SWOT analysis on the current communication processes.
Review and conduct further analysis of the collected information.
Identify causes creating breaks in communication between divisions and shifts.
 Document and summarize data findings in a comprehensive report to build a bi-directional
communication system.





Establish a means to ensure an effective, accurate, and high-quality bi-directional
communication system.
6 months
Assigned to:
Suppression Chiefs
 Create a diverse internal committee to evaluate current policies and procedures.
 Review the report of findings from the comprehensive summary.
 Revise and enhance policies and procedures to align with the findings and shortfalls.
 Implement the revised bi-directional communication system.

Evaluate the effectiveness of the revised communication model to ensure the effective
nature of the system.
12 months-ongoing
Assigned to:
Suppression Chiefs
 Establish a frequency for periodic staff feedback.
 Build a multi-directional feedback process.
 Implement the feedback model.
 Make recommendations based on the results of the feedback model.
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Goal 3

Objective 3A
Timeframe
Critical Tasks

Objective 3B
Timeframe
Critical Tasks

Objective 3C
Timeframe

Critical Tasks

Objective 3D
Timeframe

Critical Tasks

Improve and enhance the department’s training and education division to develop welltrained employees to provide exemplary service to our community.
Evaluate and analyze the current training programs, facilities, and personnel to create
baseline information for use in training and education division improvement.
4-6 months
Assigned to:
Training Division
 Form a committee to collect data on training programs, facilities, and personnel.
 Create a survey tool to disseminate to employees of the department, to be returned in 30
days.
 Evaluate the data from the surveys.
 Develop a report of findings.

Perform a needs assessment of all training programs.
4-6 months
Assigned to:
Training Division
 Compare results of the survey to national standards, industry best practices, and internal
standards and expectations.
 Identify needs and gaps.
 Compile a list of recommendations to meet identified needs and address gaps in all
training programs.

Perform a needs assessment of all facilities.
12-18 months
Assigned to:
Training Division
 Use surveys and data to measure the current state of facilities and equipment.
 Compare results to national standards, best practices, and internal standards and
expectations.
 Identify the needs and gaps of the training facility.
 Compile a list of recommendations to meet identified needs and address gaps in training
facilities.
 Develop a set of department standards and benchmarks.

Perform a training needs assessment of personnel.
6 months
Assigned to:
Training Division & Fire Chief
 Use surveys and data to determine the training division staffing needs.
 Compare results to national standards, best practices, and internal standards and
expectations.
 Identify needs and gaps related to training division personnel.
 Compile a list of recommendations to meet identified needs and address gaps in the
training division personnel.
 Develop a set of department standards and benchmarks.
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Objective 3E
Timeframe

Critical Tasks

Objective 3F
Timeframe

Critical Tasks

Create and implement solutions based on the needs assessment for programs,
facilities, and personnel.
1-3 years
Assigned to:
Training Division & Fire Chief
 Based on recommendations, develop a comprehensive and contemporary scope of
programs.
 Based on recommendations, develop an appropriate staffing model for budget
considerations.
 Implement a plan of development framework of recommendation upon approval from the
authority having jurisdiction.

Evaluate the effectiveness of the department’s training and service delivery strategy.
12 months-ongoing
Assigned to:
Fire Chief
Form an evaluation committee consisting of employees from all divisions and shifts.
Develop tools to gather continuous feedback data.
Collect and analyze data.
Verify the success of new recommendations.
Compare collected data against previously established standards and benchmarks.
Review and evaluate quarterly for the first year and then on an annual basis.
 Based on feedback and matrix, make appropriate adjustments to the training division
elements.
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Goal 4
Objective 4A
Timeframe

Critical Tasks

Objective 4B
Timeframe

Critical Tasks

Objective 4C
Timeframe
Critical Tasks

Objective 4D
Timeframe
Critical Tasks

Sets the standard for recruitment and retention for South Carolina.
Identify gaps in recruitment and retention processes and determine areas of
improvement.
6-8 months
Assigned to:
Fire Marshal
 Establish workgroups to conduct research studies on recruitment and retention (multidivisional).
 Identify current city and department processes and evaluate their outcomes.
 Prioritize and categorize gaps that exist based on previous outcomes evaluation.
 Research comparable agencies and determine the successful components of current
programs.
 Evaluate, research, and determine what will be applied to the GCFD.
 Prioritize the research elements in a document of findings for budget considerations.

Design innovative recruitment tools to recruit a quality workforce based on initial
analysis.
12-18 months
Assigned to:
Fire Marshal
 Define a quality workforce or target audiences and create tools for recruitment.
 Based on created processes, build a relevant audience to test processes for quality
outcomes.
 Make revisions based on outcome measures.
 Prioritize and propose processes and tools to the department and city staff for
consideration.

Build retention program elements that provide an invested, engaged, and quality
workforce.
6 months
Assigned to:
Fire Marshal & Fire Chief
 Survey current employees to determine positive and negative impacts on retention.
 Identify, evaluate, and implement tools that will result in a retained, invested, engaged,
and quality workforce.

Implement an effective recruitment and retention program.
4 months
Assigned to:
Command Staff
 Hold a workshop focusing on recruitment and retention.
 Merge recruitment and retention processes into a single program.
 Develop a formalized training program for recruitment and retention that addresses the
roles, responsibilities, and implementation process.
 Deliver the training program through a standardized process.

Objective 4E
Timeframe

Determine the effectiveness of the retention and recruitment program.
12 months-ongoing
Assigned to:
Accreditation Manager

Critical Tasks

 Develop an assessment of the retention and recruitment program.
 Establish the frequency for evaluation and assessment.
 Adjust the processes based on evaluation of the program assessment.
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Goal 5

Objective 5A
Timeframe
Critical Tasks

Objective 5B
Timeframe
Critical Tasks

Objective 5C
Timeframe

Critical Tasks

Objective 5D
Timeframe
Critical Tasks

Objective 5E
Timeframe
Critical Tasks

Develop and maintain an open line of communication between the department and our
external customers and stakeholders.
Identify current issues affecting external communications with customers and
stakeholders.
6 months
Assigned to:
Community Risk Reduction
 Update and evaluate current external customer information.
 Develop a process to keep current external customers’ information current and accurate.
 Determine challenges associated with delivering information to community stakeholders.
 Test the developed process with a community focus group to ensure effectiveness.

Evaluate the flow of communication to the appropriate external stakeholders.
6 months
Assigned to:
Community Risk Reduction
 Identify and categorize external stakeholders.
 Identify information that external stakeholders desire to see or hear.
 Identify the information that needs to be communicated against what they want.
 Identify and evaluate current methods used to communicate with external customers.

Develop a communication delivery process for disseminating information to external
customers.
12 months
Assigned to:
Community Risk Reduction
 Develop a workgroup to create a standardized way to deliver information to external
customers.
 Develop communication timelines and frequencies based on the categorization and
prioritization of external customers.
 Build an overarching delivery system and associated processes based on determined
frequencies, identified customer-driven categories, and priorities.
 Create a customer-based focus group to test the system processes to gather feedback on
effectiveness.

Develop and train internal stakeholders on the external communications delivery
system.
6 months
Assigned to:
Community Risk Reduction
 Develop a training program and train internal stakeholders for enhanced external
communication.
 Evaluate the curriculum delivery and make any needed changes to the process.
 Report the outcome findings to the appropriate divisions of the department.

Determine the effectiveness of information sharing and communication through survey
of stakeholders.
12 months-ongoing
Assigned to:
Community Risk Reduction
 Develop a survey program based on established benchmarks.
 Establish the survey frequency for evaluation and appraisal.
 Evaluate the outcomes through an objective process focused on continuous improvement.
 Adjust the processes based on evaluation of the survey program appraisal.
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Goal 6

Objective 6A
Timeframe
Critical Tasks

Objective 6B
Timeframe

Critical Tasks

Objective 6C
Timeframe
Critical Tasks

Reduce injuries, accidents, and illness by providing a comprehensive health and
wellness program.
Quantify accident, injuries, and illnesses and their underlying causes to establish a
baseline to evaluate the current program’s effectiveness.
6-12 months
Assigned to:
Health & Safety Officer
Assign personnel to research and evaluate data.
Categorize injuries, illnesses, and accidents.
Quantify data based on research.
Establish a baseline for the number of accidents, injuries, and illnesses.
 Perform a gap analysis to determine the effectiveness of current programs.





Establish health and wellness programs to improve the quality of life of departmental
personnel.
12 months-ongoing
Assigned to:
Health & Safety Officer
 Identify roles and responsibilities of the health and safety team.
 Identify budgetary needs through cost analysis.
 Review and update current GCFD policies and procedures to meet the needs of the new
program.
 Create goals, objectives, and critical tasks for the safety program.
 Develop the program framework for all safety and wellness initiatives.
 Develop training programs to implement safety and wellness initiatives.

Provide training on health and safety programs.
12 months-ongoing
Assigned to:
Health & Safety Officer
 Develop training curriculum based on established health and wellness programs.
 Evaluate the effectiveness of the training using employee feedback.

Page 16

Goal 7
Objective 7A
Timeframe
Critical Tasks

Objective 7B
Timeframe

Critical Tasks

Objective 7C
Timeframe
Critical Tasks

Objective 7D
Timeframe
Critical Tasks

Create and implement a formal structured system of mentoring designed to promote
career longevity and promotion opportunities.
Evaluate any current or existing formal or informal mentoring processes and/or policies
in current use.
12-18 months
Assigned to:
Command Staff
 Form an internal committee with representation from all ranks and divisions.
 Survey internal stakeholders regarding current succession planning and future needs.
 Survey sister agencies and/or comparable programs.
 Evaluate and compare collected data to generate a needs and gap assessment.

Develop a formal structured system for mentoring and future promotions.
12-24 months
Assigned to:
Command Staff
Develop a mentoring and promotional program for driver/operator.
Develop a mentoring and promotional program for engine.
Develop a mentoring and promotional program for ladder.
Develop a mentoring and promotional program for company officer.
Develop a mentoring and promotional program for chief officer.
Develop a mentoring and promotional program for special operations.
 Develop a mentoring and promotional program for admin, support, fire prevention.







Develop a formalized and standard program to create a mentor list for each topic.
12-18 months
Assigned to:
Command Staff
 Identify possible mentor candidates.
 Develop a list of selected candidates.
 Develop training and guidelines for mentors in each respective program or position.
 Assign mentors to needed programs and shifts, as needed.

Obtain continual feedback and ongoing assessment of programs to meet department
and personnel needs.
24 months-ongoing
Assigned to:
Command Staff
 Collect feedback from program participants.
 Collect feedback from instructors and mentors.
 Compare to national standards to ensure the changes are meeting or exceeding those
standards.
 Review annually and revise as needed.
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Goal 8

Improve and enhance the effectiveness and efficiency of the GCFD operations.

Objective 8A
Timeframe

Evaluate the workload and efficiencies of all divisions.
24-36 months
Assigned to:
Fire Chief

Critical Tasks

Objective 8B
Timeframe

Critical Tasks

Objective 8C
Timeframe

Critical Tasks

Objective 8D
Timeframe

Critical Tasks

Objective 8E
Timeframe
Critical Tasks

 Review organization chart to identify staffing levels and span of control to measure against
job descriptions and their associated roles and responsibilities.
 Assign personnel to research and evaluate current job descriptions, current workload, and
staffing levels to establish baseline efficiencies.
 Develop and disseminate a report of findings.

Evaluate the effectiveness of the current deployment model.
24-36 months
Assigned to:
Fire Chief
 Identify and compile a list of current divisional goals, objectives, and established
benchmarks.
 Evaluate developed deployment model and compare against national standards, industry
best practices, and benchmarks established by similar in scope departments.
 Compare department data against researched national relevant data to identify gaps in
current division goals, objectives, and benchmarking.
 Compile a list of division and/or program-specific recommendations to formalize and
document needed goals, objectives, and benchmarks to address gaps in the deployment
model.

Perform a needs assessment of all organizational divisions.
24-36 months
Assigned to:
Fire Chief
 Develop, deliver, then compile results from an internal division staffing resource status
survey.
 Use survey data to measure the staffing status of organizational divisions.
 Compare results to established national best practices findings and newly documented
goals, objectives, internal standards, and benchmarks.
 Complete a gap analysis to identify and compile a list of prioritized recommendations to
meet the identified needs and address the gaps in all organizational divisions.
 Conduct a cost analysis for the compiled prioritization list.

Create and implement solutions based on needs assessment for staffing and
deployment model.
36-48 months
Assigned to:
Fire Chief
 Based on recommendations, develop a comprehensive and contemporary scope of
staffing and deployment model.
 Based on recommendations, work with the City Manager’s Office and Office of
Management of Budget (OMB) to develop funding considerations.
 Based on recommendations, make staffing and deployment adjustments as needed to
meet industry best practices and national standards.

Determine the effectiveness and efficiency of the new resource deployment program to
determine appropriate adjustments to the model.
36 months-ongoing
Assigned to:
Fire Chief
 Establish a frequency for periodic review and employee feedback.
 Build and implement feedback model.
 Make recommendations based on the results of the feedback model.
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Strategic Plan Vision
The City of Greenville’s Fire Department 2027 vision is to provide world-class emergency response
services to the citizens and visitors of the City of Greenville. As a forward-thinking
department, we will pursue service delivery enhancements to maximize efficiency and
operations. The department will also implement communication programs that deliver
appropriate, transparent, and beneficial information to the community.
In pursuit of continuous improvement, we will improve our training and preparation for the
challenges of the future. Recognizing that our greatest resource is our people, we will make every
effort to develop, support, mentor, and prepare our personnel to be the best they can be. Our
concept is to achieve this through appropriate succession planning, comprehensive health and
wellness measures, and effective internal communication systems. We envision a department that
recruits, welcomes, and retains new, inventive personnel with expertise and demonstrative values
of commitment and compassion.
We will be an initiative-focused department that builds a collaborative environment of excellence
through individual and organizational accountability to deliver our mission, live our values, and
make this vision a reality.
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Performance Measurement
To assess and ensure that an organization is delivering
on the strategic plan, its leaders must determine
performance measures for which they are fully
accountable. Organizations must be prepared to revisit
and revise their goals, objectives, and performance
measures to keep up with a changing environment.

• 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

Performance measurement data will be implemented to
ensure that the department’s strategic plan is achieving
results. An integrated process, known as “Managing for
Results,” will be utilized, which is based upon:
• Identification of strategic goals and objectives;
• Determination of resources necessary to
achieve them;
• Analysis and evaluation of performance data; and
• 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.

The Success of the Strategic Plan
To assist in developing this plan, the department conducted a community-driven strategic planning process.
The success of this strategic plan depends not only upon the implementation of the goals and related
objectives but also on support received from the city, department staff and leadership, 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.
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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.

ALS

Advanced Life Support

ARFF

Aircraft Rescue Firefighting

AVL

Automatic Vehicle Locator

CAD

Computer Aided Dispatch

CFAI

Commission on Fire Accreditation International

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.

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.

ERF

Emergency Response Force

GCEMS

Greenville County Emergency Medical Services

Input

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

ISO

Insurance Services Organization

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.

OMB

Office of Management and Budget

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.

PIO

Public Information Officer

SCTF-1

South Carolina Task Force 1

SCTF-6

South Carolina Task Force 6
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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 provides the framework for more detailed
annual and operational plans.

Strategic Planning

The continuous and systematic process whereby guiding the organization to
make decisions about its future, develop procedures and operations to achieve
that future, and determine 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

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 their expectations for the
Greenville City 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 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 Greenville City Fire Department
(in priority order)
1. Response time-arrive quickly. Timely responsiveness. Responsive. Quick response. Ability to get to
fire/emergencies quickly. Quick response to any and all emergencies. Rapid response. Response time is
sufficient to provide required service. (55)
2. Proper training. Highly trained and able professionals capable of responding entrapments and other nonfire related emergencies. Well trained. Competence-ability to fight fire /handle emergencies effectively.
Expertise in addressing emergency. Preparedness. Competent providers. Well qualified and trained
personnel. (53)
3. Availability in case of emergency. Appropriate response resources to match need. Resources needed to
ensure public safety in sight of increased development and building heights. Calls will be answered, and
the fire department will respond appropriately. (33)
4. Community involvement. Community engagement. Fire prevention through community outreach.
Community involvement. Continued excellence in public outreach and education to prevent or reduce
future fire incidents. (30)
5. Fire prevention training to the community. Assistance to community and businesses in maintaining safety
and code compliance. Fire prevention efforts. Useful prevention programs. Educating the community.
(29)
6. Cooperation and collaboration to ensure fire protection services to the community. Cooperation and
collaboration with other fire agencies and other emergency services. Coordination with other community
organizations. Positive relationship with police. (23)
7. Proper staffing levels within department. Adequate personnel with good physical and emotional health.
Adequate staff with tools and training to succeed. Fitness of officers. (22)
8. Strong customer service (nice, compassion, and professional). Personal customer service. Provide
superior service to the City of Greenville. (21)
9. Logical leadership working with business and licensing/requirements with common sense. Practical
application of building fire codes. Common sense approach to inspections and requirements. Fire
inspection of new construction and existing buildings to ensure compliance with fire codes. (14)
10. Professional. Professionalism. Personnel will be professional. (13)
11. Primary and contingency plans for all emergency hazards. Wide range/scope of community event or
hazard, e.g., wildfire, flooding, hurricanes, etc. Prepared for any emergency. (11)
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12. Efficient use of public resources to accomplish mission. (8)
13. Equipment levels for the department-cutting edge, new equipment to stay current in changing work and
threats. Adequate equipment that is maintained. Clean professional, and useful equipment and trucks.
(8)
14. Report fire hydrant damages in a timely manner. Open communication with Greenville Water about
damaged fire hydrants. (7)
15. Communication. Communicate with the community when changes that take place could affect them. (6)
16. Safety in answering calls. All fire persons are safe during all calls. (6)
17. Medical aid in emergency situations. Provide emergency medical support. (5)
18. Report any broken mains as soon as they can. (5)
19. Save lives. (5)
20. Prompt and useful intervention for life/limb situations. (5)
21. Making sure that all HUD-based houses and apartments are safe and ensuring fire alarms are in working
condition. - we are having issues with ceilings collapsing. (5)
22. One fire drill and tabletop exercises per year at each St. Francis Hospital to ensure both the department
and hospital are on the same page in a fire and all other emergency situations. (5)
23. Protect property (fight fires). (4)
24. Ability to minimize damage during an emergency. (4)
25. Current and useful technology. (3)
26. Commercial and industrial scale hazard management, protection, and response taken seriously by
owners. (3)
27. Fire department’s local firehouses to be familiar with their respective local buildings and premises. (2)
28. Proactive. (2)
29. Competitive pay to facilitate recruitment and retention. (2)
30. “Buy-in” to planning, being open to feedback and a willingness to look at things differently, not sticking
to old ways. Evidence-based interventions. (2)
31. Prideful. (2)
32. A diversified department. Diverse. (2)
33. Accreditation and insurance ratings for tax savings. (2)
34. Good stewards of municipal funds. (1)
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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 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 Greenville City Fire Department
(verbatim, in priority order)
1. Overworking current staff-need to hire and train additional staff, including support staff. Staffing-ability
to hire, train, and retain high quality and physically fit personnel to conduct the required tasks. Ability to
retain and recruit. Staffing. Whether current staffing levels are sufficient to meet service demands. (45)
2. Growth of city and resulting pressures. Do we have enough staff/stations/equipment for growing area?
Keeping up with city growth. Ability to staff and equip department to keep up with growth. Location of
additional stations to maintain current ratings. (32)
3. Having stations strategically located within the community to ensure proper response times. Response
times. Station locations and insufficient road network, limits the ability to respond in a timely manner.
Not enough stations to support city. (22)
4. Department is given the support needed by the city, both financial and organizational. Having the funding
to secure the best quality equipment and technology to execute effectively the services provided.
Budgetary. Workforce support. (21)
5. Proper training on hydrant use. Training. Workforce development/lack of training infrastructure. Not
having adequate training would be a concern. (20)
6. Equipment. Age of equipment /funding. Ensuring they have necessary equipment. (19)
7. Fire department/fire inspectors are not able to take the time to make recommendations/suggestions on
how owners/managers can keep their premises safe. Making sure HUD is following 911 safety guidelines
when it comes to safety. There have been instances when a fire inspector has come to do a walk-through
and has an attitude that he is there just to write you up rather that an attitude of trying to make you
understand what is necessary to be safe. (10)
8. Need for modern facilities. Poor facility condition. (8)
9. Overall support for personnel to deal with psychological challenges as well as health risks inherent in their
work. Increased rates of cancer, heart disease, and other occupational injuries. Physical and mental
wellbeing. (8)
10. Leadership-onboard a new chief that can unify GFD with other city departments and unify department.
Leadership development and career paths. Leadership. Leadership - seems to be a lot of drama. (7)
11. Stuck in old ways, lack of inclusivity outside of prior relationships. Tradition and ignoring evidence. (7)
12. Staff morale-Covid has taken a toll. Division among personnel within the department. (7)
13. Fragmented emergency service delivery in county limits effectiveness of GCFD. Communication and
consistency across multiple jurisdictions. (7)
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14. Collaboration. Assistance from other groups, i.e., police, power company, government issues.
Interdepartmental (city) coordination. (7)
15. Proper operation of fire hydrants to ensure no damage, water hammer in the lines, and creation of cloudy
water with suspended particles. (5)
16. Large-scale emergency response. (5)
17. Not clear as to the city manager’s expectations for the department. (5)
18. Whether the department can or should rely on special purpose districts or neighboring cities to respond
to back up on fires near their borders. Need for more mutual aid agreements. (5)
19. Not being able to be innovative with problem-solving. (5)
20. Enforcement of unfunded mandates. (5)
21. Lack of diversity in department and among rank and file. Diversification of group. (5)
22. Inconsistency between officers - getting different answer to same question. (5)
23. Not enough web information available for download. (5)
24. Safety of all personnel. (5)
25. Public venue emergency response. (4)
26. Reduction in services. (4)
27. Accountability for members of the staff. (4)
28. Advancements in technology/skills. (4)
29. Not enough news presence to reinforce the need for safety during the different seasons. (4)
30. Looking for improved dispatch capabilities. (3)
31. Future planning. (3)
32. Aging workforce and the challenges of the younger generation work ethic and commitment. (2)
33. How does traffic congestion affect safety of those further from stations? (2)
34. Concentrating on core mission. (2)
35. Proper/useful metric to judge-value progress. (2)
36. Pay. (2)
37. Not enough time is spent by the local firehouses familiarizing themselves with their local buildings and
premises. (1)
38. Changing nature of the fire service, most calls are medical but still need department to respond for a
variety of emergencies. (1)

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 identified weaknesses.
Positive Community Comments about the Greenville City Fire Department
(verbatim, in no particular order)
• Value partnerships.
• Perceived as leader of all local fire departments.
• Special operations resources (rescue and hazmat).
• Beautiful new stations; positive for the community and neighborhoods.
• Community engagement.
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• Fire department staff are knowledgeable and friendly.
• Quick response time.
• Simple inspection process.
• Professional and personable, caring and compassionate staff.
• Cares about the community.
• Loyalty-in the situations where I have had regular contact, the firefighters are loyal to the department and
each other with good longevity in their careers.
• Good trucks and equipment.
• Collaboration with the community.
• Desire to achieve more than just what is required.
• Ability to excel within the confines that exist.
• Responsiveness to shared concerns.
• Timely reporting of fire hydrant damage.
• Well trained, specialized trained personnel.
• Eager to offer assistance and support.
• Constantly challenging themselves to do more for the community.
• Our GFD is great at working with local businesses on development and planning.
• The GFD and city have elevated staff into roles that have helped move the department forward, which did
not happen in years past.
• They offer training in CPR and AED for local companies, as well as other key safety trainings.
• Great communications with local companies.
• Excellent community education and risk reduction programs.
• Competent core leadership group of captains and chiefs with experienced leadership.
• History and culture of achievement and high standards, such as accreditation, ISO, leadership
development.
• The department is highly committed to protecting the public.
• Integrity in the application of policies.
• Respected.
• Has shown a great deal of support to my organization specifically.
• Opportunity for change with the new fire chief.
• Greenville Fire has always had the concerns for our organization at the forefront.
• Always communicates expectations and meanings.
• Always responds and helps when they can.
• Versed in many different areas of service.
• Moving forward not sitting on their hands.
• The city fire department is doing an outstanding job.
• Established policies and procedures.
• Community outreach, especially at school level seems to be frequent and effective.
• Builds positive relationships with police and EMS.
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• Assist with community engagements.
• They go the extra mile.
• Good hydrant system.
• Mutual aid agreements.
• Personal touch, being able to call anytime with questions.
• Willingness to engage other stakeholders-like today!
• Very professional acting and looking.
• Knowledgeable of codes.

• Good smoke alarm program
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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 Greenville City Fire Department
(verbatim, in no particular order)
• Fire department and businesses would both benefit from an enhanced fire safety education and training
program.
• Greenville Water appreciates GCFD’s partnership in ensuring public health and safety.
• Please do not operate any valves within the distribution system.
• GCFD is a leader in the fire service in the upstate and South Carolina, but are struggling to maintain a level
of service that is keeping up with the growth and are not sufficiently supported by city leadership.
• Thank you for all you do!
• Look for training opportunities and more activities in town. Go onsite, be more prepared if there is an
incident.
• Greenville City has grown by leaps and bounds so call volume has increased. How do we combat burnout
and stop pushing it to the brink?
• It would be nice to see a learning session on what role the fire department has in the community other
than when we dial 911 for an emergency.
• Be more aggressive in the community to address individual or isolated fire hazards-homes, abandonment,
fire brush, homeless triangle.
• Help small businesses with loss control measures, risk assessment, e.g., public risk assessment tools.
• During the many calls that have responded to for us, they are always professional and understanding when
there is a false alarm. They are never rebuking towards the customer but patiently educate us.
• I would like to see coordination between the fire department and zoning/planning on buildings greater
than thirty feet that have aerial lines around them. Provides developers some insight and guidelines on
potential impact to their projects.
• Truly a class A organization! Most helpful every time I have ever needed them.
• Having someone to explain the process of the response to ease concerns about the event that lead to
GCFD response.
• Department is progressive and open to hearing the communities’ concerns. The challenge is often getting
to the current person to handle the need at hand.

• While some of the St. Francis site do not fall under our view of the Greenville City Fire Department. I believe
they have the experience that would assist other departments and our organization on the expectation
process that was detailed at the front.
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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, identifying
organizational strengths leads to channeling 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 department stakeholders identified the department’s strengths as
follows:
Strengths of the Greenville City Fire Department
GCFD has positive elements making it a
Capital improvement replacement funding for the
destination department
department
Smoke alarm program
Community risk reduction program
Vehicle preventative maintenance program

Modern equipment

Hazmat technology/emergency response team
Technical rescue and South Carolina Task Forces
6 and 1
Personnel that are open to change when needed

Increased standards of care
The actuarial strength of the department’s private
pension
Interoperable communication system

Community perception of GCFD
Involvement locally, regionally, and nationally
through committees and special teams
External value of service delivery

Community views GCFD as professionals
Problem solving, adaptability, and critical thinking of
personnel
Positive enforcement of codes and compliance

Cooperation and collaboration with agency partners
Going through and continuing the accreditation
process
Fair educational incentives
Personnel that are willing to accept constructive
criticism
Clearly defined pay plan vs. surrounding agencies

Strong inter-city department cooperation
The commitment to approving outside training for
participation and compensation
Achieving ISO 1
The potential of the CAD/AVL to better response
times and service delivery
Highly trained and dedicated personnel

Open command staff for needs of personnel

Vehicle replacement plan

Well-defined care advancement
Relationship with the media-PIO is proactive and
works well with the media
Personnel that have passion for the job

Fringe benefits package
Incident command system-blue cards and Incident
command system functions
The department’s well-defined chain of command

Job security due to municipality/external forces
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Weaknesses
For any organization to either begin or continue to move progressively forward, it must be able to 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 department stakeholders identified the following items as
weaknesses:
Weaknesses of the Greenville City Fire Department
Lacking internal communications

A reduced focus on special operations training

Department has done a poor job of marketing,
i.e., social media, newsletters, memos, etc.
Shift in the age of the department personnel
which leads to lack of experience

The addition and prioritization of operational personnel
workloads that conflicts with mission needs
Lack of comprehensive programs and processes
(training, program management, promotional process)
The perception that opinions do not matter creates a
reduction in organizational buy-in

Recent activities leading to discuss
discrepancies in the promotion process and
possible distrust

Lack of trust between divisions/companies/shifts

Lack of department direction due to city and
department management
Rapid city development vs. decreasing size of
the department
Lack of understanding of each division’s role
within the agency
There is a lack of commitment to the job and
being a good employee

Lack of diversity - department is not representative of
the community, may lead to mistrust
Frustration over lack of involvement over the spec out
of apparatus and equipment, nobody has input or buy-in
Mandated overtime is causing problems (excessive
demands causing burnout/family issues)
Lack of peer evaluation, lack of supporting
documentation and data for employee evaluations)

Micro-management/suppressive officers

Lack of recruiting a more diverse workforce

Inconsistency of personnel accountability

Three shifts-three departments, lack of consistency

Lack of mentorship at all levels

Consistency of specialized training

Mental health and anxiety for personnel

Lack of succession planning at all levels

Lack of suppression officer empowerment

Program funding

The department is short-staffed
CAD/AVL overloading crews

Need for department supported professional
development

Well-defined chain of command/upward
communication through the chain of
command

Response districts need to be aligned with the CAD
There is an abuse of sick leave call out that has
resulted in mandatory overtime and burnout
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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 inside and beyond the traditional service area. The department stakeholders identified the
following potential opportunities:
Opportunities for the Greenville City Fire Department
Various opportunities to work with external
stakeholders

Recruit school to host and hire individuals with no
experience

Continue to pursue mutual aid agreements

ARFF training and response with airport personnel

Utilizing exercises and drills, program with
public/private companies, i.e., hospitals
Explore potential grants to benefit training,
equipment, tools, etc.

Improve recruiting and marketing to increase
the workforce and add more diversity
Explore more non-traditional training (programs,
conferences, lectures)
Seek opportunities to improve mental and
physical health

Continue to foster relationships with surrounding fire
departments for automatic aid and training
Community outreach by developing social media
presence for fire department information
Department growth needs to mirror community
growth to maintain services and expectations of the
community
More involvement with community groups and special
interest groups
Explore opportunities to find avenues to participate in
processes and decision-making top to bottom
More interaction with business and community under
positive conditions

Self-compliance/self-inspection-occupancy

Allow for community input via email, etc.

Enhanced service by providing ALS capabilities

Public transparency and involvement in the day-to-day

Third-party validation of processes

Improve relationships with other city departments

Future technology capabilities, i.e., smart cars,
automatic green light signals
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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 Greenville City Fire Department
Extended response times of
GCEMS/Duke/Piedmont Gas to calls for service

Transportation infrastructure in the city (islands,
speed bumps, traffic signals)

Competitive benefits, pay, etc. of other departments Vision of emergency services by the governing body
Changing building construction types and
population densities in the city
City discussions centered around station locations
that may adversely affect the department’s ability
to benchmark service level objectives

Communication with external departments and
agencies/media
Public perception and reality of what the fire
department does
Family obligations vs. department needs

Reduction of funding from reduced taxes, etc.

Recruitment of quality employees

Overall occupational health of firefighters

Limitations of various regulations and standards

Conflicting input from various external agencies and
stakeholders
Code variance and workarounds for building and
fire codes
Negative or non-context department appearance in
social media
Potential for harm of personnel due to riots, civil
unrest, terrorists
Communications issued due to recent technology
upgrades

Limitations of funding (general budget funds and
grants
Continuation of pandemic and the effects on our
organization
Political environment change (city elected
officials, fire chief, etc.)
Department views and community views not
aligning with political views
Ensuring the same quality of service from mutual
and automatic aid
A reduced workforce endangers the retirement
contributions
Supply and demand of demand materials and
equipment
Future service delivery to special purpose districts
that raise the level of threat vulnerability to the city

The current efforts of marketing union participation
Public perception of what the department needs,
i.e., station maintenance, resources vs. services
Emerging threats and lack of ability to respond can
change the public perception
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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 Department Stakeholders

Internal Communication

Initiative Link

Training

Initiative Link

Group 1
Internal Communications
o
o
o
o

o

Group 2
Internal Communications
o
o
o
o
o
o
o
o
o

Consistency
Fluidity
Clarity
Interpretation
Forms of communication

o

Training
o
o
o
o
o
o
o
o

Group 1

Group 2
Improving Training

Specialized training
Staffing
Funding
Time and management
Diversity
Division of labor
Professional development
Facilities

o
o
o
o
o
o
o
o
o

o

Recruitment and Retention

Initiative Link

Group 1
Retention and Recruitment
o
o
o
o
o

o

Perception and clarity
Skipping the chain of command
Trust
Conflicting
Relevancy
Follow-through
Pride and ego
Openness
Closed-mindedness
Value

Reaching (marketing)
Diversity (non-certified)
Internal voices
Hiring from within (promoting)
Compensation-larger for promotions
Professional development

Group 2
Recruitment/Staffing/Retention
o
o
o
o
o
o
o
o
o
o
o

o
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Time
Planning
Adequate staffing
Budget
Quality
Effectiveness
Relevancy
Capability
Resources
Productivity

External comms
Lack of use of mediums
Requirements
Expectations
Pay
Staffing models
Buy-in
Planning processes
Validation
Consistency
Succession planning
Mentoring

Group 1

N/A

Initiative Link

Group 1

Health and
Wellness

External Communication

Initiative Link

Group 2
External Communications
o
o
o
o
o
o
o
o

o

Safety/Health
o
o
o
o
o
o

N/A

o

Succession Planning

Initiative Link

Dispatch
Customer service
Professionalism
Cooperation and collaboration
Public education
Media
Transparency
Building relationships with operational
partners
Pursue feedback

Group 1

Group 2

Mental/physical
Fitness
Staffing
Family
Cancer prevention
Education
Training

Group 2
Succession Planning
o
o
o
o
o
o
o
o

N/A

o
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Officer development
Coaching/mentoring
Attrition
Preparation
Programs and procedures
Planning
Time
Involvement
Support

The following information is the raw data comprised 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
Group 1

Department Morale

Topic

N/A

Topic

Group 1

Group 2
Department Morale
o
o
o
o
o
o

Operations

o

Operations
o
o
o
o
o
o
o
o
o

N/A

o

Fire Building

Topic

Fire Buildings
o
o
o
o
o

o

Buy-in
Pay, or lack thereof
Internal stakeholders
Lack of professional development
opportunities
Difference in leadership and personalities
Work environment
Recognition

Group 1

Group 2

Response times
Deployment models
Roles and responsibilities
Auto/mutual aid
Emergency communications
Reliability
Technology
Expectations
Safety
Attitudes and values

Group 2

Station conditions
Dates of service
City hall
Station locations
Consolidation of admin and prevention
Training facilities, i.e., tower
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N/A

