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Executive Summary
The Loveland-Symmes Fire Department (LSFD) completed a strategic plan in 2017 as part of the
international accreditation process. The strategic planning process allowed the department to
assess its current state, identify challenges and opportunities, and select priorities that the LSFD
aims to address over the next five years. The planning process does this by focusing on the
organization’s mission, creating a vision of the future, and defining targets to realize this vision.
A cross-section of department members, as well as external stakeholders from various
community backgrounds, assisted in the planning process by participating in an online survey
and in the planning meetings. The department’s leadership team utilized the latest in
communication technology to obtain community input and to survey department members on the
services provided and the LSFD organizational climate.
To realistically envision what LSFD aspires to become, it is first necessary to understand the
current state of LSFD and its constituents. This is discussed in the “Introduction,” “Community
Profile,” and “Organizational History and Overview” sections. The “Background” section
focuses on LSFD’s mission, vision, and values. The “Processes” section focuses on the strategic
planning process and who was involved. The “Goals” section focuses on the activities necessary
for LSFD to meet its mission and vision more effectively over the next five years.
During the initial planning process, it was determined by the department that its existing mission,
vision, and value statements were viable and accurately reflected essential organizational
elements. The strategic planning update, which was conducted over three separate planning
sessions, resulted in the development of five specific goals. The final plan document identifies
key steps or critical tasks for implementing each of the goals, resources needed (e.g., financial
and staff), and a timeline for completion. The individual(s) responsible for completing the
critical tasks and managing goal success was determined by department leadership.
The department’s five goals are as follows:
•

Goal 1: Maintain the Standard of Cover that produces high-quality, value-added
services;

•

Goal 2: Continue to develop collaborative relationships with community partners and
improve community engagement;

•

Goal 3: Continue to maintain fiscal resilience and responsibility;

•

Goal 4: Develop options to recruit and retain fully qualified, trained, and experienced
personnel; and

•

Goal 5: Work to ensure department infrastructure, facilities, and technology are
updated.
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This document serves multiple functions. It is a planning tool to ensure that LSFD will provide
emergency services to the community in a fiscally sound way now and in the future. It serves to
inform the members of the Fire Department of the necessary preparation and action to realize the
vision. It also serves to inform the City Council and Township Trustees of the budget process.
The plan is formulated to succeed in bringing superior, comprehensive, cost-effective services to
the City of Loveland and Symmes Township.
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Introduction
The Loveland-Symmes Fire Department (LSFD) is a well-respected, professional fire service
agency. The department is committed to delivering excellent service, which is demonstrated by
its Insurance Services Office (ISO) Public Protection Classification rating of 2. This rating is on
a scale of 1–10, where 1 is the best, which puts LSFD near the very top of all fire departments in
the state. To further enhance and institutionalize this philosophy of excellence, the department
has, over the past decade, embarked on the international fire service accreditation process
through the Center for Public Safety Excellence (CPSE). Accreditation is a comprehensive selfassessment and quality improvement model that enables organizations to examine past, current,
and future service levels and internal performance and compare them to industry best practices.
This process leads to improved service delivery. LSFD is the only dual-accredited fire
department in Ohio and 1 of 12 worldwide.
CPSE’s Accreditation Program, administered by the Commission on Fire Accreditation
International (CFAI), allows fire and emergency service agencies to compare their performance
to industry best practices in order to
•
•
•

Determine community risk and safety needs and develop community-specific standards
of cover;
Evaluate the performance of the department; and
Establish a method for achieving continuous organizational improvement.

The accreditation process provides a well-defined, internationally recognized benchmark system
to measure the quality of fire and emergency services. LSFD is one of only nine accredited
departments in Ohio and 239 worldwide to receive such recognition. LSFD’s Emergency
Medical Services (EMS) has also maintained accreditation through the Commission on
Accreditation of Ambulance Services (CAAS) since 1998. One essential element in the
accreditation process is having a functional strategic plan.
The process of conducting strategic
planning serves as an opportunity for
an organization to make clear
decisions about purpose and strategy
and achieve commitment to those
decisions. To accomplish this, LSFD
went through a critical analysis of its
resources,
processes,
and
performance. It then conducted a
COWS (challenges, opportunities,
weaknesses, and strengths) analysis
and used that framework to create
goals and strategies to guide the
LSFD over the next five years.
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Community Profile
Land Characteristics
The City of Loveland and Symmes Township cover 13.6 mi2 in Southwestern Ohio.
Geographically, Loveland and Symmes Township are located roughly 9 miles to the north of the
City of Cincinnati. The City of Loveland and Symmes Township have low-lying areas near
creeks and rivers as well as rolling hills. The terrain does not hinder response times and seldom
causes any incident with the exception of some minor flooding in low-lying areas.
Hazards of the response area include the following:
•
•
•
•
•

A wide range of hazardous materials on Interstates 275 and 71
Thunder and wind storms
Earthquakes
Utility failure
Large number of vehicles due to several major roadways across the three counties that
Loveland and Symmes Township occupy

Population
The City and Township have a combined population of approximately 27,000 people and have
the following characteristics as of 2015 according to the American Community Survey 5-year
Estimates.
Characteristic
Total Population
Number Males
Number Females
Majority Age Group
Median Age (years)
Race % White/Black/Asian

City of Loveland
12,451
6,256
6,195
45-54 years
39.7
95.1% / 1.8% / 1.3%

Symmes Township
14,749
7,287
7,462
45-54 years
39.5
79.7% / 6.6% / 11%

Source: U.S. Census Bureau, 2011–2015 American Community Survey 5-Year Estimates
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Economic Characteristics
The district is growing as increasingly more people relocate to the area, some of whom are
relocating for employment opportunities in the greater area. It requires constant monitoring to
ensure all fire and rescue amenities maintain optimal service levels (all data as of 2015).

Source: U.S. Census Bureau, 2011–2015 American Community Survey 5-Year Estimates

Source: Hamilton County Overdose Report 2017. Published December 29, 2017; Kevin Strobino MPH, Epidemiologist Ham. Co. Public Health
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Organizational History and Overview

The Loveland-Symmes Fire Department (LSFD)
is a full-service agency with origins dating back
to the late 1800s. Soon after the (then) Village of
Loveland incorporated in 1795, the residents
recognized the need for fire protection and
purchased two sets of ladders and 36 rubber
buckets. A group of village residents was
appointed to oversee and use the equipment and
became known as the “Ladder and Bucket
Brigade.” From there, the brigade progressed
with the times, and Loveland’s first “fire
department” was established in 1885 and in 1928
officially became known as the “Loveland Fire
Department.” In 1989, the department took over
fire protection for all of Symmes Township and
became known as the “Loveland-Symmes Fire
Department.”
The department has evolved into a professional organization that operates out of four fire station
facilities. In 2016, the department responded to 4,269 calls for service. The current department
roster consists of 60 personnel. The department maintains a fleet of four engines, one rescue, one
tower, two quint engines, and four ambulances.

LSFD operates as a not-for-profit private fire company, and because of this, the department is
able to provide the communities of Loveland and Symmes Township the highest quality, most
cost-effective fire and paramedic services. The fire company affords the residents of Loveland
and Symmes Township the benefit of full-time, around-the-clock EMS and fire protection while
eliminating duplication of Fire and EMS equipment and personnel. The department also provides
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a comprehensive fire prevention and community outreach program, which includes the
following:
•

Public education classes, such as CPR and fire prevention and life safety

•

Smoke Detector Blitz going door to door and ensuring each home has a working smoke
detector

•

Activities such as Senior Med (this program gives paramedics the opportunity to review
crucial information prior to their arrival on an emergency call involving senior citizens)
and Pedi Med (LSFD works in partnership with the Loveland City School District and
other schools in the area to ensure the safety of “special needs” children)

Loveland-Symmes Fire Department is funded through dedicated Fire, EMS, and Public Safety
levies. On an annual basis, the Fire Board meets to discuss agency programs and financial
obligations. A budget for the Fire Department operations is developed and approved based on
contractual agreements between contracting entities, which respond to strategic goals described
in the strategic plan. A capital and line item budget is then developed for each contracting entity
and submitted for approval.
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Background
Why We Are Here
Each year throughout the United States, fires kill thousands, injure hundreds of thousands, and
destroy billions of dollars in property. Heart attacks, car accidents, hazardous material spills, acts
of terrorism, and catastrophes such as flooding and earthquakes are responsible for deaths,
injuries, and destruction. LSFD is an all-hazard response and customer service agency focused
on excellence and high-quality services.

Mission, Vision, and Value Statements
Mission
The mission statement clearly defines the purpose of the organization. The mission statement
should be understood by all personnel and posted prominently throughout the organization’s
facilities. The Loveland-Symmes Fire Department’s mission statement is
To provide the most technologically advanced fire and rescue service with the highest trained
professionals and to deliver that service to our customers with loyalty and compassion.
Vision
In addition to knowing the mission of the fire department, all successful organizations need to
define where they expect to be in the future. A vision statement provides department members
with an image of what success will look like if the organization achieves its purpose. LSFD’s
vision is
To provide the highest level of service to our residents in the most efficient and cost-effective
manner through innovation, professionalism, partnering, and a commitment to excellence.
Value Statements
Value statements define beliefs about why the organization exists and how its members want to
operate in support of those values. These principles provide a foundation in an environment that
is always changing. LSFD breaks its values down by community and department.
For the community:
•
•
•
•
•
•

We provide residents the very best that we can offer at all times.
We are a part of the community and will always operate as a community-oriented
organization.
We act to resolve problems or issues in the most expeditious way possible.
We interact with the citizens in a manner that reflects well upon the City of Loveland,
Symmes Township, and our organization.
We are committed to providing quality service to the community through the most
innovative use and development of resources.
We are dedicated to meeting increasing service demands with minimal financial impact
to the citizens.
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For the department:
•
•
•
•

We support the mission statement by being the very best.
We recognize that fire suppression, fire prevention, public education, hazardous
materials, and emergency medical services are of equal importance.
We maintain a positive and professional attitude.
We respect individuals and their unique contributions.

Process
In the summer of 2017, LSFD started the strategic planning process by developing two online
surveys, one for external stakeholders and one for department members. The external survey
focused on public opinion and customer service. The internal survey covered a variety of key
areas, including training, meeting the needs of the community, facilities, technology, and public
education effectiveness. There were 27 responses to the internal survey and 10 to the external
survey. The results from the surveys were given to the process facilitators at Wright State
University to craft the planning sessions. LSFD also collects customer satisfaction surveys as
services are rendered; these data were also referenced throughout the planning process.
Here at LSFD, we stay constantly engaged with the community in a holistic approach to
understand the community members in regard to where they live, work, and play. To truly
understand specific community needs, you must become “one” with all areas and
demographics to effectively gain a sense of those needs through the community members’ eyes.
From our involvement with our Blazing the Trails to Literacy program to our neighborhood
cookouts and bounce house programs, our mission is to stay abreast of whatever may affect our
customers. Our focus is far more than emergencies and public safety; it is also to be proactively aware of the issues that affect the quality of life for them and their families.
It is important to us at LSFD that our community members know we are here for them, that we
exist to serve them, and that they can count on us in their hour of need. We believe the only way
for that to occur is for us to engage them before they need our services. Our Emergency Service
Unit is a perfect example of not only how we reach out to the community, but how we invite our
community to become a part of LSFD. This program encourages community volunteerism by
bringing local residents into our organization and training them in specific duties and roles. Their
involvement is not only during a crisis but to assist every day, in everything we do.
LSFD participates in every demographic in our community, from our fortune 500 companies to
our food pantries, you will find the fingerprints of our organization and our members. These
folks are our neighbors, our teachers, our pastors, and our coaches. For us to gain their trust, it is
important that they understand our organization and our mission as well as our values and that
we constantly keep them at the forefront of what we do each and every day.
Our mission states “to provide service to our customers with loyalty and compassion.” The key
to that compassion is to understand their challenges and needs.
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The next step of the process was the development of the planning team. The team included a
cross-section of department employees, including chiefs, captains, and firefighters.
Bill Adkins
Mitch Caito
Mark Rose
John Cooper
Otto Huber
Tom Turner
Billy Goldfeder
Jon Frye
Bryan Bradford
Bruce Hawk
Kyle Riley
Josh Blum
Fire Chief’s Advisory Board
Elected Officials

Planning Team
Captain
Captain
Deputy Chief
Firefighter
Chief
Assistant Chief
Deputy Chief
Deputy Chief
Firefighter/Medic
Captain
Captain
Deputy Chief

Community Involvement
City Manager
Township Administrator

Planning sessions with the planning team were held on September 12 and October 5, 2017, while
a planning session was held on November 9, 2017 with top leadership, and a planning session
with external stakeholders was held in late November 2017. The first three sessions were
facilitated by the Applied Policy Research Institute (APRI) at Wright State University.
During the first planning session on September 12, 2017, the team performed a challenges,
opportunities, weaknesses, and strengths (COWS) analysis. The COWS analysis is designed to
provide an opportunity to identify internal and external factors facing the organization but is
initiated by an external factors analysis because fire department operations are driven by external
community needs.
The group stayed together as a whole and conducted an external factors analysis based on the
results of the external stakeholder survey. They focused on topics concerning
•
•
•
•

Political Forces
Economic Forces
Social Forces
Technological Forces

During the second half of the session, the group conducted an internal environment analysis
organized under the topics of resources, processes, and performance based on the results of the
internal survey.
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Challenges
Challenges are issues that reduce the LSFD’s ability to maintain the status quo. They often have
a financial influence and may be the result of the community’s changing needs. To gain the full
benefit of any opportunity, the challenges to the organization, along with their risks, must be
identified in the strategic planning process. By recognizing possible challenges, an organization
can greatly reduce the potential for loss and deal with issues in a proactive rather than
reactionary manner. It is also important to recognize that challenges may not be under the control
or direction of the organization. (See Appendix A for the full COWS analysis.)
Opportunities
Opportunities are issues that allow a fire department to improve its service level, program
offerings, or performance. The opportunities for an organization are varied and normally depend
on the identification of strengths and weaknesses related to the opportunities and how they can
be enhanced. The focus of opportunities is not solely on existing services but also on expanding
and developing new opportunities both inside and beyond (external focus) the traditional service
area.
Weaknesses
Performance or lack of performance within an organization depends greatly on the identification
of weaknesses and how they are confronted. For any organization to either begin or to continue
to move progressively forward, it must not only be able to identify its strengths but also those
areas with poor performance or, in some cases, no performance at all. These areas of needed
enhancement or improvement are not the same as challenges; rather weaknesses are those dayto-day internal issues and concerns that may slow or inhibit progress.
Strengths
It is important for any organization to identify its strengths to assure that it is capable of
providing the services requested by the community and ensure that its strengths are consistent
with the issues facing the organization. Programs that do not match the (1) organizational
strengths or the (2) primary function of the organization should be reviewed to evaluate the rate
of return on staff time. Strengths may be identified in terms of resources, processes, and/or
performance.
Resources
Assess all the resources available to the fire department, including less traditional resources such
as mutual aid, grants, technical assistance, and so on.
Processes
How decisions are made; processes used in personnel recruitment and retention, training, EMS,
and other common themes.
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Performance
Compliance with benchmark goals may take many forms. Fire departments’ strengths and
weakness are identified by performance criteria. Some examples include estimated fire loss (and
per capita), number of fires, number of structure fires/vehicle fires, outdoor fires; number of
EMS or medical calls, firefighters per 1,000 population, budget cost per capita or per household;
number of fatalities or injuries per 100,000 population, and number of firefighter injuries.
The completion of the COWS analysis ended the first session.
The second session was held on October 5, 2017. To facilitate the goal-setting process, the
planning team was broken into three groups. The work groups were challenged with identifying
one or two major goals from the information developed during the COWS analysis from the
previous meeting. The work groups were observed and assisted by a professional facilitator
along with LSFD upper management. The groups reported and articulated five consensus goals
that all agreed were the most important. The goals are listed below:
•

Goal 1: Maintain the Standard of Cover that produces high-quality, value-added services.

•

Goal 2: Continue to develop collaborative relationships with community partners and
improve community engagement.

•

Goal 3: Continue to maintain fiscal resilience and responsibility.

•

Goal 4: Develop options to recruit and retain fully qualified, trained, and experienced
personnel.

•

Goal 5: Work to ensure department infrastructure, facilities, and technology are updated.

The small groups were then each assigned one or two goals for which to develop action steps.
Groups were first assigned to identify action steps and critical tasks for the goals in which their
team had particular expertise. Action steps and critical tasks are specific, measurable, achievable,
realistic, and time-related. The goals and their associated action items and critical tasks are
presented in the following section in an integrated fashion along with a time-frame for
completion, the assignment of lead personnel, and an estimated cost.
The time-line references may be interpreted as follows:
•
•
•

Short-term: up to one year
Mid-term: one year to three years
Long-term: three years to five years

After working with the internal planning team, external stakeholders were invited to a third
planning session to review the COWS analysis as well as the draft goals and action items.
Involvement in the process by a variety of stakeholders tends to generate better outcomes and a
wider sense of ownership. External stakeholders add insight and can add to the vision for
LSFD’s future.
15

16

Goals, Action Items, and Critical Tasks
Goal 1: Maintain the Standard of Cover that produces high quality, value-added services.
Rationale:

The Standard of Cover (SOC) represents adopted, written policies
and procedures relating to the mobile response forces for fire,
emergency medical services, hazardous materials and other forces
that guide daily activities. Because the LSFD is committed to
delivering high-quality, value-added services to meet community
expectations, LSFD pursues excellence in its Standard of Cover as
confirmed by its consistent achievement of accreditation.

Action Item 1.1

Continue to develop a culture of excellence among all staff.

Critical Tasks

•
•

Assigned to

Ensure entire agency is involved and understands what SOC is about and
its importance.
Incorporate SOC-specific material into training classes so that employees
begin learning from the start the “Loveland-Symmes Way.”

Budget Estimate

Josh Blum, Deputy Chief; Mike Books, Deputy Fire Chief of EMS
Operations
No additional budget required

FESSAM Indicators

2D

Action Item 1.2

Conduct a staffing and deployment analysis that examines the
number and types of response equipment and staffing requirements
that meet the needs of the community.
• Analyze response performance and traffic trends.
o Continue to track the number of EMS responses out of
district.
o Track the number of times that fire engines are out of service
due to EMS responses.
o Track the number of occurrences when an EMS incident is
handled by a mutual aid company.
o Track and analyze the turn-around time of EMS units from
arrival at hospital to return-to-station.
• Explore response options.

Critical Tasks

Assigned to
Budget Estimate

Josh Blum, Deputy Chief; Mike Books, Deputy Fire Chief of EMS
Operations
No additional budget required

FESSAM Indicators

6C

Action Item 1.3

Participate in the City Master Planning Process to review areas of
vulnerability and geographic growth. Participate in the OhioKentucky-Indiana (OKI) Regional Council of Governments to
address growth issues in the Fire District.

Critical Tasks

•
•
•

Identify performance gaps.
Identify specific growth and development trends as well as the
City and Township long-range and capital improvement plans.
Identify strategic station location(s) for maximum efficiency.
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Assigned to

Otto Huber, Fire Chief

Budget Estimate

Contractual Services: $5,000 for engineering

FESSAM Indicators

2B

Goal 1 Overall
Performance Metric

Safe and effective response force for fire suppression, emergency
medical services, and special team response
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Goal 2: Continue to develop collaborative relationships with community partners and improve
community engagement.
Rationale:
This goal has two separate tracts, one regarding community partners
and one regarding community engagement. The department is
dependent on community relations for partnering to deliver programs
and services and is also obligated to educate the community about
fire prevention and risk reduction.
Tract 1: Community Partners
Action Item 2.1.1

Improve partnerships with specific organizations such as Greater
Cincinnati Hazmat, The Ohio-Kentucky-Indiana (OKI) Regional
Council of Governments, and Northeast Fire Collaborative.

Critical Tasks

•
•
•

Assigned to

Hold regular meetings with officials.
Identify projects on which to collaborate.
Look for opportunities to improve relationships through
participation.
Josh Blum (USAR and Northeast Fire Collaborative); Mike Books
(Health Council and Metropolitan Medical Response System or
MMRS); Chief Huber (OKI Regional Council of Governments)

Budget EstimatE

No additional budget required

FESSAM Indicators

10 A

Action Item 2.1.2

Improve relationships with other departments in the City and
Township, such as with the Police and Sheriff’s Departments and
Public Works.

Critical Tasks

•
•

Assigned to

Otto Huber, Fire Chief

Budget Estimate

No additional budget required

Action Item 2.1.3

Partner with neighboring local fire departments, such as Goshen,
Mason, Milford, and Miami Township for recruitment and training.

Critical Tasks

• Meet with other local departments.
• Develop a joint recruitment and training plan.
• Advance the LSFD relationship with Southern Hills.
Captain Eadiccico and Captain Adkins

Assigned to

Hold regular meetings with officials.
Discuss upcoming levies to ensure coordination amongst
departments’ plans to place levies on the ballot.

Budget Estimate

Personnel: $10,000 in overtime pay
Supplies: $2,000 for training supplies

FESSAM Indicators

10 A

Goal 2 Tract 1 Overall
Performance Metric

Additional USAR training and call outs; more collaborative
training events undertaken; dive team training
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Tract 1: Community Engagement
Action Item 2.2.1

Create a Community Risk Reduction Plan.

Critical Tasks

•
•

Assigned to

Identify prevention and risk reduction education targets.
Identify opportunities to expand or pull back certain
outreach services that do not meet the education targets.
• Develop a new method for the planning and scheduling
of community outreach events for maximum impact.
• Implement EMS community engagement.
• Conduct public education & training at the fire training
academy for training instructors.
District Chief Harold Gregory; Wayne Wallace; Captain
Bruce Hawk; Captain Kyle Riley; Captain Steve Money;
Ryan Pickering

Budget Estimate

Personnel: $5,000 in overtime pay
Supplies: $2,000

FESSAM Indicators

5A

Action Item 2.2.2

Explore options to improve communication with the
community.
• Determine the feasibility of expanding use of social
media.
• Determine the effectiveness of current communications
methods.
• Consider deploying a new marketing campaign or social
media strategy.
• Engage a new website design company.

Critical Tasks

Assigned to

Chief Turner; Chief Books; Captain Hawk; Shawn
McAllister; Candy Cook; Kristen Caudill; Chief Frye; John
Cooper; Andy Pridemore; Lt. Drew Fladung

Budget Estimate

Contractual Services: $15,000

FESSAM Indicators

3A

Action Item 2.2.3

Determine the feasibility of adding a full-time community
risk coordinator to serve as the Fire Protection Engineer to
coordinate with building departments and property
maintenance code enforcement.

Critical Tasks

•
•
•

Assigned to

Identify funding availability.
Reaffirm primary job responsibilities/duties.
Engender support from elected officials to improve
access by customers to fire district-wide property
maintenance code enforcement, fire inspections, and plan
review activities.
Otto Huber, Fire Chief

Budget Estimate

No additional budget required
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FESSAM Indicators

5A

Goal 2 Tract 2 Overall Performance
Metric

CPR and commuity EMS engagement; senior med
program participation; pedi med program participation;
number of runs to serve senior citizens; number of runs
to serve special needs children

Rationale

Goal 3: Continue to maintain fiscal resilience and responsibility.
The department must maintain current funding levels and ensure
there are enough funding streams to finance operations and capital
investments now and for the future. The community is growing,
which means emergency services will need to expand their capacity
to meet future demand.

Action Item 3.1

Explore future funding sources and possible alternative sources of
revenue.

Critical Tasks

•

Assigned to
Budget Estimate—No
additional budget required
FESSAM Indicators

Pursue grants for needs that are well-suited to grant funding, such
as training programs, physical fitness, and serving a high-growth
community.
• Develop budget forecasts based on future needs.
• Research trends in fire department spending.
• Consider contracting out to an accounting firm.
Chief Financial Officer, Candy Cook
Personnel:
Supplies:
Contractual Services:
Capital Expense:
4A

Action Item 3.2

Conduct public education campaigns to inform the community about
funding fire department services, especially when preparing for a levy.

Critical Tasks
Assigned to

• Research how other fire departments prepare for levy campaigns.
Otto Huber, Fire Chief

Budget EstimatE

No additional budget required

FESSAM Indicators

4A

Goal 3 Overall
Performance Metric

Every June, Budget Review to assure GFOA and CAFR reports;
meeting with the Finance Committee to ensure attainment of
fiscal metrics
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Goal 4: Develop options to recruit and retain fully qualified, trained, and experienced
personnel.
Rationale

As is trening nationally, younger people are increasingly not
pursuing firefighting as a career. Encouraging young people to enter
the emergency services as a career places fire department in
competition with careers that pay better and provide a better
preparation and learning structure for school-age youth. It has
become difficult to not only hire, but also maintain, the numbers of
employees needed. LSFD also faces challenges in losing employees
to neighboring departments who are attracted by better pay and
traditional public sector pension programs.

Action Item 4.1

Recruit new fire fighters.

Critical Tasks

•

FESSAM Indicators

Determine the operational efficiency of the current rank
structure.
• Determine funding levels to support additional positions.
• Improve advertising and produce a recruitment video.
• Assess the competitiveness of LSFD job offers in comparison to
nearby communities, and determine whether LSFD is offering
what new recruits are looking for.
• Conduct presentations at schools and attend career fairs.
Captain Mitch Caito
No additional budget required
7B

Action Item 4.2

Implement an ongoing firefighter retention initiative.

Critical Tasks

•
•

Assigned to
Budget Estimate

Assigned to

Evaluate the competitiveness of the LSFD benefit package.
Continually maintain a competitive working environment and
benefits package.
• Establish a professional development policy.
• Offer college-level education tuition reimbursement and other
incentives.
• Stay informed of working environment and compensation
changes industry-wide as well as locally.
• Continue to offer benefits that are better than other area fire
departments and communicate these offerings effectively.
Assistant Chief Tom Turner

Budget Estimate

No additional budget required

FESSAM Indicators

7B

Goal 4 Overall Performance
Metric

Number of applications submitted for hire pre and post new
recruitment initiatives; number of exits on a monthly basis along
with reasons for exiting
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Goal 5: Work to ensure department infrastructure, facilities, and technology are updated.
Rationale

Assigned to
Budget Estimate

In order to meet the department’s mission of “providing the most
technologically advanced fire and rescue service,” LSFD must ensure
that the organization stays current in technology and that facilities are
continually maintained and updated. The department is currently
spending time doing field reports back at the station on pen and paper
when it is now possible for that to be done digitally in the field with
the proper technology. The current challenge is finding a good
software program that fits the department’s needs. The facilities
themselves are also in need of structural and functional updates.
Evaluate, identify, and purchase new software for in-house, field
work, and dispatch.
• Establish a committee or work group to review and evaluate the
department’s current technology to identify what is needed in the
new technology.
• Develop a plan to ensure new software is continually maintained
and updated.
Chief John Frye; Lt. Drew Fladung
No additional budget required

FESSAM Indicators

6 A, 6 B

Action Item 5.2
Critical Tasks

Update and improve EMS reporting.
• Research and obtain the latest EMS reporting software.
• Improve records management.
Deputy Chief Mike Books
Capital Expense: To be funded in out years based on costs
determined via evaluation.
9 C3

Action Item 5.1
Critical Tasks

Assigned to
Budget Estimate

FESSAM Indicators
Action Item 5.3

Review stations for exhaust system improvements and pollutants
containment.

Critical Tasks

•

Assigned to

Consider hiring a contractor or architect to evaluate facilities to
meet safety regulations for contaminants, blood-borne pathogens,
and carcinogens to ensure containment of all pollutants.
• Review NFPA standards for effectiveness and compliance.
• Determine which stations most need exhaust system
improvements and evaluate the budget for purchasing of the
systems.
Deputy Chief Mark Rose

Budget Estimate

Contractual Services: $5,000

FESSAM Indicators

6B

Action Item 5.4

Continue with the current annual review of the apparatus replacement
schedule to ensure accuracy.

Critical Tasks

•

Assigned to

Ensure that the replacement schedule is aligned with current and
forecasted budgets.
• Ensure data and facts are continually gathered and monitored on
maintenance costs and expenditures to ensure accuracy
forecasting.
Chief Mark Rose
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Budget Estimate

No additional budget required

FESSAM Indicators

6C

Goal 5 Overall Performance
Metric

Completion of analyses and evaluations; identification of
required improvements; implementation of improvements
leading to improved data quality indicators
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Appendix A: Challenges, Opportunities, Weaknesses, and Strengths
The results of the COWS analysis are arranged by the opportunities identified by the planning
team.
Opportunity: Add a fifth station
CHALLENGES
1. A main challenge associated with this opportunity is staffing. The department is already
having issues with the retention of new recruits, and this would create a larger staff with
possibly larger retention issues.
STRENGTHS
1. Adding a station to the growing Clermont County area would lower response times in
that area.
2. This initiative can serve as a blueprint for improvements to existing stations by ensuring
(1) there is a dayroom and gym and (2) that areas are zoned off to prohibit contamination.
WEAKNESSES
1. Low staffing levels make it impossible to assign staff to conduct 120 hours of training of
the new recruits in fire training as well as training in the “Loveland Way,” as had been
done in the past. Training of new firefighters has been reduced to 40 hours.

Opportunity: Improve collaborative relationships with community partners
CHALLENGES
1. Ensuring that community leaders see them not only as local heroes but also as a good
investment of the time, money, and resources that go into maintaining a good department.
2. Balancing relationships so that levies being planned by other government agencies are
coordinated with LSFD when it is their levy year.
3. Some organizations are not interested in a relationship.
STRENGTHS
1. The department is viewed as excellent by many community partners already. The
external survey indicated excellence ratings of 100%.
WEAKNESSES
1. The department does not currently have a full-time community risk coordinator, which
may be needed to not only coordinate the public education programs but also to foster
these community relationships.
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Opportunity: Staffing-hiring new and retaining firefighters
CHALLENGES
1. Recruitment: Increasingly more young people are going to college and are not interested
in firefighting.
2. There is a very small percentage of graduating high school students in the labor pool that
may be a good fit with LSFD.
3. Possible recruits get “turned off” by LSFD not having a traditional public sector pension
program.
4. Retention: Younger people are trending toward switching careers every few years.
5. Recruits are also lured away by neighboring departments that offer better pay and
traditional pension benefits.
6. Ensuring the captain is the first line of contact with newly recruited firefighters so that
personnel concerns are immediately addressed.
STRENGTHS
1. LSFD benefits and retirement are actually better than other area fire departments.
2. LSFD has tremendous upper management.
3. LSFD was able to add peak time staffing.
WEAKNESSES
1. Not explaining to newly recruited firefighters upfront how LSFD benefits are different
from and better than other local fire departments.
2. Identifying more places for recruitment other than high schools.
3. Needing to expand professional development, education, and succession planning.
4. There are no employee incentive programs.
5. There are fewer experienced people to mentor new firefighters.
6. There is a need to improve the delivery of EMS training.
7. As LSFD had to do away with the “Loveland Way” portion of training due to staffing
constraints, there is a need to consider adding it back in some form.
8. Younger people are looking for more positive reinforcement; existing employees need to
ensure they are giving it.
9. All firefighters do not get the same amount of ongoing fire training due to issues with
coordination. There is a need to consider mandatory off-duty training to ensure everyone
receives the same training.
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Opportunity: Pursue grants and new funding streams
CHALLENGES
1. LSFD is not eligible for some grants because the department is located in a fairly wealthy
community.
STRENGTHS
1. LSFD has some needs that may be worthy of grants, such as area growth, physical
fitness, and training programs.
WEAKNESSES
1. LSFD does not currently have a staff member that can take on grant writing with their
other responsibilities.
Opportunity: Improve media/communications outreach
CHALLENGES
1. If someone messages or comments about the fire department through social media, they
expect to be responded to immediately.
STRENGTHS
1. LSFD does have Facebook and Twitter accounts with a combined following of
approximately 4,800.
WEAKNESSES
1. LSFD does not have a specific person to manage the social media accounts to ensure
quality posts are being provided by Fire Department personnel as well as by those posting
on their page.
Opportunity: Maintain the ability to meet the public’s high standards
CHALLENGES
1. Managing the public’s expectations while balancing what goes into making those high
expectations a reality.
2. Ensuring staffing stays where it needs to be to meet the public’s expectations.
3. Maintaining the volunteer base because they serve as LSFD ambassadors.
4. The Loveland-Symmes area continues to experience substantial population growth,
which has led to some high traffic areas that make it difficult to sustain optimal response
times.
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STRENGTHS
1. Senior firefighters are there to support the new employees and to make suggestions that
assist in meeting those high expectations.
2. Leadership maintains a high level of professionalism and excellence among the newly
recruited firefighters.
3. Surveys that the LSFD has sent out to citizens who have been their direct customers have
generally come back at 99% “all 5s” (excellent ratings).
WEAKNESSES
1. One of the medic units is currently not available 24/7, which impacts response times.
2. LSFD is not currently setting clear expectations and defined times for physical fitness
workouts. This needs to be addressed to ensure good physical condition to meet the
public’s expectations.
3. There is an issue with water supply around Station 60’s commercial district, which could
possibly, at some point, affect the perception of LSFD of businesses in that district.
Opportunity: Sustain a culture of continuous process improvement
CHALLENGES
1. Staying up-to-date with new processes in the field as well as what’s required for
accreditation.
STRENGTHS
1. Continuously maintaining accreditation.
WEAKNESSES
1. Making sure employees at all levels understand processes; making it clear that the
organization recognizes that when there are problems, about 90% of the time, the
problem is with the process and not the people. The organization wants to improve the
process, not discipline the people.
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Appendix C: External Customer Survey Results
A cross-section of external stakeholders from various community backgrounds assisted in the planning
process by participating in an online survey and in the planning meetings. The department’s leadership
team utilized the latest in communication technology to obtain community input and to survey department
members on the services provided and the LSFD organizational climate.
The stakeholders were asked to rank the services provided by LSFD in the order of priority. Predictably,
Fire Suppression and Emergency Medical Services ranked highest in priority. Fire Prevention, the
neighborhood Smoke Detector Blitz, and the Senior-Med/Pedi-Med programs were considered the next
highest priority services. The Fire Hydrant Service, Public Education, and Senior Expo ranked lower in
priority.
Following are some of the stakeholders’ responses to the survey questions:
1. Do you see the Loveland-Symmes Fire Department as a progressive, innovative organization?
•

All of the responses from the stakeholders were positive.

•
•

Yes, the equipment is always top notch and the department participates in many trainings.
Yes, absolutely, we are very fortunate to have the professional, knowledgeable, community first LSFD.
I believe that the majority of our community is unaware of how incredibly lucky we are to have a
department like LSFD.
Yes, the most progressive department in our area!!! Hands Down.

•

2. Over the next five years, what do you see as the greatest need for the Loveland-Symmes Fire
Department to remain a reliable emergency services provider?
•
•
•
•

•

•
•
•
•
•

Competent workforce and up to date equipment.
Continue to expand training and technology.
Cessation of State of Ohio's "reverse robin hood" policy of stripping funding from local governments
and sending/keeping it in Columbus.
I feel that community awareness programs and education would be very helpful. You have an amazing
operation, but people are not aware of everything, and how it operates. Even if you brought in the
leaders or representatives of organizations and groups, say from each church, club, etc., and had a
"seminar" letting them experience your facilities.
To continue to provide services as it has been to our growing community. Possibly coordination with
neighboring townships/city because of the increase in apartments, senior housing and residential
housing. Also, preparation in the hopefully unlikely event of a major event at our schools.
More Staffing.
Appropriate staffing levels and modern equipment using technology.
Controlling Cost in relation to Man Power to continue to provide service to a growing aging market.
Equipment and resources to keep up with growth.
Balance costs with currently available funding.
Preparedness for a terrorist attack.
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3. Over the next five years, what additional services would you like to see the Loveland-Symmes
Fire Department provide to you and your family?
•

•
•
•
•
•

People always loved seeing the portable "smoke" house at events. With the downtown fire last month, it is
amazing how the community came together to raise money and fill the needs of the people who lost so
much. I think that our community likes to give to our community, above and beyond Loveland Initiative
and food bank. If there were a place to store donations for when people lost everything in a fire, the public
would donate. Or if there was a way to let people know what the needs were. The focus all went on the
downtown, but I heard the week before another family lost everything... I know Red Cross steps in, but
what about Loveland Strong Neighbors?
Home inspections.
Continue the great service that LSFD already provides.
None. Continue the high level of care. New Fire Department Building in Downtown area to serve Clermont
Better.
No additional services needed.
Continued training and education.

4. Do you have any comments about the Loveland-Symmes Fire Department?
•
•
•

•
•
•
•

Top notch.
I'm thankful and proud I live in the LSFD area!
Loveland -Symmes Fire Department provides excellent services to our community and schools. The
employees that I have had the pleasure to work with our kind, compassionate and very professional. We are
lucky to have them serve our community.
All positive comments, great department from leadership to the rookie Firefighter/EMT.
Outstanding Service!!!! None Better.
LSFD is a professional, well trained and compassionate team.
Great job!
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How would you rate the Loveland-Symmes Fire Department in the following areas?
Rate the Department

Excellent

Good

Appearance?

100.00%

0.00%

Community Involvement?

100.00%

0.00%

Compassion?

90.00%

10.00%

Dedication?

100.00%

0.00%

Integrity?

100.00%

0.00%

Professionalism?

100.00%

0.00%

Promptness?

90.00%

10.00%

Post Incident Customer Satisfaction Card Results
2013

2014

2015

2016

2017

Total

Very Satisfied

307

314

124

228

307

1280

Satisfied

16

19

3

8

16

62

Adequate

1

0

0

2

1

4

Unsatisfied

0

0

0

0

0

0

Very Unsatisfied

1

0

0

0

1

2

No Rating

0

4

2

1

0

7

Total

325

337

129

239

325

1355
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Appendix D: Internal Department Survey Results
1. Does the current EMS training program meet the needs of the Fire Department?
•
•
•
•

•

•
•

80% of our runs are EMS. and I think the current training program has become stale. Maybe time to change
things up.
A certified EMS instructor is needed.
EMS training needs to be addressed. As an organization we have a lot of young new paramedics. EMS
training does not meet the current needs of the fire department.
I do not think it does. I say this because we do not receive enough EMS training. We need to increase this
and have more hands-on training. Power points are decent, but I think that hands on training will allow the
medics at this department to be more competent. At LSFD we have a lot of new medics that are still trying
to understand the EMS field. Fire training is good and all, but EMS runs are about 80% of what we do in
Ohio.
Upgrade the ems training with additional training. However, I feel it may be difficult to training on ems as
much as we train in fire. Good chance we may burn out our employees. A better way to handle this is stop
the personnel leaving for other agencies.
We need more EMS training due to the age of the guys at the department.
We need more training.

2. Does the current EMS training program meet the needs of your professional development?
•
•
•
•
•

•

There needs to be more training in the EMS field. We need more hands on training due to having so many
new medics. EMS run volume is much higher than fire. We do not receive enough EMS training.
Current EMS training is meeting our annual and certificate requirements. We could certainly see
improvement in our EMS professional development.
Seems to be going at a dead end.
Currently certified as a Medic would like to have more. More training is always better. Protocol training
other than [sic] conference call would be helpful.
I do find our training beneficial at times. I have received many more quality EMS trainings over the past at
part-time employment. Example would be from medical directors that teach over half of a Paramedic
refresher program, will also come in and conduct training's / run QA's with crew.
Paramedics need role models and direction to obtain this professional development.

3. Does the fire department’s current Fire response system meet the risks in the community?
(Mutual aid is included in our response system.)
•
•
•

Our response system works very well here at LSFD. All of our response times are very quick and safe. The
right trucks are dispatched for the right cause to take care of the situation at hand.
One additional man at 62's would be beneficial and mandatory 3 at all times at 60's due to the camp being
one of the furthest points in our territory.
We set the standard for fire response / cover in our region.
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4. Does the fire department’s current EMS response system meet the risks in the community?
(Mutual aid is included in our response system.)
•

•

•

Yes, it does. Our response times are very quick here with EMS also. The medics receive adequate
information before arrival of the person in need. However, I think we need more EMS training, so we can
take care of our residents better and provide them with the best treatment.
I believe we need to include engine runs on unresponsive more often. I believe we would use the personnel
more often but instead of calling for help they just respond to hospital instead of waiting for the help. If the
fire apparatus would be there earlier (with dispatch) it would be used more. This also gives our personnel a
since [sic] that they are needed more and helps moral. I'm not saying an engine company with every run but
I feel it needs expanded.
Having a medic unit out of service in 61's district puts those residents in jeopardy due to delayed response
ALS response times.

5. Does the fire department’s current Technical Rescue response system meet the risks in the
community? (Mutual aid is included in our response system.)
•

•

•
•

Ever since I started here I have noticed that our dive team and swift water rescue team are very quick at
responding in a very professional manor [sic]. I know this because of the training to we receive here at
LSFD. Very competent technical rescue team.
I believe our technical rescue response system is top notch. Members who ride Rescue 61 meet the risk of
our community. I believe placing Rescue 61 at a more centralized location would improve our response
system. Example Rescue 61 placed at Station 62 would give the ability for the rescue truck to make ever
[sic] accident in LSFD district on the initial dispatch. Making R61 more centralized would be beneficial to
LSFD.
We need more technicians.
We have done some outstanding training to enhance our first response capabilities—and rely on a regional
response.
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6. What would you do to improve firefighter retention?
•
•

•
•
•
•
•

•
•

•

•
•
•

Providing additional leadership paths and providing the structure for firefighters to understand what will
need to be required to complete that path.
This is currently a serious problem for LSFD. I can share what I've heard from the gentlemen who have left
the FD recently and then offer suggestions.
§ Starting pay is higher and the top out pay is higher and takes affect sooner at other
departments.
§ They didn't like being micromanaged.
§ Run volume at LSFD is to [sic] low.
§ Didn't know what to expect in regard to raises, benefits (holiday pay is better at other
departments), etc. Several of the guys mentioned their raises were overlooked and then
not prorated. Several mentioned.
§ They didn't get a scheduled raise due to numerous changes in policies.
§ They want to be in the state pension program. (FYI - I personally see the union/pension
program failing the FF's. I am a huge supporter of LSFD's retirement plan).
§ They didn't feel like they had anyone they could go to talk to about their concerns and be
supported.
o Suggestions: First let me inform you that I am 44yo who just left the business world after 25
years. I used SWOT analysis extensively and actively participated in many of these same issues in
the private sector. Here are my suggestions. LSFD may consider creating a liaison committee that
can be a place for employees to discuss their concerns, be supported, and obtain feedback in a
timely manner. This could allow the administration to become aware if an issue is a concern to a
few or many employees, protect the employee’s privacy, and hopefully avoid high turnover.
Our department has committed to their personnel, there is not much more we can do.
Start recruiting from smaller departments (volunteer) (blue collar). Due [sic] a complete process so we can
pick from a variety not just because someone knows someone.
Spousal insurance.
Offer more competitive wages. Difficult to maintain people at this current time due to so many
availabilities at a lot of departments.
Start a recruiting program. In order to improve firefighter retention, we need to develop a firefighter’s
loyalty to our organization. I believe the first step into developing a loyal firefighter is recruiting the right
individual.
Pay rate, more time off, level out the AORs.
Focus on recruiting employees that have ties to the City of Loveland and Symmes Township. This could
possibly help with an employee’s commitment to the community and the Loveland-Symmes Fire
Department.
Most members who have left stated they want a UNION, to THINK they have a voice in decision making. I
personally don't know anything about unions, so I can't make that call if they would be beneficial. I believe
the younger members, just want the sticker... and felt they would be more accepted by other fire
departments in the community. I have heard many bay floor rumors how they have been called "scabs" and
weren't happy with it...
Salary and benefits (entire family on health care), work load comparable to other area departments, and a
more positive environment.
I believe it is the time that we live in that causes a hardship in retention. They're many opportunities other
than LSFD and schools are not pushing as many fireman and EMT's out.
Not sure this is possible in today’s world.
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•

•
•
•
•
•
•

More time off (instead of 4-5 EDO's go to 6-8 per year, let members get three weeks VAC after 5 years
instead of 7 years), Officers should get 4 days of personal time (we lost 1-2 days off by the ones who voted
to switch off EDO) Let the same holidays be recognized for shift members as is for admin., instead of the
current 11/6 split. Have a program available for the employee whose spouse is unable to get health care,
even if it’s a percentage. Have a lot more transparency for the firefighters, (from the quarterly meeting we
used to have, letting them know just how much our retirement system can do for them if used properly
during their career). These are not the fix but are certainly tools that can help MAINTAIN CURRENT
employees and improve retention of future employees.
It's a regional problem and even perhaps a national problem. We pay well, buy the best equipment and
provide training and leadership like no other. I have no idea how to solve the problem locally.
Consider bonuses for staying beyond certain timeframes.
Align ourselves like other fire departments. Kelly days, Union, public pay schedule, medical benefits,
holidays that align with front office.
Contracts for new hires.
Not sure at the moment.
I am not sure there is a way to improve the retention problem.
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