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To:          Department of Justice (DOJ)  
 
From:     Assistant Fire Chief Richard Davis  
 
Subject:  Recruitment Strategic Plan  
 
The Austin Fire Department (AFD)’s Recruiting Division is the forefront for introducing fire 
department employment opportunities to the community. Our mission is to attract, cultivate and 
maintain pipelines of diverse applicants. This includes introducing firefighting as a career option to 
qualified members from underrepresented minority and women populations. Our objective is to 
create a plan that will obtain and foster a diverse workforce within AFD. 
 
The innovative concepts that were incorporated into this plan were achieved through a blend of past 
practice, research and observations from various industries. Fire department recruitment strategies 
should be based on an understanding of the social variables that exist within each community. As 
we move forward with a consent decree, it is incumbent upon AFD management to ensure their 
continued support and sustainment of recruiting initiatives.  
 
The Fire Department wants to work toward ensuring that we have a workforce that reflects the 
community we serve. As we look toward the future, adjustments and updates to the recruiting plan 
will be necessary to stay abreast of the cities forecasted demographical trends listed below.  

 
 Long term, sustained, rapid population growth 
 Profound racial and ethnic diversification 
 Growth from Hispanics dominates overall growth 
 Significant suburbanization of African American Households 
 The Asian Boom 

 
As the executive sponsor over AFD recruiting section for the last five years, we have experienced 
some success with recruiting a diverse applicant pool. Our recruiting strategy has been a 
culmination of effort and ideas from members of the Austin Firefighters Association, African 
American Firefighters Association and Hispanic Firefighters Association, as well as Asian 
American and female firefighters. Collectively, we will continue to evolve our approaches toward 
attracting and recruiting a diverse workforce. 
 
If there are any questions concerning this recruiting initiative, please call me at 512-974-0133 or 
email me at the following address: Richard.davis2@austintexas.gov.   
 

 

 

 
 
 
 
 

mailto:Richard.davis2@austintexas.gov
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Introduction 
 
The purpose of this Recruitment Strategic Plan is to guide the recruitment efforts of the Austin Fire 
Department over the next five years, 2015-2020 in addition, to abiding by the requirements set forth 
in the consent decree. The intent is to put together a framework of successful practices that could be 
updated and/or adjusted over time. The Fire Department currently has 98 vacancies. It is projected 
that retirements and normal attrition will continue to increase.  
 
Fire Department personnel, affinity groups, community members and stakeholders have provided 
invaluable insight and information over time.  The development of this recruiting strategic plan is a 
continuous work in progress, with no end. Taking this stance ensures that our process stays relevant 
and keeps the organization into a proactive versus reactive mode.   
  
This strategic plan is meant to provide direction and structure in the coming years. It is intended to 
be a living document that will evolve as our environment changes and as we evaluate what works 
and what does not. Therefore, we fully expect that there may be adjustments to our goals and 
strategies over the next five years.  
 
Questions about any part of this plan can be directed to the Assistant Chief over the fire recruiting 
section.  The recruitment section will be constantly evaluating our successes and setbacks. We fully 
expect to be engaged in community outreach and recruiting campaigns year round.   
 
As the plan is implemented, feedback is encouraged. There is a role for every Fire Department 
member in the recruitment process.  We continue to be transparent in our recruitment protocols and 
encourage Fire Department participation.  
 
The importance of achieving a diverse workforce can be coordinated with the understanding of our 
changing demographics. Languages, customs and courtesy will be different from past years. In 
order to remain commercially competitive, organizations will need to update and adapt to this 
changing environment. Though minority demographics have increased, AFD’s numbers have 
remained significantly lower than the community it serves.  
 
This recruitment plan includes an overview of the Fire Department. This is followed by an 
assessment of internal & external factors, projected staffing needs, budget, recruiting plan 
implementation, recruitment goals, special requirements and a supplemental program. These 
sections provide a summary of information needed to develop this departmental plan. Furthermore, 
a checklist (see Appendix A) is incorporated into this plan to ensure the structure and format of the 
recruiting process is sustained. This agenda outlines a predetermined list of criteria that will assist 
with illustrating the requirements for the plan.  
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Fire Department Overview 
 
The Austin Fire Department (AFD) serves a population estimated to be near 842,592. The 
Department has 1,129 authorized sworn firefighter positions. Austin’s response teams provide 
emergency service to citizens within a 308 square mile area.  Like most fire departments, AFD is 
responsible for providing a multitude of services. This includes operations, support services, aircraft 
firefighting and rescue, communications, maintenance shops, medical operations, emergency 
prevention, professional standards, community outreach, safety, special operations and educational 
services. Figure 1 provides a summary of the current 2014 AFD staffing by rank, gender, number 
and ethnicity.  
 
Figure 1 
 
AFD Staffing Chart 
 

 
 

An analysis of the AFD staffing chart shows a disproportion number of minorities in the various 
ranks. In order to maintain the pipeline for diversity in the coming years, it is important to have a 
diverse management team that will be available to inspire, coach and lead potential candidates to 
apply for employment opportunities with AFD.  
 
The community demographics (see figure 2) provides a glimpse into the ethnic/cultural composition 
of the Fire Department and the Austin community. The 2010 census percentages show that the 
African American, Hispanics and Asians Americans are underrepresented when compared to the 
Austin Fire Department.  
 
Figure 2 
 
Fire Department comparison to 2010 census percentages 
 

Classification Hispanic African 
American 

Asian 
American 

Caucasian Native 
American 

Austin Fire 
Department 

15.9% 4.2% 1.5% 78.1% 0.4% 

Austin 
Community 

35.1% 8.1% 6.3% 68.3% 0.9% 

 
A review of the current department roster reveals that only 15.9 percent of the Department is 
Hispanic, as compared to 35.1 percent of the community. In addition, the African American 



5 
 

representation in the Fire Department is 4.2 percent compared to 8.1 percent. In each case, 
representation or lack thereof is almost half of the community statistics. Furthermore, 1.5 percent of 
the Fire Department is Asian American as compared to 6.3 percent of the local workforce. As noted 
earlier, Austin’s demographical trends will experience an Asian boom in the future. AFD needs to 
continue to be proactive so the Department’s Asian community percentages do not decrease. 
 
Internal Factors  
 
A review of factors internal to the Department has identified the following potential impacts:  
 An antiquated Local government code chapter 143, municipal civil service, limits the 

options for hiring new personnel. 
 The Austin Fire Department (AFD) is projecting an overall increase of $3.3 million, or 

2.3%, in their operating budget for FY 2014‐15. The most significant forecast increase is the 
conversion of 36 grant‐funded firefighters into the General Fund at a cost of $2.1 million in 
FY 2014‐15. 

 Current estimates put vacancies peaking at over 100 in FY 2014‐15. In addition, AFD’s 
firefighter vacancies average about 1.6 a pay period. This equals to about 42 vacancies per 
year. 

 Although the City does not have a current Collective Bargaining Agreement (CBA) with the 
Austin Firefighters’ Association, the forecast maintains a placeholder for potential wage 
increases for sworn firefighters at the levels included for sworn Police and EMS. 

 There will be 16 new firefighters positions needed in FY 2016‐17 to staff the Onion Creek 
Fire Station, which is expected to be completed and ready for operation by June 2017. 

 The lack of diversity within the ranks of the fire department coupled with the Austin Fire 
Department’s second Consent decree could make it difficult to recruit potential candidates. 
AFD first consent decree was from 1977 to 1982.   

 The average age of Austin Fire personnel is 42.2, with 14.5 years of service. AFD is 
transitioning toward a younger department, with more of the tenured personnel beginning to 
retire. 

 AFD recruiting section does not have adequate office space to meet demand.   
 

External Factors  
 
A review of external factors has revealed the following changes that will influence future staffing:  
 In areas annexed for full purposes, the City provides full municipal services, assesses taxes, 

and enforces City ordinances and regulations. Residents may vote in all City elections and 
run for office.The following areas are proposed for future full purpose annexation under 
approved Strategic Partnership Agreements: 

 
 Lost Creek Municipal Utility District – 2015 
 River Place Municipal Utility District – 2017 
 Shady Hollow Municipal Utility District – 2020 

 
 Austin is currently the fastest growing city in the United States and, from 2011 to 2016; it is 

expected to have an economic growth rate of over 6%, with a population growth rate 
approaching 3%. 

http://www.forbes.com/pictures/mlj45hfdf/1-austin-texas/
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 Voters approved the change in Austin’s municipal government to geographic representation. 
Single-member districts are thought of as the best way to have adequate representation 
based on demographic diversity. This new form of representation will bring new dynamics 
to City Hall. 

 According to census data, the city is following the statewide trend of a growing Hispanic 
population. The Hispanic population currently represents 35 percent of the community. The 
other ethnic segments of the community will remain the same or slightly decline, with the 
exception of the Asian population. 

 Minority perceptions of the Austin Fire Department. Image of the employer can work as a 
potential constraint for recruitment. An organization with positive image and goodwill as an 
employer finds it easier to attract and retain employees than an organization with negative 
image. 

 The Millennial generation will be the applicant pool for most fire departments. The 
challenge is how to attract these individuals and make the fire service an appealing career 
choice. This generation is very educated and technologically savvy with access to many 
different career opportunities and industries.   

 One of the factors that influence the availability of applicants is the growth of the economy 
(whether economy is growing or not and its rate). As of September 2014, the city of Austin 
unemployment rate is 3.9 percent. 

 The recruitment policies of other public safety organizations also affect the recruitment 
function of the organizations. To remain competitive, many organizations will change their 
policies according to the protocols being followed by their competitors. 

 
Projected Staffing Needs  
 
Staffing projections for General Fund departments do not include any positions required to 
implement new programs or enhance service levels. However, positions have been included 
to address service demands arising from newly annexed areas, a growing population, and the 
opening of new facilities. 
 Thirty-six firefighter positions, previously funded by an expiring SAFER grant, are being 

transferred to the General Fund in FY 2014‐15;  
 Sixteen new firefighters in FY 2016‐17 to staff the Onion Creek Fire Station, which is 

expected to be completed and ready for operation by June 2017. 
 Other projections can be associated with future annexations and fire department expansion 

needs (see figure 3).  
 
Figure 3 
 
Personnel Summary: Projected Full-Time Equivalents 
 
 

 
 
 
 
  

Department FY 2014 
Approved 

FY 2015 
Forecast 

FY 2016 
Forecast 

FY 2017 
Forecast 

FY 2018 
Forecast 

FY 2019 
Forecast 

Fire (sworn) 1,093.00 1129.00 1129.00 1145.00 1145.00 1145.00 



7 
 

Budget and Staff Resources 
 
The proper analysis of the recruitment budget is essential to the recruitment planning process. As 
noted below (figure 4), the recruitment plan allocates costs which results in key components of the 
recruitment strategy being secure. An analysis of the recruitment expenditures can identify gaps in 
the process. This can provide valuable feedback for adjustments in strategy. AFD continues to 
monitor its expenses and assesses cost effective methods for recruitment.   
 
Figure 4 
 
Recruiting budget 
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The recruiting section currently has one lieutenant, one fire specialist, one administrative specialist 
and two firefighter positions. Currently, the two-firefighter positions are vacant.  There have been 
many attempts to fill these vacant positions but most firefighters would rather work shift than fill 
these permanent positions. In order to circumvent this shortfall, the recruiting section will offer two 
individuals (firefighters) a special assignment that will last from six to nine months. Furthermore, 
we will solicit internships from local colleges and acquire temporary civilian assistance for the 
duration of the recruiting cycle. As mentioned before, it is our desire to permanently employ 
experienced civilian recruiters that will bring stability and continuity to the recruiting section. Due 
to the transient nature of uniformed personnel, this tactic is conducive to the success and 
maintenance of the recruiting strategy.   
 
Recruiting Plan Implementation  
 
The Fire Lieutenant supervising recruiting is responsible for the deployment of this recruitment 
plan. This individual will report directly to the Assistant Chief of support services. The Fire 
Lieutenant will attend staff meetings on the first Monday of each month to report on the plan’s 
progress. Individuals responsible for other aspects of the plan, regardless of assignment, will 
provide monthly progress reports to the Fire Lieutenant.  
 
Recruitment Goals  
 
The following recruitment goals have been established. Each goal is accompanied by supporting 
objectives, strategies, and evaluation criteria. 
 
Goal #1 – Achieve annual hiring goals to meet anticipated staffing needs.  
 
Objective #1.1 – Develop a Recruitment Team that reflects the Department’s hiring goals.  
 

Strategy #1.1.1 – Select a full-time civilian recruiter that can provide continuity to the 
recruiting process. Due to the transitional nature of uniform staff, permanent civilian 
positions provide stability to the process.  

 
Strategy #1.1.2 – Identify a diverse cadre of ancillary staff, including civilians, who can 
attend recruitment events, be a point of contact for candidates (see Strategy #1.5.3), and 
assist with various recruitment goals/strategies.  

  
Strategy #1.1.3 – Create a diversity policy statement that is disseminated throughout the 
organization. (See Appendix E) 

 
Evaluation Criteria – Does the recruitment team reflect the department’s annual hiring 
goals?  

 
Assigned to: Recruiting Lieutenant  

 
Objective #1.2 – Reduce the time required for the hiring process by 20 percent.  
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Strategy #1.2.1 – Flow chart the hiring process for Firefighters, accurately depicting in 
detail each step in the process from filing an application to final offer of employment, 
including the estimated time needed for each step.  

 
Strategy #1.2.2 – Review the POST selection and background requirements for fire cadets. 
  
Strategy #1.2.3 – Meet with HR to discuss labor law and personnel rules pertinent to 
employee selection; technology that can be employed, including online applications; and 
continue to brainstorm ways to expedite the recruitment and hiring process.  

 
Strategy #1.2.4 – Prioritize options to accelerate the hiring process and implement as 
appropriate to achieve at least a 20 percent reduction in the time required for the selection 
process.  

 
Evaluation Criteria – After implementing changes, compare the time required to complete a 
hiring process with that prior to making changes. 
  
Assigned to: Recruiting Lieutenant 

 
Objective #1.3 – Actively solicits the assistance of Fire Department employees to identify and refer 
qualified candidates in each hiring cycle.  
 

Strategy #1.3.1 – Conduct employee focus groups (see Appendix B) primarily comprised of 
firefighters to determine what ideas they have to improve the recruitment process, and 
gather information about what they like best about working for the Department.  

 
Strategy #1.3.2 – Develop a recruitment memo explaining how employees can assist with 
the recruitment process, including Frequently Asked Questions.  

 
Strategy #1.3.3 – Determine the best locations to place recruitment information to facilitate 
employee access.  

 
Strategy #1.3.4 – Identify a person to regularly stock employee recruitment materials. 
  
Evaluation Criteria – Track the number of employees who participate and the number of 
candidates who were referred by a department employee.  

 
Assigned to: Recruiting Lieutenant   

 
Objective #1.4 – Continue to update recruitment materials.  
 

Strategy #1.4.1 – Collect copies of current videos and recruitment flyers (see Appendix C) 
of firefighters. Review these materials to ensure the information is current and accurate. 
Update as needed.  
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Strategy #1.4.2 – Determine the number and type of recruitment materials, including exhibit 
promotional “give-away,” and amount of money needed to have the necessary materials 
printed and/or videoed.  
 
Strategy #1.4.3 – Add Equal Employment Opportunity (EEO) statement to all recruiting 
materials and videos.   
 
Evaluations Criteria – Obtain employee and candidate feedback on revised recruitment 
materials.  

 
Assigned to: TBD  

 
Objective #1.5 – Personalize the recruitment process.  
 

Strategy #1.5.1 – Develop and update the candidate interest card email database.  
 

Strategy #1.5.2 – Send out brief monthly emails to candidates providing them with 
information about current events in the Department and general information about the 
recruitment and selection processes.  

 
Strategy #1.5.3 – Develop a list of recruitment coordinators who will serve as a point of 
contact for candidates who have questions. Provide training to these coordinators on the 
kinds of information they can provide to candidates. Encourage coordinators to make 
personal contact with the candidates, especially from targeted groups, on a monthly basis.  

 
Strategy #1.5.4 – Schedule and invite candidates and their friends to attend a recruitment 
presentation (see Appendix D), Q & A time, ride-outs and/or tour station facilities.  

 
Strategy #1.5.5 – Utilize commercial spots and talk show formats on radio stations (AM & 
FM) with high ethnic demographics. 
 
Strategy #1.5.6 – Post testimonials on career websites from minority & women employees. 
 
Strategy #1.5.7 – Develop diverse videos and images on AFD’s career page website.  
 
Strategy # 1.5.8 – Continue to advertise in the various minority publications and newspapers 
both local and regional. 
 
Strategy# 1.5.9 – Engage with local civic and community-based organizations on outreach 
efforts. 
 
Strategy#1.5.10 – Identify functions and/or events that cater to the African American and 
Hispanic populations.    
  
Strategy# 1.5.11 –  Deploy recruitment advertisement and messaging via social media 
networks utilizing formats such as Facebook, twitter, LinkedIn and YouTube.  
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Evaluation Criteria – Obtain feedback from candidates about how well the emails, radio, 
advertisements, personal contacts, open houses and other options caught their attention and 
motivated them to apply. Track the success.  
 
Assigned to:  TBD  

 
Objective #1.6 – Determine the feasibility of establishing a cyclical hiring cycle.  
 

Strategy #1.6.1 – Meet with the civil service office to discuss conducting an annual testing 
process to meet hiring demand.   

 
Strategy #1.6.2 – Review past records to determine how many people applied for firefighter 
positions, and the number who advanced to the next step of the process, up to, and 
including, the background process and number actually deemed qualified to be hired.  

 
            Strategy #1.6.3 – Modify the testing process so that it happens around the same time each 

year and the practicality of testing in different locations. 
 

Evaluation Criteria – Track each hiring cycle to determine the number of applicants, how 
many move forward in the testing cycle, and how many are ultimately hired. Monitor the 
results against hiring goals and adjust the frequency of testing accordingly.  

 
Assigned to: Recruiting Lieutenant  

 
Objective #1.7 – Enhance the recruitment webpage.  
 

Strategy #1.7.1 – Identify resources that will assist in creating an effective website.  
 

Strategy #1.7.2 – Contact other fire departments to determine what contributes to their 
website recruitment success.  

 
Strategy #1.7.3 – Conduct focus groups with applicants to determine which types of 
information would be necessary in order to sway a potential candidate to complete the 
application process.  

 
Strategy #1.7.4 – Update the website based on information gained in 1.7.1-1.7.3.  

 
Strategy #1.7.5 – Add Equal Employment Opportunity (EEO) statement to recruiting 
website. 

 
Strategy# 1.7.6 –  Migrate to a mobile centric website. More millennials utilize mobile 
devices for collecting and disseminating information.   
 
Evaluation Criteria – Survey job candidates to determine if the website provided the 
information they needed. Include a section for candidates to provide ideas to improve the 
website.  
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Assigned to: Webmaster  
 
Goal #2 – Motivate at least 38.6 percent of Hispanics (This percentage is based on the 2013 
written test takers) from the total applicant pool to take the firefighter’s exam.   
 
Objective #2.1– Identify specific approaches and organizations with whom to collaborate in order 
to target candidates from the Hispanic community.  
 

Strategy #2.1.1 – Conduct a focus group with current Hispanic staff to identify recruitment 
ideas and organizations within the Hispanic community.  

 
Strategy #2.1.2 – Compile a list of Hispanic community groups, including faith-based 
organizations, and invite them to informational meetings.  

 
Strategy #2.1.3 – Determine whether recruitment materials should be translated into Spanish 
and the costs to do so.  

 
Strategy #2.1.4 – Identify specific strategies to create awareness of career opportunities 
within the Hispanic community, including paid advertisements in at least two Hispanic 
publications targeting young-adult Hispanics. 

 
Evaluation Criteria – Track the number of Hispanics who apply for department positions 
and subsequently hired.  

 
Assigned to: TBD  

 
Objective #2.2 – Engage Hispanic employees in the recruitment process.  
 

Strategy #2.2.1 – Involve Hispanic employees who would be willing to videotape a “My 
Story” or testimonial as to why they chose a career with Austin Fire Department and what 
they have enjoyed about working for the organization. Use employee quotes in recruitment 
materials specifically targeting Hispanic candidates and/or place the interviews on the 
department’s website.  

 
Strategy #2.2.2 – Identify Hispanic employees who would be willing to attend job fairs, 
speak to Hispanic community groups, and answer questions from candidates and/or their 
families.  

 
Strategy #2.2.3 – Identify Hispanic employees who would be willing to coach Hispanic 
candidates through the hiring process.  

 
Evaluation Criteria – Solicit feedback from selected employees on how effective they were 
in coaching candidates. Solicit feedback from candidates on the coaching process.  

 
Assigned to: Recruiting Lieutenant   
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Goal #3 – Motivate at least 12.5 percent of African Americans (This percentage is based on 
the 2013 written test takers) from the total applicant pool to take the firefighter’s exam.  
 
Objective #3.1– Identify specific approaches and organizations with whom to collaborate in order 
to attract African American candidates.  
 

Strategy #3.1.1 – Conduct a focus group with African American firefighters to identify 
recruitment ideas that could attract candidates and organizations/groups within the 
community where prospective African Americans candidates may be found.  

 
Strategy #3.1.2 – Compile a list of community groups frequented by African Americans, 
including faith-based organizations, and invite them to informational meetings.  

 
Strategy #3.1.3 – Determine whether recruitment materials should be modified or developed 
specifically to recruit African Americans.  

 
Strategy #3.1.4 – Identify specific strategies to create awareness of career opportunities for 
African Americans, including paid advertisements in one or more publications. 
  
Evaluation Criteria – Track the number of African Americans that apply for fire department 
positions and are subsequently hired.  

 
Assigned to: TBD   

 
Objective #3.2 – Engage African Americans in the recruitment process.  
 

Strategy #3.2.1 – Identify African American firefighters who would be willing to videotape 
a “My Story” or testimonial as to why they chose a career with Austin Fire Department and 
what they have enjoyed about working for the organization. Use employee quotes in 
recruitment materials specifically targeting African American candidates and/or place the 
interviews on the department’s website. 
 
Strategy #3.2.2 – Identify African American firefighters who would be willing to attend job 
fairs, speak to community groups, and answer questions from candidates and/or their 
families.  

 
Strategy #3.2.3 – Identify African American employees who would be willing to coach 
candidates through the hiring process.  

 
Evaluation Criteria – Solicit feedback from selected employees on how effective they were 
in coaching candidates. Solicit feedback from candidates on the coaching process.  

 
Assigned to: Recruiting Lieutenant   

  



14 
 

Special Requirements 
 
The following is an excerpt from the Austin Fire Departments consent decree. AFD is required to 
meet certain advertising and job announcement requirements concerning the decree.  
 
      “The City shall advertise the dates and times of its application period and the administration of 

its selection procedures for fire cadet by: (a) issuing testing announcements at least 60 days 
prior to the closing date for submitting an application; (b) advertising in the Austin American-
Statesman at least thirty (30) days prior to the closing date; (c) posting fire cadet testing 
announcements on the City’s website with a link to the applicable application for at least 45 
days prior to the closing date; (d) posting fire cadet testing announcements in each City 
Department where job announcements are posted at least 45 days prior to the closing date; (e) 
sending a copy of each such testing announcement at least 45 days prior to the closing date to 
the Texas Workforce Commission for statewide distribution and to the placement officer of 
each two-year and four-year post-secondary school in the Austin area.”  

 
Supplemental Program 
 
The phrase “Pass the Torch” refers to a speech prepared by former AFD captain Willie Ray Davis, 
who was one of the first three African-American firefighters hired by the Austin Fire Department in 
1952 and the State of Texas. The other two were Nathanial Kindred and Roy Greene. Davis referred 
to his hiring as the lighting of a torch that should be passed on to future generations of minority 
men and women seeking careers in the fire service. AFD has expanded this ideology to assist with 
building its applicant pool by creating the Pass the Torch Academy in 2005. 
 
In 2014, the Pass the Torch Academy (see Appendix F) was the first expanded version of the 
original one-day program. Seven weekend sessions ran from March to July with a varied age range 
among the participants.  The program provides participants with the opportunity to learn about their 
community, fire department and emergency medical services response in a safe, controlled and 
educational environment. Due to the expanded time-line of the most recent academy, participants 
were able to engage in activities that included vehicle extrication, swift water rescue, emergency 
medical procedures and fire extinguisher training.  In addition, this program served as a means of 
personal development, as well as a recruiting pool for the fire department. At the end of the 
program, participants were able to make an educated decision about whether or not to pursue a 
career in the fire service.    
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Appendix A 
Recruitment Strategic planning checklist 

 
Getting started    

                              Select a project coordinator who is knowledgeable about planning and recruitment. 
                              Select an executive sponsor.  
                              Develop a partnership with HR.  
                              What is the time frame associated with this plan?  

 
Planning considerations  

                              Identify the ideal candidate.  
                              Are there particular segments of the community that should be targeted for recruitment?  

  Identify possible satellite locations in which to launch recruiting initiative. 
 
Internal factors  
      What is the current number of firefighter vacancies?  
      What is the annual attrition rate by type (retirement, voluntary termination, etc.)?  
      How many positions need to be filled annually over the life of the plan? Has a workload 
         study been conducted?  
      To what extent do employee demographics reflect that of the community? What priorities 

should be established to focus recruitment efforts?  
 
External factors  
      How much will the residential or business communities grow annually over the next three to 

five years?  
      What external factors may increase staffing levels in the next three to five years, such as an 

annexation or contract to provide service to another jurisdiction or customer? 
      How will community demographics change in the next three to five years? 
      What kind of development or redevelopment has been approved or is in the planning process 

and how will this impact staffing?  
      Are service priorities expected to change that could result in staffing increases or decreases? 
      What is the cumulative impact of these external factors annually? 
      What is happening with other employers in the region that represent hiring opportunities 

and/or make them a competitor for qualified candidates? 
      What are the regional/local pay and benefit trends among other fire departments employers 

and how do those compare with the pay and benefits of your agency? 
      How will sociological, technological, environmental, economic, or political trends impact the 

city/county? 
      Who are stakeholders that may impact the selection and hiring process?  
 
Organizational strengths and weaknesses  
      What is the reputation of the agency in the community and how can that reputation benefit or 

hinder the recruitment process? 
      Does the agency have a good Internet recruitment site? 
      Which aspects about the community and region can be used to attract potential candidates and 

what drawbacks may exist that adversely impact recruitment? 
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      Which aspects about the agency, including culture, may be attractive to potential candidates? 
     What kind of relationship does the agency have with internal and external stakeholders? 
     Did candidates have a positive experience in the selection process?  
 
Selection and training of recruitment staff  
     Who will implement the recruitment strategic plan? How can they be involved in the 
         development and implementation of this plan? 
     What training will they need to be effective recruiters? 
     Do they clearly understand the selection process?  
 
End to end review  
     Review POST, labor law, and HR requirements. 
     Develop a flowchart depicting the selection process. 
     In light of the requirements, review the selection process flowchart to determine what steps 
        can be eliminated, combined, or modified to expedite the selection process.  
     How can technology be employed to make the process faster and/or more effective?  
 
Personalize the process  
     How will contact be maintained with candidates during the selection process (e.g., e-mail or 

telephone)?  
     Designate a point of contact that candidates can call with questions. 
     How will you market to those who can influence candidates? 
 
Strategies  
 Review the International Association of Firefighters (IAFF) Diversity Initiative Achieving        

and Retaining a Diverse Fire Service Workforce. 
 

Employees  
     How will employees be advised and reminded, as “adjunct recruiters” about job opportunities 

prior to and during the selection process? 
     Where will recruitment information for employees be placed and who will restock the 

supplies?  
     Has an employee recruitment incentive been considered? 
 
Community partnerships  
    Which community organizations can help to connect with qualified candidates?  
    How can a partnership with high priority community organizations be developed? 
    How will contact with community organizations be maintained?  
 
Advertising  
    Which advertising strategies will reach the targeted audience? 
    Which advertising strategies have successfully worked in the past? What monies have been 
        approved for advertising in the past? 
    What are the most cost effective strategies to use, considering the number of positions to fill 

and available resources to pay for advertising? 
    How much money will be needed to budget for advertising?  
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Evaluation  
    How will the effectiveness of the recruitment plan be evaluated? 
    Based on evaluation feedback, what changes will be made to improve results? 
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Appendix B 
Focus Group Collaboration 
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Appendix C 
“Recruiting” front and back of Interest Card  
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Recruiting Flyer  
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Appendix D 
“Q & A” day  

 

June 17, 2013 
 
Dear Fire Cadet Candidate: 

Congratulations on making it to the next level in the hiring process! 

Question and answer (Q&A) sessions have been scheduled for those of you who want more 
information concerning Austin Fire Department (AFD) employment. All candidates are 
encouraged to attend any Q&A session that is convenient to them. The AFD Community 
Outreach Division is coordinating two two-hour Q&A sessions. Members from the Austin 
Firefighters Association, African American Firefighters Association and Hispanic Firefighters 
Association, as well as Asian American and Female firefighters will be available for questions at 
these sessions. Representatives from AFD’s Human Resources section will also be available to 
answer questions about employment benefits.  Similar information will be provided at each session.  

The purpose of these sessions is to inform, direct, persuade and inspire your continued participation 
in the hiring process. We hope that having current and retired firefighters available for a panel 
discussion and one-on-one conversations will create opportunities for you to further explore fire 
department procedures, polices, customs and courtesies.  

The following dates, times and locations have been designated: 

Monday, July 1 – 6-8pm at George Washington Carver Library (Auditorium), 1161 Angelina St. 
Wednesday, July 3 – 6-8pm at Mexican American Community Center, 600 River St. 
 
If you have any questions, please feel free to call Recruiting at (512) 974-0292.  
 
Warm regards, 
 
AC Davis 
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Appendix E 
A Diversity Policy Statement Example 

 
Diversity is not a program or policy – it is a state of being.  Diversity sparks innovation and 
incorporates fresh approaches.  It provides well-rounded perspectives in problem solving that let us 
identify better ways of performing the duties entrusted to us by our community. 

The Fire Department is a diverse workforce. Our mission success and our core values require us 
to ensure our work environment enhances the potential and contribution of all employees by 
promoting inclusion, equity and respect. 
 
Each of you, regardless of who you are or where you sit in the organization, plays a key role in 
the success of the Austin Fire Department. You are our greatest strength.  Your creativity, 
commitment, experience and collaboration make the difference between getting results, and just 
doing a job. 
 
Mission execution, reputation, leadership and culture are defined primarily by the abilities and 
performance of our people. All Fire Department personnel, your commitment to excellence is 
apparent every day, in every mission, across the country, around the world, against all threats, and 
all hazards. 

I am personally committed to ensuring our Fire Department provides an environment that values 
and embraces the contributions and potential of every member of our diverse workforce. Our core 
values of Honor, Respect and Devotion to Duty are fundamental to our individual and collective 
success. Live them every day. 
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Appendix F 
Recruiting Supplemental Program 
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“Pass the Torch” front and back of Interest Card 
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“Pass the Torch” Flyer 
 

 
 
 
 


