DIVERSITY SUBMISSION

Presentation Category:  Diversity

Title of Presentation:  Fire Department Leadership Training

Jurisdiction:   Clark County, Nevada

Project Leader:  Doug Lyon, Organization Effectiveness Administrator

Presentation Team Members: Doug Lyon, Carolyn Campbell, Kevin Stengel,  Fernandez Leary, and William Kolar
Street Address:  500 South Grand Central Parkway, Clark County, Administrative  Services, 6th floor

City/State/Zip:  Las Vegas, Nevada 89155

Phone:   702 455-3190

Fax:   702 455-3558

Email:  DRL@co.clark.nv.us
The Clark County Fire Department identified a need and a desire to continue its efforts to build and expand on the ideals of an open and diverse workplace.  The focus was on building relationships between diverse groups within the department. The department wanted to further an environment where people would value and understood cultural differences.

INNOVATION/CREATIVITY

How did you unleash or encourage creativity in order to generate solutions?

The Clark County Fire Department in conjunction with the County Managers office and the District Attorney’s Civil Division established a team comprised of Union represented firefighters, fire department management personnel County management and a representative from the District Attorney’s office to discuss specific issues involving diversity within the fire department and to develop a plan to increase awareness about diversity.  The team was led by a trained and skilled facilitator in order to keep the discussions professional, open and productive.  The members brought a diverse perspective to the team.  The first thing the team did was identify its long term goals.  Discussions throughout several sessions were used to gain multiple perspectives on the best ways to accomplish the goals that had been identified.

What ideas or opportunities emerged during your creative process?
The team acknowledged that the fire service is a relatively unique working group within the usual confines of a traditional forty (40) hour work week.  One of the significant issues is the difference in work schedules.   The County fire suppression personnel work a minimum of two hundred and forty (240) hours a month.  The hours are worked in twenty-four (24) hour increments, ten (10) days a month.  This unique schedule among suppression personnel allows for several full days off each month.  It also creates a familial environment in the workplace. The prevention personnel work the more traditional eight (8) or ten (10) hour shifts. 

During the creative process we learned:  

· The goals set forth by the group would need to address the differences between the two divisions.

· The initial presentation would be given to supervisory personnel to facilitate buy-in.

· The presentation would be non-confrontational

· The initial presentation would be the spring-board for discussion as well as future training of rank and file.

· Management and the Union would both need to be represented in the presentation to facilitate buy-in.

How did your program/concept stretch or improve the boundaries of ordinary governmental operations?

The program/concept moved away from the traditional “Title VII lecture” to a more innovative approach that recognized the need to communicate in a way acknowledges the different cultures that exist within the Clark County fire department.
QUALITY MANAGEMENT
What quality management principles, tools, and procedures were applied to your service delivery?

The team utilized leadership principles by providing the time, resources and commitment to implement a program that would be an expanding, fluid, continuing program.  The team worked diligently to build a vision and to gain consensus of the team.    This vision included creating an evolving process to keep people talking.  In this way we were able to increase their awareness and respect of the cultural differences and similarities of employees within the organization.  The team forged a quality product with an eye to our goal that it would be well received by the fire personnel.  Throughout the initial presentation, the team sought feedback from the program recipients of ways to improve the presentation and make the training even more productive. The group also sought to involve the recipients of the training by utilizing group participation.

VALUE PROPOSITION
What customer needs and expectations were identified and fulfilled?
The team identified the customer needs as the following:

1. Leadership tools for dealing with issues that implicate Title VII of the Civil Rights Act

2. Information presented in a format that recognized the unique nature of the fire service

3. Resources for the supervisors should they be confronted with difficult inter-personal and/or work related issues.

4. A pleasant, safe (non-threatening) environment in which to receive the information.

How did your initiative improve access to your government?

Recipients of the presentation were given names and phone numbers as resources in the event a difficult or challenging issue arises in their various work groups.  Supervisors were encouraged to take advantage of the team leadership by inviting the team members to their work areas for open discussions.

How has the health of your community improved as a result?

Participants were willing to engage in discussions about the problems that confront them in their supervisory roles.  Several have taken advantage of the open invitation to visit their respective work sites to discuss issues.  Others have called on team members to ask questions and to clarify issues.

BUILDING ORGANIZATIONAL CAPACITY

How did you remove the barriers to innovation? 

The team identified the critical barriers to presenting a diversity based program.  These included the recognition that 1) the success of the presentation would be dependant upon the participation of the Fire Union; 2) The presentation needed to move away from the traditional Title VII training model; and 3) The training needed to be done by those who understood the unique characteristics of the fire service.  

MANAGEMENT PHILOSOPHY AND CULTURE

What philosophy, literature, or body of research influenced your service delivery?

How is it evident in your program/concept?

The team philosophy was:

· Morally and ethically each individual, regardless of age, color, disability gender, national origin, race or sexual orientation is equally valued in the workplace.
· For many, these are sensitive issues.  Sometimes because of biases and other times due to having felt discrimination this realization required a special emphasis on providing an open, non-threatening environment.
· Energy put into the training will have a positive effect on the department, community, and County.
INTEGRATED PROCESSES

What business processes were used during the development of your program/concept?  If training and new technologies were necessary, what methods and/or applications did you incorporate? 

The team used standard business scheduling processes and tracking to ensure that each planning session utilized discreet resources.  It was imperative that representation from all segments of the team participated.
RESULTS/REAL WORLD ADVICE

If performance measures were used, indicate what they were within the category of qualitative, quantitative, efficiency, effectiveness, or workload statistics.  What final lessons learned could you share with other local governments?

Quantitative performance measures were utilized.  These metrics were largely regarding personnel coverage with a goal of 100% attendance.  
The lessons learned included the need for total commitment from the team participants.  The training occurred over the course of several months.  Commitment of the presenters was critical to overall success of the program.  Another key lesson was the need for additional trainers to provide back-up.  Third, it is important to anticipate occasional resistance from participants.  The overall response to the training was so positive, that when the team was met with hostility by one individual, it was taken by surprise.  Planned responses to such resistance would be very helpful for future training purposes. 
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