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ABSTRACT 

The problem this study investigated is that the Sharonville Fire Department promotes 

firefighters to lieutenants that are not prepared for the responsibilities and expectations of the 

position. The Sharonville Fire Department had not adequately defined what knowledge and skills 

are necessary for a new lieutenant to be successful. A relatively new acting officer program had 

been implemented to be begin the developing of aspiring firefighters, but it was only a couple of 

officer development courses to take and the experience of riding as the officer-in-charge in the 

absence of the lieutenant.  

The purpose of this study was to identify and describe the essential components of an 

officer development program specific to the needs of the Sharonville Fire Department. This was 

done by utilizing a descriptive research method, which was used to answer the following 

questions: 

1. What knowledge and skills are necessary to meet the performance expectations of the 

company officer at the Sharonville Fire Department? 

2. What are the National, or State standards, or criteria that pertain to officer 

development? 

3. What programs exist within other fire departments to assist the Sharonville Fire 

Department in developing a formal officer development program for their 

lieutenants? 

 The research conducted for this applied research project was done through a 

comprehensive literature review and four electronic surveys sent to internal and external fire 

department members. The survey results identified that many organizations don’t have a formal 

officer development program, but recognize the need for such. The surveys also identified many 
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critical areas that could be better addressed to help aspiring and newly promoted lieutenants. 

Some of the areas of deficiency identified were: lack of mentorship, discipline issues, 

communication skills, collective bargaining agreement issues, tactics. 

It is recommended that the Sharonville Fire Department review their current job 

descriptions and make sure that they meet the expectations of a lieutenant. In addition to this 

make sure that they are readily available to all employees and make sure that all current 

lieutenants meet the requirements of the job description. The Sharonville Fire Department needs 

to review and revise their current acting officer program to make it more encompassing than just 

a list of classes and the chance to ride officer-in-charge. The acting officer program should not 

only require courses for one to become a lieutenant but a way to take those courses and use the 

skills and knowledge gained and make it applicable to the Sharonville Fire Department. The last 

and most important recommendation is mentorship, through all of the surveys conducted the 

majority of respondents felt that it’s important for one to be mentored. It’s critical that the 

Sharonville Fire Department begin to mentor firefighters and prepare them for the future role of 

lieutenant.  
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INTRODUCTION 

Statement of the problem 

Officer development from firefighter to lieutenant is a new concept for the Sharonville 

Fire Department (SFD). Up until recently the SFD has never had an officer development 

program. There was no formal process for firefighters, or newly promoted lieutenants to gain the 

knowledge and skills necessary to be successful at being a lieutenant. Over the years the lack of 

officer development for both lieutenants and firefighters, has caused some issues within the 

firehouse and on the fire ground. As an example, grievances have been filed due to scheduling 

errors, which occurred from a lack of procedural knowledge. On the fire ground, there have been 

individuals not using common terminology, ultimately leading to confusion and safety issues 

putting those on the fire ground at risk which could be deadly. 

The SFD has made great strides in trying to learn from past mistakes and begin 

developing people who have an interest. When “we foster a culture of ‘growing talent from 

within’ by providing training and development opportunities for our staff to better equip them for 

the challenges of today and readiness for tomorrow” (Kincaid, 2015, 4th quote). They are then 

better prepared to serve their community, members of their organization and neighboring 

departments and communities. The SFD has begun to realize the importance in growing our 

people by providing them with the training and opportunities that they need in order to become 

better prepared for the future, especially from the firefighter to lieutenant rank. 

The problem this study will address is the Sharonville Fire Department promotes 

firefighters to lieutenant that are not prepared for the responsibilities and expectations of the 

position. The City of Sharonville has a statutory form of government; therefore, it follows the 

Ohio Revised Code (ORC) and the Collective Bargaining Agreement (CBA), which covers the 
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promotional requirements and processes. The minimum requirement to be eligible to promote is 

to be in the role of firefighter/paramedic for a minimum of three years. The SFD does not require 

any specific classes, certification or mentorship to be able to promote, simply years of service 

makes you eligible.  

 

Purpose of the Study 

 The purpose of this study is to identify and describe the essential components of an 

officer development program specific to the needs of the Sharonville Fire Department. This 

research will be used to develop a formal officer development program. The program will consist 

of courses that meet the specific needs of a Sharonville lieutenant. The program will also focus 

on a formal mentorship that will assist in providing Sharonville firefighters with the knowledge 

and skills necessary to become a successful lieutenant at the SFD.  

 

Research Questions 

 Utilizing the descriptive method, the following research questions will be answered. The 

research questions this study will investigate are:  

1. What knowledge and skills are necessary to meet the performance expectations of the      

company officer at the Sharonville Fire Department? 

2. Are there National or State standards or criteria that pertain to officer development? 

3. What programs exist within other fire departments to assist the Sharonville Fire 

Department in developing a formal officer development program for their lieutenants? 
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BACKGROUND AND SIGNIFICANCE 

 The City of Sharonville is about 9.89 square miles located in Hamilton County, Ohio, just 

north of Cincinnati. The city has a statutory form of government with a strong mayor. The City 

of Sharonville has a residential population of 13, 916 and a daytime population of about 28,750, 

due to the amount of business and industry within the city (OH Home Town Locator, 2019 para. 

1, 2). The SFD does not operate out of the general fund, it operates out of its own fire department 

fund, which is funded by a 0.5% income tax and emergency medical services (EMS) billing.  

 The SFD provides both fire and EMS and operates out of three fire stations. Currently the 

SFD has 44 full time personnel, which includes: a chief, an assistant chief, a clerk, a nurse, an 

inspector, three captains, nine lieutenants, 24 firefighter paramedics and three firefighter 

emergency medical technicians (EMT’s). The SFD also has 34 part time employees which 

includes: nine firefighter EMT’s, three firefighter paramedics, 21 EMS only certified and one 

part time inspector (CrewSense, 2019, employees). The minimum daily staffing is ten cross 

trained firefighters and or lieutenants (there must be a minimum of two officers, either one 

captain and one lieutenant, or two lieutenants, the remaining officer positions are filled with 

acting officers), two EMS only and a captain for a total of 13 people with a maximum of 16 

people per day. The SFD operates three advanced life support (ALS) ambulances, a district car, 

two quints and a rescue engine. In 2018 the SFD responded to 4,503 calls for emergency services 

(Mousa, 2019, p. 7).  

Within the next five years the SFD could see 80% of their current senior officers (captain up 

to chief) retire. Within the next eight years the SFD could see 78% of their entire officer staff 

(lieutenant to chief) retire, that’s 11/14 officers that could retire within the next eight years. 
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Currently the SFD does not have a formal succession plan or officer development plan in place 

to begin preparing employees for their next steps.  

Several examples of the problems that SFD officers have encountered due to firefighters not 

being prepared to step into the role of lieutenant are as follows: There have been several 

instances where documentation has not been completed properly, or at all. Some of the 

documentation includes Bureau of Workers Comp (BWC) forms that were not filled out 

correctly, or in a timely fashion. Some employees have not received records of communication, 

or disciplinary administrative actions when they were warranted. Timesheets continue to be 

inaccurate, even after the lieutenants are supposed to have reviewed them. There have and 

continue to be scheduling errors which result in overtime, frustration and one of which resulted 

in a grievance being filed. As discussed previously there has been some non-common 

terminology used on the fire ground which has led to confusion. One lieutenant was demoted 

from lieutenant to firefighter, for not stepping up into the officer role. That particular lieutenant 

would continuously miss deadlines for assignments, allowed a certification to lapse and falsified 

documentation assuming all continuing education was completed, but failed to verify. The 

lieutenant had issues on their crew that were not handled, which ultimately led to larger 

problems.  

Promotional testing at the SFD for the rank of lieutenant has historically consisted of a 

written test, assessment center and interview. The assessment center most recently consisted of a 

tactical exercise, personnel issue, presentation on what the candidate had done to prepare for 

promotion and several written exercises. After the written exam and assessment center a list was 

established and certified by civil service commission. The eligibility list is good for two years as 

outlined in the CBA. The top three candidates were interviewed for one position.  
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During the assessment center and interview process it became very apparent that very few 

candidates had prepared themselves for the promotion. The majority of the candidates had not 

attended courses, or trainings outside of their normal firefighter and paramedic certifications. 

Those that had attended leadership and officer development courses had nothing available to 

help them maintain the skills that they had learned in the courses in which they took.  

When candidates were promoted, those who had taken officer development and leadership 

courses could focus on learning the SFD way, but those who had not taken any courses were 

even further behind. All mentioned are what have led to some of the problems that have 

identified: improper or inaccurate documentation, timesheets and scheduling errors and 

confusion on the fire ground due to uncommon terminology. 

In May of 2018, the SFD implemented its first acting officer policy and program. Prior to this 

anyone could fill the officer role in the absence of a lieutenant, whether it be in the station, on the 

truck, or on scene. Under the current CBA, employees must be eligible for promotion and have a 

minimum of three years’ experience as a firefighter/paramedic. Interested individuals must pass 

a test and evaluation process. The initial round of acting officers received their position by 

competing in the last civil service process for lieutenant. The SFD initially had nine acting 

officers with three of them on each unit day. Over the last two years with retirements and crew 

changes there are now eight acting officers with two on two of the days and four on the other. 

When a firefighter is in the acting officer position for four or more hours, they are then 

compensated at $1.50 per hour more than their base rate (Mousa, 2018, policy43). The acting 

officer position gives the firefighter the same responsibilities as a lieutenant. It is expected that 

the acting officer will learn and obtain training and education to be able to perform successfully 

in that position.  
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Within the acting officer policy, it states participants must have: Fire Officer I and various 

non-fire service courses, with no time frame given. Blue Card Incident Command within twelve 

months and Leadership I, II, and III within twenty-four months. The policy does not address 

punitive actions as a result of non-completion. The SFD has had two acting officers who did not 

complete their Blue Card Incident Command within their first twelve months of being an acting 

officer. Those employees were allowed to continue operating as acting officers. There were 

times when they were on fire incidents and there was confusion, due to non-common incident 

command terminology. Some of the confusion on those scenes caused companies to go to the 

wrong location of the structure to investigate and or complete tasks. While no one got injured at 

those incidents and the emergencies were mitigated, there was the potential for this to go horribly 

wrong, potentially leading to injury or death. Both individuals have since completed their Blue 

Card Incident Command; one of the individuals has stepped down as an acting officer and has 

since taken a position as the lead fire inspector.  

The implementation of the acting officer program is helping to guide interested candidates in 

what courses might be helpful in their officer development. While all training has been and is 

available to all employees, the acting officers now have a defined course of action in which they 

should take to help them receive the training and education that is necessary to become a 

successful lieutenant. However, there is nothing formal in place to assist them in maintaining the 

knowledge and skills they learned as well as making it applicable to the SFD. For one to be 

eligible for promotion, they do not have to be an acting officer. Therefore, a candidate with no 

education, additional training or skills applicable to the SFD could be promoted placing us in the 

same position we are now.  
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The acting officer program has assisted in giving Sharonville firefighters the opportunity 

to experience what it would be like to be a lieutenant at the SFD. The acting officer program has 

also given the participants education that will be beneficial to them as they promote to lieutenant 

and beyond. However, participating in the acting officer program is not a requirement for 

firefighters at the SFD to be eligible for promotion. It’s great that the acting officers are being 

sent to officer development and leadership classes, but there is no mentorship program that takes 

what was learned in the classes and correlated with how it’s applicable to the SFD. The lack of 

practical application, or correlation then leads to, or perpetuates the continued problems 

experienced; incomplete or inaccurate documentation, inaccurate timesheets, scheduling errors 

and confusion on the fire ground. 

The SFD currently has no vacant positions, but there are a couple officers who will be 

retiring in early 2021. The lack of officer development means that the SFD will continue to have 

the same problems its currently facing, based on previous experiences. The goal of completing 

this research is to identify how succession planning and officer development can assist in 

identifying the knowledge, skills and abilities that are necessary to become a successful 

lieutenant.  

The potential impact this study could have on the Sharonville Fire Department is extensive. 

By implementing an officer development program that identifies and addresses the training, 

education and experience needed to go from firefighter to lieutenant is invaluable. By doing this 

before a firefighter is promoted it allows them to be mentored and learn the knowledge and skills 

that will allow for a smoother and safer transition into the role of lieutenant. This will also help 

in empowering and developing employees. Ultimately making the SFD more successful, better 
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prepared for the future and able to provide exceptional service to the community in which it 

serves.  

 

LITERATURE REVIEW 

This literature review will look at what officer development and succession planning are and 

how they contribute to the overall success of an organization. It will also look at what courses are 

necessary to attempt to prepare someone to lead, by providing the knowledge and skills needed 

to become a successful officer. The sources used in this literature review came from: articles, 

books, career development manuals, journals, national standards and personal interviews. 

John Linstrom writes that many newly promoted officers don’t have the tools they need to be 

successful. He feels that it is important for organizations to put a plan in place that will allow its 

members to learn the roles and responsibilities of future jobs. Linstorm talks about mentoring 

being an important aspect of succession planning. Linstrom defines mentoring as “the formal 

practice of developing a protégée into a future leader” (Linstrom, 2013, p. 18). Linstrom says 

that mentoring is generally a one on one process that allows for knowledge to be shared in an 

environment where there is honest feedback and an investment by both the mentor and the 

mentee.  

In an article written by Yvonne Stargell, she says that leaders gain lots of knowledge, and it’s 

their responsibility to pass it on to the up and coming leaders. Stargell also says that “mentoring 

is expert advice and empowerment” (Stargell, 2015, para. 5). Stargell discusses discipling being 

leadership, guidance and instruction. Discipling is guiding individuals and giving them the 

foundation needed to then build upon with the necessary skills and sensitivities technically and 

politically to prepare for a future mentoring process. Stargell says “leaders must create leaders. 
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Mentoring and discipling enable leaders to develop cadres prepared to advance when they move 

on” (Stargell, 2015, para. 23). 

John Maxwell tells us that it’s imperative that we empower others. This is best accomplished 

by believing in people. If a person knows that they have the support and trust of someone else, 

because they believe in them, then they are more likely to believe in themselves. Maxwell 

believes that empowerment is just as beneficial for the mentor as it is the mentee. It helps the 

mentor to do way more than they could do by themselves, but also makes them a better leader. 

Any leader can experience this “as long as you are willing to believe in people and give your 

power away” (Maxwell, 2007, p. 151). 

Captain D. Michael Abrashoff of the United States Navy talks about how when he took over 

the USS Benfold there was only one person trained to do each job, this caused problems anytime 

someone was off due to vacation, illness, or anything else that caused one to be off. Jobs did not 

get done, or not done well. Abrashoff had the mindset that it was important that multiple people 

could do each job, this allowed for individuals to be mentored and trained so they could continue 

to move up and accept additional roles and responsibilities. Not only were people better prepared 

to do their job, but they could do the jobs of others, which gave them a better understanding of 

what their shipmates were doing, this raised morale and teamwork amongst the sailors. 

Abrashoff says “if you want to climb the ladder you have to do more than your specific job; you 

have to do things that affect the lives of others in the organization” (Abrashoff, 2002, p. 163). 

Oren Harari describes some of Colin Powell’s secrets to leadership. Powell believes that 

people are the most important part of an organization. Powell treats his people “not as 

subordinates who are expected to follow him blindly, but as partners who will bring their 

experience and expertise to the table and who will walk with him to achieve exceptional goals” 
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(Harari, 2002, p. 137). Powell also tells us that “you should spend at least fifty percent of your 

time on people” (Harari, 2002, p. 140). People are what make your organization, it’s important to 

make sure that organizations foster an atmosphere where people can develop and succeed. 

The National Fire Protection Association (NFPA) is a nonprofit organization that is 

committed to eliminating, death, injury, property and economic loss due to fire, electrical and 

related hazards. The NFPA has greater than 300 codes and standards that have been put into 

place to try and lessen the risk and effects of fire; this is done by having standards for building, 

processing, design, service and installation around the world (NFPA, 2019). 

NFPA 1021 Standard for Fire Officer Professional Qualifications, describes the minimum 

job performance requisites for fire officers. NFPA 1021 can be used as a guide to assist aspiring 

and current fire officers to help them meet the qualifications needed for their position. NFPA 

1021 is broken down into four different levels: Fire Officer I, II, III and IV. The various levels 

are not based on rank, but on the knowledge and skills associated with those positions. The 

NFPA believes that job performance requirements described in 1021 can be implemented at any 

fire department or private organization throughout North America (NFPA, 2014, p. 20). 

“Implementing standards can be challenging for departments. Though often daunting, it is 

important to remember standards are essential in creating a healthy and safe environment for 

responders” (NFPA, 2014, p. 38). 

In Chief Ernest Malone’s officer development manual for the Indianapolis Fire Department 

(IFD), he discusses how it’s important to continue your education and develop your knowledge, 

skills and abilities of all aspects of the fire service. Chief Malone says that the IFD career 

development manual was created to assist individuals in obtaining their goals, but also meeting 

the needs of the department and the community. Chief Malone says that a “firefighter wishing to 
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move ahead on the career path must have the motivation to prepare for and accept additional 

responsibilities and duties provided by the department” (Malone, 2017, p. 3). Chief Malone says 

with that in mind the organization must provide an environment that provides motivation, self-

discipline and advancement. Chief Malone talks about the importance of a mentor and how they 

will assist them through their growth and development. Having a mentor allows the mentee to 

not only have someone to help them grow, but also to teach them how to mentor, so that they can 

do the same for others. Chief Malone reminds us, “Your professional development is a journey 

and not a destination” (Malone, 2017, p. 4). 

The International Association of Fire Chiefs (IAFC) has created a book entitled Officer 

Development Handbook. The handbook is dedicated to the professional development of fire 

officers and is broken down into four levels of fire officer: Fire Officer I- supervising fire officer, 

Fire Officer II- managing fire officer, Fire Officer III- administrative fire officer and Fire Officer 

IV- executive fire officer. The handbook focuses on the importance that individuals have 

experience, mentoring and education. Experience allows an individual to gain knowledge from 

actually doing and being exposed to the job. Mentoring can be done formally or informally; it 

allows members who show an interest to prepare to become leaders of the organization. 

Mentoring is done by working closely with another individual who is able to share their 

knowledge and experiences to help coach, instruct and teach. “Many mentees “repay” their debt 

to the mentor and the organization by becoming a future mentor” (IAFC, 2010, p. 7). The 

handbook discusses how many times firefighters and officers end up with many college credits 

and certifications, but no degree to show their efforts. The IAFC recognizes the National 

Professional Development Model (NPDM) which is shown in table 1 was created by the 
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National Fire Academy by the Fire and Emergency Services Higher Education (FESHE) 

representatives.  

 National Professional Development Model 

  

 

Table 1 

 

The NPDM shows that both training and education are important, however at the beginning of 

one’s career the focus should be on emergency response training activities and later shift to focus 

more on education. Fire officers must continue to learn and maintain their knowledge, skills and 

abilities, but they must also work to look beyond themselves and work to develop others (IAFC, 

2010). 

 While conducting research and reviewing past Ohio Fire Executive (OFE) applied 

research projects one of the applied research projects that was viewed was by Captain Kent Clary 
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of the Clearcreek Fire District (CCFD). Captain Clary did his applied research project on 

“Training Company Officers for the Clearcreek Fire District.” After reviewing Captain Clary’s 

applied research project, he was then contacted and a personal interview was conducted 

(personal communication, January 14, 2020). Captain Clary states that he had identified that 

CCFD had been promoting people to officer levels that they were not fully prepared for. Because 

of this they had people demoted and others voluntarily step down, this caused disruption to their 

day to day operations.  As a result of the problems Captain Clary developed and implemented a 

professional development program for CCFD.  

 The professional development program is open to all employees who meet CCFD’s 

promotional requirements. Employees must submit a letter of interest to participate, Captain 

Clary then determines who will be in the program. The program is a year long commitment with 

monthly assignments. Assignments range from computer skills such as: excel, PowerPoint, word 

documents, outlook calendar and maintenance request programs. Blue Card Incident Command, 

or continuing education for those who have already successfully completed it. Other assignments 

include how to handle different situation, such as an employee being late to work from 

oversleeping, vehicle damaged in an accident, post incident analysis from a call with the crew, 

how to handle a citizen complaint and so on.  

During the program, they have to do a minimum of ten shifts riding in the position above 

where they are (firefighter to lieutenant or lieutenant to captain), when they ride above where 

they normally are their officer rides the apparatus with them to watch and critique them. The 

program also has a fire officer task book that must be completed, which includes skills that come 

directly from NFPA 1021. At the end of the program there is a final checkoff over the skills they 

have learned. Captain Clary’s professional development program appears to be all encompassing 
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of information and skills that are pertinent to CCFD aspiring officers, or officers. At the end of 

the program all participants have to complete a survey to give Captain Clary feedback, so he can 

adjust the program accordingly.  

 Captain Clary has had 13 people complete the professional development program since 

its inception in 2017. Since then all of the people who have been promoted have gone through 

the professional development program, while not a requirement, but definitely a perk of being 

better prepared for which the job one is seeking.  

 In an article written on Leader Development in the United States Army, it says that 

“leader development is achieved through the lifelong synthesis of training, education and 

experiences acquired through opportunities in the operational, institutional and self-development 

domains” (Parson, 2019, p.2). The article also goes on to describe that everyone has the 

responsibility to develop themselves, but also to help develop others. The article also discusses 

the importance for an organization to place the right amount of emphasis on training, education 

and experience, this is done by planning, preparing, executing and assessing the organizations 

leader development program (Parson, 2019). 

 In an article written by Marc Revere, he discusses succession planning vs. succession 

management. He describes succession planning as focusing more on one person, such as the fire 

chief. He describes succession management as a much broader approach to all positions and all 

aspects, trying to develop people all the time, not just key people at critical times. The military is 

a great example of what succession management is. The military must prepare as many people as 

possible for as many roles as possible because you never know when someone may become 

injured or die and have to be replaced immediately (Revere, 2012). 



 20 

 Revere suggests that regardless of which path you take it’s important to identify people 

who have talent and interest in developing and being developed for future roles within the 

organization. Organizations must foster an environment which is conducive to working together 

and sharing information and knowledge. If organizations hire for quality and high character, then 

they should have no issues filling roles within their organization (Revere, 2012). 

 What is succession planning? Heathfield states that “succession planning is the process 

where an organization ensures that employees are recruited and developed to fill each role within 

the company” (Heathfield, 2019, para.1). Heathfield suggests that if succession planning is done 

properly then you should never have a vacant position in which someone is not prepared for. 

Heathfield tells us that succession planning is essential in all organizations; she also tells us 

that succession planning allows us to identify those who may have an interest in furthering their 

careers. Through creating a formal program allows the organization to “commit to mentor and 

develop employees so that they are ready to take over” (Heathfield, 2019, para. 10). In addition 

to preparing employees for the future, it also empowers them and allows them to feel valued. 

Heathfield says that some of the benefits of succession planning are that as employees leave, 

or move up, then there is someone to move into that position that is prepared and can continue to 

carry out the mission and vision of the organization. 

In a personal interview with Dr. Graylin Stargell (personal communication, November 7, 

2019), he says that succession planning is critical in an organizations ability to be successful. Dr. 

Stargell also says that you must first identify those who have the interest in furthering their 

careers. Once you have identified those who have an interest you must learn what they are great 

at. Give the individuals who are great at something the opportunity to excel in that area. It’s best 

to mentor and coach individuals so that they learn all the knowledge and skills necessary to be 
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successful at the next level. Dr. Stargell says that sometimes people build walls around 

themselves do to past experiences, this does not allow them to see the potential, or the desire to 

go further than they are. In this case “sometimes you want more for a person than they want for 

themselves” (Stargell, 2019). Dr. Stargell says that it’s important for leaders to identify possible 

successors and let them know it. If a possible successor does not know that their leader thinks 

they can do the job, or wants them to do the job, then they may not know this opportunity exists. 

Dr. Stargell says that many times leaders don’t identify possible successors for two reasons; fear 

that they will hurt others feelings or slow them down.  

 In summary, after reviewing several different sources with regards to officer development 

and succession planning, it has become very clear how important it is to develop people. Help 

people see how important they are by giving them the experience, mentoring and education they 

need to be successful. Employees who feel valued will likely work harder and work to help 

develop others, just as those did for them. Regardless of whether in the fire service, military, or 

any other business you can’t wait until critical times to develop people. The developing of people 

must be done all the time, this will give them the knowledge, skills and abilities to be successful 

leaders. Leaders who are successful develop successful leaders.  

 

PROCEDURES 

 Descriptive research methodology was conducted during this applied research project. A 

comprehensive literature review was completed by utilizing articles, books, the IAFC, NFPA, 

personal interviews and professional journals to provide information that will assist the SFD in 

developing a formal officer development program from firefighter to lieutenant.  
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 After the completion of OFE week three surveys for both Sharonville and non-

Sharonville firefighters and or officers were assembled. Once the surveys were assembled they 

were sent to the OFE reader for discussion and approval. After the feedback from the OFE reader 

was received, surveys were modified and sent out. The focus of the Sharonville survey was 

whether employees feel or felt prepared from firefighter to lieutenant and feel prepared for the 

next level. The survey for the non-Sharonville firefighters and or officers focused on whether 

they feel or felt prepared from firefighter to lieutenant and prepared for the next level. The 

external surveys also inquired what the participants organizations are doing to prepare their 

people from firefighter to lieutenant and how its working for them? The internal surveys were 

sent out to all full-time members at the SFD. The external surveys were sent to 72 different 

departments from Butler, Clermont, Hamilton, Montgomery and Warren counties, as well as 

several departments from Kentucky. The external surveys that were sent out were of similar 

staffing and call volume as that of the SFD.   

 There were three different internal surveys sent out at the SFD, the first survey went to 

the five senior officers (three captains, one assistant chief and one chief). The second survey 

went to nine lieutenants and the third survey went to all 28 career firefighters. All of the surveys 

were sent electronically through e-mail and were conducted anonymously thorough Microsoft 

forms. The surveys inquired how the senior officers felt when they were promoted to the rank of 

lieutenant. Also, how well they feel the lieutenants, or them as lieutenants are prepared and able 

to handle their roles and responsibilities as a lieutenant, also what training, education and skills 

are essential to being efficient and effective at the rank of lieutenant.  

 All four surveys were sent out on June 25, 2020 with a requested response date by  
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July 10, 2020. The internal surveys produced a 52% return rate: two out of five senior officers, 

nine out of nine lieutenants and 11 out of 28 career firefighters. The external survey produced a 

54% return rate for a total of 39 out of 72 responses. Total between all four surveys there were 

114 surveys sent out with 60 responses for a 53% return rate. All four surveys are located in 

appendixes A through H.  

Definition of Terms 

Blue Card Incident Command. A certification program designed to instruct, train and 

evaluate fire department officers who serve in the role of the incident commander. 

Bureau of Workers Compensation (BWC). Provides medical compensation benefits for 

work-related injuries, diseases and deaths. 

Collective Bargaining Agreement (CBA). A written legal contract between and employer 

and union representing employees. 

Emergency Medical Technician (EMT). A person trained to administer basic emergency 

services to sick or injured people before and during transport to the hospital. 

Fire and Emergency Services Higher Education (FESHE). An acknowledgement that a 

collegiate emergency services degree program meets the minimum standards of excellence 

established by FESHE professional development committees and the National Fire Academy. 

International Association of Fire Chiefs (IAFC). Represents the leadership of firefighters 

and emergency responders worldwide. 

Ohio Fire Executive (OFE). Assesses, enhances and refines leadership qualities of 

officers who are currently leading their organizations and developing senior officers. 

Officer In-Charge (OIC). The person who is in charge in the absence of the officer. 
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Ohio Revised Code (ORC). All statutes of a permanent and general nature of the state as 

revised and consolidated into general provisions, titles, chapters and sections. 

Limitations of the Study 

 This survey was limited by the lack of response to the survey. Out of 72 area departments 

with a similar makeup as the Sharonville Fire Department only 39 responded. Out of the three 

internal surveys sent to 42 people within the SFD only 22 responded, obviously this is just a 

small glimpse of what other organizations do when it comes to officer development from 

firefighter to lieutenant. This researcher believed that it would be best to send the survey out 

electronically, as it would allow for quick and easy anonymous response, however after looking 

at the amount of surveys returned it may have been better to send this survey out in another 

format, or it may be that organizations have been bombarded with similar surveys over the years 

and don’t feel it’s necessary to respond. 

 Additional limitations are one’s personal basis’ that they may or may not have towards 

officer development. These biases could be from previous experiences, or a lack of experience. 

Another limitation is that because the surveys were conducted anonymously there was no way to 

follow up with participants to get them to elaborate on some of their responses.    

 

RESULTS 

 A literature review and surveys were used to answer the three research questions posed 

within this applied research project. The answers to the four surveys are located in Appendices I, 

J, K and L. The surveys were created and completed by SFD firefighters, lieutenants and senior 

officers. All external survey respondents but one was an officer. 
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 The first research question examined was; what knowledge and skills are necessary to 

meet the performance expectations of the company officer at the SFD? To answer this question 

there were three internal surveys created, one for the senior officers (captain to chief), one for the 

rank of lieutenant and one for all career firefighters at the SFD. All members were asked how 

strongly they believed different training, education and or skills were of importance to the 

development of a company officer. The criteria for this question came from the SFD Lieutenants 

Job Description as found in Appendix M. 

 There were 10 items in the initial question from the survey, of this all three groups found 

NIMS training and college degrees of least importance. Fire officer classes were of some 

importance amongst all groups and the firefighters found union experience to be more beneficial 

than the officers, who felt that Blue Card training was more important. Shown below in Figure 1 

is what all internal respondents felt to be of most importance.  
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Necessary Skills and Knowledge 

Level of 
Importance 

Most 
Important           

1 2 3 

Least 
Important   

4 
Comments 

Firefighters Time on the 
Job 

Being 
Mentored 

Instructor 
Certification 

with the 
ability to 
instruct 

Union 
Experience  

Number 3 
and 4 tied 

Lieutenants Time on the 
Job 

Being 
Mentored 

Instructor 
Certification 

with the 
ability to 
instruct 

Blue Card 
Training 

Number 2 
and 3 tied 

Senior 
Officers 

Time on the 
Job 

Being 
Mentored 

Instructor 
Certification 

with the 
ability to 
instruct 

Blue Card 
Training 

Numbers 1 
thru 4 tied 

 

Figure 1 

 When looking at the question that asks what areas respondents felt their lieutenant, or 

they as the lieutenant were unprepared for the position; across the board firefighters, lieutenants 

and senior officers all responded the same stating that the new lieutenants were not prepared to 

handle discipline issues and collective bargaining agreement issues. 

 The second research question examined was; what are the national or state standards, or 

criteria that pertain to officer development? This question was answered in the literature review, 

NFPA 1021 Standard for Officer Professional Qualifications describes the minimum job 

performance requisites for fire officers. NFPA 1021 is broken down into four different levels 

which is based on knowledge and skills and not rank. In addition to NFPA 1021 there is the 

IAFC Officer Development Handbook which is also broken down into four levels. The handbook 

focuses on the importance that individuals have experience, mentoring and education.  
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 From the surveys conducted of the 11 firefighters that responded to Sharonville 

firefighter survey, only 18% were somewhat familiar with either NFPA 1021 or the IAFC 

Officer Development handbook. Of 61 responses from all surveys 83% have either achieved a 

degree in higher education, or are currently working on a degree. Forty-one percent of the 

external departments surveyed are currently following either NFPA 1021 or the IAFC Officer 

Development Handbook for their formal officer development program from firefighter to 

lieutenant.  

 The third research question examined was; what programs exist within other fire 

departments to assist the SFD in developing a formal officer development program for their 

lieutenants? This question was answered through a personal interview with Captain Kent Clary 

of the CCFD (personal communication, January 14, 2020). Captain Clary is a graduate of the 

Ohio Fire Executive program, for his applied research project he did his research on training 

company officers. Through Captain Clary’s research he was able to develop a program for the 

CCFD. Captain Clary states that those who wish to ride up must go through the ride up program 

and successfully complete it. To get into the program one must apply and be accepted, once in 

the program it is a year long commitment with monthly assignments, that pertain to their 

organization as well as skills that are important to being an officer. In addition to the monthly 

assignments participants must go through and complete several officer and leadership classes. At 

the end of the program the participant has to go through an assessment and also spend several 

shifts riding in the officer’s role while the officer is there to watch, critique and guide them. 

Once the participant has successfully completed the program they are allowed to ride in the 

position above them, so firefighters can ride as a lieutenant and lieutenants can ride as a captain. 
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Following the program there are quarterly assignments that all participants must complete to try 

and keep them engaged in learning new things.  

 In addition to the personal interview a survey was sent to 72 external departments that 

have a similar size and makeup as the SFD. Of the 72 surveys sent out 39 were returned. Fifteen 

of the 39 departments currently have an officer development program, eight more are currently 

developing an officer development program. Of the departments that either have an officer 

development program, or are developing one, they use a combination of NFPA 1021 standards, 

the IAFC Officer Development Handbook and internal department standards.  

 

DISCUSSION 

 Research conducted shows that the SFD would benefit from a formal officer development 

program. While the SFD has an acting officer program, this program only gives employees a list 

of classes they should attend and allows them the opportunity to ride as the officer-in-charge 

(OIC) in the absence of their officer. Since this study began there was a promotional process for 

the rank of lieutenant. Many candidates have express through impromptu personal interviews 

that they feel they are not receiving the training, knowledge and mentoring they believe should 

be a part of the acting officer program, or be prepared for the role of a SFD lieutenant. 

 The IAFC Officer Development Handbook, tells us that both the organization and the 

individuals must take responsibility in preparing people for the future. The organization needs to 

realize that their people are the most valuable resource. If they want to meet the needs of their 

customers then they will have to adequately prepare their people for both technical and 

administrative responsibilities. Organizations must be willing to implement officer development 

and professional development programs for their people. Individuals as well as the organization 
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must take some responsibility in preparing for their future. Individuals must be willing to not 

only put in the time and effort it takes to gain the knowledge, skills and experience needed for 

future positions. They must also be willing to step out of their comfort zone, take risks and 

engage in activities that exceed their current position requiring them to make decisions. 

 Out of all four surveys that were conducted for this research paper 59% of the 

respondents felt that mentoring and time on the job were the most important aspects of preparing 

a firefighter for the role of lieutenant. Through all of the research that was conducted there was a 

large amount of data to support that mentoring employees proves to be very beneficial to both 

the employee and the organization. The IAFC Officer Development Handbook, (2010) shows 

that “Many successful individuals in the fire service attribute their achievements to a formal 

mentorship relationship” (p.6). Mentoring can be accomplished through either a formal or 

informal process. Some of the goals of mentoring is to provide aspiring leaders with the tools 

they need to promote ongoing training and education, inspire career advancement, enhancing 

effectiveness with leadership and team building and fostering an environment where the mentee 

then begins to mentor others (IAFC, 2010). 

Through all of the research that was conducted there was very little emphasis that was put 

in on time on the job. In the Indianapolis Career Development Manual, they very specifically 

state how much time one must spend at each level before they are eligible to promote to the next 

rank. Through business and military articles that were utilized for this research time on the job 

was not discussed. NFPA 1021 doesn’t even have a time on the job requirement before someone 

can attend fire officer classes, ultimately making them eligible to promote at any time frame.  

From the three internal surveys conducted 73% of the respondents felt that newly 

promoted lieutenants were not prepared to handle delivering discipline. Fifty-nine percent of the 
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respondents said that newly promoted lieutenants were not prepared to handle collective 

bargaining agreement issues, those were the two major areas that the respondents felt were the 

main issues at the SFD. In addition to the main problems identified some of the respondents felt 

that there were also issues with new lieutenants not being prepared for tactics, scheduling, 

communication, computer skills and harassment issues.  

Based on the research conducted the SFD could begin providing their firefighters with 

the information they need to prepare them for the role of lieutenant. They could do this as a part 

of their acting officer program, in addition to sending the acting officers to officer development 

and tactics classes they could begin a formal mentorship. The mentorship would allow for 

guidance and feedback, not only applicable to becoming a lieutenant, but also applicable to the 

way the SFD operates.   

 

RECOMMENDATIONS 

 The SFD has and continues to promote firefighters to lieutenant that are not prepared for 

the responsibilities and expectations of the position. The research conducted shows that the SFD 

would benefit from expanding their current acting officer program to be more encompassing than 

just officer development courses and time riding OIC. The recommendations within this applied 

research project are based off of the information and data collected throughout the research 

process. 

 The first recommendation would be for the SFD to review all job descriptions for all 

levels, but more specifically for the level of lieutenant. SFD needs to determine what knowledge, 

skills and courses are pertinent to the level of lieutenant and make sure that its reflected within 

the job description. It was identified through the survey’s conducted for this research that not all 
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of the current lieutenants have the required training as described in the lieutenant’s job 

description. It is important that the job descriptions mirror the expectations of a lieutenant. All 

job descriptions should be readily available to all employees, so that they can know what is not 

only expected of them at their level, but also at the proceeding level. Having these job 

descriptions readily available will allow people to prepare for the next level before they are in 

that role.  

 The second recommendation for the SFD is to look at the current acting officer program 

and the requirements. Through looking at the acting officer program it is necessary to make sure 

that the required courses match up with those of the lieutenant’s job description. It is also 

important to spell out what the ramifications are if one does not complete the required training as 

set forth in acting officer program guidelines. It’s important to make the acting officer program 

more encompassing of the skills and tasks that are expected of a Sharonville lieutenant and help 

the acting officer members understand how the skills and knowledge that they learn in the 

required classes are applicable to the SFD. This could be accomplished through monthly 

assignments that deal with communication skills, delivering discipline, tactics, collective 

bargaining agreement issues and much more. There also needs to be well defined procedures as 

to how often and what kind of testing will occur to become an acting officer.  

 The third recommendation for the SFD once the acting officer program is up and fully 

functional to meet the needs of the department and its members, it would then be recommended 

that being an acting officer would be a requirement to be eligible to test for the rank of 

lieutenant. For this to occur it would take some work with both civil service and the firefighters 

union to get this approved, as this is not something that is currently required. The 

recommendation would be that a firefighter would have to work for the SFD for three years (one 
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probationary and two non-probationary), then they would be eligible to test to become an acting 

officer. At a minimum, the firefighter would need to spend one year as an acting officer, before 

they could be promoted to the rank of lieutenant. The purpose of requiring one to be an acting 

officer prior to being promoted to the rank of lieutenant would be to ensure that firefighters are 

receiving the proper training, education and mentoring to make sure they are to the level 

necessary to be a successful lieutenant at the SFD. 

 The fourth recommendation for the SFD is to begin mentoring current lieutenants to 

make sure that they are not only up to where they should be for their current position, but also 

being developed for future roles. It is important to also begin mentoring firefighters, especially 

those who have chosen to participate in the acting officer program as they have expressed 

interest in learning and preparing for the next level.  

The SFD will need to discuss what aspects of the job are important and what the 

organization would like to see shared with mentees. A formal mentorship program will need to 

be established and mentors selected by a committee of people who feel that a mentorship 

program is important to the organization. Officers who choose to participate in the mentorship 

program will have to be selected to mentor individuals. Once the mentors have been selected, 

then they will be assigned one, or more mentees. It will be important to constantly evaluate the 

mentorship program with feedback from both the mentor and mentee, so that the program can be 

changed to meet the needs of the organization. There may be some immediate results, but in 

order to see if this program is successful it may take a couple of years to see the full effects of 

the program.  

 In conclusion, this applied research project has helped to identify some areas that the 

SFD can improve upon to begin developing firefighters for the future role of becoming a 
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lieutenant. When the SFD began their acting officer program, that was a step in the right 

direction, but more time and effort must be spent on developing people. Through creating a 

formal program allows the organization to “commit to mentor and develop employees so that 

they are ready to take over” (Heathfield, 2019, para. 10). In addition to preparing employees for 

the future, it also empowers them and allows them to feel valued. 
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Appendix A 

Sharonville Firefighter Survey Cover Letter 

Good Afternoon, 
 
I am currently enrolled in the Ohio Fire Executive Program through the Ohio Fire Chiefs 
Association, as a part of this program I am required to complete an applied research project. I am 
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conducting research on officer development from firefighter to lieutenant. Please take a few 
moments of your valuable time to complete the survey listed below. Your help will go toward 
making this project a valuable tool that may be used in the future for the Sharonville Fire 
Department. If you could please complete the survey by July 10, 2020 I would greatly appreciate 
it.  
 
This survey is completely anonymous, should you wish to have a copy of the results, or have 
further discussion please contact me at the e-mail below. 
  
Please click the link below for the survey: 
  
https://forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsW0yxEjajBLZtrQAAAAAA
AAAAAAMAAAlGOU9UMUtEVThNV1YzMUFZSDhWSDVXMDRFWjJMMS4u 
 

Thank you for your time and assistance, 
  
Suzanne Casteel 
Lieutenant 
Sharonville Fire Department 
scasteel@cityofsharonville.com 
 

 

 

 

 

 

 

 

 

Appendix B 

Sharonville Firefighter Survey 

This survey is intended for all career members at Sharonville Fire Department. This survey is for 
my Ohio Fire Executive research project. Please complete the survey as accurately as you can. 
Your responses will be recorded amongst other data being compiled to look at the possibility of 

https://forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsW0yxEjajBLZtrQAAAAAAAAAAAAMAAAlGOU9UMUtEVThNV1YzMUFZSDhWSDVXMDRFWjJMMS4u
https://forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsW0yxEjajBLZtrQAAAAAAAAAAAAMAAAlGOU9UMUtEVThNV1YzMUFZSDhWSDVXMDRFWjJMMS4u
mailto:scasteel@cityofsharonville.com
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a formal officer development program for the Sharonville Fire Department. This survey is 
completely anonymous. 
 

1. What is your rank? 
• Firefighter 
• Firefighter/AO 

 
2. How many years of experience do you have in the fire service? 

• 0-5 
• 6-10 
• 11-15 
• 16-20 
• 21-25 
• 26+ 

 
3. Which of the following apply to you? (select all that apply) 

• Working on an Associate Degree 
• Completed an Associate Degree 
• Working on a Bachelor’s Degree 
• Completed a Bachelor’s Degree 
• Working on a Master’s Degree 
• Completed a Master’s Degree 
• No College Experience 

 
4. Which of the following classes have you completed? (select all that apply) 

• Fire Officer I 
• Fire Officer II 
• Fire Officer III 
• Fire Officer IV 
• Blue Card Incident Command 
• NIMS 300- Intermediate ICS for expanding incidents 
• NIMS 400- Advanced ICS for command and general staff 
• Leadership I 
• Leadership II 
• Leadership III 
• Fire Instructor 
• EMS Instructor 
• Technical Rescue 

 
5. How strongly do you believe that the following items are important to the development 

of a company officer? 
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  Strongly 

Agree Agree Neutral 
Disagree 

Strongly 
Disagree   

Time on the 
job         
Fire officer I         
Fire officer 
II         
Blue Card 
training         
Instructor 
certifications 
with the 
ability to 
instruct 

        
        

        
Union 
experience 
(familiar 
with the 
contract and 
grievance 
procedures) 

        
        
        

        
Associate 
Degree         
Bachelor's 
Degree         
Being 
mentored         
NIMS 
classes         

 

6. What areas did, or do you feel your lieutenant was, or is unprepared to handle? (select all 
that apply) 

• Verbal communication skills (how to talk with the crew and or superior officers) 
• Discipline issues (how and when someone should receive discipline and or how to 

actually discipline someone) 
• Written communications (e-mails, memos, reports...) 
• Computer skills (Mircosoft word, excel, and or power point) 
• Collective bargaining issues (grievance procedures, and or knowing the actual 

contract) 
• Harassment 
• Employee Safety 
• Tactics 
• Scheduling 
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7. Do you think aspiring and newly promoted officers would benefit from a formal officer 

development program at the Sharonville Fire Department? 
• Yes 
• No 
• Maybe 

 
8. Please explain your response to #7 

 
9. Do you think SFD has established clear expectations of the required experience and 

education for the position of lieutenant? 
• I don’t know 
• Somewhat clear 
• Very clear 
• Not clear 

 
10. Do you believe SFD has established clear expectations of the required experience and 

education for the position of acting officer? 
• I don’t know 
• Somewhat clear 
• Very clear 
• Not clear 

 
11. Do you think your lieutenant has faced personnel issues that they were not prepared to 

handle and it was at the lieutenant’s level of responsibility? 
• No issues 
• Some issues 
• Many issues 

 
12. Do you think your lieutenant is able to regularly preform the essential functions for the 

position of lieutenant? 
• Always 
• Usually 
• Sometimes 
• Never 

 
13. Do you think your lieutenant has responded to emergency incidents that they were not 

prepared to handle? 
• No incidents 
• Some incidents 
• Many incidents 

 
14. If you answered some or many to #13, did your lieutenant seek help to get through the 

emergency incident? 
• Sometimes 
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• Always 
• Never 

 
15. I am familiar with Emergency Reporting and can complete run reports without any 

issues? 
• Agree 
• Disagree 
• Neutral 

 
16. I am familiar with Emergency Reporting and can complete a maintenance request without 

any issues? 
• Agree 
• Disagree 
• Neutral 

 
17. I am familiar with CrewSense and can schedule and page out overtime? 

• Agree 
• Disagree 
• Neutral 

 
18. I know how to load and assign trainings in target solutions? 

• Agree  
• Disagree 
• Neutral 

 
19. I am knowledgeable about SFD's policies and procedures? 

• All policies and procedures 
• Most policies and procedures 
• Some policies and procedures 
• None 

 
20. I am competent in completing a blue card size up? 

• Agree 
• Disagree 
• Neutral 

 
21. I could establish and run command on a residential structure fire? 

• Agree 
• Disagree 
• Neutral 

 
22. I have a mentor (formal or informal)? 

• Yes 
• No 
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23. I would like a mentor? 
• From SFD 
• From somewhere outside of SFD 
• I don’t need a mentor 
• I already have a mentor 

 
24. Are you familiar with the guidelines in the IAFC Officer Development handbook and, or 

NFPA 1021 for officer development? 
• No 
• Somewhat 
• Mostly 
• Completely 

 
25. Have you established a career development plan for yourself? 

• Yes 
• No 

 
26. Any additional comments, or anything you think might be helpful in developing our 

firefighters for future roles? 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Appendix C 
 

Sharonville Lieutenant’s Survey Cover Letter 
 
Good Afternoon, 
 
I am currently enrolled in the Ohio Fire Executive Program through the Ohio Fire Chiefs 
Association, as a part of this program I am required to complete an applied research project. I am 
conducting research on officer development from firefighter to lieutenant. Please take a few 
moments of your valuable time to complete the survey listed below. Your help will go toward 
making this project a valuable tool that may be used in the future for the Sharonville Fire 
Department. If you could please complete the survey by July 10, 2020 I would greatly appreciate 
it.  
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This survey is completely anonymous, should you wish to have a copy of the results, or have 
further discussion please contact me at the e-mail below. 
  
Please click the link below for the survey: 
https://forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsW0yxEjajBLZtrQAAAAAA
AAAAAAMAAAlGOU9UNDlOVUpaMElDRDMzN1VXVlpUNDJGRU5HSC4u 
 
 
Thank you for your time and assistance, 
  
Suzanne Casteel 
Lieutenant 
Sharonville Fire Department 
scasteel@cityofsharonville.com 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Appendix D 
 

Sharonville Lieutenants Survey 
 

This survey is intended for all Lieutenants at Sharonville Fire Department. This survey is for my 
Ohio Fire Executive research project. Please complete the survey as accurately as you can. Your 
responses will be recorded amongst other data being compiled to look at the possibility of a 
formal officer development program for the Sharonville Fire Department. This survey is 
completely anonymous. 
 

1. How many years of experience do you have in the fire service? 
• 0-5 
• 6-10 

https://forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsW0yxEjajBLZtrQAAAAAAAAAAAAMAAAlGOU9UNDlOVUpaMElDRDMzN1VXVlpUNDJGRU5HSC4u
https://forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsW0yxEjajBLZtrQAAAAAAAAAAAAMAAAlGOU9UNDlOVUpaMElDRDMzN1VXVlpUNDJGRU5HSC4u
mailto:scasteel@cityofsharonville.com
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• 11-15 
• 16-20 
• 21-25 
• 26+ 

 
2. How many years have you been an officer? 

• 0-5 
• 6-10 
• 11-15 
• 16-20 
• 21-25 
• 26+ 

 
3. Which of the following apply to you? (select all that apply) 

• Working on an Associate Degree 
• Completed an Associate Degree 
• Working on a Bachelor’s Degree 
• Completed a Bachelor’s Degree 
• Working on a Master’s Degree 
• Completed a Master’s Degree 
• No College Experience 

 
4. Which of the following classes have you completed? (select all that apply) 

• Fire Officer I 
• Fire Officer II 
• Fire Officer III 
• Fire Officer IV 
• Blue Card Incident Command 
• NIMS 300- Intermediate ICS for expanding incidents 
• NIMS 400- Advanced ICS for command and general staff 
• Leadership I 
• Leadership II 
• Leadership III 
• Fire Instructor 
• EMS Instructor 
• Technical Rescue 

 
5. How strongly do you believe that the following items are important to the development 

of a company officer? 
 

  Strongly 
Agree Agree Neutral 

Disagree 
Strongly 
Disagree   



 45 

Time on the 
job         
Fire officer I         
Fire officer 
II         
Blue Card 
training         
Instructor 
certifications 
with the 
ability to 
instruct 

        
        

        
Union 
experience 
(familiar 
with the 
contract and 
grievance 
procedures) 

        
        
        

        
Associate 
Degree         
Bachelor's 
Degree         
Being 
mentored         
NIMS 
classes         

 
6. What area’s did you feel unprepared to adequately handle upon becoming a lieutenant? 

(select all that apply) 
• Verbal communication skills (how to talk with the crew and or superior officers) 
• Discipline issues (how and when someone should receive discipline and or how to 

actually discipline someone) 
• Written communications (e-mails, memos, reports...) 
• Computer skills (Microsoft word, excel, and or power point) 
• Collective bargaining issues (grievance procedures, and or knowing the actual 

contract) 
• Harassment 
• Employee Safety 
• Tactics 
• Scheduling 

 
7. Do you think aspiring and newly promoted officers would benefit from a formal officer 

development program at the Sharonville Fire Department? 
• Yes 
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• No 
• Maybe 

 
8. Please explain your response to #7 

 
9. Do you think SFD has established clear expectations of the required experience and 

education for the position of lieutenant? 
• Not clear 
• Somewhat clear 
• Very clear 

 
10. Do you believe SFD has established clear expectations of the required experience and 

education for the position of acting officer? 
• Not clear 
• Somewhat clear 
• Very clear 

 
11. Do you think you as the lieutenant have faced personnel issues that you were not 

prepared to handle and they were at the lieutenant’s level of responsibility? 
• No issues 
• Some issues 
• Many issues 

 
12. Do you think you as the lieutenant are able to regularly preform the essential functions 

for the position of lieutenant? 
• Always 
• Usually 
• Sometimes 
• Never 

 
13. Do you think you as the lieutenant have responded to emergency incidents that you were 

not prepared to handle? 
• No incidents 
• Some incidents 
• Many incidents 

 
14. If you answered some or many to #13, did you as the lieutenant seek help to get through 

the emergency incident? 
• Sometimes 
• Always 
• Never 

 
15. I am familiar with Emergency Reporting and can complete run reports without any 

issues? 
• Agree 
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• Disagree 
• Neutral 

 
16. I am familiar with Emergency Reporting and can complete a maintenance request without 

any issues? 
• Agree 
• Disagree 
• Neutral 

 
17. I am familiar with CrewSense and can schedule and page out overtime? 

• Agree 
• Disagree 
• Neutral 

 
18. I know how to load and assign trainings in target solutions? 

• Agree 
• Disagree 

 
 

19. I am knowledgeable about SFD's policies and procedures? 
• All policies and procedures 
• Most policies and procedures 
• Some policies and procedures 
• None  

 
20. I am competent in completing a blue card size up? 

• Agree 
• Disagree 
• Neutral 

 
21. I could establish and run command on a residential structure fire? 

• Agree 
• Disagree 
• Neutral 

 
22. I have a mentor (formal or informal)? 

• Yes 
• No 

 
23. I would like a mentor? 

• From SFD 
• From Somewhere outside of SFD 
• I don’t need a mentor  
• I already have a mentor 
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24. Are you familiar with the guidelines in the IAFC Officer Development handbook and, or 
NFPA 1021 for officer development? 

• No 
• Somewhat 
• Mostly 
• Completely 

 
25. Have you established a career development plan for yourself? 

• Yes 
• No 

 
26. Any additional comments, or anything you think might be helpful in developing our 

firefighters for future roles? 
 
 
 
 

 

 

 

 

 

Appendix E 
 

Sharonville Senior Officer Survey Cover Letter 
 

 
Good Afternoon, 
 
I am currently enrolled in the Ohio Fire Executive Program through the Ohio Fire Chiefs 
Association, as a part of this program I am required to complete an applied research project. I am 
conducting research on officer development from firefighter to lieutenant. Please take a few 
moments of your valuable time to complete the survey listed below. Your help will go toward 
making this project a valuable tool that may be used in the future for the Sharonville Fire 
Department. If you could please complete the survey by July 10, 2020 I would greatly appreciate 
it.  
 
This survey is completely anonymous, should you wish to have a copy of the results, or have 
further discussion please contact me at the e-mail below. 
  
Please click the link below for the survey:  
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https://forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsW0yxEjajBLZtrQAAAAAA
AAAAAAMAAAlGOU9UNkFBN0M2MFJDV0NWVUw1NkswOEFaQkpEWC4u 
 
Thank you for your time and assistance, 
  
Suzanne Casteel 
Lieutenant 
Sharonville Fire Department 
scasteel@cityofsharonville.com 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Appendix F 
 

Sharonville Senior Officer Survey 
 

This survey is intended for Sharonville Fire Department officers who hold the rank of captain 
and above. This survey is for my Ohio Fire Executive research project. Please complete the 
survey as accurately as you can. Your responses will be recorded amongst other data being 
compiled to look at the possibility of a formal officer development program for the Sharonville 
Fire Department. This survey is completely anonymous. 
 

1. How many years of experience do you have in the fire service? 
• 0-5 
• 6-10 
• 11-15 
• 16-20 
• 21-25 
• 26+ 

 
2. How many years have you been an officer? 

https://forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsW0yxEjajBLZtrQAAAAAAAAAAAAMAAAlGOU9UNkFBN0M2MFJDV0NWVUw1NkswOEFaQkpEWC4u
https://forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsW0yxEjajBLZtrQAAAAAAAAAAAAMAAAlGOU9UNkFBN0M2MFJDV0NWVUw1NkswOEFaQkpEWC4u
mailto:scasteel@cityofsharonville.com
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• 0-5 
• 6-10 
• 11-15 
• 16-20 
• 21-25 
• 26+ 

 
3. Which of the following apply to you? (select all that apply) 

• Working on an Associate Degree 
• Completed an Associate Degree 
• Working on a Bachelor’s Degree 
• Completed a Bachelor’s Degree 
• Working on a Master’s Degree 
• Completed a Master’s Degree 
• No College Experience 

 
4. Which of the following classes have you completed? (select all that apply) 

• Fire Officer I 
• Fire Officer II 
• Fire Officer III 
• Fire Officer IV 
• Blue Card Incident Command 
• NIMS 300- Intermediate ICS for expanding incidents 
• NIMS 400- Advanced ICS for command and general staff 
• Leadership I 
• Leadership II 
• Leadership III 
• Fire Instructor 
• EMS Instructor 
• Technical Rescue 

 
5. How strongly do you believe that the following items are important to the development 

of a company officer? 
 

  Strongly 
Agree Agree Neutral 

Disagree 
Strongly 
Disagree   

Time on the 
job         
Fire officer I         
Fire officer 
II         
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Blue Card 
training         
Instructor 
certifications 
with the 
ability to 
instruct 

        
        

        
Union 
experience 
(familiar 
with the 
contract and 
grievance 
procedures) 

        
        
        

        
Associate 
Degree         
Bachelor's 
Degree         
Being 
mentored         
NIMS 
classes         

 
6. Think back to when you first became a company officer (Lt.), what areas did you feel 

unprepared to adequately handle? (select all that apply) 
• Verbal communication skills (how to talk with the crew and or superior officers) 
• Discipline issues (how and when someone should receive discipline and or how to 

actually discipline someone) 
• Written communications (e-mails, memos, reports...) 
• Computer skills (Microsoft word, excel, and or power point) 
• Collective bargaining issues (grievance procedures, and or knowing the actual 

contract) 
• Harassment 
• Employee Safety 
• Tactics 
• Scheduling 

 
7. As an experienced officer what areas have you seen new lieutenants unprepared to 

adequately handle? (select all that apply) 
• Verbal communication skills (how to talk with the crew and or superior officers) 
• Discipline issues (how and when someone should receive discipline and or how to 

actually discipline someone) 
• Written communications (e-mails, memos, reports...) 
• Computer skills (Microsoft word, excel, and or power point) 
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• Collective bargaining issues (grievance procedures, and or knowing the actual 
contract) 

• Harassment 
• Employee Safety 
• Tactics 
• Scheduling 

 
8. Do you think aspiring and newly promoted officers would benefit from a formal officer 

development program at the Sharonville Fire Department? 
• Yes 
• No 
• Maybe 

 
9. Please explain your response to #8 

 
10. Do you believe SFD has established clear expectations of the required experience and 

education for the position of lieutenant? 
• Not clear 
• Somewhat clear 
• Mostly clear 
• Very clear 

 
11. Do you believe SFD has established clear expectations of the required experience and 

education for the position of acting officer? 
• Not clear 
• Somewhat clear 
• Mostly clear 
• Very clear 

 
12. Do you believe SFD lieutenants have faced personnel issues that they were not prepared 

to handle at their level? 
• No issues 
• Some issues 
• Many issues 

 
13. Please explain your response to #12 

 
14. Do you believe SFD lieutenants are able to regularly preform the essential functions for 

their position? 
 

• Always 
• Usually 
• Sometimes 
• Never 
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15. Do you believe SFD acting officers are able to regularly preform the essential functions 
for their position? 

• Always 
• Usually 
• Sometimes 
• Never 

 
16. Do you believe SFD lieutenants have responded to emergency incidents that they were 

not prepared to handle? 
• No incidents 
• Some incidents 
• Many incidents 

 
17. If you answered some or many to #16, did the SFD lieutenant seek help from a senior 

officer to get through the emergency incident? 
• Sometimes 
• Always 
• Never 

 
18. Do you believe SFD acting officers have responded to emergency incidents that they 

were not prepared to handle? 
• No incidents 
• Some incidents 
• Many incidents 

 
19. If you answered some or many to #18, did the SFD acting officer seek help from a officer 

to get through the emergency incident? 
• Sometimes 
• Always 
• Never 

 
20. SFD lieutenants are able to complete Emergency Reporting reports without error? 

• Frequently 
• Rarely 
• Never 

 
21. SFD acting officers are able to complete Emergency Reporting reports without error? 

• Frequently 
• Rarely 
• Never 

 
22. SFD lieutenants are able to complete Emergency Reporting maintenance requests without 

any issues? 
• Frequently 
• Rarely 
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• Never 
 

23. SFD acting officers are able to complete Emergency Reporting maintenance requests 
without any issues? 

• Frequently 
• Rarely 
• Never 

 
24. SFD lieutenants are familiar with CrewSense and can schedule and page out overtime 

without error? 
• Frequently 
• Rarely 
• Never 

 
25. Do you believe SFD lieutenants are proficient at loading and assigning trainings in target 

solutions? 
• Yes 
• No 
• Maybe 

 
26. Do you believe SFD lieutenants are knowledgeable about SFD's policies and procedures? 

• All policies and procedures 
• Most policies and procedures 
• Some policies and procedures 
• None 

 
27. Do you believe SFD acting officers are knowledgeable about SFD's policies and 

procedures? 
• All policies and procedures 
• Most policies and procedures 
• Some policies and procedures 
• None 

 
28. Do you believe SFD lieutenants are competent in completing a blue card size up? 

• Most lieutenants 
• All lieutenants 
• None of the lieutenants 

 
29. Do you believe SFD acting officers are competent in completing a blue card size up? 

• Most acting officers 
• All acting officers 
• None of the acting officer 

 
30. Do you believe SFD lieutenants can establish and run command on residential structure 

fire? 
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• Most lieutenants 
• All lieutenants 
• None of the lieutenants  

 
31. Do you believe SFD acting officers can establish and run command on residential 

structure fire? 
• Most acting officers 
• All acting officers 
• None of the acting officers 

 
32. Have you assisted any SFD lieutenants in developing a career path? 

• Yes 
• No 
• Maybe 

 
33. Have you assisted any SFD acting officers in developing a career path? 

• Yes 
• No  
• Maybe 

 
34. Have you ever had a mentor? (formal or informal) 

• Yes 
• No 

 
35. If you answered yes to #34, do you believe having a mentor impacted your career? 

• Yes 
• No 
• Maybe 

 
36. Any additional comments, or anything you think might be helpful in developing our 

firefighters for future roles? 
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Appendix G 
 

External Survey Cover Letter 
 

Good Afternoon, 
 
My name is Suzanne Casteel, I am currently enrolled in the Ohio Fire Executive Program 
through the Ohio Fire Chiefs Association, as a part of this program I am required to complete an 
applied research project. I am conducting research on officer development from firefighter to 
lieutenant (or company officer). Please take a few moments of your valuable time to complete 
the survey listed below. Your help will go toward making this project a valuable tool that may be 
used in the future for the Sharonville Fire Department. If you could please complete the survey 
by July 10, 2020 I would greatly appreciate it. 
  
This survey is completely anonymous, should you wish to have a copy of the results, or have 
further discussion please contact me at the e-mail below. 
  
Please click the link below for the survey: 
  
  
  
https://forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsW0yxEjajBLZtrQAAAAAA
AAAAAAMAAAlGOU9UQU9aOUVHTk9aNjhUWlpIVjBPVTdFMVVMRS4u 
 
 
Thank you for your time and assistance, 
  
Suzanne Casteel 

https://forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsW0yxEjajBLZtrQAAAAAAAAAAAAMAAAlGOU9UQU9aOUVHTk9aNjhUWlpIVjBPVTdFMVVMRS4u
https://forms.office.com/Pages/ResponsePage.aspx?id=DQSIkWdsW0yxEjajBLZtrQAAAAAAAAAAAAMAAAlGOU9UQU9aOUVHTk9aNjhUWlpIVjBPVTdFMVVMRS4u
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Lieutenant 
Sharonville Fire Department 
scasteel@cityofsharonville.com 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Appendix H 
 

External Survey 
 

This survey is for my Ohio Fire Executive research project and is intended for all firefighters and 
or fire officers. Please complete the survey as accurately as you can. Your responses will be 
recorded amongst other data being complied to look at the possibility of a formal officer 
development program for firefighter to lieutenant at the Sharonville Fire Department.  For the 
purpose of this survey when referring to lieutenant, I am referring to a first line company officer.   
This survey is completely anonymous. 
 
 

1. What type of department do you work for? 
• Career (all full-time) 
• Combination (full-time, part-time) 
• Other 

 
2. Does your department have a formal officer development program from firefighter to 

lieutenant? 
• Yes 
• No 
• In the process of developing 

 
3. Only answer if you answered yes to #2, what standards does your department follow? 

(select all that apply) 
• NFPA 1021 
• IAFC Officer Development Handbook 
• Internal department standards 

mailto:scasteel@cityofsharonville.com
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• I don’t know 
• Other 

 
4. What is your Rank? 

• Volunteer Firefighter 
• Part-time Firefighter 
• Career Firefighter 
• Lieutenant 
• Captain 
• Battalion Chief/ District Chief 
• Assistant Chief 
• Chief 

 
5. How many years of experience do you have in the fire service? 

• 0-5 
• 6-10 
• 11-15 
• 16-20 
• 21-25 
• 26+ 

 
6. Which of the following apply to you? (select all that apply) 

• Working on an Associate Degree 
• Completed an Associate Degree 
• Working on a Bachelor’s Degree 
• Completed a Bachelor’s Degree 
• Working on a Master’s Degree 
• Completed a Master’s Degree 
• No College Experience 

 
7. Which of the following classes have you completed? (select all that apply) 

• Fire Officer I 
• Fire Officer II 
• Fire Officer III 
• Fire Officer IV 
• Blue Card Incident Command 
• NIMS 300- Intermediate ICS for expanding incidents 
• NIMS 400- Advanced ICS for command and general staff 
• Leadership I 
• Leadership II 
• Leadership III 
• Fire Instructor 
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• EMS Instructor 
• Technical Rescue 

 
8. In your opinion, which of the following should be a prerequisite before being promoted 

to the rank of lieutenant? 
 

  Strongly 
Agree Agree Neutral 

Disagree 
Strongly 
Disagree   

Time on the 
job         
Fire officer I         
Fire officer 
II         
Blue Card 
training         
Instructor 
certifications 
with the 
ability to 
instruct 

        
        

        
Union 
experience 
(familiar 
with the 
contract and 
grievance 
procedures) 

        
        
        

        
Associate 
Degree         
Bachelor's 
Degree         
Being 
mentored         
NIMS 
classes         

 
9. Does your department currently require any of the following prior to being promoted to 

the rank of lieutenant? 
 

  Yes No 
Time on the 
job     
Fire officer I     
Fire officer II     
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Blue Card 
training     
Instructor 
certifications 
with the 
ability to 
instruct 

  

  
Union 
experience 
(familiar with 
the contract 
and grievance 
procedures) 

  

  
Associate 
Degree     
Bachelor's 
Degree     
Being 
mentored     
NIMS classes     

 
 

10.   
  

Extremely 
important 

Somewhat 
important Neutral 

Somewhat 
not 

important 

Extremely 
not 

important 
  
  
Job knowledge           
Communicates well 
(written and, or 
verbal)           
Public speaking           
Common sense           
Compassionate           
Morals and ethics           
Ability to lead           
Ability to follow           
Mature           
Physically fit           

 
11. When thinking about your department, what are some areas you think could be better 

addressed when preparing a firefighter to move to the lieutenant role? (select all that 
apply) 
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• Verbal communication skills (how to talk with the crew and or superior officers) 
• Discipline issues (how and when someone should receive discipline and or how to 

actually discipline someone) 
• Written communications (e-mails, memos, reports...) 
• Computer skills (Mircosoft word, excel, and or power point) 
• Collective bargaining issues (grievance procedures, and or knowing the actual 

contract) 
• Harassment 
• Employee Safety 
• Tactics 
• Scheduling 

 
12. What problems do you anticipate, or has your department experienced in implementing a 

program in officer development from firefighter to lieutenant? (select all that apply) 
• Lack of interest from firefighters 
• Lack of funding 
• Lack of support from fire administration 
• Union issues 
• Fire department culture 
• Civil service 
• Other 

 
13. Do you believe that preparing firefighters for future officer roles is important? 

• Strongly Agree 
• Agree 
• Neutral 
• Disagree 
• Strongly Disagree 

 
14. What does your department currently do to develop firefighters for future officer roles? 

(select all that apply) 
• Mentoring 
• In department officer development program 
• Education reimbursement 
• On-line education 
• None of the above 
• Other 

 
15. Any additional comments 
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Appendix I 
 

Sharonville Firefighters Survey Results 
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Appendix J 
 

Sharonville Lieutenant Survey Results 
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Appendix K 
 

Sharonville Senior Officer Survey 
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Appendix L 
 

External Survey Results 
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Appendix M 
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