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Abstract 

The Las Vegas Fire & Rescue (LVFR) responded to over 111,000 calls in 2015 compared 

to 87,000 calls in 2010 of which a vast majority were rescue emergency medical response calls. 

As the call volumes increase, maintenance increase, wear and tear on equipment increase, as well 

as, firefighter stress, which leads into disciplinary issues within the LVFR. The problem is that 

the department does not have a formal performance evaluation program to document job 

performance, which could serve to prevent disciplinary problems. Due to the increasing number 

of disciplinary problem, it is critical to examine other fire department’s performance evaluation 

programs to design and implement a performance evaluation program for the LVFR.  

An action research method was used for the purpose of this research to define the 

framework to establish a performance evaluation program to track and document firefighter 

performance, as well as, to track the effectiveness of the training program. The following 

research questions were examined: 

1. Are performance evaluation programs common in the fire service?  

2. How can a performance evaluation program benefit Las Vegas & Rescue? 

3. Do successful models for a performance evaluation program exist from other fire 

departments? 

4. What areas should be included in a performance evaluation program for Las 

Vegas Fire & Rescue? 

The data for this research was obtained primarily through the use of a 10 question survey. 

A review of the policies and procedures relating to performance evaluation programs was 
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conducted by gathering information from 60 fire departments located across the country. Thirty-

nine fire departments responded, which is a 65% response rate. Approximately half of the 

departments have a performance evaluation process. After review of the performance evaluations 

from the respondents, it is recommended that the LVFR use the City of Tampa Fire 

Department’s performance evaluation process as a model to track training and job performance 

(Appendix B)./ 

  



Developing a Performance Evaluation Program 5 

Table of Contents 

Abstract ........................................................................................................................................... 3 

Introduction ..................................................................................................................................... 6 

Background and Significance ......................................................................................................... 7 

Literature Review............................................................................................................................ 9 

Procedures ..................................................................................................................................... 15 

Results ........................................................................................................................................... 17 

Discussion ..................................................................................................................................... 20 

Recommendations ......................................................................................................................... 21 

References ..................................................................................................................................... 23 

Appendix A: Performance Evaluation Survey Results ................................................................. 25 

Appendix B: City of Tampa Fire Department Supervisor/Specialist Performance Evaluation .... 31 

Appendix C: City of Tampa Fire Department Supervisor/Specialist Performance Evaluation .... 37 

Appendix E: City of Clearwater Performance Evaluation Form – Firefighter ............................. 44 

Appendix F: City of Greeley Fire Department Employee Performance Appraisal ...................... 52 

Appendix G: County of Orange Department of Fire & EMS Employee Performance Evaluation – 
Firefighter Medic/EMT ................................................................................................................. 54 

Appendix H: County of Orange Department of Fire & EMS Employee Performance Evaluation – 
Company Officer .......................................................................................................................... 62 

Appendix I: South Portland Fire Department Annual Performance Evaluation Review ............. 69 

Appendix J: Springfield Fire Department Firefighter Annual Performance Evaluation .............. 74 

Appendix K: Okolona Fire Department Probationary Career Firefighter Evaluation Form ........ 79 
  



Developing a Performance Evaluation Program 6 

Introduction 

During 2015, the Las Vegas Fire & Rescue responded to over 100,000 calls, which 

included over 90,000 emergency medical response callout of 22 fire stations. With such a large 

percent of calls, the department has noticed increase in disciplinary issues. Currently, the 

department doesn't have any formal performance evaluation program. Due to this problem, it has 

become apparent that the Las Vegas Fire & Rescue need a performance evaluation program that 

would open dialogue between employees and supervisors regarding the employee's overall 

performance to establish an infrastructure for increasing knowledge, skills, and abilities and/or 

monitor/improve future job performance.   

The purpose of this research is to define a framework for a performance evaluation 

program to implement into the LVFR’s daily operations. Additionally, this research will 

determine the type of data needed to track the effectiveness of the training program for the 

LVFR. 

For the purpose of this study, action research methodology was selected to determine 

what works best for LVFR to evaluate the performance of all fire service personnel and to 

establish an understanding of the importance of an effective performance evaluation program to 

reduce disciplinary problems to improve overall job performance. 

Action research methodology was selected to determine best practices of similar fire 

departments compared to Las Vegas Fire & Rescue. The research approach will be reviewing 

various fire department evaluation programs to determine the best performance evaluation 

program for Las Vegas & Rescue. 

The following research questions were used to guide the research to gather data: 
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1. Are performance evaluation programs common in the fire service?  

2. How can a performance evaluation program benefit Las Vegas & Rescue? 

3. Do successful models for a performance evaluation program exist from other fire 

departments? 

4. What areas should be included in a performance evaluation program for Las 

Vegas Fire & Rescue? 

Background and Significance 

The city of Las Vegas was founded on May 15, 1905 and was incorporated as a city on 

June 1, 1911.  It is one of the most populous cities founded in the 20th century due to its warm 

climate, gambling, nightlife, and transient culture.  According to the 2015 census, the population 

of City of Las Vegas was 628,711 making it the 29th most populous city in the United States.  

The Las Vegas metropolitan area, which includes Las Vegas, North Las Vegas, Henderson, 

Boulder City, and Clark County is said to contain 1,951,269 residents according to the 2010 

census.  Las Vegas is also considered to be one of the world’s largest tourist destinations.  Some 

consider the city as the entertainment capital of the world.  Nearly 40 millions people visit the 

city each year for various reasons creating many unique problems and challenges for city 

servants such the members of the Las Vegas Fire & Rescue.  The population of Las Vegas has 

grown from 125,787 in 1970 to 586,356 in 2011. Currently, the city of Las Vegas operates as a 

council–manager form of government, which changed from a commission form of government 

in 1944. 

The primary driver of the Las Vegas economy is tourism, gaming, and conventions, 
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which provides patronage for restaurants, hotels, transportation and other industries. Many of the 

newer theme hotels and casinos located on the Las Vegas Strip are not actually located within the 

city limits of Las Vegas, they are located and regulated by Clark County. 

The Las Vegas Fire Department began June 6, 1905 as a volunteer fire department. Due 

to the city’s growth and demand, services increased and The Las Vegas Fire Department added 

its first full time employees on August 1, 1942.  In 1999, the Las Vegas Fire Department 

changed its name to the Las Vegas Fire & Rescue, which provides fire protection, fire 

prevention, emergency medical services and specialty services for the residents and visitors of 

the city of Las Vegas and metropolitan area. The department is currently made up of over 660 

uniform personnel that respond out of 19 fire stations located strategically throughout the city 

under the command of 3 battalion chiefs on 3 different shifts. The Las Vegas Fire Department 

also operates a fire apparatus fleet of 20 paramedic engine companies, 6 truck companies, 23 

paramedic rescue ambulances, 1 technical rescue unit, 1 hazardous materials response team, 1 

C.B.R.N.E. Unit, 1 Water Tender, and 1 mobile command unit.  Being that it is the third largest 

fire department in the state of Nevada after Clark County Fire Department and the Reno Fire 

Department, Las Vegas Fire & Rescue is responsible for preserving life and property for an area 

totaling 133.25 square miles. In 2011, the Las Vegas Fire & Rescue responded to 92,199 

emergency calls, 85,117 of which were emergency medical responses (Las Vegas Fire and 

Rescue Department. (n.d.). 

Since 2009, the department is 1 of only 9 cities in the United States that is accredited by 

the Commission on Fire Accreditation International (CFAI) and maintains a Insurance Services 

Office (ISO) Class 1 Rating. 
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Las Vegas Fire & Rescue provides services to a city with a unique set of challenges and 

concerns. Its residents, transient population, climate and homeland security risks make for a 

constantly changing landscape for the department and its executive staff. 

The research problem is directly linked to following USFA Goal 4: 

• “Advance the Professional Development of Fire Service Personnel and of Other People 

Engaged in Fire Prevention and Control Activities” (America’s Fire Service and 

Emergency Services Leader 2014-18, p. 9).  

• Key Initiatives:  
o Promote efforts to standardize professional development and higher education at 

the state and local levels.  
o Develop and deliver courses that provide leader-ship skills for accomplishing 

local change through effective policies, decision-making, financial management 
and community engagement.  

o Develop and deliver curricula that encourage professional development higher 
education to enhance data-driven decisions and small group leadership. 
(America’s Fire Service and Emergency Services Leader 2014-18, p. 13).  
 

Furthermore, the research problem is linked by providing EFOP participants with an 

understanding of  "transforming fire and emergency services organizations from being 

reactive to proactive, with an emphasis on leadership development, community risk 

reduction, and emergency services, and emergency incident prevention" ( U.S. Fire 

Administration, National Fire Academy (2015). 

Literature Review 

The researcher initiated a literature review to gather various articles related to the topic of 

performance evaluations to address the following research questions: 

1. Are performance evaluation programs common in the fire service?  
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2. How can a performance evaluation program benefit Las Vegas & Rescue? 

3. Do successful models for a performance evaluation program exist from other fire 

departments? 

4. What areas should be included in a performance evaluation program for Las 

Vegas Fire & Rescue? 

Although publications related to the fire service were used, the researcher sought out to 

find additional articles from different industries to compare the overall use of performance 

evaluations in the workplace. The articles included information obtained from scholarly articles, 

fire service periodicals and standards published by the National Fire Protection Association. 

While most articles and sources emphasized the importance of performance evaluations, it also 

indicated a lack of standard and consistent measurements. 

The number one objective in the fire service is to get the job done safely in the most 

effective and efficient way possible. While ensuring the right tools and equipment are available 

to meet the objective, it is crucial for firefighters to be well prepared to complete job tasks. To 

ensure firefighters are well prepared, a quality training program is needed to track job 

competencies. Building effective training programs requires evaluating competencies required 

for job proficiency. To address job proficiency, the National Fire Protection Association (NFPA) 

established NFPA 1021, Standard for Fire Officer Professional Qualifications as a guideline. A 

quality training program goes hand in hand with the establishment of an performance evaluation 

program. Selden, (2009).  

Performance evaluations quantitatively assess an organization's activities compared to 

established standards (Ouedraogo, 2013). In general, the fire service is challenged with 
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effectively measuring performance compared to other public organizations since the desired 

outcomes of fire departments usually involves events that most organizations work to prevent, 

such as property loss and causalities (Flynn, 2009). The challenge for researchers and fire service 

organizations is to determine the relevant areas to include in performance evaluation to ensure 

effectiveness of the process. 

Performance evaluations are nothing new within the fire service. About 40 years ago, 

Philip Armstrong stated, "If the efficiency of municipally supplied services is to be 

improved...then there must be a method of measuring efficiency" (Armstrong, 1976, p. 4). This 

still holds true today for public servants living in the information age. The benefits of 

implementing and maintaining a high level of performance improve communication, motivation, 

and performance in the workplace (Greiner, 1996). In comparison, performance evaluations 

equates to better accountability, management, planning, which leading to operational 

improvements (Ammons, 1996). Understanding the areas to assess and the proper use of 

performance evaluations is paramount to ensure successful implementation to maintain a high 

level of accountability and professionalism. 

The following are suggested standards by the International Association of Fire Fighters 

(2002, p. 12-15) to be considered when designing a performance evaluation program: 

• Structure, process, and outcome oriented, 
• Relevant to quality and effectiveness of various system components, 
• Practical, 
• Based on scientific evidence when possible, 
• Subject to ongoing review, 
• Designed for ease in data collection, and 
• Continuously evaluated for relevance. 

Andrus (2000) cited the most common characteristics to assess during the performance 
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evaluation process are: 

• Effectiveness 
• Efficiency 
• Outcomes 
• Resource utilization 
• Service 
• Workload  

To better understand performance evaluations, it is best to break it down into four processes 
(Employee Performance Evaluations, 2011):  

• Establishing expectations and goals 
• Follow-up  
• Documentation  
• Evaluation meeting. 

Establishing expectations and goals 

It is imperative that employee expectations and goals are clearly stated and written down, 

which is the most critical step in the evaluation process. In the case of an employee’s failure to 

complete job requirements, it would be hard to discipline the employee if the expectations and 

goals were not clearly stated and understood by the employee. The first step in developing an 

performance evaluation program is to establish well-written clear and concise expectations and 

goals. It may take several meetings to effectively communicate to help an employee get a good 

solid understanding of what is expected of them. Also, it is critical to establish attainable and 

measurable goals in order to measure an employee’s job performance while motivating them to 

stay on tasks. Setup goal-setting sessions with the employee to establish attainable and 

measurable goals that should include some personal goals.  

The Firefighter Toolbox (Cannon, 2014) offered the following steps to establish an 

effective performance evaluation process for firefighters: 

Step #1 – Everyone Starts with a “Satisfactory” Rating 



Developing a Performance Evaluation Program 13 

Firefighter Perspective: 

Meet with your officer and understand how he or she grades you and what a 
Satisfactory or Excellent evaluation would consist of you doing during your 
grading period. 

Officer Perspective: 

Have a rule that the starting point each person begins the reporting period with is 
a rating of “Satisfactory.” 

Step #2 – Have a S.M.A.R.T. Plan for an “Excellent” Rating 

S.M.A.R.T. Goals: 

S.M.A.R.T. goals are goals that are Specific, Measurable, Agreed-upon, 
Realistic, and Trackable. 

Firefighter Perspective: 

If you want to receive a rating above “Satisfactory” or “Excellent” rating, then 
the first requirement is to meet with your officer and share with him or her your 
goal and to understand what your supervisor will require to attain that 
classification.  Then set a plan to satisfy your supervisor’s requirements. 

Officer Perspective: 

If the person wants to receive a rating above “Satisfactory” or “Excellent,” then 
the first requirement is to clearly set the expectations to attain that 
classification.  Set up a plan to achieve the rating they’d like to get. 

For example, perhaps one of the PRD evaluation items on which the person is to 
be rated states: “The firefighter demonstrates proficiency at providing public 
education programs to the public.”  If so, the firefighter and supervisor should 
set up some agreed-upon SMART-goal(s) to justify a mark of “Excellent” for 
this job dimension on the PRD. 

Step #3 – Get Approval for “Excellent Rating” Plans 

Firefighter Perspective: If your goal is to get an “Excellent” rating, make sure 
your plan is approved by your supervisor.  You may even have him or her sign 
off on your plan.  Another idea is to have your supervisor initial/sign-off on the 
goals achieved during the process versus waiting till the end where something 
may be forgotten. 

Officer Perspective: If firefighter does set up a PRD plan to achieve “Excellent,” 
forward the plan up the chain-of-command for approval.  Thus, there will be no 
“surprises” at the end of the PRD reporting period. If the person achieves the 
goals to which the entire chain-of-command has agreed, there should be no 
issues. 

Follow-up 

As the saying goes, “Inspect what you expect”. With that said, follow-up to ensure the 

employee stays on task and reach set goals. If an employee fails to meet clearly defined 
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expectations and goals, quickly remedy the situation to get back on track. If a situation occurs 

and is not corrected immediately, it may send the message that the expectations and goals are not 

important and it’s okay to fail, which is setting a standard that can erode the performance 

evaluation program. Simply put, “When people get out of line, straighten them out, and when 

you tell someone you’re going to do something, do it” (Gayk, 2011). 

Documentation 

If the performance evaluations process is set up effectively, documenting should not be a 

dreaded and painful task for supervisors. In order for documentation to be effective, an element 

of consistency must be established throughout the evaluation period, which result in an easier 

documenting process for supervisors. A good example of this would be to keep a journal to 

document both good and bad job performance for employees supervised throughout the 

evaluation period. This would allow for coaching sessions to give the employee an opportunity 

to improve, in turn, ensuring the improvement process is documented.  

The following is a suggestion for documenting incidents that may occur throughout the 

evaluation period (Gayk, 2011): 

• Specify the date, time and place that the incident occurred. 
• Specify the problem. 
• Develop and document an improvement plan. 
• Set specific goals and timeframes for improvement. 
• Follow up with your plan for improvement and document the results. 
• Evaluation meeting 

If the documentation process is effective, the actual preparation of the performance 

evaluation will go smoothly. Use the some format from the individual incidents to complete the 

performance evaluation. 
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To overcome the complexity of fire department performance management and add 

clarity, organizational purpose, goals, and functions have to be established. These combine to 

serve as the basis for the creation of benchmarks (Flynn, 2009).  

The literature review served to provide meaningful data to address the researcher’s 

questions. It confirmed many questions that the researcher had concerning the need to implement 

a performance evaluation process to address employee performance to ensure needed training 

and professional development are provided to each employee. The researcher’s discoveries lead 

to justifying the need for a formal performance evaluation process based on the job 

classifications with effective measurements, feedback, and documentation. Also, the literature 

review revealed important components that are necessary for establishing an effective 

performance evaluation program. 

Procedures 

This research study reviewed performance evaluations from several fire departments 

across the country to determine best practices to establish a foundation for implementing a 

program, for LVFR. The data collected for this research study was gathered from multiple 

sources to provide insight into understanding performance evaluations process.  

Additional data related to the research questions was gathered through the literature 

review process. The Internet was the primary source for accessing and gathering data. Primarily, 

an extensive search of various fire departments was conducted to examine standards that related 

to performance evaluations, which revealed numerous fire service organizations around the 

country with performance evaluation programs but very little information on the effectiveness of 

each program.  
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A major limitation was encountered during the research process due to limited access to 

the National Fire Protection Association (NFPA) website. It required a membership for access to 

the codes and standards related to the research questions. Therefore, alternative methods were 

used through various personal contacts that had access to the information. 

The descriptive research method was used to study performance measurement in the fire 

service. This method provides answers to the research questions for the researcher to gain clarity 

for performance measurement and how it can benefit LVFR. 

The literature review focuses on the following research questions: 

1. Are performance evaluation programs common in the fire service?  

2. How can a performance evaluation program benefit Las Vegas & Rescue? 

3. Do successful models for a performance evaluation program exist from other fire 

departments? 

4. What areas should be included in a performance evaluation program for Las 

Vegas Fire & Rescue? 

The data collection was accomplished using SurveyMonkey.com to create an online 

questionnaire to review various fire departments’ performance evaluation programs.  

The survey consisted of 10 questions that include yes or no and selections from 

dropdown list. Question 8 allows respondents to enter a text response in addition to selecting a 

choice.  

 The total population represented in the study was 60 fire departments located 

across the country from EFOP classmates. Each participant represented a sampling of these fire 
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departments from large to small fire departments. The researcher’s goal was 30% survey 

response rate goal. This goal was met and exceeded. Thirty-nine survey responses were received 

out of 60 that were sent out to various fire departments across the country. Twenty-one 

respondents did not submit the survey, which represents a 65% response rate.  

 This research is limited to the subjective nature of responses receive from 39 out 

of 60 surveys completed by various fire departments across the country. The researcher 

acknowledged that although the response rate was 65%, the responses received were from one 

representative from the different fire departments. Casting a wider net to allow all fire personnel 

within each fire department to participate may provide additional insight to produce a different 

outcome.  

Results 

The purpose of this research was to examine different fire department’s methods for 

evaluating firefighter job performance to build a foundational structure that would benefit LVFR. 

The data gathered during the research process provided enough information to determine what is 

needed to develop a performance evaluation program. Through the use of the descriptive 

research method, data was gathered from a literature review and a survey to analyze different fire 

departments. A complete overview of the responses from 39 out of 60 participants is contained in 

Appendix A. 

The following is a synopsis to answer the following research questions: 

1. Are performance evaluation programs common in the fire service?  

The literature review reveals that although performance evaluations are used in the 

fire service, the process to evaluation firefighter job performance across the fire 
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service is inconsistent and can vary from one fire department to another. As the 

results of the survey demonstrate, there were 22 out 39 fire departments that currently 

have a performance evaluation process in place.  

Q6: Do your fire department currently have a performance evaluation process? If yes, email a 
copy to lnewby@lasvegasnevada.gov. 

Answer Choices Responses 

Yes 22 (56.41%) 

No 17 (43.59%) 

 

2. How can a performance evaluation program benefit Las Vegas & Rescue? 

The conclusion drawn from the literature review suggests a performance 

evaluation process would benefit Las Vegas Fire & Rescue. As Ammons (1996) 

stated, a performance evaluation process would provide for better accountability, 

management, planning within the fire service, which would lead to an outcome of 

improved operations. A performance evaluation program would serve as a method to 

foster informed planning and decision-making for Las Vegas Fire & Rescue. 

The survey did not contain a direct question to answer this research question. 

Although the survey gathered data concerning ISO classification, a direct correlation 

with performance evaluation was not established.  

 
3. Do successful models for a performance evaluation program exist from other fire 

departments? 

Out of 60 fire departments 39 responded to the survey. There were a total of 7 fire 

department performance evaluation programs gathered from the survey. While most 

of the performance evaluation programs received were somewhat adequate, Tampa 
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Fire Department’s program stood out and was selected as a model for LVFR due to 

it’s structure, relevancy, and ease of use (Appendix B, C, D, E, F, G, H, I, J, K). 

 
4. What areas should be included in a performance evaluation program for Las Vegas 

Fire & Rescue? 

 
The results of the survey demonstrate some commonality across the 39 fire 

departments that responded. The results of the top 5 areas that were evaluated from 

39 out of 60 fire departments were: interpersonal skills (18), communications skills 

(17), dependability, attitude (17), dependability (16), and non-emergency department 

services (15).  

Q7: Which areas are evaluated in your department's official performance evaluation program? 

Answer Choices Responses 

Emergency service delivery 12 (36.36%) 

Fire prevention (inspections & pre-fire surveys) 7 (21.21%) 

Non- emergency department activities 15 (45.45%) 

Training 13 (39.39%) 

Basic Firefighting Skills 12 (36.36%) 

Specific Job Knowledge 12 (36.36%) 

Advance Life Support (ALS) Knowledge & Skills 6 (18.18%) 

Fire Prevention/Inspection Knowledge & Skills 5 (15.15%) 

Physical Ability 8 (24.24%) 

Safety Habits 13 (39.39%) 

Communication Skills 17 (51.52%) 

Interpersonal Skills 54 (55%) 

Ability to Learn 8 (24.24%) 

Reasoning Ability 10 (30.30%) 
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Discussion 

Although the fire service is challenged with effectively assessing job performance (Flynn, 

2009), a formal performance evaluation process within the LVFR would serve to assess the 

organization’s activities based on established standards (Quedraogo, 2013).  

The results of the survey reveal that the majority of respondents were 48.7% medium 

(51-200 firefighters) and 25.6% were small size fire department (0-50 firefighters), which all had 

ISO classification. The fire departments surveyed were 64% Career and 33.3% Combination 

(Career/Volunteer) while 82% were managed by municipal government and only 20% were 

accredited by the Center for Public Excellence.  

An overwhelming 63% of the fire departments surveyed do not track delivery of 

emergency services in the performance evaluation program or do not have an official 

performance evaluation program. Nearly 68% of the respondents indicated that training is not 

tracked as part of the performance evaluation program. Therefore, the researcher was not 

surprised that over 68% of the respondents fire departments do not use performance evaluations 

as part of the promotional exam process. Based on the results of the study, the researcher will 

focus on improving employee performance first, rather than assessing punitive measures to 

Attitude 17 (51.52%) 

Deportment (Professional Pride & Conduct) 7 (21.21%) 

Dependability 16 (48.48%) 

Aggressiveness 1 (3.03%) 

Knowledge of Administrative Polices & Procedures (supervisor level) 12 (36.36%) 

Leadership Ability (supervisor level) 13 (39.39%) 

N/A 12 (36.36%) 
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increase moral that include job retaining counseling, coaching, and individual performance plans 

to ease the transition for LVFR. The organizational implications of the results of the research 

study provides a starting point for LVFR to establish an effective performance evaluation 

process by requiring supervisors and managers to have an active role in each employee’s job 

performance.  

The results of this research study confirms the fact that a performance evaluation process 

would provide for better accountability, management, planning within LVFR, which would serve 

the organization in planning and making better decisions (Ammons, 1996). In addition, training 

can be incorporated into the job performance evaluation process to offer a complete evaluation 

program (Selden, 2009). 

Recommendations 

The results of this research provided insights into the nature of the issue of performance 

evaluations in the workplace and the consequences associated with not have an effective process 

in place. In order for LVFR to establish a formal performance evaluation program, all job 

requirements and standards must be formulated and documented to clearly communicate to all 

firefighters. 

The researcher recommends the following:  

(0 – 3 months): define all job descriptions and classifications for all fire service 

personnel; document reporting structure;  

(3 – 6 month): consider budgetary requirements due to establishing and implementing the 

performance evaluation program, such as training for supervisors and managers. To ensure 
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compliance, training would be critical for supervisors and managers to learn how to properly 

document and deliver performance evaluations. 

(6 months – 1 year): establish an advisory committee to discuss, document, and 

implement a formal performance evaluation process, including job standards and classifications. 

The committee must consist of representatives from the International Association of Firefighters 

(IAFF), local union, fire department administration and the City of Las Vegas City Manager’s 

office. 

(1 – 2 years): “Inspect what you expect”. Review the performance evaluation program to 

see if it is working effectively and efficiently. Made any necessary changes/adjustments to 

improve the process. 

In summary, it is recommended that any fire department or future readers that do not 

have a formal performance evaluation process to conduct research to determine the feasibility 

and adaptability for the organization. It is critical to get buy-in from key stakeholder to develop a 

performance evaluation program that will support and serve the organization for many years to 

come. The results of this research yielded the City of Tampa Fire Department’s performance 

evaluation process to be used as a model for LVFR to track training and job performance 

(Appendix B & C). 
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Appendix A: Performance Evaluation Survey Results 
 

Q1 

Please select the size of your department below:(Please note: The Metropolitan Fire Chiefs Association defines a Metropolitan fire department as 
having a minimum staffing strength of 400 fully paid, career firefighters.) 

Answer Choices Responses 

401 or more (Metro Size) 12.82% 

5 

201 to 400 (Large Size) 12.82% 

5 

51-200 (Medium Size) 48.72% 

19 

0-50 (Small Size) 25.64% 

10 

 

Q2 

Is your department a Career, Volunteer, or a combination of the two? 

Answer Choices Responses 

Career 64.10% 

25 

Volunteer 2.56% 

1 

Combination (Career/Volunteer) 33.33% 

13 

 

Q3 

Is your department private, municipal government, state/federal government, or other?   

Answer Choices Responses 

Private 0.00% 

0 
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Municipal government 82.05% 

32 

State/Federal government 7.69% 

3 

Other 10.26% 

4 

 

Q4 

Is your fire department accredited through the Center for Public Safety Excellence? 

 

Answer Choices Responses 

Yes 20.51% 

8 

No 79.49% 

31 

 

Q5 

What is your fire department's ISO classification?   

Answer Choices Responses 

10 0.00% 

0 

9 0.00% 

0 

8 0.00% 

0 

7 2.56% 

1 

6 2.56% 

1 

5 10.26% 
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4 

4 15.38% 

6 

3 25.64% 

10 

2 23.08% 

9 

1 10.26% 

4 

N/A 10.26% 

4 

 

Q6 

Do your fire department currently have a performance evaluation process? If yes, email a copy to lnewby@lasvegasnevada.gov.   

Answer Choices Responses 

Yes 56.41% 

22 

No 43.59% 

17 

 

Q7 

Which areas are evaluated in your department's official performance evaluation program?   

Answer Choices Responses 

Emergency service delivery 36.36% 

12 

Fire prevention (inspections & pre-fire surveys) 21.21% 

7 

Non- emergency department activities 45.45% 

15 

Training 39.39% 
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13 

Basic Firefighting Skills 36.36% 

12 

Specific Job Knowledge 36.36% 

12 

Advance Life Support (ALS) Knowledge & Skills 18.18% 

6 

Fire Prevention/Inspection Knowledge & Skills 15.15% 

5 

Physical Ability 24.24% 

8 

Safety Habits 39.39% 

13 

Communication Skills 51.52% 

17 

Interpersonal Skills 54.55% 

18 

Ability to Learn 24.24% 

8 

Reasoning Ability 30.30% 

10 

Attitude 51.52% 

17 

Deportment (Professional Pride & Conduct) 21.21% 

7 

Dependability 48.48% 

16 

Aggressiveness 3.03% 

1 

Knowledge of Administrative  Polices & Procedures (supervisor level) 36.36% 
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12 

Leadership Ability (supervisor level) 39.39% 

13 

N/A 36.36% 

12 

 

Q8 

If your department tracks emergency service delivery in your department's official performance evaluation program, what areas are evaluated? 
  

Answer Choices Responses 

Turnout time (time from dispatch to rolling) 27.78% 

10 

Response time (time from rolling to arriving on-scene) 27.78% 

10 

Committed time (time from dispatch to in-service) 11.11% 

4 

N/A 63.89% 

23 

Responses 

Other (please specify) 

1. Performance on emergency calls. 
2. General application of knowledge and skills on emergency responses. 
3. We track all, but not as part of the official performance evaluation. 

8.33% 

3 

 

Q9 

Does your department track training as part performance evaluation program? If yes, what areas are evaluated?   

Answer Choices Responses 

Yes 32.43% 

12 

No 67.57% 

25 
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Q10 

Does performance evaluations play a part in your promotional exam process?   

Answer Choices Responses 

Yes 31.58% 

12 

No 68.42% 

26 
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Appendix B: City of Tampa Fire Department Supervisor/Specialist Performance Evaluation 
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Appendix C: City of Tampa Fire Department Supervisor/Specialist Performance Evaluation 
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Appendix D: Chesapeake VA Performance Evaluation/Counseling Form 
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Appendix E: City of Clearwater Performance Evaluation Form – Firefighter 
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Appendix F: City of Greeley Fire Department Employee Performance Appraisal 
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Appendix G: County of Orange Department of Fire & EMS Employee Performance Evaluation – 
Firefighter Medic/EMT 
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Appendix H: County of Orange Department of Fire & EMS Employee Performance Evaluation – 
Company Officer 
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Appendix I: South Portland Fire Department Annual Performance Evaluation Review 
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Appendix J: Springfield Fire Department Firefighter Annual Performance Evaluation  
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Appendix K: Okolona Fire Department Probationary Career Firefighter Evaluation Form 
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