West Metro Fire-Rescue District
BOARD OF DIRECTORS WORK SESSION AGENDA
January 11, 2017
6:30 PM Work Session

Work Session
A. Call to order by Board President Gary Laurant.
B. Roll Call
C. Chief’s Evaluation Process/Instrument
D. Strategic Planning - Governance
E. 2017 March Work Session Date Change to March 22, 2017

Other Matters and Announcements
1. The next regular Board Meeting of the WMFRD Board of Directors is February 8, 2017
F. Adjournment

MEMORANDUM

DATE:

December 28, 2016

TO:

West Metro Fire-Rescue District Board

FROM:

Sarah Larson, Chief
Kirk McDonald, Board Vice President
Anne Norris, Board Secretary

RE:

WMFRD Chief Annual Evaluation Process/Instrument

During the discussion in December regarding Chief Larson’s annual evaluation, there
was a comment about changing the process and/or evaluation instrument.
The current process is:
- Chief and Board develop annual goals (early in year)
- Board comes up with schedule for Chief’s evaluation (usually late fall)
- Board completes evaluation using evaluation form (attached)
- Board conducts evaluation at December Board meeting.
The Board should discuss if any changes are needed to the process and/or evaluation
form.

Attach:

West Metro Fire–Rescue
District
Performance Assessment Tool

Fire Chief
Name:______________ __ Date:__________

Description
This tool is intended to promote accurate assessment of the performance of District personnel, and to create a
framework for ongoing improvement. Each category describes an area of work performance, with examples
that describe the level of performance represented by each rating, for that category. Expectations rise with
rank. The Fire Chief’s performance is therefore aligned with that of all other professional staff of the
department.

Instructions
This tool is suitable for self-assessment and for supervisory assessment. Supervisors are to direct each
subordinate to complete the form as a self-assessment, and to use the completed self-assessment as a
discussion tool in performance evaluation meetings. For each category, rate the employee (or yourself) based
on the following scale:






Outstanding: Employee is among the very best performers in this area, with little or no room for major
improvements.
Exceeds Expectation: Employee consistently demonstrates excellence with no deficits and some
extraordinary strengths.
Meets Expectation: Employee consistently demonstrates fully acceptable competence in this area.
May have some areas of excellence, and/or a few limited areas in need of improvement
Meets Minimal Expectation: Employee approaches acceptable competence, but has some areas in
need of improvement.
Does not Meet Expectation: Employee must improve performance in one or more areas immediately.

Ratings of Outstanding or Does not Meet Expectation must be supported by comments that outline the
areas of exception – positive or negative – that led to the rating. Helpful input includes specific examples,
data, or observable incidents that illustrate and/or substantiate the evaluation.
Supervisors and employees must establish plans to remedy any areas that do not meet expectations, and to
follow up on those plans. Supervisors and employees are generally encouraged to establish personal
development plans with goals to improve in any areas, or advance in the District.
This annual feedback process should reinforce appraisals and feedback from supervisors throughout the year.
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The Fire Chief is the senior executive of the District leadership team and “an officer among officers.” He or she
sets and enforces District policy, and sets the tone for all members of the District. He or she exhibits broad
and deep familiarity with all technical aspects of firefighting, and the ability to lead the leadership team and
set the tone for the District in maintaining readiness and pursuing excellence.
The Fire Chief is also accountable to the District Board for administration and leadership of the District. He or
she seeks operational guidance from the Board President on routine matters requiring Board input, and
informs, advises, and takes direction from the Board and its committees on strategic, budgetary, and
governance matters. The Fire Chief is a talented strategic leader and a committed mentor to current and
aspiring command staff.

Service Delivery
The Fire Chief is capable of assuming any role at an incident scene or at the station. While he or she may not
maintain mastery of all technical skills, the Fire Chief is able to mentor others and to efficiently provide
needed technical skills, either himself or by engaging others. Very often, the Fire Chief will function as an aide
or senior advisor to junior command staff, offering other officers the opportunity to gain command experience
without compromising safety or operational effectiveness.
Readiness
The Fire Chief has District-level responsibility for firefighter and public safety, mission effectiveness, and
readiness. This extends to incident response as well as to training, maintenance, and other activities needed
to maintain operational readiness. Understands and integrates best practices into District policy with respect
to all maintenance tasks and processes. Maintains high standards that promote safety and readiness. Insists
on good maintenance practices that conserve public funds and resources.
Outstanding
Among the very best
performers in this
area, with little or no
room for major
improvements.

Exceeds
Expectation

Meets Expectation

Meets Minimum
Expectation

Consistently
demonstrates
excellence with no
deficits and some
extraordinary strengths.

Consistently
demonstrates fully
acceptable competence
in this area. May have
some areas of
excellence, and/or a
few limited areas in
need of improvement.

Approaches acceptable
competence, but has
some areas in need of
improvement.

Does not Meet
Expectation
Has one or more key
skills or knowledge
deficits that must be
corrected immediately
to maintain
effectiveness.

Outstanding
Exceeds Expectation
Meets Expectation
Meets Minimum Expectation
Does not Meet Expectation
Comments: ________________________________________________________________________________________
__________________________________________________________________________________________________
__________________________________________________________________________________________________
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Incident Response
The Fire Chief may assume incident command at a strategic level, and as such would be responsible for
management of all incident operations in accordance with the priorities of life safety, incident stabilization,
and property conservation. As the incident commander, determines strategies, tactics, and the structure,
organization, and allocation of resources. He or she coordinates and oversees operations, maintains scene
safety, and coordinates with outside agencies. The Fire Chief may often delegate incident command to
another qualified leader and support that leader as an aide or senior advisor, mentoring while assuring safety
and effectiveness.
Outstanding

Exceeds
Expectation

Meets Expectation

Meets Minimum
Expectation

Among the very best
performers in this area,
with little or no room
for major
improvements.

Consistently
demonstrates
excellence with no
deficits and some
extraordinary strengths.

Consistently
demonstrates fully
acceptable competence
in this area. May have
some areas of
excellence, and/or a
few limited areas in
need of improvement.

Approaches acceptable
competence, but has
some areas in need of
improvement.

Does not Meet
Expectation
Has one or more key
skills or knowledge
deficits that must be
corrected immediately
to maintain
effectiveness.

Outstanding
Exceeds Expectation
Meets Expectation
Meets Minimum Expectation
Does not Meet Expectation
Comments:

Education and Outreach/Prevention Services
The Fire Chief assures that District resources are available to support public safety education and community
outreach activities. He or she also is present at appropriate events, and must represent the District well, and
effectively mentor others in the execution of these critical duties. This includes boththe requisite knowledge,
communication abilities, and positive attitude toward the public. Because the Fire Chief is also the Fire
Marshall, he or she must have a strong familiarity with code enforcement and investigations.
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Outstanding

Exceeds
Expectation

Meets Expectation

Meets Minimum
Expectation

Among the very best
performers in this area,
with little or no room
for major
improvements.

Consistently
demonstrates
excellence with no
deficits and some
extraordinary strengths.

Consistently
demonstrates fully
acceptable competence
in this area. May have
some areas of
excellence, and/or a
few limited areas in
need of improvement.

Approaches acceptable
competence, but has
some areas in need of
improvement.

Does not Meet
Expectation
Has one or more key
skills or knowledge
deficits that must be
corrected immediately
to maintain
effectiveness.

Outstanding
Exceeds Expectation
Meets Expectation
Meets Minimum Expectation
Does not Meet Expectation
Comments:

Leadership and Administration
Leadership consists in helping others to achieve the mission of the District, together. The Fire Chief is a leader
with vision and influence, who brings out the best in others, setting high standards and supporting other
leaders in achieving excellent results. He or she leads by example and through management and command.
The Chief is accountable for the District’s performance and readiness. He/she also sets the tone for an
environment of respect and support for all employees.
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The Fire Chief is also an administrator, responsible for policy compliance, documentation, and National Fire
Incident Reporting System (NFIRS) reporting.
Training and Staff Development
Oversees and at times leads training activities. Understands the training needs of the District and promotes
full engagement in all activities that make firefighters and leaders better. Mentors other officers in their
leadership roles. Has a full grasp of the development goals of subordinates and works with other officers to
promote professional development and advancement of skills.
Outstanding

Exceeds
Expectation

Meets Expectation

Meets Minimum
Expectation

Among the very best
performers in this area,
with little or no room
for major
improvements.

Consistently
demonstrates
excellence with no
deficits and some
extraordinary strengths.

Consistently
demonstrates fully
acceptable competence
in this area. May have
some areas of
excellence, and/or a
few limited areas in
need of improvement.

Approaches acceptable
competence, but has
some areas in need of
improvement.

Does not Meet
Expectation
Has one or more key
skills or knowledge
deficits that must be
corrected immediately
to maintain
effectiveness.

Outstanding
Exceeds Expectation
Meets Expectation
Meets Minimum Expectation
Does not Meet Expectation
Comments:

Working Relationships
The Fire Chief maintains effective, constructive working relationships with subordinates and leads in the
resolution of interpersonal issues that might affect readiness or efficiency within their teams. The Fire Chief
fosters an environment in which leaders can work effectively as colleagues within the department. He or she
is fair in his dealings with subordinates, and in the establishment and execution of policies.
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Outstanding

Exceeds
Expectation

Meets Expectation

Meets Minimum
Expectation

Among the very best
performers in this area,
with little or no room
for major
improvements.

Consistently
demonstrates
excellence with no
deficits and some
extraordinary strengths.

Consistently
demonstrates fully
acceptable competence
in this area. May have
some areas of
excellence, and/or a
few limited areas in
need of improvement.

Approaches acceptable
competence, but has
some areas in need of
improvement.

Does not Meet
Expectation
Has one or more key
skills or knowledge
deficits that must be
corrected immediately
to maintain
effectiveness.

Outstanding
Exceeds Expectation
Meets Expectation
Meets Minimum Expectation
Does not Meet Expectation
Comments:

Administration
Maintains District-level responsibility for administrative tasks such as documentation (e.g., NFIRS incident
reporting, time and resource reporting, human resources management, etc.) These responsibilities are
critical to maintain operational readiness, safety, and accountable stewardship of public resources.
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Outstanding

Exceeds
Expectation

Meets Expectation

Meets Minimum
Expectation

Among the very best
performers in this area,
with little or no room
for major
improvements.

Consistently
demonstrates
excellence with no
deficits and some
extraordinary strengths.

Consistently
demonstrates fully
acceptable competence
in this area. May have
some areas of
excellence, and/or a
few limited areas in
need of improvement.

Approaches acceptable
competence, but has
some areas in need of
improvement.

Does not Meet
Expectation
Has one or more key
skills or knowledge
deficits that must be
corrected immediately
to maintain
effectiveness.

Outstanding
Exceeds Expectation
Meets Expectation
Meets Minimum Expectation
Does not Meet Expectation
Comments:

Professionalism
The Fire Chief represents the District in all aspects of their public lives, and conducts him- or herself in ways
that reflect well on the District. The Chief remains committed to his or her own professional development,
and fosters positive working relationships at all levels.
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Public and Professional Demeanor
Fosters positive community relationships and leads in ways that promote a positive public image of the
District. Represents the District to other agencies and to the public at large. Attends to safety and mission
effectiveness first, but are also respectful and effective at promoting good community relations.
Outstanding

Exceeds
Expectation

Meets Expectation

Meets Minimum
Expectation

Among the very best
performers in this area,
with little or no room
for major
improvements.

Consistently
demonstrates
excellence with no
deficits and some
extraordinary strengths.

Consistently
demonstrates fully
acceptable competence
in this area. May have
some areas of
excellence, and/or a
few limited areas in
need of improvement.

Approaches acceptable
competence, but has
some areas in need of
improvement.

Does not Meet
Expectation
Has one or more key
skills or knowledge
deficits that must be
corrected immediately
to maintain
effectiveness.

Outstanding
Exceeds Expectation
Meets Expectation
Meets Minimum Expectation
Does not Meet Expectation
Comments:

Professional Development
Maintain certified skill levels appropriate for the role at all times. Commit to ongoing professional
development as a public safety executive.
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Outstanding

Exceeds
Expectation

Meets Expectation

Meets Minimum
Expectation

Among the very best
performers in this area,
with little or no room
for major
improvements.

Consistently
demonstrates
excellence with no
deficits and some
extraordinary strengths.

Consistently
demonstrates fully
acceptable competence
in this area. May have
some areas of
excellence, and/or a
few limited areas in
need of improvement.

Approaches acceptable
competence, but has
some areas in need of
improvement.

Does not Meet
Expectation
Has one or more key
skills or knowledge
deficits that must be
corrected immediately
to maintain
effectiveness.

Outstanding
Exceeds Expectation
Meets Expectation
Meets Minimum Expectation
Does not Meet Expectation
Comments:
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District Employee Fundamentals
The following performance categories represent fundamental and important expectations for all personnel.
The categories are the same for each rank and role. The ratings of “Outstanding” and “Exceeds Expectation”
do not pertain to these categories. Instances of exceptional performance should be noted in comments in this
section, or included in the appraisal of other categories, above.
Adherence to District Policies
All employees are expected to substantially comply with all District policies, except as approved at the
appropriate supervisory level.
Meets Expectation
Consistently adheres to district policies;
encourages peers and directs
subordinates to do the same. Achieves
standards without undue supervision.

Meets Minimum Expectation
Basically compliant with policies, with one
or a very few areas in need of
improvement. Responds to direction to
achieve standards.

Does not Meet Expectation
Fails to adhere to departmental policy
despite direction or corrective action.

Meets Expectation
Meets Minimum Expectation
Does not Meet Expectation
Comments:

Attendance/Punctuality
Paid-on-call personnel are expected to achieve call percentage targets with punctual response times, and to
participate in all required training and other events. Full-time or hourly personnel are expected to report on
time and ready to work, and to complete scheduled shifts.
Meets Expectation
Exceeds all minimum call and training
expectations. Is punctual, present and
ready to work.

Meets Minimum Expectation
Meets minimum call and training
percentages, or is inconsistent in
attendance or punctuality.

Does not Meet Expectation
Recurring failure to achieve call
percentages and/or to be present and
punctual.

Meets Expectation
Meets Minimum Expectation
Does not Meet Expectation
Comments:
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Quality/Attention to Detail
Employees are expected to pay due attention to how all work is completed, and to the results of that work.
Details in written work, maintenance, and other tasks substantially protect the personnel from injury and the
department from avoidable liabilities.
Meets Expectation
Highly attentive to detail. This includes
written work as well as other tasks.

Meets Minimum Expectation
Occasional but recurring failure to address
shortcomings in some aspect of work.

Does not Meet Expectation
Serious deficits in work quality or
attention to details.

Meets Expectation
Meets Minimum Expectation
Does not Meet Expectation
Comments:

Comments on Overall Assessment

Signature of Person Who Completed the Assessment______________________________
Printed Name_______________________________ Date ________________________
Signature of Employee_______________________________________________
Printed Name___________________________________Date______________________
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West Metro Fire-Rescue District
Serving the Cities of Crystal and New Hope

Strategic Plan

Governance
Does our governance model meet the needs of
the communities and fire department?
Minnesota Statute 471.59:
When the agreement provides for use of a joint board, the board shall be representative of the
parties to the agreement.

West Metro Fire-Rescue District
Serving the Cities of Crystal and New Hope

Strategic Plan

Governance
Does our governance model meet the needs of
the communities and fire department?

WMFRD Governance Model:
The governing body of the District is its board of directors. The board
consists of seven members selected as follows:
 two members representing the City of Crystal appointed by Council Resolution. At least one
of the two members shall be a current member of the city council of the City of Crystal;
 two members representing the City of New Hope appointed by council resolution. At least
one of the two members shall be a current member of the city council of the City of New
Hope;
 the city manager of Crystal;
 the city manager of New Hope;
 one member, not an employee of the District or of the police department
of either City, appointed by joint resolution of the city councils of the City of New Hope
and the City of Crystal. This member need not be a resident of New Hope or Crystal.
Members may not be an employee of the District or of the police department of either
city.

West Metro Fire-Rescue District
Serving the Cities of Crystal and New Hope

Strategic Plan

Governance
Does our governance model meet the needs of
the communities and fire department?
WMFRD Governance Model:
 The city managers and fire chief meet twice per month and function as the steering
committee for the board.
 Quarterly updates are given to the two councils by the fire chief.

West Metro Fire-Rescue District
Serving the Cities of Crystal and New Hope

Strategic Plan

Governance
Does our governance model meet the needs of
the communities and fire department?
WMFRD Board Responsibilities:







Enter into contracts
Employ staff and consultants
Purchase and dispose of property
Accept gifts and use grants
Communicate with their councils
Annually evaluate the fire chief

West Metro Fire-Rescue District
Serving the Cities of Crystal and New Hope

Strategic Plan

Governance
Does our governance model meet the needs of
the communities and fire department?
Examples of other models:
 South Metro Fire Department reports to a board of directors; Four board members are
elected council members from the cities of West St. Paul and South St. Paul and the fifth
member is “at large.”
 The Isanti Fire District Board is staffed by seven executive members, one voting member for
each Township and City.
 The Centennial Fire District steering committee is made up of the city managers.

West Metro Fire-Rescue District
Serving the Cities of Crystal and New Hope

Strategic Plan

Governance
Does our governance model meet the needs of
the communities and fire department?
Examples of other models continued:
 Spokane County Fire District No.8 is under the direction of an elected “At Large” threeperson Board of Fire Commissioners, from within the District. The Board of Fire
Commissioners is the legislative body responsible for the overall policies and direction of the
District, while the Fire Chief is responsible for the day-to-day operations carrying out those
policies and direction.

West Metro Fire-Rescue District
Serving the Cities of Crystal and New Hope

Strategic Plan

Governance
Does our governance model meet the needs of
the communities and fire department?
Examples of other models continued:
 North DeKalb Fire District Governance Model has Mayors (4), City Managers (3). The Chair
rotates amongst the Mayors. The Chair will be the Mayor of the City in the year that their
City Manager is off the Board. The City Managers on the Board will serve three consecutive
one-year terms after an initial staggering. When not serving on the Board, the City Manager
will be the Administrator for the Board of Directors. Responsibilities will include interfacing
with the Fire Chief, preparing and presenting agenda items to the Board and providing staff
support for the Board of Directors. The Deputy Administrator position will be held by the City
Manager next in line to be Administrator for continuity purposes.

West Metro Fire-Rescue District
Serving the Cities of Crystal and New Hope

Strategic Plan

Governance
Does our governance model meet the needs of
the communities and fire department?
Examples of other models continued:
 The Board of Directors of Central Fire Protection District shall consist of seven (7) members
serving four-year, staggered terms. A resident of the District who is a registered voter over 18
years of age shall be eligible to serve as a Board member. The election of the Board members
shall be conducted as provided by California Law.

West Metro Fire-Rescue District
Serving the Cities of Crystal and New Hope

Strategic Plan

Governance
Does our governance model meet the needs of
the communities and fire department?
Question:
What about our current Board governance works?
What concerns does the Board have with our current governance model?

