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Abstract

Fire agencies across the nation are experiencing an increasing trend.....loss of
revenues and concurrent dwindling of volunteer firefighters. In rurd fire agenciesin the
State of Cdiforniathe problemisobvious. With changing demographicsin the rura
communities and a legidative system that has a tendency to disregard the smdler rurd
agencies the problem was becoming critical. For the Georgetown (CA) Fire Protection
Didtrict, the problems needed to be visited and addressed.

The purpose of this research project was to andyze and evaduate the possibility of
creating an State Income Tax Credit as an incentive, determine which states in the United
States and its territories had an Income Tax Credit, determine other vigble incentives for
volunteers and determine what incentives are being provided on a Satewide basis.

This project utilized eva uative research with descriptive research as atool to
gather opinions of the sampled population. For an informed decision to be made, four
research questions were devel oped:

1. Which dtates currently provide atax credit for volunteer firefighters?

2. What incentiveswould loca volunteer firefighters utilize to promote

longevity?

3. What incentives are currently provided by the State of Cdifornia?

4. What processis used to develop a State Income Tax Credit?

Two surveys were developed and mailed out. One survey was sent to every
Secretary of State in the United States and itsterritories. A second survey was sent out to

every volunteer firefighter in this Didtrict and two other neighboring Didtricts for atotal



ii
of more than 100 volunteers. All but five of the Secretary of State surveys were
answered. A total of 51 surveys were returned.

An extensive literature review was undertaken to determine the current
gpproaches to the development of volunteer incentives and address the issue of
developing atax credit. The review indicated that there are multiple factors that motivate
volunteer firefighters and that individua agencies mugt tailor those incentives to meset the
needs of its personnd and budget. In addition, numerous phone interviews were
conducted with gate officias and other ranking individuas who play key rolesin the
formation of gate policy. These individuas provided vauable ingght and experience to
issues affecting the development of legidation.

The recommendations of this project included the development of legidation for
an Income Tax Credit, provided a number of viable aternative incentives for volunteer
firefighters and further recommends a concerted politica goproach to creeting legidation

more supportive of rurd fire agencies.
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Introduction

Rurd Cdiforniafire agencies are facing a compounded problem. The problem isthat
revenues have been reduced and the retention of volunteer firefightersis becoming
increasngly difficult. While the retention of volunteer firefightersis not a unique
problem to our agency or to the fire service asawhole, it isindicative of the growing
problem of competing interests and changing values. Higtoricdly, the East coast has had
a drong reliance upon volunteer firefighter ddivery methods. The same has been true for
West coast rurd agencies. In our fire digtrict, members of the community who are
willing to become volunteer firefighters have become fewer and fewer. At the sametime,
the State of Cdlifornia has reduced funding to the locdl fire agenciesin avariety of
venues. While attending a class at the Nationa Fire Academy, | learned thet there was a
tax incentive provided by the State of Maryland for volunteer firefighters. | wondered if
it would be helpful to volunteer firefightersin Cdifornia. | wondered what is the State of
Cdiforniadoing for its volunteer firefighters statewide? Upon my return to Cdlifornia, |
contacted the Cdifornia Fire Chiefs Association lobbyist, Raph Heim, by telephone. |
learned that alot of information would be needed in order to carry legidation forward.
Therefore, the purpose of this Applied Research Project isto andyze and evaduate the
feaghility of developing legidation for an income tax credit for volunteer firefightersin
Cdifornia, and whether or not such an incentive would be of vaue to existing volunteer
firefighters. Additiondly, this project needed to determine what incentives are currently

provided by the State of Cdifornia.



This research project utilized an eva uative and descriptive methodology to investigate
the current incentives utilized by other states and the feasibility of proposing an income
tax credit in Cdifornia. For an informed decision to be made, the following research
guestions needed to be answered:

1. Determine how many states have an income tax credit for volunteer firefighters.

2. Determineviaasample of locd volunteersif such atax credit would provide more
incentive to stay longer as a volunteer firefighter.

3. Determine what incentives the State of Cdiforniais providing now.

4. Deveop other viable incentives.

Background and Significance

The Georgetown Fire Protection Didrict isasmal, rurd fire agency located in the
foothills of the SerraNevadaMountains. It is an agency that operates mostly with
volunteer firefighters. The Didtrict covers an area of 96 square miles. It isaso one of the
oldet fire agencies within the State of Cdlifornia. In 1854 it was established as the
“Mountain Hook and Ladder Company”. The community has a history of mgor
conflagrations in which amgority of the town was destroyed by fire. The last mgor fire
occurrence wasinthe 1930's. The Digtrict has a population of about 6500 full-time
resdents, many who are senior citizens. The budget for fire activitiesis about $350,000.
The ambulance program and its staffing operate on a separate budgetary funding stream
at about $475,000 per year. The Digtrict employs five full-timefirefighter- paramedics,

one firefighter-EMT, afire gpparatus mechanic, an adminidrative assstant and afire



chief. The Didtrict provides Advanced Life Support transportation within its district as
well as the three neighboring fire didtricts via a contract with the county of El Dorado.
The Didtrict has about 35 volunteer firefighters who are the backbone of the Didtrict.
The assgant chief and four cagptains are dl volunteer firefightersaswell. The Didrict
has a part-time paid training officer. Thisyear the Digrict will be providing two seasond
firefighters thet will staff one engine for fire season. The single biggest fire threet isfrom
awildland / interface fire. Numerous homes within forest and grasdands have created an
explosve potentid for disaster. The Didtrict enjoys a positive working relationship with
its neighbors and dlied agencies.

On the apparatus side, the newest fire apparatus istwelve years old, the oldest isa
water tender that is46 yearsold. 1n 1997, the Didtrict ran about 400 calls for service of
which 70% were medica emergencies.

The most senior volunteer firefighter has about 20 years of service to the Didrict.
The Didrict volunteers are volunteers in the purest sense. Thereisno “run money”. The
Didtrict provides workers compensation, long term disability, and has severd annud
socid events. Asapart of thisresearch, viable dternatives  will be developed as
incentives for volunteer longevity.

This project directly relates to EFO’ s Strategic Management of Change because
managing change is the core theme of this course. The changing makeup of our
communities and volunteer firefighters requires dynamic gpproaches for continued
suceess. In managing change, the leadership of the organization must understand and

anticipate the dynamics of changing demographics, changing societal expectations and



changing generdtions. Thetrick isbdancing dl of the competing interests successfully

while providing aqudity service levd.

Literaturereview

In researching the literature it is apparent that there has been a consderable
amount of effort put forth to study the problem of volunteer firefighter retention,
incentives and recruitment in many parts of the country. A number of incentive
proposas have been made in the past to provide some sort of income tax credit to
volunteers both in Caiforniaand in other states. In researching the literature, the task of
developing strategies towards providing necessary and gppropriate incentives became a
focus of the review.

The Nationd Volunteer Fire Council produced an in-depth publication
specificdly targeted at the Volunteer Recruitment and Retention Problem. It identified
the mgor areas affecting retention as leadership, emotiond support, time demands,
training requirements, recognition/incentives, the “fun” factor, health risks and
relocation. It clearly states that strong, supportive management can help solve some of
those issues. Interestingly, two key factors cited were the increased burden of training to
meet new government and professiona standards (because of the additiond time
involved); the other key factor was tangible expressions of gppreciation. (Nationa
Volunteer Fire Council, 1993)

Moativetion for volunteering in the fire service is described well by Snook and

Olsen, who list deven factors that include: the need to belong, achievement, economic



security, increased respongbility, salf-respect, understanding, chalenge, recognition,
reward, growth, and the need to have fun. (Snook,1989)

It should be emphasized that 800,000 to 900,000 volunteer firefighters are il
providing fire protection for alarge portion of the nation’s communities. Thetypica
volunteers of today are dedicated to the protection of life and property from fire and are
well trained in suppression tactics, unlike their nineteenth- century predecessors.
(Coleman, 1988)

Volunteer fire departments are older than the nation itself, but the organization of
these departments was not regulated until the 20" century. Nine out of ten firefightersin
this country are volunteers. Generaly, volunteer fire companies have the samerights,
duties, powers and privileges as paid firefighters. The standard of care for the volunteer
firefighter is the same asthat for the paid firefighter. (Hogan, 1995)

“Volunteers were once the socia knot that united isolated farms and rurdl
communities, now volunteer fire companies are suffering sharp membership declines.
They have become victims of American peripatetic way of life and the socid and
economic pressures that have changed the fabric of Main Street.” (Coleman, 1988)

“Inlarge part, the authorities say, volunteerism is decreasing because firefighting
has changed. Twenty years ago, volunteers had to do little more than sign up and pass a
12-hour firgt aid course. Now volunteer recruits are required to undergo hundreds of
hours of training.....smultaneoudy demand for servicesis growing.” (Coleman, 1988)

A key conclusion of astudy conducted for the United States Fire Adminigtration
was that fire digrict policy makers could no longer afford to continue the “time-honored

laissez-faire policy toward their volunteer fire organizations.” This same study



concluded that a community’sleve of fire service is not soldy the respongbility of the
fire department, but of the entire community. Recruitment and personne management is
acongtant challenge in the volunteer fire service, as the department is dependent on
persons who volunteer their time. Department managers who tailor incentives to such
moativation find that this gpproach hdpsto sustain mativation. (Coleman, 1988)

An Executive Fire Officer paper suggests that volunteer firefighters are no longer
expected to just extinguish fires, they are expected to be field doctors, ambulance drivers,
hazardous materids experts and generd Utility people for the community they serve. It
was further suggested that each member of a volunteer fire department become a
sdesman for his organization and bring forward at least one applicant per year. (Phillips,
1990)

Perhaps most important in the volunteer fire service is the human relaions
perspective. Inthe wdl known Hawthor ne Effect, experiments conducted in 1927,
researchers concluded how people were treated made an important differencein
performance. The Hawthorne Studies seemed to point out the importance of leadership
practices and work-group pressures on employee satisfaction and performance. Later
studies have questioned some of the research methods used. However, regardless of the
criticiams, the Hawthorne Study had a sgnificant impact on thinking about management
problems. (Tos, 1990)

One theory that describes the consequences of job satisfactionis called the
expectancy theory. Satisfaction, or the lack of it, isthe result of an effort to accomplish
an outcome. The theory States that an experience can be positive, reinforcing a

productive atitude; or it can result in an experience that is negative, and thus inhibit



future efforts to achieve desired outcomes. The theory gives four categories of volunteer
or employee satisfaction: dissatisfied, dienated, indifferent, and satisfied. (Personndl
Management, 1994)

In 1987, asgnificant study was done in Frederick County, Maryland. This study
was focused on providing an income tax credit to volunteer firefighters and ambulance
personndl. It was proposed that a point system would be implemented. Points
accumulated would be on an annua basis and would be the basis for the annud tax
credit. Anincome tax credit would be a better incentive to volunteers rather than alocal
property tax incentive which would only benefit property owners. The Maryland
proposa had set aminimum of $100.00 for atax credit with a $200.00 per taxpayer
ceiling based on the point system. (White, 1987)

The methodology proposed by White also suggested points would be awarded for
participation in Statewide recognized training on a hourly bads, drills, Seep in/Standby,
elected or appointed positions, meetings, darms and collatera duties. White' s report was
perhaps the single point a which | redized that tenacity eventudly pays off. Whileit
took almogt ten years, the Maryland legidature did enact law proposed by White.

In atelephone conversation with Cdifornia State Fire Marsha Ron Coleman, |
asked Chief Coleman his thoughts on a Cdifornia State Income Tax Credit for Volunteer
Firefighters. He relayed that in the 1800’ s to the early 1920’ s there was an exemption in
Cdifornia and was termed “ exempt fireman”. CSFM Coleman expressed his opinion that
atax credit would provide an incentive to volunteer firefighters. When asked what he
thought would be a reasonable tax credit he stated that something in the range of $500 to

$1000 annually would be appropriate. He noted that the State of California provides a



$500 deduction for children. He dso felt that it should be a straight deduction or credit to
atax liability. When queried about possible opposition, some of the concerns raised
included those agencies that benefit from revenue streams that would lose money and
possibly some union opposition.

In the March-April 1998 issue of the International Association of Firefighters
(IAFF) newdetter there was an article regarding Canadian volunteer firefighters. The
federaly funded Canada Pension Plan provided that volunteer firefighters were to receive
a $1,000 tax credit, up from the previous $500. The issue raised by IAFF was the
perceived lack of support by the Canadian Federd Government for its professiona
firefighters.

In a telephone conversation with Caral Mitchdl, Chair of the Cdifornia State
Frefighters Association, VVolunteer Section, | learned that the National Volunteer Fire
Council has been working with these and other volunteer issues for many years. Carol
has served as a VVolunteer representative to the Cdifornia State Firefighters Association
(CFSA) for more than ten years. She stated that V olunteer issues seem to take second
place to most other issues within CFSA. We talked about the possibility of a Cdifornia
State Income Tax Credit for volunteer firefighters. She was very supportive of the
concept. Carol had concerns about how supportive CFSA would be because unions could
be hogtile to a program which provides credits only for volunteers.

The Cdifornia State Fire Marshd’ s Office published areport regarding local
government fire agenciesin 1994.  The report was based on information submitted by
65% of dl fire agencies datewide. It also represents 90% of Cdifornia s population

indicating that many rural agencies did not respond to the survey. According to the



Cdifornia Fire Service Census Report 1994, there are 9,323 volunteer firefightersin the
State of Cdifornia. This number is probably much higher and according to the Cdifornia
State Firefighters Association, volunteer section, the number may be as high as 33,000
volunteer firefighters. According to the 1994 census at least 51% of al agencies are
volunteer or mogily volunteer. This number is aso probably much higher given the
agency reporting or lack thereof. (Caifornia Fire Census, 1994)

The Legidative Process was investigated and reviewed. Generaly that process
requires that a Senator or State Assembly member must author legidation that is brought
to their attention by a concerned citizen or group. The path of a Bill includes the
generation of an ideg, finding an author, afirst reading, committee hearings, second and
third readings, resolution of differences between houses (Senate and Assembly), and then
on to the Governor. The actud processis listed as Appendix D. (Senate Select
Committee).

It appears that there are few volunteer incentives that are sponsored statewide. All
fire agencies are required by State law in Cdlifornia to provide workers compensation for
their fire personnd regardless of satus asavolunteer or paid. However, there are
subgtantia differences between benefits paid to a career firefighter and a volunteer
firefighter. One outstanding example of those differencesisthe “4850 time’ benefit that
is provided only for career loca government firefighters and law enforcement officers.
This benefit for career firefighters, includes non-taxed full pay and continuous provison
of benefits and accruds as if the employee was working continuoudy for up to one year
from the date of injury. For the Volunteer Firefighter, the benefit is 2/3 of “regular

employer” sday. Interestingly, thereisno “4850" benefit for Sate firefighters. This



benefit does not necessarily mean the extenson of other benefits during the injury
recovery period. (State of California Labor Code)

Another example of such discrepanciesisthe Fair Labor Standards Act (FLSA).
This federd law has been in place for more than 15 years, yet the ramifications of
interpretation by the courts continue to cause heartburn for the volunteer fire agencies
and volunteer firefighters. While the FLSA provides clear guiddines for paid firefighters
and the computation of overtime, the payment for volunteer firefightersis more
ambiguous. Often times, the interpretation is | eft to aregiond administrator who may
have little understanding of the fire service or volunteer fire departments. Unlessan
agency iswilling or financidly able to pursue adam agang aregiond interpretation,
the individua loca agency iseft a the mercy of theregiond office. (FLSA, CFR)
Adverse decisonsrelating to FLSA againgt aloca agency do nothing more than further
erode the morde and ability to function of avolunteer firefighter. Recent interpretations
of the FLSA as it gppliesto volunteer firefighters by the Federd courts continue to
degrade the ability of volunteer firefighters to function.

The Cdifornia State Public Employees Retirement System (CAPERS) does have
avolunteer firefighter retirement program, the “Length of Service Award Program”
(LOSAP), dthough it is not uniformly adopted statewide. Loca agencies have the choice
of providing the LOSAP or not. The cost is based on an actuaria study provided for a
nomind fee by Cdifornia Public Employees Retirement System and the award is based
on how many years of service the volunteer provided. Loca agencies participating in

the LOSAP are required to fund it out of their loca revenues. It appears that the program



issmilar to the LOSAP provided in Maryland and is based on a points system and annua
veificaion of participation by the volunteer. Appendix E reviews the CAPERS LOSAP.

ThereisaFederd program called the Public Safety Officers Benefits Program
that provides a degth benefit. The benefit is adirect payment to the digible survivor of
any federd, state or local public safety officer who diesin the line of duty as adirect
result of trauma. The present benefit is $134,571.00. The definition of a public safety
officer isaperson serving a public agency in an officid capacity with or without
compensation...volunteer firefighters are covered if they are officidly recognized or
designated members of alegdly organized fire department. This program is administered
viathe Office of Justice Programs, DOJ. A public safety officer who sustains atotal
disability in the line of duty isadso digible for this benefit.(FEMA 1998) An overview of
the program is Appendix E of this report.

Cdifornia has a Condtitutiond amendment that says 40% of dl revenue must go
to aschools fund known as Education Revenue Augmentation Fund (ERAF). In Fisca
Y ear 1992/1993 the State of Cdiforniawasin deep trouble financidly. The State
Legidature voted to “ shift” ten percent of al loca tax revenuesto the State to close the
financid gap. This shift was gpproved and was made a permanent shift. Statewideit is
estimated that $2.6 billion annualy was shifted from local government, cities, counties
and specid digtricts to the state. In November 1994, Proposition 172 was passed by the
date votersto backfill local governmentsin order to continue to provide essentia
sarvices for law enforcement and fire protection. 1t was sold to the voters as funding for
public safety. The source of revenue was a %2 cent increase in the sdestax. The monies

from Prop.172 are given to counties to alocate as each county seesfit. 1n some cases,
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none of the monies provided by Prop.172 ever made its way back to the locd fire
sarvices. 1n 1997, aproposa was gpproved by both the Senate and Assembly to return
the growth from the shifted funds back to local government. Even though it passed
unanimoudly through both the House and the Senate, it was vetoed by the Governor.
(Doyle, 1998)

Another mgor factor is the increasing burden of mandated training programs and
other mandated programs enacted by the sate. In the 1980's, the state required specific
personal protective equipment for firefighters that was deemed a*“Mandated Cost
Program”. Such programs were required, by law, to have those costs reimbursed back to
theloca agency. Higoricaly, the state of Cdifornia has funded these programs for afew
years or in some cases they never were funded. In cases where the costs of new programs
were funded, they were eventudly unfunded. Such choices were made during budget

time by the State Legidature.

Procedures

The review of available literature took place via numerous resources. Significant
time was spent at the Learning Resource Center at the Nationa Fire Academy in January
1998. Severd journd articles and research papers were found to have some significance.
Management literature was researched at the County of El Dorado Public Library.
Literature was found that was appropriate to this project and has been included. The
purpose of the literature review was to specificaly answer research questions 1,3 and 4.

In addition, many hours were spent on the telephone, seeking specific information

from persons who were very familiar with the issues. Other resources contacted included
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the Cdlifornia State Fire Marsha’ s Office, the California Fire Chiefs Association, the
Nationa Volunteer Frefighter Council, and the Cdifornia State Firefighters
Associgtion.

The Internet was very helpful in finding information, in particular the Public
Safety Officer Bendfit and information regarding Maryland's Tax Crediit.

Two separate surveys were conducted to answer the research questions. The firgt
survey sent out was to every Secretary of State in the United States and its territories.
The purpose of the first survey was to answer the first research question: How many

dates have an income tax deduction for volunteer firefighters?

The addresses for the Secretary of State of each state was taken from the Internet.

| found thet, in a number of ingtances, the request for information was forwarded to the
appropriate department head.

The second survey was developed to answer the second and fourth research
question. This survey was mailed to over one hundred local volunteer firefightersin this
Didtrict and surrounding fire didricts.

The second survey requested opinion and base data from volunteer firefighters.
Every member of this agency, and two surrounding agencies was mailed a survey with a
cover letter. The cover letter is Appendix A. The survey instrument appearsin Appendix
B. All surveys mailed incdluded a sdf-addressed, stamped return envelope.

The limitations anticipated are the locd sample base of the survey instrument for
volunteer firefighters, the differences of “income tax credit” definitions between the

various states and loca geographicd or paliticd differencesin formulating opinion.
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Resear ch I nstrument

The research was eva uative research, with descriptive research applied as a tool
to gather opinions of the sampled population. The questions were written specificdly to

elicit opinion of the respondent and to assure the respondents would remain undisclosed.

Results

Almog al gates responded in atimely fashion, inwriting. A couple of Sates
actudly cdled my office with their responses. The only states not responding to the
survey were Texas, Louisiana, Michigan, Kansas, Hawaii and Maryland. None of the
United States Territories responded to the request for information.

There are five Sates that have some type of atax credit for volunteer firefighters:
New York, Kentucky, Minnesota, New Jersey and Maryland.

The State of Minnesota did provide atax exclusion prior to 1987. Before 1987,
the penson excluson under the state income tax applied to lump sum digtributions from
their pensons. However, tax reform repealed the exclusion. In the next year (1988), the
Minnesota L egid ature enacted a supplementa retirement payment for volunteer
firefighters that was designed to replace the vaue of the logt state income excluson. The
benefit equas 10% of their lump sum pension, capped a $1,000.00. The law explicitly
dates it replaces the repeded income tax excluson. The provison isin Minnesota
Statutes.

The State of New Y ork does not provide any tax credits for any State taxes.
However, New Y ork State Redl Property Law permits villages to provide an exemption

of $500.00 of assessed va uation for village property taxesonly. This provisonis



permissive and not mandatory and is only for volunteer firefightersin incorporated

villages

The State of Kentucky provides annualy a $7,500 payment to each quaifying

volunteer fire department in the State. To quaify a volunteer fire department must have:

1

2.

aminimum of 13 firefighters

Half of the firefighters are certified and maintain certification

Show proof of purchase of the preceding years check

Submit aligt of equipment to be purchased

Participate in the state fire incident reporting system. ($500 deduction if

the fire department does not participate in the State Fire Incident

Reporting System)

In addition, the State of Kentucky provides $3,000 incentive pay for firefighters who

complete 400 hours of training, (312 hours in specific subjects), and receive a minimum

of 100 hours of continuing education annudly. Interestingly, the State of Kentucky aso

provides Hepatitis “B” inoculations for dl firefighters and workers compensation for

volunteer firefighters.

The State of Connecticut proposed Bill No. 5193 in 1993 that would have

amended the generd datutes to authorize municipalities to reduce the amount of red or

persona property taxes owed by any member of a volunteer firefighter company by not

more than two thousand dollars per year. The proposal was not successful, but there was

no reason given for its failure in the response.
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It appears that Canada has afederd tax bresk for volunteer firefightersin the

neighborhood of $1,000.00. | have been unsuccessful in determining the nature of the tax
incentive by ether written correspondence or e-mail on the Internet.

While Maryland did not respond to the letter sent to the Secretary of State, the
information regarding Maryland's Income Tax Credit was the result of numerous phone
cdlsand an Internet search. | spoke with Andy Marsh, Frederick County Fire and
Rescue in early June and spoke with Clarence White on June 22, 1998. Maryland
lawmakers adopted an income tax deduction in 1994 that was vetoed by the Governor.
Similar legidation was proposed, adopted and signed by a newly eected governor in
1995. Thislegidation calsfor an income tax deduction of $3,500.00 of a volunteer
firefighters annual adjusted grossincome. This provides anet gain of about $200.00 per
year for an active volunteer firefighter in good standing. Good standing is based on a
LOSAP that provides points for various levels of volunteer participation. Maryland's
LOSAP provides four annua payments of $2,000.00 for amember who retires after 25
years of service and has attained the age of 65. According to White, thereis effort being
made to change the age to 60 and provide a monthly benefit rather than an annud benefit.

The results of the second survey revealed new insghts as to how loca volunteer
firefighters perceive their pogtions. New insight was gained about motivation and
incentives provided or not provided. Questions 1-3 provided base data regarding the
volunteer. Questions 4-7 requested specific opinions about incentives. Questions 8-11
asked for dternatives for incentives, why volunteers leave the fire service and where they
thought their agency would bein ten years.

Question 1: How long have you been a volunteer firefighter?
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13 1-3years 83-5years 75-7years 9 7-10years 14 morethan 10 years

Question 2: What isyour current rank or job title? Specialized training?

24 Firefighter 15 Engineer 9 Captain 2 Chief Officer

25 EMT 3EMT-P 3 HazMa Specidis 12 Haz-Mat 1% Responder 3 Other

Question 3: What isyour primary reason for being a volunteer firefighter?

40 Serviceto community

5  Thechdlenges/ dangers/ excitement of fighting fire

2 Thesocid / fraternd aspects of being a volunteer firefighter
2 A depping soneinto afull time paid position or career

3 Other

There were a number of surveys that chose more than one answer to question 3.
The chalenges, socid aspects and stepping stone dl received 7 additiond responses.
The other category listed 3 responses that included “ self worth”, improve current job
skills and fire protection in my digtrict.

Question 4: The amount of time that your agency’s current training requirements entail
are.

2 Excessve
34 About right
15 Not enough

Question 5: Isthe amount of training required an incentive or disincentive?

Digncentive
None of the above or aquaified response
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Question 6: Describe how you see the future of volunteer firefighters within your
agency:

“The turnover rate is bad”
“An even gregter role and responsbility”

“The volunteer training, qudifications and confidence will improve due to our agency
requirements’

“Bedt trained and its fun”
“Unhappy with dl the rules, procedures, paper work and permits..”

“Necessary! Thereisno subgtantid tax base to have fully saffed stations with
personngl”

“Highly trained professonds, more so than they aready are”

“With more and more state mandates, its becoming dmost impaossible to function at the
volunteer level”

“Long term...the best gpproach for our community”

“I see potentid for consolidation with a neighboring didrict, however, | ill believe the
volunteerswill be the core of the response”

Question 7: Would a tax credit on your State Income Tax return provide more incentive
for you to continue service as a volunteer firefighter?

33 Yes
16 No
1 Qudified response

Question 8: If a State tax credit was provided as an incentive for volunteer firefighters,
would a point system to earn the tax credit encourage your participation:

15 More
34 Same
1l Less

Question 9: In your opinion, what is the single biggest reason volunteers leave the fire
service?

This question drew a number of interesting responses. | have taken a cross section of
some of the answvers.
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“Fed up with poor management”
“Shifting persond priorities with insufficient motivation to remain”
“Lack of community gppreciation”
“Lack of support from family and spouse”’
“Enthusasm dims- must keep dl training and responses fun and rewarding’
“Palitics’
“Time/ training demands vs. persond life time demands’
Question 10: In your opinion, what would provide a better incentive to volunteer
firefighters besides a tax credit?

This question is open-ended, thus, there are a number of responses.  |n some cases there
was more than one alternative provided by the respondent.

No other incentive would be better

Retirement Length of Service Award Program
Increase training

More recognition by community, county and state
Provide run money

Consolidate with other local agencies

Don't be pendized for time off work

Don't tax run money

Training for use outsde of the department
Increase funding for equipment, engines, safety gear.
Increase camaraderie

Increase cals and activity

Provide discounted hedlth insurance

IRIRIRIRIRININIAIOTINININIO

A sample of interesting responses are given below:

“Little things like “ ataboys’ for well done jobs, and positive reinforcement for jobs that
don’'t go so well...keeping things positive would be the greatest incentive’.

“Keeping up high standards of equipment such as engines, turnouts, etc.”

“Notax at dl.”
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“I do believe that atax credit is very much in order for those who volunteer their time as
firefighters”

“More recognition at the county and State level....we do one hdll of ajob.”

“No taxes on any income generated while acting as a volunteer firefighter.....l fed like
I’m being pendized for providing aservice”

“Newer and better equipment to help us serve our community and find away to keep our
spouse happy.”

“Time off from my regular job treated like jury duty, rather than having to take vacation
to perform fire department work.”

Question 11: Where do you see your agency in ten years?

A cross section of responsesis given below:

“Consolidated with other Divide [loca neighboring] departments’
“About the same with different people’

“ Absorbed by another agency”

“The only change | seeisa consolidation with Garden Vdley [FD]. Thiswould be
positive for dl involved such as volunteers, paid, community”

“The leadership for our department has been excdlent. The continuation of excellencein
planning, apparatus improvement and personnd training will assure a very “professond”
volunteer fire department.”

“A combined agency of paid and volunteer firefighters working to provide qudity service
to the Divide’

“....ever increasing political and regulatory mandates may severdy limit our ability to do
agood job for those people that need our service”

“If the current course is followed, | see adow death — less volunteers and |ess turnout to
cals’

“ | seeawd| trained, well equipped volunteer fire department ready to meet the needs of
agrowing community.”



Mog dates in the United States leave incentives to the local agencies or smaler
subdivisions of government rather than on a State level. Y &, those that do provide
Statewide excursons do so on an gpproach that requires performance. The best examples
are Maryland State and Kentucky State.

According to the survey results from the locd volunteers, it was
interesting to note that an income tax credit, would not be the primary reason a volunteer
would continue to serve. However, the concept was well supported by aimost al of those
who responded to the survey. Many of the respondents’ felt that an income tax credit
would help make the time commitment less of a burden.

The incentives provided by the State of Californiaare very limited. The
only tangible program supported directly by the State is the Length of Service Award
Program and it too must be funded through the local agency.

The top five dternative incentives are listed in order are: Retirement Length of
Service Award Program, Increase training, More recognition by community, county and

date, Provide run money, Consolidate with other local agencies.

Discussion
Combination agencies such as Georgetown Fire Didtrict have the advantage that
they keep fire protection costs low. Special leadership skills are required because
combination departments differ from drictly volunteer or fully paid departments.
Conflicts between paid and volunteer personnel are not uncommon. Inajob task that
requires high levels of team work and cooperation, these conflicts can lead to sgnificant

management problems.
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Redlity, of course, isthat ultimately taxpayers determine the levels of service they
arewilling to fund. The conflict arises when one compares what reglly happensto local
tax dollars when exploited by State bureaucrats. A certain expectation of the taxpayersis
that those officias charged with providing the services that are funded by loca taxes are
going to get (or should get) exactly what they are paying for. Because of the ERAF tax
shift in 1992, loca tax dollars went to the state to offset enormousred ink. The argument
was that dl locd cities, counties and didtricts are sub-divisons of state government,
therefore the state can choose what to do with those dollars. Unfortunately, loca
governmenta agencies were left with lesstax dollars to provide essentid services and
date politicians now have more discretion over available dollars.  The average taxpayer
isunaware of the fact that the local agencies have logt substantia amounts of revenue,
The net effect isthat loca agencies are left with a destabilized funding stream that sets
precedents for future tax dollar grabs. Loca control or decison making then is lessened
or potentialy logt.

When an agency such as Georgetown relies heavily on volunteer firefightersin
the firg placeit is obvious the money to operate the Didtrict isa a premium. To have the
date take away 10% of its dready dim budget is the wrong message to send to the
volunteer firefighters. Not having proper apparatus, equipment and safety gear can truly
be disheartening. The Didrict’s ability to fund incentives is diminished substantidly.
Thisissue only intengfies the concerns of volunteer firefighters and incentives or
disncentives that state government provides. A sabilized funding stream and politica

support at the state level for volunteers would help tremendoudy. What message are we



sending to people who put their life on the line for the benefit of othersfor little or no
reward?

Maryland is perhaps the best example of strong incentives and rewards for its
volunteer firefighters with a strong income tax incentive that is point based and sate
supported. 1n other words, there are many ways a volunteer could earn the tax credit and
benefit the community smultaneoudy.

One problem with length of service awards is the fact that society has changed
and the incentives have not. The days of people staying in the same community dl thar
livesis going by the wayside in Cdifornia. People are busier in generd and two spouses
working to make ends meset is not uncommon. The societal issue, when coupled with the
increasing fire training requirements, much higher ligbility exposures and higher
performance expectations, are dl disincentives to volunteer firefighters. Thus, aservice
award based on atwenty year span of service or more, could be construed as little or no
incentive today. However, the survey clearly showed thet many respondents thought
that a LOSAP would be a good incentive to promote volunteer longevity.

It is gpparent that for an Income Tax Credit to be successful in the State of
Cdliforniathere must be strong support for the concept (and the costs associated thereof)
from many diverseinterests a the sate levd. While it would require an inordinate
amount of work to have a successful passage of a statewide credit, it is feasible that such

aconcept could be enacted.



Recommendations

The Georgetown Fire District needs to re-eva uate the incentives being provided
to its volunteer firefighters. It is recommended that a committee be formed to develop
new incentives given the parameters of this report.

A part of this committee’ s work should include the possibility of acal sipend or
run money. Theramifications to be investigated should include cogts, actud incentive
provided and if there would be any foreseeable conflicts with FLSA.

These incentives should clearly take into consderation the changing
demographics of the community and develop incentives that meet the needs and finances
of the Fire Didtrict.

Training isagrong incentive. The Didrict needs to continue to promote training
and make the training available to the volunteers when the volunteers are available. The
“fun-factor” needsto be fully exploited during the training and drilling. Having a
Training Officer on more than a*“volunteer stipend” basswould be beneficid. This
pogition is akey eement of success for a volunteer fire organization.

The development of legidation to create an income tax credit for volunteers needs
to be pursued. Knowing fully that the process could entail severd years and require
broad based support, the concept should be fully endorsed by al loca agencies within the
County of El Dorado, conceptudly, viathe County Fire Chiefs Association. The County
Chiefs should carry the concept to statewide fire service organizations to engage
discussion and support for draft legidation. It would be up to the Statewide organizations

to carry thislegidation through the state process.



It would be of vaue to determine the exact nature of the Canadian Federd tax
credit that is provided their volunteer firefighters. Efforts should be made to continue to
learn what it is and does exactly.

The Didtrict should give consideration to a Length of Service Award Program.
This program gppears to have support from many of the volunteers surveyed. The
Digtrict should fund the cost of an actuaria to determine the costs associated with
implementing the program, including the possibility of buying back the time for tenured
volunteers.

More recognition by loca communities, counties and the State for its volunteer
firefightersis also strongly recommended. The committee formed by the Didrict should
develop new recognition incentives to implement.

Strong effort should be made to encourage the current Legidature to undo the
ERAF Tax Shift. The State of Cdifornia currently has a budget surplus of an estimated 3
billion dollars. Theloca agencies desperately need to have those dollars returned. All
locd government should make a concerted effort to effect new legidation in order to

eliminate or reduce the on-going effects of thet shift.
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Appendix A
DISTRICT LETTERHEAD

«Title» «FirgName» «LastName»
«JobTitle»

«Addressl»

«Address2»

«City», «State» «Postal Code»

April 24,1998
Dear «Title» «FirtName» «LastName»,
| am writing to you as part of a project for the Nationa Fire Academy Executive

Fire Officer Program. | am conducting research for aproject in Cdifornia pertaining to
volunteer firefighter incentives.

Specificaly, | wish to know if:
Your State has atax credit incentive for volunteer firefighters
What methodology is used for awarding the tax credit

What the cost to your State has been on an annud basis
Thetext of the law that dlowsfor the tax credit.

EaB O N

Timeis of the essencein thisproject. Thanks for taking time out of your busy schedule
to help. The information you provide will be referenced out of the Nationd Fire
Academy Resource Center in Emmittsburg, MD, upon completion of this project. In
addition, | am hopeful that this project will culminate in legidation in support of
volunteer firefightersin Cdifornia

Yourstruly,

Rick Todd, Fire Chief

28
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APPENDIX B

«FirsName» «LastName»

«Addressl»

«City», «State» «Postal Code»

April 24, 1998

Dear «FirstName»,

| am writing to ask for your help. As part of an gpplied research project for the National

Fire Academy Executive Fire Officer Program, | am seeking information. 'Y our input
based on information provided in the attached survey will become a part of the find

report.

Specificaly, | am researching the feasibility of atax credit for volunteer firefightersin
the State of Cdifornia.  Be assured your answvers will remain anonymous.

Please take afew minutes to fill out the survey and return to me in the enclosed, sdlf-
addressed envelope. Thanksin advance for your help with this project.

Sincerdy,

Rick Todd



SURVEY (Appendix C)

How long have you been a volunteer firefighter?

1-3years 3-5Syears 5-7years __ 7-10years __ >10years
Wheat is your current rank or job title?
___Firefighter
___Engineer / AO
___ Captain
___ Chief Officer
Other training includes (check dl that apply):
___EMT ___HazMat Specidist
___Paramedic ___HazMat First Responder

What is your primary reason for being a volunteer firefighter?
_____Seviceto community

_____ Thechdlenges/ dangers/ excitement of fighting fire

_____ Thesocid / fraternd aspects of being avolunteer firefighter
___ A gepping stone into a full-time paid position or career

Other, please describe:

The amount of time thet your agency’ s current training requirements entall are:
_ Excessve

___About right

____Not enough

Is the amount of training required an incentive or disncentive?

Describe how you see the future of volunteer firefighters within your agency:




10.

11.

THANKS FOR TAKING TIME OUT OF YOUR SCHEDULES TO FILL OUT THIS

Would atax credit on your State Income Tax return provide more incentive for
you to continue service as avolunteer firefighter?

Yes

No

If a State tax credit was provided as an incentive for volunteer firefighters, would
apoint system to earn the tax credit encourage your participation:

More
About the same
Less

In your opinion whet is the Single biggest reason volunteers leave the fire service?

31

In your opinion, what would provide a better incentive to volunteer firefighters
besides a State Tax credit? Please describe:

Where do you see your agency in ten years?

SURVEY! PLEASE RETURN NO LATER THAN MAY 5, 1998.
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—==PERS

VOLUNTEER FIREFIGHTERS’ LENGTH OF SERVICE AWARD SYSTEM
P.O. Box 942705

Sacramento, CA 94229-2705
Telecommunications Device for the Deaf - (916) 326-3961
(916) 326-3685; FAX - (916) 326-3270

June 15, 1998

Georgetown Fire District
P.O. Box 420
Georgetown, CA 95634
Attention: Rick

Dear Rick;

Thank you for your inquiry regarding participation in the CalPERS Volunteer Firefighters'
Length of Service Award System.

The Volunteer Firefighters’ Length of Service Award Act (Government Code Section
50950 et. seq.) was passed by the California Legislature in 1979 and established the
basic framework upon which the Award System operates. The function of this Award
System is one of managing the Award program and the investment pool made up by all
of the contributions to this Award System.

The Award System offers contracting departments benefits for their volunteers who have
completed a term of service specified by law. A volunteer is defined as any person
registered as a volunteer member of a regularly organized fire depaitment.

The individual contracting department has the responsibility for providing sufficient funds
to pay annual benefits (which are fixed by law). An actuarial valuation is required to
determine the contributions for the depariment. Contributions are paid annually, by the
department, based on those volunteers reported as participating during the July 1
through June 30 service year.

The basic contract with the Award System enables the department to offer, to its
volunteers, credit for service rendered after the date of the contract. An option that may
be added provides for the purchase of up to 8 years of service credit for service
performed prior to the date of the contract.

California Public Employees’ Retirement System
Lincoln Plaza - 400 P Street - Sacramento, CA 95814



WHO CAN QUALIFY 34

A volunteer of a contracting department will qualify for an award by earning service
credit in the System. One year's current service credit is earned by a member’s active
participation during a service year in the fire department activities such as training drills,
responses to emergency calls, attendance at official deparlment/association meetings.
A volunteer can also receive credit for service prior to the effective date of the
department's contract if the department contracts for this option. Up to eight years prior
service can be credited for a volunteer. Prior service must be certified by a qualifications

review commission set up in each department and can only be credited in addition to
current service.

A minumum of ten years service credit is required to qualify for an award. This service
credit can be a combination of prior and current service.

WHAT ARE THE BENEFITS?

At age 60, and when a volunteer has earned a minumum of 10 years of service credit
(whichever is later), the volunteer may submit an application to the Board to begin
receiving the award. The award is currently one hundred fifty dollars per month for life if
the volunteer has 20 years of service credit. It will be reduced proportionately for service
less than 20 years. The current minimum award is seventy-five dollars per month for
volunteers with 10 years of service.

HOW TO CONTRACT

Enclosed you will find "Procedures for Contracting with the Volunteer Firefighters’
Length of Service Award System”. Please read through this information. If you wish to
initiate contracting procedures, complete the enclosed “Data for Actuarial Valuation”
form. This information is necessary to determine the estimated cost for your department
to contract for the award system.

The Volunteer Firefighters’ Length of Service Award Act (Section 50975) provides that a
department may terminate its contract with the Board by an ordinance adopted by the
affirmative vote of a majority of the electorate of the area served by the department, or
by a resolution if the governing body is authorized to act by resolution.

Please read through the information | have provided and feel free to contact me,
Monday through Wednesday, at (916) 326-3685, if you have further questions.

Sincerely,
WLLM?/}KM% 4
Nancy Massa-Michaels, Administrator
Volunteer Firefighters’ Length of Service Award System

Enclosures

California Public Employees’ Retirement System
Lincoln Plaza - 400 P Street - Sacramento, CA 95814
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APPENDIX £ 35

ACX  SEANCH FEMA

o IBEA
Public Safety Officers’ Benelits Program

To provide a $134,571 death benefit to the eligible survivors of
IFederal, State, or local public safety officers whose death is the
direct and proximate result of a personal (traumatic) injury
sustained in the line of duty. The Act also provides the same
benefit to a public safety officer who has been permanently and
totally disabled as the dircct result of a catastrophic personal
injury sustained in the line of duly. The injury must permanently
prevent the officer from performing any gainful work.

Death benefits are provided to eligible survivors of Federal, State,
or local public safety oflicers and disability benefits to eligible
public safety ofTicers whose permanent and total disability is the
direct and proximate result of a catastrophic personal injury
sustained in the line of duty. A public safety oflicer is a person
setving a public agency in an oflicial capacity, with or without
compensation, as a law enforcement oflicer, firefighter, or member
of a public rescue squad or ambulance crew. Law enforcement
oflicers include but are not limited to police, corrections,
probation, parole and judicial ollicers. Volunteer firefighters and
members of volunteer rescue squads and ambulance crews are
covered if they are oflicially recognized or designated members of
legally organized volunteer [ire, rescue or ambulance departments.

Disabled public safety officers and eligible survivors of deceased
public safety officers in the District of Columbia, Puerto Rico,
Guam, Virgin Islands, American Samoa, the Pacific Trust
Territories and the Northern Mariana Islands are also entitled to

| Nationai Fire Progranis i o P
[ UNITRD STATER FIRE ADMINISTRATION T . i i ora
Program
Agency Office of Justice Programs, DOJ
CFDA number 16.571
Type Direct payment with unrestricted use
Chapter Direct Financial Assistance-Chl
Description
Eligibility
benefits under the‘act.
Contact Director
Public Safety Officers’ Benefits Program
Bureau of Justice Assistance
Washington, D.C. 20531
Telephone (202) 307-0635
Web address http://www.ojp.usdoj.gov
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