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Fire Districts across Colorado are facing an increased challenge in meeting rising service 
levels in constrained fiscal enviornments.  The Grand Valley Fire Protection District (“the 
District”) is tasked with the provision of quality emergency fire and medical services, public 
education, and fire prevention programs. These services are delivered by a combination of 
paid and volunteer staff.  A changing economic environment drives the need for forward-
thinking planning to provide a resilient foundation for the District’s future. 

The Grand Valley Fire Department was formed in February of 1962 and became the Grand 
Valley Fire Protection District in April of 1963. Oversight of the District is provided by an 
elected Board of Directors (five members) and with the leadership of the Fire Chief.   The 
District service area is approximately 320 square miles in Garfield County and ¾ miles in 
Mesa County (Housetop Mountain Estates).  There are 2,663 registered voters in the 
District.  The 2016 adopted operating budget is $4,445,800.  The total assessed valuation is 
$1,246,726, 970 with a mill levy of 3.267.   

The District responded to 756 calls for service in 2015; those calls were predominately 
rescue and emergency medical service calls.  Other types of calls are included in the chart 
below.   
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Source: Grand Valley Fire Protection District 
 

The core operational elements of the District include: 

• 47 personnel 
o 16 full-time employees  
o 17 part-time employees 
o 7 volunteers 
o 10 Auxilary members 

• Stations: 
o Station 1, Battlement Mesa, 33,611 sq.ft. 
o Station 2, Parachute, 3,263 sq. ft. 
o Station 3, Rulison, 4,000 sq.ft. 
o Parachute Training Center, five acres with 300’X 300’ driver training pad 

• Rolling stock equipment totals approximately 43 pieces.  Several pieces of 
equipment have been reallocated to secondary use and with few pieces being 
disposed of or sold.  The primary equipment includes:   

Fires, 43 
Overpressure 

rupture, 
explosion, 

overheat - no 
fire, 1 

Rescue & 
Emergency 

Medical Services, 
526 

Hazardous 
Condition - 
no fire, 14 

Service Call, 82 

Good Intent Call, 
47 

False Alarm & 
False Call, 41 

Special Incident 
Call, 2 

MAJOR TYPES OF INCIDENTS 
# OF INCIDENTS 
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o 3 Engines (not including Colorado Department of Fire Prevention and Control 
Engine/Tender) 

o 1 Ladder/Platform 
o 1 Ladder 
o 2 Tenders 
o 3 Brush Trucks 
o 3 Ambulances 
o 4 Utility Trucks 
o Other equipment includes ATVs, trailers, snowmobiles, etc. 

         

Strategic planning is an organizational management activity that is used to set priorities, 
focus energy and resources, strengthen operations, ensure that employees and other 
stakeholders are working toward common goals, establish agreement around intended 
outcomes/results, and assess and adjust the organization's direction in response to a 
changing environment. It is a disciplined effort that produces fundamental decisions and 
actions that shape and guide what an organization is, who it serves, what it does, and why it 
does it, with a focus on the future.1 Effective strategic planning articulates not only where 
an organization is going and the actions needed to make progress, but also how it will know 
if it is successful. 

Intrinsic to strategic planning is the concept of strategic thought and action. In order to 
develop a forward-thinking document that guides an organization’s decision making and 
resource allocations, it is essential to ensure a well-rounded, comprehensive, and deliberate 
approach. As a public organization, the District’s Strategic Plan is best served if it reflects 
community values. To that end, several engagement tools were utilized throughout the 
process to gather input and data.  Efforts included: 

• Board workshop 
• Staff focus group 
• Partner/Agency focus group 
• Community focus groups 

                                                           
1 John M. Bryson, Strategic Planning for Public and Nonprofit Organizations: A Guide to Strengthening and 
Sustaining Organizational Achievement (San Francisco: Jossey-Bass, 1995), x. 
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• Community online survey 
• Employee survey 
• Board retreat 

A summary of this information is provided later in the report.  The resulting document is a 
culmination of the discussions and input received throughout the process as well as the 
direct guidance provided by the Board, staff, and citizen representative at the Board Retreat 
held on December 18, 2015.    
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The District identified the following three core strategic initiatives to focus and guide future 
decision making and resource allocations.  These core strategic initiatives include 
community service, fiscal sustainability and organizational excellence and are discussed in 
detail below.  While each area has specific steps to achieve postive outcomes, they are 
interwoven and must be integrated with the other core areas in order to ensure succesful 
implementation.  Strategic statements, goals, and tactics accompany each of these core 
efforts. 

In creating organizational alignment, a strategic plan is one key guiding document.  An 
organizational mission statement, values statement, and Code of Ethics are some of the key 
documents that define an organization’s culture.  These should accompany a strategic plan 
to help orient staff, Board, and citizens toward a desired outcome.  The following were 
previously developed by the District and remain in place. 

Mission Statement: 

We, the members of the Grand Valley Fire Protection District, dedicate our efforts to the 
protection of the lives, property and environment of the citizens of, and visitors to, the 
Grand Valley Fire Protection District. 

Values: 

External  

• We recognize that the citizens of, and visitors to, the Grand Valley Fire Protection 
District are the reason for our existence. 

• We value the faith and trust of the community, and will continually work to deserve 
that confidence through our attitude, conduct and accomplishments. 

• We will actively participate in community life and, by example, serve as leaders and 
role models. 

Internal: 

• We value our personnel as dedicated and compassionate volunteers, who strive to 
meet the changing needs of our community. 

• We will strive for excellence in everything we do. 
• We will provide professional and courteous service at all times. 
• We will always remain committed to training, education and opportunities for 

advancement and professional development for the members of the Grand Valley 
Fire Protection District. 

• Unity and teamwork are stressed as being to our mutual advantage as individuals 
and as an organization. 

• We will strive to maintain an environment open to change. 
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Code of Ethics: 

• To strive to recognize the importance of and to honor my profession. 
• To conduct my personal and official life so as to inspire public confidence. 
• To prevent personal gain or profit from being the object of my endeavor. 
• To judge my fellow firefighters by standards that I myself hold, and to never 

jeopardize the safety of my fellow firefighters. 
• To regard it as my duty to possess adequate knowledge to perform my job and avail 

myself of opportunities to learn more about my profession. 
• To avoid alliances with personnel or businesses whose goals are inconsistent with 

the performance of a firefighter. 
• To never claim unjustly qualifications I do not possess. 
• To share publicity equally with fellow firefighters whether favorable or unfavorable. 
• To pledge loyalty to my supervisors, fellow firefighters and to the organization I 

represent. 
• To bear constantly in mind that the truth is to be sought before a cause is made, so 

that the stature of the Grand Valley Fire Protection District firefighters can be 
enhanced rather than tarnished. 

• To be ever conscious that public service is part of the public trust and all actions 
taken shall be towards the benefit of the Grand Valley Fire Protection District and 
the public we serve. 

• To not accept gifts, money or favors from anyone other than the District having 
authority.  The action of accepting gifts from individuals may be perceived as an 
attempt to influence the decisions of the District. 

• To never disclose confidential information either acquired or that has been made 
available, or to use such information for speculation or personal gain. 

• To never use District equipment or property to gain an advantage or for personal 
gain. 

• To always perform all duties safely, earnestly, economically and efficiently. 
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Strategic Statements  

Community Service 

Deliver valued, efficient, and effective emergency medical, fire, public education, and 
prevention services throughout our District that promotes the safety and health of our 
citizens and visitors, honors our community values, and supports our partner agencies. 

Fiscal Sustainability 

Strengthen our financial position with sound financial planning and responsible use of 
District funds in anticipation of a changing economy to ensure the continued delivery of 
valued emergency services to our community. 

Organizational Excellence 

Provide a positive and productive work enviroment that results in well-trained, well-
equipped paid and volunteer staff and promotes the District as the employer of choice. 
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Community Service 

Strategic Statement – Deliver valued, efficient, and effective emergency medical, fire, 
public education, and prevention services throughout our District that promote the safety 
and health of our citizens and visitors, honors our community values, and supports our 
partner agencies. 

Strategic Goals: 
• Develop a community outreach program to build awareness of existing programs 

and promote good neighbor citizenship 
• Maintain current ISO rating 
• Provide valued prevention eduction programs 
• Strengthen community partnerships and collective outcomes 

Strategic Tactics: 

 

•Identify outreach goals 
•Develop comprehensive outreach plan w/appropriate 

strategies and tools 
•Establish social media policy 
•Conduct annual community survey 
•Provide outreach training for designated staff 

Develop community 
outreach progam 

•Ensure maintenance of required recordkeeping 
•Inspect and correct equipment deficiencies 
•Conduct structure fire training with staff and 

volunteers 
•Complete pre-plans of all commercial buildings  
•Complete commercial building inspections annually 
•Maintain current fire codes and enforcement 

Maintain ISO rating 

•Evaluate & update exisiting programs 
•Conduct satisfaction surveys  
•Create "Did You Know?" prevention campaign directed 

to engage citizens 
•Evaluate alternative learning techniques  
•Create evaluation benchmarks 

 

Provide valued 
prevention education 

programs 

•Identify key community partners 
•Hold annual partnership meetings with Board  
•Identify common issues and goals 
•Seek opportunities to share resources and training 

programs 
•Engage partners to complete community emergency 

evacuation plan  

Strengthen community 
partnerships 
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Fiscal Sustainability 

Strategic Statement – Strengthen our financial position with sound financial planning 
and responsible use of District funds in anticipation of a changing economy to ensure the 
continued delivery of valued emergency services to our community. 

Strategic Goals: 

• Continue debt-free financial operations 
• Ensure prudent financial investment in infrastructure and equipment  
• Develop diversified revenue base 
• Establish long-term financial planning practices 

Strategic Targets: 

 

 

•Meet reserve target 
•Evaluate labor costs 
•Analyze cost-effectiveness of staff components 
•Evaluate cost sharing with other agencies 

Continue debt-free 
financial operations 

•Conduct systematic maintanenance, replacement and 
acquisition of  equipment (life cycle, primary use, secondary 
use, replacement) 

•Evaluate need & purpose of equipment acquistions 
•Ensure appropriate asset management schedule (building 

maintenance, etc) 
•Pursue land acquistion for infrastructure investment 

Ensure prudent finanical 
investment in 

infrastructure & 
equipment 

•Evaluate & promote subscription program 
•Evaluate wildland fire deployment revenues 
•Evaluate building permit/inspection fee program 
•Evaluate special service event fee 
•Identify strategic grant opportunities 
•Explore short-term property tax options 

 

Develop diversified 
revenue base 

•Provide five-year projection of key revenues  
•Provide five-year projection of key expenditure 
•Identify and monitor key economic indicators 
•Conduct a mill levy analysis 

Establish long-term 
financial planning 

practices 
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Organizational Excellence 

Strategic Statement – Provide a positive and productive work enviroment that results in 
well-trained and well-equipped paid and volunteer staff and promotes the District as the 
employer of choice. 

Strategic Goals: 

• Develop performance program 
• Create a “contribute, participate, and listen” work environment 
• Ensure appropriate staff capabilities and qualificiations for service delivery 
• Promote engaged and active relationships with staff and leadership 
• Actively recruit volunteer membership 

Strategic Tactics: 

 

•Review & update all job descriptions 
•Identify key performance expectations & define accountabilty 

standards 
•Provide supervisory and employee training on expectations 
•Provide routine performance guidance 
•Conduct annual performance review for all levels of staff 

Develop performance 
program 

•Develop internal communication plan and assign responsibilty 
•Schedule quarterly small group roundtables with staff and 

Chief 
•Provide an annual training for personal development (i.e., 

listening/communication skills) 
•Identify & implement a feedback mechanism for staff & 

volunteers regarding department operations 

Create "contribute, 
particpate & listen" 

culture 

•Determine level of service standards 
•Identify necessary qualifications per function/position 
•Identify desired/necessary capabilities per function/position 
•Identify training program including expectations and timeline 
•Conduct wage & benefit survey 
•Review qualifications/capabilty requirements bi-annually  

 

Ensure appropriate staff 
capabilities & 
qualificiations 

•Establish volunteer need/target for department 
•Establish phased recruitment goals 
•Define recruitment tools and assign responsibilities 
•Partner with other agencies for recruitment events 
•Provide roboust volunteer orientation program 
•Identify key benchmark indicators for annual review 

Actively recruit volunteer 
membership 
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The District, similar to other public entities in the region, has experienced the cycle of 
natural energy development that brings both service demands, increased revenues, and a 
fluctuating economy.  Garfield County has identified this as a signficant issue entering into 
their 2016 budget discussions. 

 

The rate of decline for oil and gas revenues and its duration is unknown, as well as the 
potential rate of recovery for oil and gas production to return to Garfield County. 
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The District has worked diligently to develop its infrastructure and equipment, as well as to 
increase patient care with trained paramedics.  However, it is anticipated that the primary 
financial revenue stream for the District--assessed valuation from the development and 
production of oil and gas--is facing a signficant reduction in the coming years.  Currently, oil 
and gas revenue accounts for 93% of the District’s overall revenue stream.   

 

Abstract of Assessment Breakdown 

Type Percent  
Vacant Land 0.77% 
Residential Property 1.60% 
Commercial Property 1.82% 
Industrial Property 0.58% 
Agricultural Property 0.12% 
Natural Resources 0.02% 
Producing Mines (Oil Shale) 0.02% 
Oil & Gas Property 93.90% 
State Assessed Property 1.17% 

Source:  Garfield County 

Since 2012, Garfield County has experienced a consisent decline in natural gas exploration 
and production; it is anticipated that the District will experience a sharp decline in oil and 
gas revenues during the next valuation period.  To that end, the District has undertaken 
steps in anticipation of this financial shift by increasing its reserve fund to $3,556,995 to 
offset the impact.  The District’s target reserve goal is $6,000,000 or two years of 
operational expenditures.  Upon review of the District’s financial records, it is evident that 

2014 Abstract of Assessments for the Grand Valley Fire 
Protection District  

Vacant Land Residential Property Commercial Property

Industrial Property Agricultural Property Natural Resources

Producing Mines (Oil Shale) Oil & Gas Property State Assessed Property
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prudent measures are being taken.  It is recommended that additional financial steps be 
undertaken, including: 

• Staffing Component Analysis – an evaluation of the balance of paid full-time and 
part-time staff and volunteer ratios. 

• Alternative Revenue Analysis – an evaluation of potential revenue sources including 
special event fees, plan review/building inspection fees, subscription fees, grant 
revenues, wildland fire deployment fees, and short-term property tax increase. 

• Development of five-year financial forecasting – development of a projection tool to 
evaluate longer revenue and expenditure trends. 

• Review of Level of Service – an assessment of levels of service, specifically cost 
benefit of paramedic level service. 

• Cost-Sharing Analysis – a review of cost-sharing opportunities with partner agencies 
such as training, vehicle, and building maintenance. 

• Asset Inventory & Replacement Schedule – a review of exisiting assets should be 
completed to identify assets that can be disposed of or sold to reduce maintenance 
expense to the District for items not necessary or essential for service delivery.  
Assets with a 20-year life span should be scheduled for primary use during years 1-
10 and moved to secondary use for years 11-20. 

The District has recently undertaking a salary survey and has implemented a performance-
based compensation plan.  The following items are recommended for consideration: 

• Limitation of compensation increases over the next three years. 
• Evaluation of positions vacant due to normal attrition to determine need to rehire or 

supplement with volunteer force. 

This revenue impact combined with the fiscal requirements of the Colorado Taxpayer’s Bill 
of Rights (Colorado Constitution, Article X, Section 20) has set the stage for the District to 
develop a strategic plan to guide its decision making into the future.  Understanding 
potential future financial impacts that the District will be facing allows for a thoughtful and 
forward-thinking response and management to a changing environment.   
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Grand Valley Fire Protection District Board Retreat 

December 18, 2015 

Attendees: Kim Reeves, David Blair, Rob Ferguson, Tony Rowe, Kevin Whelan, Keith Lammey, Ted 
Anderson, Bill Nelson, Michelle Foster, Chris Davidson, Chase Spaid, Dean Perkins, Nate Voorhees, 
Judith Hayward 

Expectations 

The retreat was conducted in a workshop format and included participation of the entire 
Board, organizational leadership, shift and frontline staff, and community representation.  
Retreat ground rules were agreed upon and the format provided for interactive discussion 
and group exercises.   

Participants identified their expectations of a Strategic Plan to be: 

• Roadmap for the future 
• Identify terrain/obstacles 
• Provide a rallying point 
• Establish goals and time frames 
• Identify realistic solutions 

2013 Road Map  

Individuals provided a rating of 1-5 (5 being the highest) as to the District’s effort to meet 
the items previously identified in the 2013 Road Map.  The responses were averaged and 
identified as follows.  Discussion ensued about those items that still need to be addressed. 

• Staffing levels  3.4 
• Response time  4 
• Community Risk 3 
• Communication 3 

2015 In Review 

What Worked Well? 

• New reporting system 
• Training Program 

o Number of paramedics 
o Qualifications 
o Number of training opportunities 

• Finances – over-estimating  and under spending 
• Community satisfaction is good 
• Community service 
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• High presence in community 
• Top-notch facilities and equipment 
• Top-notch personnel 
• ISO rating reduction 
• Reserve is three times more than anticipated 
• Ability to work together 
• High visibility 
• Engaged in community conversations 
• Response time/medical 
• Improvement on rules/regulations, compensation 
• Increased input from staff 
• Personnel evaluation system 
• Summer wildland program 
• Subscription program 
• First aid/CPR/fire extinguishing training 
• Climbing wall  

What Didn’t Work Well? 

• Economic downturn 
• P/T shift coverage – 489 unfilled shifts – 35% 
• Change in demographic 
• Property acquisition not completed 
• Mechanical issues/ambulances 
• No increase in volunteer program 
• Some citizens don’t call 911 when they should 
• Public education – medical – bill/$ 
• Subscription program needs to be advertised 
• Language barrier 
• Apathetic community 
• Reduction in community income levels – entitlement 
• Change in expectations 
• Change in long-term residency 

o Change in retention of volunteers 
• Limited pool of resources 
• Interaction w/partners 
• Communication 

o Newsletter 
• Emergency response plan 
• Possible Board Member change 
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SWOT Analysis 

Participants conducted a SWOT Analysis (Strengths, Weaknesses, Opportunities and 
Threats) to identify both internal and external influences that are facing the District.  The 
intention is to identify successful efforts in order to build upon them as well as to identify 
those barriers and challenges that impede the organization’s success.  Participants worked 
in small groups and had the opportunity to provide input on all elements of the SWOT 
exercise.  Items identified are as follows: 

Internal Strengths  

• Members/age and training 
o (Members) Employees and volunteers  

• Facilities/Equipment 
• Board Members 
• Strong financial position/planning 
• Community involvement 
• District experience is increasing 
• Willingness to contribute, participate and listen 
• Training program 
• Diversity – age, gender, education 

o Where they live vs. other places 
• Better documentation all around 
• NO DEBT! 
• Equipment maintenance 
• Apparatus 
• Wages and benefits 
• 48/96 schedule 
• Low turnover rate 
• Community perception 
• Low mill levy 
• Reporting system CQI (liability reduction) 
• Interagency coordination 
• Review all inspections of buildings/fire suppression plan in-house at no charge 

Internal Weaknesses  

• Sustaining the size and scope of the District 
• EVAC/Emergency plan needs to be owned by GVFPD 
• Service needs to be tailored to our District 
• Succession plan 
• Communication 
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• Public outreach 
• Vol/PT staffing/ownership 
• Duplication of services 
• Land ownership 

 

External Opportunities 

• Out-of-district deployments 
• Volunteer recruitment (high school and community) 
• Oil and gas local grant programs 
• Auto aid 
• Better community relations/communication 
• Parachute training use and improvements 

o Pending lease agent  
• Cooperation with CMC for FFT/EMS classes at Station 31 
• Center for Excellence – wildfire management 
• Patient/customer follow-up/survey 
• Community training/Educate by demographic 
• Fire-wise community 
• Community paramedic/Interfacility Transfers 
• Coop with Colorado River Fire Rescue for training 
• Coop with County agencies and community partners on teams, i.e., HAZ-MAT 
• Information sharing with dispatch – MDT’s 
• Providing training for businesses 
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• Cost share vehicle maintenance with other agencies 

External Threats  

• Grand River Hospital – increased patients 
• Increased calls for emergency transport  
• Economic development 

o Events increase transient population with increased calls 
o Bike trails/highway 
o Lakes 
o Proposed event center 

• Economy decrease 
• Volunteer competition 
• Budget – not diversified revenue 
• Lack of community response plan 
• Stability of key partner – Town of Parachute 
• Changing demographic of population 
• Affordable Care Act 
• Isolation 
• Reduced budgets – partners 
• Marijuana industry 
• Remote calls for service 
• Unincorporation of Battlement Mesa has disadvantages 
• Inability to influence County dispatch system 
• Being all things to all people 
• High-risk, low-frequency events 
• Public relations 
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Strategic Themes 

Community Service 

Short-Term 

• Follow-up survey/patient survey 
• Emergency Evacuation Plan 
• Volunteer recruitment 
• Good neighbor citizenship 
• Second and third calls 

Mid-Term  

• Community outreach 
• Fire-wise community/education 
• Fire inspection/building inspection program 
• Bilingual staff (Spanish) 
• Plan review 
• Advertising current programs 

Long-Term 

• Maintain low ISO rating 

Undetermined Term 

• Community program 
• GVFPD subscription service 
• Community partnerships 
• Maintain or exceed medical services level 

Organizational Excellence 

Short-Term 

• Communications: contribute, participate, and listen 
• Staffing capabilities and qualifications  

o Full-time vs. Part-time and volunteer requirements 
• Shift coverage/staff levels 
• Volunteer recruitment 
• Accountability/performance evaluation 
• New member orientation/training 
• Second and third call staffing 
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Mid-Term  

• Succession planning 
• Interagency cooperation and coordination 
• Active Board of Directors/recruitment 

Long-Term 

• GREAT relationships between staff and leadership 

Undetermined Term 

• Well-trained staff 
• Well-equipped staff (with personal protective equipment) 
• Wages and benefits 
• Limited pool of resources 
• Realistic expectations 
• Paramedic-level patient care  
• Participative management supporting operations 
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Fiscal Sustainability 

Short-Term 

• Strong financial position/planning 
• No debt 
• Apparatus replacement schedule 
• Land ownership 
• Alternative revenue streams – Wildland deployments/FEMA response  
• Vehicle and building maintenance 
• Cost effectiveness of volunteers, part-time and full-time 

Mid-Term  

• Parachute Training Center 
• Cost sharing w/other local governments/agencies 
• Develop a formal financial plan 
• Billable services 
• Grants 
• Meet reserve target 
• Support community fiscal diversity 

Long-Term 

• Mill levy 

Undetermined Term 

• Economy decrease/increase 
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Garfield County Population and Demographic Information 
 
 
 
Garfield County is one of 64 counties in the state of Colorado, and is one of the largest at 
almost 3,000 square miles (almost 1.9 million acres). About 60% of Garfield County lands are 
federally owned:  
∙ Bureau of Land Management (BLM) - 615,973 acres 
∙ U.S. Forest Service (USFS) - 515,865 acres 
∙ Bureau of Reclamation - 2,335 acres  

The western portion of the County is a sparsely populated, high desert plateau, while the 
eastern portion includes the western foothills of the Colorado Rocky Mountains and most of 
the county’s 56,000 residents. Garfield County is included in the Glenwood Springs, CO 
Micropolitan Statistical Area (MSA), which is also included in the Edwards-Glenwood 
Springs, CO Combined Statistical Area (CSA). 

Population 
Garfield County has five municipalities that stretch along the Colorado River and the I-70 
corridor and one town, Carbondale, situated along the Roaring Fork River, whose economic 
fortunes are closely tied to those of Aspen and Snowmass Village. Glenwood Springs is the 
largest community in the County (Table 3).  
 
Garfield County’s population has experienced strong periods of growth dating back to 1890 
(Table 1 and Chart 1), in part due to mining and other industries. In 2014, the County’s 
population was 57,548.  Of the 64 counties in Colorado, Garfield is currently the 12th most 
populated.  
 

Table 1 
Garfield County Population 

Census Pop. % Change 
1890 4,478 — 
1900 5,835 30.3% 
1910 10,144 73.8% 
1920 9,304 −8.3% 
1930 9,975 7.2% 
1940 10,560 5.9% 
1950 11,625 10.1% 
1960 12,017 3.4% 
1970 14,821 23.3% 
1980 22,514 51.9% 
1990 29,974 33.1% 

Source: U.S. Census Bureau 
 

  

https://en.wikipedia.org/wiki/Colorado_counties
https://en.wikipedia.org/wiki/U.S._state
https://en.wikipedia.org/wiki/Colorado
https://en.wikipedia.org/wiki/Micropolitan_Statistical_Area
https://en.wikipedia.org/wiki/Edwards,_Colorado
https://en.wikipedia.org/wiki/Combined_Statistical_Area
https://en.wikipedia.org/wiki/2010_United_States_Census
https://en.wikipedia.org/wiki/1890_United_States_Census
https://en.wikipedia.org/wiki/1900_United_States_Census
https://en.wikipedia.org/wiki/1910_United_States_Census
https://en.wikipedia.org/wiki/1920_United_States_Census
https://en.wikipedia.org/wiki/1930_United_States_Census
https://en.wikipedia.org/wiki/1940_United_States_Census
https://en.wikipedia.org/wiki/1950_United_States_Census
https://en.wikipedia.org/wiki/1960_United_States_Census
https://en.wikipedia.org/wiki/1970_United_States_Census
https://en.wikipedia.org/wiki/1980_United_States_Census
https://en.wikipedia.org/wiki/1990_United_States_Census
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Chart 1 

 
Source: U.S. Census Bureau 

 
Garfield County has experienced a steady increase in population since 1970. Population 
grew rapidly at 2.7% per year between 2004 and 2009 (Table 2A and 2B, Chart 2), which was 
largely the result of a growing natural gas extraction industry, and also due to an ongoing 
but slower expansion of tourism, second home development, and regional services.   
 
During the 2000’s there was also a significant in-migration of new workers and families, 
which fueled housing development, retail expansion, and rapid wage growth. At times 
during this period, Garfield County experienced shortages of labor and a rapidly 
appreciating housing market. Due to the national and local recession, population declined 
slightly between 2009 and 2011, but has been increasing since 2012 at rate of 
approximately 0.7% per year (Table 2A).  
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Table 2A - Population 
Year Garfield CO State CO 
2000 44,240 4,338,801 
2001 45,243 4,403,547 
2002 46,246 4,468,293 
2003 47,249 4,533,039 
2004 48,252 4,597,785 
2005 49,256 4,662,534 
2006 50,635 4,740,085 
2007 52,014 4,817,636 
2008 53,393 4,895,187 
2009 54,772 4,972,738 
2010 56,150 5,050,289 
2011 56,069 5,120,193 
2012 56,862 5,191,979 
2013 57,157 5,270,986 
2014 57,548 5,353,471 

Source: Colorado Department of Local Affairs 
 

Table 2B – Population CAGR 
Period Garfield 

CO 
State CO 

2000-2005 5.40% 4.29% 
2006-2010 2.62% 1.60% 
2010-2014 0.62% 1.47% 
2000-2014 1.90% 1.51% 

Note: CAGR = compound annual growth rate 
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Chart 2A 

 
Source: Colorado Department of Local Affairs  

  
Chart 2B 
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Table 3A 

 
 

Table 3B 

 
Source: Colordao Department of Local Affairs 

 

The State of Colorado Department of Local Affairs (DOLA) projects that population in 
Garfield County will increase steadily at 2.45% per year between 2015 and 2040 (Chart 3 
and Table 4).  DOLA projects that the rate of population growth will be even higher between 
2021 and 2030, at 2.75% per year.  Overall the County is projected to experience a higher 
rate of population growth than the state as a whole (Table 4).       
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Chart 3A 

 
Source: Colorado Department of Local Affairs   
 
 

Table 4 – Population CAGR 

Period Garfield CO State CO 

2015-2020 2.45% 1.72% 

2021-2030 2.75% 1.54% 

2030-2040 2.15% 1.15% 
2015-2040 2.45% 1.43% 

Note: CAGR = compound annual growth rate 
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Chart 3B 

 

 

County Income 
 
Steady growth in per capita personal income took place until 2008, peaking at $42,294. In 
2009 per capita personal income for Garfield County declined by 12% followed by a more 
significant drop of 30% in 2010.  Moderate but steady growth has returned since 2011 
(Chart 4).  Overall, per capita income in the County has been and is lower than the state 
average, and as noted above, the County experienced a greater decline in income in 2010 
than the state as a whole.    
 

Chart 4 

 
 

training officer
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The median income for a household in the County was $47,016, and the median income for 
a family was $53,840.  The median household income in County was higher than the state 
average through much of the 2000’s, but the statewide average median income rebounded 
faster in 2012 and 2013 than the County’s (Chart 5).  The per capita income for the County 
was $21,341.  About 4.6% of families and 7.5% of the population were below the poverty 
line, including 8.1% of those under age 18 and 5.5% of those aged 65 or over.  Garfield 
County School District 16 evaluates demographic information routinely and household 
information illustrates an average people per household of 2.7 (Chart 6) with earning 
capacity highest in the age group of 45-64 and an average income of $66,083 (Chart 7).  
 
 

Chart 5 
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Chart 6 

Number of Households in Garfield County School District 16 

 

 

 

 

 

 

 

 

Chart 7 

Household Income and Average Income in Garfield County School District 16 

 

 

 
 
 
 
 

 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 

Value Percent Count 

Family Households 71% 1,629 

Non-family Households 29% 666 

Households With Children 33% 777 

Households Without Children 67% 1,520 

Total  2,295 

Average People Per Household  2.70 

Value Amount 

Median Income Under 25 $60,577 

Median Income 25-44 $51,216 

Median Income 45-64 $71,250 

Median Income Over 65 $46,250 

Value Amount 

Average Household Income $66,083 

Median Household Income $56,886 

Percent Increase/Decrease in Income Since 2000 50% 

Percent Increase/Decrease in Income Since 2010 5% 

Average Household Net Worth $570,570 

Median Home Sale Price $98,750 

Sales Tax Rate 3.9% 

Average Household Total Expenditure $52,886 
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$40,000

$60,000
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Employment and the total number of jobs in the County was steady for much of the 2000’s, 
(Charts 8 and 9), but the County’s employment outlook began to change in 2008 when there 
was a significant reduction in both jobs and the available labor force (approximately 14% 
over a two-year period), and the unemployment rate spiked, reaching a peak of 11.7% in 
March 2010.  Since then the unemployment rate in the County dropped significantly and is 
currently at 3.6%, which is lower than the state average (Chart 8).  However, oil and gas 
prices dropped significantly in late 2014/early 2015, and have rebounded only slightly since 
then. The result has been a significant drop in oil and gas production statewide, including 
growing unemployment in the energy sector. 

 
Chart 8 
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Chart 9 

 

The oil and gas industry were the County’s largest taxpayers (Chart 10A).  Active drill rigs in 
Garfield County fluctuated between 2010-2014 (Chart 11). They held steady in 2014, but 
have been declining in 2015 (Daily Sentinel article, September 3, 2015, attached below). 
 

Chart 10 
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Chart 11 
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Chart 12A 

 

Chart 12B 

 
Source: Colorado Department of Local Affairs 
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Chart 13 

 

 
The Garfield County Adopted Budget 2015 concluded: 
 

“…. the Garfield County economy has, for the most part, shown signs of improvement in 
2014. It is expected that this trend will continue in 2015 in most areas of the economy. 
With upturns in the housing and job markets, incomes are expected to rise and with it an 
increase in retail and tourism and correspondingly sales tax revenues. Despite a decline in 
2013 assessed values and corresponding 2014 property tax revenues, the outlook for 
2015 and 2016 is positive with an expected increase in property tax revenues.  
 
The county continues to experience high demand for many of its services, especially Road 
and Bridge and Human Services. With careful and prudent management and efficient use 
of funds and resources it is expected that the county will be continue to provide quality 
services while maintaining operating expenditures at similar levels in 2015 and beyond.” 
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Community Survey Results 
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Summary Report - 18 November 2015 

1.  Contact information 
Responses undisclosed for privacy.  

2.  Which option(s) best described your relationship? (Check all that apply) 

 

Value Percent Count 

I live in Grand Valley Fire Protection District 96.8% 30 

I own a business in Grand Valley Fire Protection District 12.9% 4 

I manage a business in Grand Valley Fire Protection District 3.2% 1 

I am an employee of a business in Grand Valley Fire Protection District 16.1% 5 

None of the above 6.5% 2 

Total  31 
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3.  If you own, manage, or are an employee of a business in Grand Valley Fire Protection 
District, what type of business is it? 

 

Value Percent Count 

Agriculture related business 5.9% 1 

Energy related business 5.9% 1 

Commercial business 11.8% 2 

Other 76.5% 13 

Total  17 

 

Responses "Other" Count 

Blank 22 

Church 1 

Dentist 1 

Golf & Rec center 1 

Government 1 

N/A 2 

Parachute Auto and Supply 1 

Property Management 1 

Real Estate  1 

Work in Glenwood Springs 1 

Agriculture related 
business 

6% 
Energy related 

business 
6% 

Commercial business 
12% 

Other 
76% 
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4.  If you are a resident, what is your residency? 

Value Percent Count 

Full-time 100.0% 32 

Part-time (months/year) 0.0% 0 

Seasonal (what season) 0.0% 0 

Total  32 

 

5.  How long do you intend to remain at your current residence? 

  

 

 

 

 

 

 

 

 

 

 

 

 

1-5 years 
31% 

6-10 
years 
13% 11-15 

years 
9% 

More 
than 15 

years 
47% 

Value Percent Count 

less than 1 year 0.0% 0 

1-5 years 31.3% 10 

6-10 years 12.5% 4 

11-15 years 9.4% 3 

More than 15 years 46.9% 15 

Total  32 
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6.  What is your age? 

 

 

 

7.  Gender 

  

 

 

 

 

 

 

21-30 years 
old 

13% 

31-40 years 
old 

21% 

41-50 years 
old 
3% 51-60 years 

old 
22% 

61-70 years 
old 

22% 

Over 70 
years old 

19% 

Male 
62% 

Female 
38% 

Value Percent Count 

Less than 20 years old 0.0% 0 

21-30 years old 12.5% 4 

31-40 years old 21.9% 7 

41-50 years old 3.1% 1 

51-60 years old 21.9% 7 

61-70 years old 21.9% 7 

Over 70 years old 18.8% 6 

Total  32 

Value Percent Count 

Male 62.5% 20 

Female 37.5% 12 

Total  32 
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8.  What is the highest level of education you have completed? 

 

 

 

High 
School/Ged 

22% 

Tech 
School/Some 

College 
31% 

College 
Gradute 

34% 

Postgraduate 
Work 
13% 

Value Percent Count 

High School/GED 21.9% 7 

Tech School/Some College 31.3% 10 

College Graduate 34.4% 11 

Postgraduate Work 12.5% 4 

Total  32 
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9.  What is your average gross household income? 

 

 

 

 

10.  How many people live in your household?  

  

 

Less than 
$24,999 

7% 

$25,000 -
$49,999 

18% 

$50,000-
$74,999 

39% 

$75,000-
$99,999 

25% 

$100,000 or 
more 
11% 

1 
16% 

2 
50% 

3 or more 
34% 

Value Percent Count 

Less than $24,999 7.1% 2 

$25,000 -$49,999 17.9% 5 

$50,000-$74,999 39.3% 11 

$75,000-$99,999 25.0% 7 

$100,000 or more 10.7% 3 

Total  28 

Value Percent Count 

1 15.6% 5 

2 50.0% 16 

3 or more 34.4% 11 

Total  32 
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11.  How many household members are dependents? 

  

 

12.  Have you ever used any of the following services? Check all that apply.  

 

Value Percent Count 

Fire Services 42.9% 6 

Emergency Medical Services 57.1% 8 

Fire Prevention Services 50.0% 7 

Total  14 

 

0 
50% 1-3 

47% 

3 or more 
3% 

43 

57 

50 

0
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20
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60

Fire Services Emergency Medical Services Fire Prevention Services

Value Percent Count 

0 50.0% 16 

1-3 46.9% 15 

3 or more 3.1% 1 

Total  32 
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13.  Have you ever used the local fire or emergency medical services? 

 

 

 

 

14.  In the last five years, have you used the local fire or emergency medical services? 

  

 

Never 
62% 

Yes, within 
the past 6 

months 
6% 

Yes, within 
the past 1 

year 
6% 

Yes, within 
the past 5 

years 
20% 

Yes, within 
the past 25 

years 
6% 

Never 
69% 

Yes, 1-2 calls 
28% 

Yes, 3-5 calls 
3% 

Value Percent Count 

Never 61.3% 19 

Yes, within the past 6 months 6.5% 2 

Yes, within the past 1 year 6.5% 2 

Yes, within the past 5 years 19.4% 6 

Yes, within the past 10 years 0.0% 0 

Yes, within the past 25 years 6.5% 2 

Total  31 

Value Percent Count 

Never 68.8% 22 

Yes, 1-2 calls 28.1% 9 

Yes, 3-5 calls 3.1% 1 

Yes, 6-10 calls 0.0% 0 

Total  32 



52   

15.  How would you rate the overall level of local fire-based emergency services? 

  

 

 

16.  How would you rate the overall level of local emergency medical services? 

  

 

Poor 
3% 

Good 
16% 

Excellent 
53% 

No Opinion 
28% 

Average 
3% 

Good 
23% 

Excellent 
48% 

No Opinion 
26% 

Value Percent Count 

Very Poor 0.0% 0 

Poor 3.1% 1 

Average 0.0% 0 

Good 15.6% 5 

Excellent 53.1% 17 

No Opinion 28.1% 9 

Total  32 

Value Percent Count 

Very poor 0.0% 0 

Poor 0.0% 0 

Average 3.2% 1 

Good 22.6% 7 

Excellent 48.4% 15 

No Opinion 25.8% 8 

Total  31 
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17. Check all the services below that you believe should be provided by the Grand Valley 
Fire Protection District. 

 

Value Percent Count 

Fire Suppression (i.e. putting out fires) 96.9% 31 

Fire code inspections 84.4% 27 

Response to medical emergencies 87.5% 28 

Fire investigations 93.8% 30 

Response to hazardous materials emergencies 93.8% 30 

Response to other perceived emergencies (e.g. carbon monoxide alarms) 93.8% 30 

Response to motor vehicle rescues 90.6% 29 

Land-based water rescues 78.1% 25 

Public education events and programs 93.8% 30 

Community training (CPR, Basic First Aid, etc.) 96.9% 31 

Total Respondents  32 
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18. Do you currently have a working smoke alarm in your home and/or business? 

 

 

 

Yes, on all 
floors 
81% 

At least one 
16% 

Unsure 
3% 

Value Percent Count 

Yes, on all floors 81.3% 26 

At least one 15.6% 5 

Unsure 3.1% 1 

No 0.0% 0 

Total  32 



55    
 

19.  Have you undertaken any of the following wildfire mitigation efforts on your property? 
Check all that apply.  

 

Value Percent Count 

Create defensible space around your home (thinning out 30 feet or to your 
property line, whichever comes first). 

50.0% 14 

Keep rain gutters clear of leaves and pine needles. 75.0% 21 

Do not store combustibles on or under decks, including fire wood. 75.0% 21 

Rake up pine needles and leaves within 30 feet of any structure. 67.9% 19 

Select plant species with fire resistant characteristics. 14.3% 4 

Keep grasses mowed to a maximum height of 4 inches. 96.4% 27 

Incorporate landscaping designs to break up fuel continuity (i.e. paths, rock walls, 
gravel, mulch). 

60.7% 17 

Keep addresses clearly marked and visible from both directions of traffic. 75.0% 21 

Prune lower branches and remove dead or diseased trees and brush. 92.9% 26 

Total Respondents  28 
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20.  Please provide any concerns or comments related to local fire and emergency medical 
services. 
• Baby kitty in a tree.....Not a concern?  My little girl was very upset about that 
• I believe that GVFPD does an outstanding job. 
• More frequent offering of CPR and other 1st aid training would be beneficial. 
• NONE. 
• None so far. 
• Thank you for all you do. 
• They are there to safe life in we are their 24/7 fire department 
• Our Fire Dept. is probably the best you could ask for especially in such a small area 

(small being relative).  The services are remarkable and most likely not appreciated or 
even known about by many.  Our emergency guys are super. 

• Please consider implementing PulsePoint emergency responder coverage in outer 
area. See: www.pulsepoint.org 

• No concerns or comments as I have been fortunate enough not to need them.  I still 
believe that they are a vital and necessary part of any rural community.   Protecting 
the citizens of this area is of the utmost importance. 

• With industrial operations planned for our residential community, we must have an 
effective emergency notification and evacuation plan! 

• I feel the fire/EMS service is like insurance.  I hope I never need it but when I do I want 
everything possibly offered under the sun in a professional manner.  If there is some 
service they can possibly provide I would like them to have the knowledge in doing so.  
I have seen the firefighter and paramedics around at different events and they are 
always very professional and very friendly and seem like are great group of guys.  I 
feel relieved to knowing this group of guys are around for that possible need for me 
and my family and I feel like I can trust them to do any outstanding professional job. 

• It's nice to have you ready and available for the various emergencies that the 
neighborhood might need. 

• The fire dept. personnel are professional, kind, courteous and involved in the 
community. They are always welcoming & give educational tours to "drop in" children. 
They are more like family than an organization. They don't get enough credit or thanks 
for all they do.  

• I have never had to use the service, which I suppose is good!, but am glad that there 
is a station not far from my home if I ever did need them. 

• Emergency procedures to guide EMTs and to residence access in case 911 call to aid 
those who may live alone. i.e., I have an emergency contact list on my refrigerator 
door. 

• You are doing a great job and we are fortunate to have such well-equipped and 
trained personal for  this small community 

• Very fast response time to fire call at residence and flood emergency at business. 
Friendly staff, great representatives on and off duty.  

• We have a great Fire District and I am glad to support them with my taxes and 
participating with Subscription Service.   

• This a legit survey? Was more about demographics than the fire protection district. To 
be a survey to help the GVFPD move forward, I really expected more questions on 
how the public views the organization and ideas/ thoughts on how they could better 
serve the district. But we now know how much money everyone makes and how old 
they are. 

• We (residents of Battlement Mesa) need an evacuation plan. 
 

 

http://www.pulsepoint.org/
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Employee Survey Results 
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Summary Report - 25 November 2015 

1.  This survey is being completed by (optional): 
Responses undisclosed for privacy. 34 surveys were completed. 

2.  What is your involvement with the Grand Valley Fire Protection District?  

 

 
 
3.  Are you aware that the Grand Valley Fire Protection District has a Strategic Plan? 

 

 

 

 

 

 

 

 

 

 

Full-time 
employee 

43% 

Part-time 
employee 

36% 

Volunteer 
12% 

Other 
9% 

Yes 
88% 

No 
12% 

Value Percent Count 

Full-time employee 42.4% 14 

Part-time employee 36.4% 12 

Volunteer 12.1% 4 

Other 9.1% 3 

Total  33 

Value Percent Count 

Yes 87.9% 29 

No 12.1% 4 

Total  33 
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4. If yes, how is it that you became familiar with the Strategic Plan? 

 

 

 

*”Other” responses for Question 4 include: Board Member (1), Board meetings (1), On 
committee that developed it (1), Participated in the drafting of plan (1), Previous Planning 
Meetings (1), all the above (1), been part of the Strategic Plan meetings (1) 

 

. 

Shift 
meeting 

32% 

Co-worker 
13% All staff 

meeting 
19% 

Supervisor 
3% 

Email 
10% 

Other 
23% 

Value Percent Count 

Shift meeting 32.3% 10 

Co-worker 12.9% 4 

All staff meeting 19.4% 6 

Supervisor 3.2% 1 

Email 9.7% 3 

Website 0.0% 0 

Other, please specify 22.6% 7 

Total  31 
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5. Grand Valley Fire Protection District's Strategic Plan identifies the following 4 
issues. Please indicate the level of applicability each area has in relation to the services 
provided by the Fire Protection District (5 indicates extremely applicable). 

 1 2 3 4 5 Responses 

Staffing Levels 
2.9 % 

1 

5.9 % 

2 

11.8 % 

4 

23.5 % 

8 

55.9 % 

19 
34 

Response Time 
2.9 % 

1 

5.9 % 

2 

11.8 % 

4 

32.4 % 

11 

47.1 % 

16 
34 

Community Risk 
0.0 % 

0 

2.9 % 

1 

17.6 % 

6 

41.2 % 

14 

38.2 % 

13 
34 

Communication 
8.8 % 

3 

0.0 % 

0 

8.8 % 

3 

26.5 % 

9 

55.9 % 

19 
34 

 
6. Please indicate how strong a connection you feel there is between each goal and your 
company (Red, Green, Black or Admin) (5 indicates strongest connection). 

 1 2 3 4 5 Responses 

Staffing Levels 
3.2 % 

1 

3.2 % 

1 

22.6 % 

7 

25.8 % 

8 

45.2 % 

14 
31 

Response Time 
0.0 % 

0 

9.7 % 

3 

25.8 % 

8 

25.8 % 

8 

38.7 % 

12 
31 

Community Risk 
0.0 % 

0 

6.5 % 

2 

22.6 % 

7 

25.8 % 

8 

45.2 % 

14 
31 

Communication 
3.2 % 

1 

12.9 % 

4 

9.7 % 

3 

35.5 % 

11 

38.7 % 

12 
31 
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7. Please indicate how strong a connection you feel there is between each goal and your 
job (5 indicates strongest connection). 

 1 2 3 4 5 Responses 

Staffing Levels 
6.5 % 

2 

0.0 % 

0 

19.4 % 

6 

32.3 % 

10 

41.9 % 

13 
31 

Response Time 
3.2 % 

1 

0.0 % 

0 

6.5 % 

2 

58.1 % 

18 

32.3 % 

10 
31 

Community Risk 
3.2 % 

1 

3.2 % 

1 

16.1 % 

5 

22.6 % 

7 

54.8 % 

17 
31 

Communication 
6.5 % 

2 

0.0 % 

0 

19.4 % 

6 

16.1 % 

5 

58.1 % 

18 
31 

 

8.  In what ways have you been able to contribute to the Grand Valley Fire Protection 
District Strategic Plan? 

Of the 24 respondents that answered question 8, 33% have had the opportunity to provide 
specific input through one-on-on conversations with those developing the plan; completing 
surveys; active participation in meetings and involvement in committees; and 
appropriation/approval of funding. 25% of respondents felt they have been able to contribute 
to the Plan through their work and job duties, such as making sure they are available at work 
to contribute; supporting the Mission Statements; providing quick response times; and being 
on time and doing a good job. 8% of respondents felt they had only contributed by attending 
meeting, and another 33% felt they had not participated. 

 

9.  In what ways could you envision being able to contribute to, and participate in, the 
Grand Valley Fire Protection District Strategic Plan? 

Of the 24 respondents that gave specific examples of how they envision being able to 
contribute or participate in the Plan, 58% felt the best way they could contribute/participate 
was through the sharing of ideas and participating in meetings/committees regarding the 
development of the Plan. 33% felt they would be contribute/participate in the Plan through 
the use of their specialized training and experience, and 8% did not envision 
participating/contributing to the Plan. 

 

10.  What do you believe are the top 3 strategic goals or issues that should be incorporated 
into the Grand Valley Fire Protection District Strategic Plan? 

Of the 29 respondents that provided input on the top three strategic goals or issues that 
should be incorporated into the Plan, a majority, 62%, felt that staffing levels was the most 
important issue. The second most common goal/issue (48%) was improved career/staff 
development and more employee training. Improved communication (both internally and 
externally) (31%) and more community involvement/improved service (31%) tied for the third 
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most common goal or issue to be incorporated. Other common goals/issues included setting 
coming goals and future visions for the department (28%), replacement of equipment (14%), 
better defined and enforced employee expectations and discipline (7%), staff safety (7%), 
and offer additional services (3%).  

11.  What key elements do you think are missing from the Grand Valley Fire Protection 
District Strategic Plan? 

23 respondents provided input on what key elements they felt the Plan was missing. The 
most common element (39%) found to be missing was clear communication, defined goals, 
and consistent follow up. The second most common missing element (13%) was more input 
from the local community, businesses, and employees. Additional missing elements include 
improved and additional services (9%), improved department leadership (9%), more training 
(4%), and additional equipment and facilities (4%). Additionally, 22% of respondents felt the 
plan was not missing anything and 9% weren’t sure of what elements the plan was missing.  

12.  Your opinion matters! Please provide any additional thoughts regarding the Grand 
Valley Fire Protection District Strategic Plan. 

• Definitely need follow up on whatever gets decided. 
• From my perspective, the five categories listed seem to be comprehensive.   
• I hope this actually works... 
• It needs to be something that is useful and not another notebook on the shelf. 
• Let's get going on a real plan, with specific stages and goals with specific time 

targets. 
• Stay fiscally responsible 
• The District is a great place to work with great coworkers. 
• good are work in help the staff personal if their hand in cover staff  
• I believe that the District is one of the best places I have worked , I am grate full for 

the opportunity that they have given me and the continued support that they provide  
• Need to not just go thru the process (been there, done that) but continually evaluate 

progress, assist in overcoming hurdles and adjust where appropriate. 
• A listing of goals and a strategy statement of how to attain the goals, which can be 

referenced by the membership, will help everyone understand the needs and thought 
process for moving the District forward.  

• False statement "Your opinion matters!"  My opinion does not matter but I appreciate 
the attempt.  

• There is a general consensus that we will do as we are told yet we are told three 
different this from the Chief Staff. Letting the Operations Chief have more control to 
do his job would help tremendously.  

• I think that if we go with a plan we need to stick with and not try to beat around the 
bush. It’s all or thing. It seems like in the past that we tend to beat around the bush 
instead of sticking to the game plan. 

• I feel we could hire a "certified EVT ASE mechanic" for repairs in house without it 
affecting our budget. This would make our apparatus more reliable and safer.  We 
have way too many apparatus and rolling equipment. Need to down size to what we 
actually use. There is a lot of vehicles we don't use and haven't used in years. The 
only time they move is for inspection or maintenance. We say we are going to 
replace a vehicle then get rid of the vehicle it is to replace. Don't keep things just to 
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hoard. Have a true new hire training that is effective. The way it is done now is not 
giving the new employee the required training to be an effective part of the team. If 
they cannot get past initial training / orientation they should be let go so we are not 
wasting time with people who cannot do the job.    

• Don't know much on this plan, I have always been pleased with our Fire Dept. I find 
them a great asset to our community!!!  

• Having a Strategic Plan is a big step as most people or companies don't even have 
this. Keep up the great work and keeping moving forward! 

• I believe Chief Blair is doing all he can to keep everyone in the loop and updated. He 
does a great job guiding this department to meet the goals of the Strategic Plan. 

• Amount of staffing seems to be appropriate, although there is a minimum of 48 hours 
per pay period and there is not always enough shifts available for all PT employees. 
Possible development of ALS and BLS skills check off program 2 - 3 times a year. 
Assures that everyone is maintaining their skills and also allows everyone to become 
familiar with any Protocol changes if there are any. This will help to identify weak 
points if there are any.  
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Strategic Planning for the Grand Valley Fire District 

 
On Tuesday, May 14, 2013, four members of the Grand Valley Fire District 
Board of Directors, the Fire Chief, the Deputy Fire Chief, the Training Chief, 
three captains, and selected employees participated in a facilitated session to 
review progress on a plan set into motion in September of 2011 and 
documented as the “Proposed Roadmap for the Grand Valley Fire District” as 
well as to dialogue on the topics of Community Risk, Response Times, and 
Staffing Levels. The results from this activity are included in this document.   
 
At the end of the session in September 2011 the group had decided to perform 
some follow up work to aid them in compiling a final action plan/product that 
was to be submitted to the Board of Directors by the Fire Chief by September 
30, 2011.  The Board was then to agree upon actions and such actions were to 
be completed by December 31, 2011.  The results of those actions are not 
included in this document. For further information on those actions, please 
review the Proposed Roadmap for the Grand Valley Fire District, dated 
September 2011. 
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The strategic planning session was initiated with the presentation of ground 
rules by the facilitator followed by introductions of all participants and their 
respective roles within the organization. 
 
The participants were then asked to identify areas within their organization 
that were working well.  The following items were identified:  
 

What Is Working? 

• Staffing Levels 
• Crew Dynamics 
• Quality of Service 

o Response to community 
 Up to Date Training 
 Good feedback 

• Good reputation 
• Good support from Board: active and involved 
• Financially Solid 
• Positive Feedback from 360 Review 
• Communication is good all around 
• Health/wellness Coop with Colorado Mesa University (CMU) is having 

good physical results 
• Efficient administrative processes and support 
• Diverse board background of knowledge and experience 
• CQI/CQA – medical reports 
• Dedicated Workforce 

 
 

 
 
 
 
 
The participants were then asked to consider what areas within their 
organization needed work.  The participants identified the following items. 
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What Needs Work? 

• Communication 
o This item had also been identified as something that was working 

well.  It is important to note that the group agreed that since the 
meeting in September 2011 communication had taken a major 
leap forward.  A variety of communication methods are being 
utilized within the organization to convey information: hard copy 
memorandums, email, and text messaging. The group agreed that 
communication was an important item and that a recent 360 
Review that had been conducted had helped identify areas for 
improvement; many of which they were currently working upon.  

o The group felt that a communication process needed to be better 
defined and then supported by all to ensure that all levels of 
personnel had an identified point of contact.  Information is 
delivered consistently to and through that point of contact and 
the point of contact is to work to resolve conflict within their 
respective group through the conveyance of timely and accurate 
information.  

• Morale 
o The group felt that the fluctuation in morale was directly related 

to gaps in communication and the continuance of rumors. 
• Benchmarking 

o The group needs to do a better of job of benchmarking progress in 
areas identified as areas of concern.  
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The group broke into four separate groups focusing on the categories of: 
Staffing Levels, Response Time, Community Risk, and Communication.  Each 
group consisted of at least one board member and one captain and/or Chief.  
The groups identified the Who, What, Where, When, Why and How elements 
associated with their topics.  The group was to identify a speaker and utilize a 
presentation tool quickly put together by Training Chief, Tony Rowe.  The 
results of that discussion are included below.   
 
 

STAFFING LEVELS 

We believe the staffing levels in total are correct. Need to do a better job of 
allocating personnel across the calendar to assure adequate coverage. 

 
• WHO 

o 4 (paid staff)  
o 2 + (Members) Depending on calendar.  

• WHAT 
o 4 (paid staff) Backfill any vacancies with the primary 12 then put 

vacant spot out to part timers.   
o In order to backfill open positions. 

 1. Need minimum certifications 
 2. Need to put in x amount of hours in a certain time frame.   

• WHEN 
o As soon as parameters are defined. 

• HOW 
o Identify appropriate group to determine parameters and then 

make recommendations to the Chief/ Board of Directors. 
• WHERE 

o Station 31.  Evaluate as needs change. 
• WHY 

o Protect District lives and property in a safe, effective and 
consistent manner.  
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RESPONSE TIMES 

• WHO 
o All members of the Grand Valley Fire Protection District 

responding to emergencies. 
• WHAT 

o To assess the effectiveness of the policy and the actual response 
times that we currently have, and to try to improve these. 

• WHEN 
o Some items may be effective now.  Some may be better later 

when we build a new lower station so that there are no issues 
with male/female/part-time/full-time or sleeping facilities.  
Winter time issues cause us to have a hard time getting vehicles 
down the hill when the roads are icy.  We have additional 
response time issues during these winter time icy conditions and 
during high MVC responses on I-70 in winter.  

• HOW 
o Add personnel to the lower station to shorten response times to 

Parachute proper.  Research showed that approximately 45% of 
the calls were in this area. This may mean that we add personnel 
to accomplish this or we may be able to utilize existing personnel 
on a trial basis.  Green crew has offered to be guinea pigs to try 
the arrangement for three months to assess the feasibility. 

o It may or may not be counterproductive at this time splitting the 
crew and the effect on morale. The benefit of having additional 
personnel at the Parachute station would be an advantage to the 
Parachute response times; there is benefit to having personnel on 
scene 3-4 minutes quicker.  One solution would be to put some 
funds into remodeling the lower station to make it more usable. 
Nicer facilities may ease any morale issue. 

o Possibly utilize the seasonal personnel in a rotation basis, during 
the months they are here.   

o Additional drills with oil field personnel to insure that the people 
who impact the response will be in place to assist with getting our 
personnel to the scene in a timelier manner. 
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• WHERE 

o Responses within the district boundaries of the Grand Valley 
Protection District. 

• WHY 
o To provide a standard for emergency response time when 

dispatched on emergency incidents, assess how we are doing on a 
consistent basis and improve if possible.  We do have an SOG on 
this topic. 
 
 III. Standard 

• The standard turnout time for call for service 
between 0800 hrs. and 2200 hrs. shall be 120 seconds 
or less. 

• The standard time turnout time for calls for service 
between 2201 hrs. and 0759 shall be 180 seconds or 
less.  

• Do not delay preparation for response at the start of 
your shift. Get your gear ready as soon as you arrive 
at your assignment.  

• Do not rely on others to take care of your gear.  
• Do not continue to talk during dispatch. Listen 

carefully.  
• When dispatched, stop what you are doing and hustle 

to the truck.  
• When showering, doing physical training, or sleeping, 

always have clothes close at hand and ready to go.  
• During physical training, avoid getting too far from 

your apparatus. Physical training is not an excuse for 
a delayed response.  

• Always be ready to respond: it’s what we do.  
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COMMUNITY RISK 

 
 

• WHO 
o The Board of Directors 

• WHAT 
o Define type of response, level of responses, and capabilities of 

responses per call loads 
• WHEN 

o Before the calls happen. Everybody needs to know what is 
expected of them from the community. This can change based on 
facts and changing community. 

• HOW 
o Call load vs. staffing, risk vs. benefit, evaluate standard and 

competency (qualified volunteer) 
• WHERE 

o At the board level with staff input. 
• WHY 

o Find out community expectations, fund, staff and train to meet 
those expectations.  
  



 
 

72   
 

 
COMMUNICATION 

 
 

• WHO 
o All members of Grand Valley Fire Protection District 

• WHAT 
o Improving communications 

• WHEN 
o Daily 
o Monthly 
o As needed 

• HOW 
o Follow chain of command 
o Morning staff briefings-with agendas 
o Monthly newsletter-all senior staff, admin staff and board 

members will have input 
• WHERE 

o Ops room 
o US Mail-new letter 
o Email 

• WHY 
o Continuous, clear, concise communication 
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Actions Items and Associated Deadlines 
 
Following the presentation of each group, action items, 
deadlines for completion, and leads were identified. 
 
 
Staffing Levels 
 
It was determined that any changes to staffing levels were dependent upon 
the results of the Needs Assessment completed under the Community Risk 
Actions. 
 
No Actions 
  



 
 

74   
 

 
Response Time 
 
Note: The discussion related to response time was directly related to the idea 
of manning Station 2.  The associated actions are two-fold:  1) to provide a 
more detailed analysis on the types of calls received, 2) discuss and problem 
solve personnel related concerns of morale should it be determined that 
response time could positively be affected by the staffing of Station 2. 
 
Actions: 
I -Prepare report on estimated costs to modify the Station 2 facility (already 
completed) 
 
Analyze Data:  
Using the type of call data already being collected under the Community Risk 
category, perform more in-depth analysis covering the topics of: location of 
call, kind of call, and time of day.  Other key elements to be connected to this 
data are the identification of the “first responder”; does this differ from the 
“ideal first responder”? 
 
Deadline: Board Meeting – June 
 
Lead: Chase 
Advisor: Kevin 
 
2-Identify potential issues associated with morale: 
Leads: Three Captains 
 
They are to identify concerns as well as provide potential solutions to the 
concerns and provide information to Chief Ferguson and Chief Blair. 
 
Deadline: none set 
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Community Risk 
 
Actions: 
In order to better understand how the “community needs” compare with the 
“expertise of the Fire District” this task force will gather data on types of calls, 
identify costs for training and overlay these items to see where there are gaps 
or overdoing as related to meeting the needs of the community.  
 
Collection of Data:  
Two years of data on the types of calls that have been incurred by the district is 
to be compiled. 
 
Lead: Chase 
Supporting information on training is to come from Tony Rowe, and associated 
costs is to come from Chief Blair 
 
Deadline: Status at August 21 Board Meeting 
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Communication 
 
Actions: 
An internal quarterly newsletters will be created and used to: follow up on 
changes in policy/procedure that were documented through formal 
memorandum, convey important points of focus submitted by the Captains, as 
well as be a method for noting celebrations, i.e., births, certifications, atta-
boys, within the organization. 
 
The first newsletter is to contain specific information on the “chain of 
command” that was identified by the group during their presentation. 
 
The group will also review their usage of email to look for more ways to use 
the application to its fullest, i.e., use of return receipts to know when others 
have at least opened the email message. 
 
Lead: Kim Reeves – primary point of contact on gathering information and 
formatting newsletter.  Tony Rowe to provide information on technology. 
 
Deadline for completion: content received by June 15th, publication of 
newsletter by June 28th 
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