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Strategic Plan 2015-2020
Staffing/Succession Plan

American Canyon Fire Protection District
MASTER PLAN 2018: Staffing/Succession/Facilities

Executive Summary
The adopted mission of the American Canyon Fire Protection District (“District”) is “to
provide reliable and progressive emergency response while seeking opportunities to make
a positive difference in the lives of the people and the community we serve.” If we allow
the community to continue to grow without planning for and providing the appropriate
level of emergency resources (i.e., personnel, facilities, equipment), the ability to meet
our emergency response-time performance goals will deteriorate, as will our ability to
make a positive difference in the community. Viewed another way, it is incumbent upon
the District (and the City) to look ahead and plan for anticipated development activity.
The plan needs to address the number and type of resources required to meet projected
service demand and align the funding requirement with projected revenue. Any projected
funding shortfall would need to be addressed to avoid a deterioration of current service
levels. Additionally, to the extent future development requires the addition of personnel,
(both operational and administrative) the District must plan accordingly to ensure
facilities have sufficient capacity to support growth (offices, crew quarters, and apparatus
and equipment housing) in the most efficient manner possible. This includes strategically
locating facilities to efficiently and effectively support the mission and our response time
goal of arriving on scene within 5 minutes from time of dispatch for 90% of emergency
incidents within District jurisdiction.
Furthermore, the District also needs to maintain a constant state of readiness to achieve
its mission. To do so requires personnel who are able to perform the job duties necessary
to keep the District operating efficiently at a high level, including an administrative
structure to maintain the finance, human resource, training, maintenance and planning
functions of the agency. Over time, the District expects to lose senior and experienced
staff due to planned and unexpected retirements, employees unable to complete the
probationary process, and employees who decide to move on to other fire agencies or
alternate careers. So, in order to ensure personnel safety and operational readiness while
minimizing disruption in operations, it is imperative the District have a comprehensive
(succession) plan in place to address the eventual loss of staff across all levels of the
organization; and the fact that the District is currently operating with only the bare
minimum number of management and administrative staff makes development of a
succession plan that much more crucial.
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Plan Objectives:
Achieving staffing/succession solutions that promote the following:
o Safety of District personnel
o Safety of the community
o Financial sustainability (balancing positions with ongoing funding)
o Minimize loss of life and property due to fire
o Minimize loss of life and suffering due to sudden illness/injury
o Flexibility and Reliability
o Mutually agreeable between labor and staff
o Identifying career development and related training programs
o Planning for promotional and hiring processes
o Planning for growth and increasing service demands
o Adaptable to future needs
Performance Measures:
1. Maintain the staffing benchmark of one firefighter per 1,000 population for the
number of line (suppression) personnel needed to safely meet the emergency
response needs of the community as it grows.
2. Develop a career ladder for line personnel that promotes professional
development and supports succession planning.
3. Maintain at least one backup for each key line, management and administrative
position.
4. Maintain lists for promotional and hiring opportunities.

Battalion
(Training)
Chief

Fire Chief

Admin Assistant

Admin Assistant

(Executive/

(Clerk/Reception)

Finance)

Assistant
Chief

Admin Assistant
(HR)

(Backup Model)
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Need to Maintain Rapid Response
The District’s ability to achieve our stated mission is directly correlated to our ability to
arrive on scene of an emergency event as quickly as possible. The District currently has
a (response-time) performance goal of responding to calls within 5 minutes from time of
dispatch (if the call is within District jurisdiction) 90% of the time. In calendar year 2017
the District responded to 1,630 emergency incidents within its jurisdiction in less than 5
minutes 82% of the time. Of the 232 “delayed” responses, 128 of the incidents were
responded to within 6 minutes; another 54 incidents were responded to within 7 minutes;
leaving 50 incidents that required over 7 minutes to arrive on scene.
The response-time goal of arriving within 5 minutes of an emergency call is crucial to
both the District’s ability to prevent loss of life and minimize property damage in the
event of a fire, and the likelihood of experiencing a successful outcome in the event of a
medical emergency.
In the case of a structure (house) fire, the goal is to arrive on scene before the fire reaches
a state conducive to “flashover,” which can occur roughly six minutes after ignition
within a home. This is known as the “time temperature curve.” Simply stated, arriving at
all types of fires quickly will maximize the safety of the public and fire personnel, while
minimizing property damage and the need for additional resources to mitigate a larger,
growing fire.
In 2017, 68% of the emergency responses were for “rescue and/or emergency medical
services.” In the presence of major trauma or cardio-respiratory arrest, cell death begins
to occur within minutes if there is no intervention. Therefore, it is equally important to
respond to emergency medical calls as quickly as possible. The goal of a 5 minute
response to a medical call is based, in part, on the “Utstein” criteria. Utstein illustrates
that a cascade of time events has a lot to do with the survivability of cardiac care patients.
There is a parallel between the “flashover curve” and the “Utstein criteria.” Both indicate
that if a given set of circumstances occurs, we have a limited amount of time to intervene
and have a successful outcome. This requires having the appropriate level of line staff in
close proximity to the event, along with the appropriate administrative structure to
provide ongoing support of District operations.
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Historical Perspective
The department has continued to evolve from a primarily volunteer organization to a
primarily career (i.e., full-time) organization. Many factors have led to this evolution or
phasing out of volunteer firefighters, including, but are not limited to; difficulty with
retention, training demands, demographics (less volunteers working within the District
during business hours), and commitment to a demanding position with little
compensation (volunteers are paid a biannual “stipend” based on their individual
participation).
Also, as the community continues to grow, the ability to originate emergency response
directly from the station is vital to achieving response-time goals. A byproduct of growth
is increased traffic and increased call volume. The increased traffic makes it
progressively more difficult for volunteer personnel to get from home to the fire station,
which ultimately causes a delay in the on-scene arrival time. An increase in the overall
volume of calls for service increases the likelihood of simultaneous calls, which puts a
further strain on volunteer resources.
These circumstances are not unique to our District, but represent the typical evolution of
a rural, volunteer fire district to suburban, career fire district providing all-risk emergency
services to a growing community.
It should be noted as well that while the volunteer “safety” force is being phased out,
other “non-safety” volunteer disaster service workers (“DSW”) such as the American
Canyon Community Emergency Response Team (“ACCERT”) members, along with
District volunteer (or “reserve”) staff that perform non-fire suppression activities,
continue to evolve and play an increasingly important role in protecting the community.
Synopsis of Staffing Changes 2007-2018 (See Exhibit A for a historical timeline)
1. Eliminated engineer rank
• All career firefighters are being trained and qualified to drive and operate
apparatus.
• After the firefighter career development program is complete, apparatus
operator career development is completed for journeyman qualification.
2. Promoted three additional Captains (Total of 6 Captains)
• Facilitated “safer practice” by having a qualified career professional
available to supervise an additional crew consisting of career or volunteer
personnel or a combination thereof
• Allows greater flexibility to utilize available personnel efficiently and
effectively.
• Personnel holding the rank of Captain are supervisors and can be held
accountable for additional administrative responsibilities. Adding 3
Captain positions has been a significant benefit to the district.
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3. Increased minimum daily staffing from 3 to 4 career personnel on duty
• Less reliance on off duty career personnel responding to the station on a
per call basis
• Promotes safety of the community and emergency response personnel
• Provides a resource in the event of a second, simultaneous call
• Allows for a maximum of one person per day on vacation.
4. Increased assigned shift staffing to 6 career personnel.
• Needed to address increasing call volume related to growth.
• Promotes safety for fire personnel and public.
• Attrition of Reserve Firefighters occurred 2007-2018.
• In the near future minimum daily staffing will need to be increased to 5
personnel on-duty at all times
Staffing Today
The District is an “all risk” fire department providing a combination Fire/Rescue/EMS
emergency services with primarily career fire suppression personnel augmented by a few
volunteers. The District currently has authorized staffing of six (6) sworn, career
suppression personnel assigned to each of three shifts (A, B, and C shift) for a total of 18
budgeted, career suppression personnel working 56-hour shifts providing 24/7/365
coverage of the community. The Fire Chief and Assistant Chief bring the total number of
sworn, career personnel to 20. The Fire Chief and Assistant Fire Chief generally work a
40-hour week, Monday through Friday. Current staffing is reflected in Table 1 below.
The District does not have any non-safety positions at present. Administrative support is
provided through agreements with the City of American Canyon, including accounting
and payroll services. The agreement provides the District with a full-time Administrative
Assistant and an Office Assistant that is shared with the Police Department, for which the
District reimburses the City.
It is also important to note that the District augmented staffing through development of a
Joint Powers Agreement (“JPA”) with the City of Napa Fire Department. The JPA with
Napa, which was established in August 2010, provides significant enhancements to
staffing in two areas; Fire Prevention and Major Incident Response Management
(referred to as “overhead”). Through the JPA, the City of Napa and District fire
prevention bureaus were consolidated. This consolidation provides a very efficient and
cost effective staffing solution for the delivery of critical fire prevention services
including but not limited to; operational permit inspections, state mandated inspections,
plan checks, and fire safety related inspections during the construction phases of
development. The District pays the fully burdened hourly rate of City of Napa Inspectors
when needed and the District shares half of the full cost of one full-time inspector
(50/50). A portion of costs incurred for fire prevention services are offset by the District
Ordinance that enables “fire prevention fees”. Additionally (through the JPA) the onduty (24-7) Battalion Chief responds to major incidents (initially) after hours and on
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weekends to help mitigate any potential delays when the District Chiefs are off duty and
may not be readily available to respond for incident command. The City of Napa is then
reimbursed on a per call basis and/or if any overtime costs are incurred. As the District
grows and inspections and call volume increase, full time Battalion Chiefs will be needed
as well as potentially a full-time fire inspector.
Table 1 Staffing 2016-Present:
Assigned
Minimum
Captains
2
1
Firefighters 2
2
FF Paramedic
2
1
Total
6
4
Fire Chief
1 (40 hr)
Asst. Chief
1 (40 hr)
Fire
Inspector
1 (20 hr)
Admin
1
(Exec)

Total sworn staff: 18-shift 2-40 hr

Staffing at “2” over minimum
No backup
Shared (50/50) inspector with NFD through
JPA. Backup is the NFD Bureau.
No backup

Staffing: Looking Ahead
The following tables illustrate a phased increase in staffing that assumes steady growth of
the community through build-out (anticipated to occur in 2030 for this analysis), with a
potential build-out population of 30,000 permanent residents. A nationally recognized
standard for fire staffing is one (1) firefighter per 1,000 people population. Table 4
reflects a total of 33 firefighters (Firefighters/Captains/Battalion Chiefs) which meets that
standard. Other, primarily larger, jurisdictions use another nationally recognized
standard of four (4) firefighters on duty per 10,000 people population. All the staffing
models reflected in the tables below fall short of the four on duty per 10,000 population
standard, which is noted here to suggest that the recommendations being made are based
on modest and realistic expectations.
The tables provided in this document illustrate the intent of management to phase-in
added staffing in conjunction with population growth within our service area so that the
District is able to continually maintain levels of service and safety as stated in the goals at
the beginning of this document. These staffing models also reflect the amount of
Paramedic staff that would be needed for the provision of Advanced Life Support (ALS)
service. The dates for phasing in the staffing are approximate and reflect conservative
estimates of the staffing needed to continue the current, high level of service being
delivered to the community as it continues to grow. These models are intended to be a
guide in planning for the future staffing needs of the community; actual dates and the
phase-in of added staffing will need to be adjusted based on actual development activity
and the ability of the District to financially sustain the added cost on an ongoing basis.
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Exhibit B provides an estimated financial forecast given the staffing “phase-in” per the
“Table 2” (below) staffing recommendation model (addition of one non-sworn full-time
administrative position). This model reflects the existing revenue stream (without any
additional revenue from new development activity). Exhibit C provides an estimated
financial forecast for the staffing recommendations per “Table 3” (below) staffing
recommendation of adding a sworn Battalion Chief/Training with new revenue from
additional development activity (the Battalion Chief position is not financially sustainable
with the current revenue stream, but the non-sworn administrative position is).
Table 2, Staffing recommendation January 2019:
Assigned
Minimum
Total sworn staff: 18-shift 2-40 hr
Captains
2
1
Firefighters 2
2
FF Paramedic
2
2
Increase daily minimum to 5 (will create
Total
6
5
Fire Chief
Asst Chief
Fire
Inspector
Admin
(Exec)
Admin Asst.

1 (40 hr)
1 (40 hr)
1 (20 hr)
1
1

additional overtime when it is necessary for
more than 1 FF to be off duty)
No backup
Shared (50/50) inspector with NFD through
JPA. Backup is the NFD Bureau

Create new Admin position. Provides admin
backup.

*Table 2. This table illustrates additional administrative support (and backup) by adding
an additional Administrative Assistant. It is recommended that we develop this
administrative classification and recruit to fill it as soon as possible in FY2018/19. This
table also illustrates raising minimum daily staffing to five (5) personnel. Both of these
steps are critical in the present but proposed as soon as we have confidence that the
added positions are financially sustainable.
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Table 3, Staffing recommendation 2020+ (or when financially sustainable):
Captains
Firefighters
FF Paramedic

Total
Fire Chief
Asst Chief
Battalion
Chief
Fire
Inspector
Admin
(Exec)
Admin Asst.

Assigned
2
2
2
6
1 (40 hr)
1 (40 hr)

Minimum
1
1
2
5

Total career staff: 18 shift 3-40 hr

Create new Battalion Chief Position.
Provides backup to Assistant Chief & career
development position (“Training Chief”)
Shared (50/50) inspector with NFD through
JPA. Backup is the NFD Bureau

1 (40 hr)
1 (20 hr)
1
1

*Table 3. This table illustrates additional administrative and operational support (and
backup) by adding a proposed Battalion Chief position. The role of the Battalion Chief
would be to support training and operations, initially on a 40-hour work week. In
addition to adding capacity to training and operations oversight, the Battalion Chief
position is also important for succession planning by providing backup to the Assistant
Chief position and by providing an intermediary step so that the transition from Captain
to Assistant Chief / Fire Chief is a more gradual career ladder for current District
personnel.
Table 4, Staffing recommendation (or when necessary and financially sustainable)

Line Total

Assigned
3
4
3
10

Fire Chief
Asst Chief
Batt Chief
Fire Inspector

1 (40 hrs)
1 (40 hrs)
3
1 (20 hrs)

Admin
(Finance)

1

Captains
Firefighters
FF Paramedic

Admin (HR) 1
Admin
(Receptionist) 1

Minimum
3
3
3
9

Total sworn staff: 33 shift 2-40 hr

Increase assigned to 10 with minimum of 9
for 3 fully staffed 3-person minimum ALS
engine companies on duty per day

Maintain 1 BC Supervisor per shift
Shared (50/50) inspector with NFD through
JPA. Backup is the NFD Bureau
After current “Executive Assistant” retires,
position eliminated and “Finance Manager”
position created.
When second station comes online a
receptionist will be needed to provide service
to walk in customers (developers etc).
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*Table 4. This table reflects the District staffing model needed to maintain the current
service levels if Watson Ranch, the Broadway Specific Plan and Napa Logistics projects
all build out (“buildout scenario”). A second fire station will also be needed to house the
additional staffing, including fire administration. (This is in conjunction with the need for
the Police Department to add additional staffing at the current shared Public Safety
Facility). This model includes a total of thirty-three (33) line staff in operations, two (2)
40-hour, administrative Chief positions, three (3) administrative support positions. The
buildout scenario reflects three (3) Battalion Chief positions that would serve as the line
supervisor for each shift (eventually the “40 hour” Battalion Chief position would
transition to a “shift” operations commander), bringing the 24/7/365 firefighter staffing
to ten (10) assigned per shift (9 on-duty). Table 4 includes a “half” Fire Inspector
position (shared 50/50 with the City of Napa FD through the Joint Powers Agreement
between the District and the City of Napa). Service demands may further necessitate a
“full-time” (40 hour) fire inspector; but this added cost could be partially offset by
developer processing fees and ongoing user fees. An important note is that the
expectation is that the proposed staffing of Table 4 reflects an actual “buildout”
scenario, transitioning gradually (step by step) as development occurs and added staffing
from Table 3 to Table 4 becomes financially sustainable.
As stated earlier, one of the goals of this plan is to be proactive in terms of anticipating
the increased service demand placed on the District as a result of continued development,
and to avoid any disruption or deterioration in the level of emergency services currently
being delivered. The District’s ability to accomplish this goal is dependent upon having
sufficient funding to hire the required additional firefighters and to provide the necessary
facilities and equipment. The last section of this plan discusses potential sources of the
additional operating and capital funding needed to maintain service levels.
Succession / Staff Turnover
As noted previously, in addition to planning for additional staffing needs, the District also
needs to plan for the replacement of personnel because of retirements and/or other causes
of attrition. Certain key positions, such as the Fire Chief, Assistant Chief, and
administrative staff are particularly important to plan for because of the challenges that
stem from the loss of senior staff and the acquired level of knowledge and expertise
needed to perform the critical management and support functions necessary of those
positions. It is for this reason that proposals in Table 2 and Table 3 (specifically an
additional non-safety administrative support person and an additional safety Battalion
Chief) are critical steps that need to happen as soon as financially sustainable to reduce
the Districts vulnerability when or if one of the current key positions is vacated for an
extended time or for the time it takes to recruit and train a qualified replacement. Having
no backup for the position of Assistant Chief or the Executive Administrative Assistant
leaves a significant void, even today, each time one or both are on planned (vacations) or
unplanned (illness, injury, family illness, etc) leaves of absence.
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Fire Chief
The current Fire Chief has 32 years of fire service experience (13 years with the District,
11+ in the position) and is currently eligible for retirement (but has no immediate plans to
do so). The District will need to start the planning process for replacement of the Fire
Chief with an expectation that he may retire in approximately three (3) to five (5) years.
Assistant Fire Chief
The current Assistant Fire Chief has 28 years of fire service experience (19 years with the
District, 5 in the position) and is also currently eligible for retirement (but does not have
any immediate plans to do so). The District needs to start the planning process for
replacing the Assistant Chief with an expectation that he may retire in the next one (1) to
three (3) years. It is therefore imperative that as soon as financially viable, the District
budget for a 40 hour Battalion Chief position. While it’s likely there are internal
candidates that would qualify for and have the interest in promoting to a Battalion Chief
position, it is unlikely there would be internal candidates qualified to fill the Assistant
Fire Chief position. The District would have a greater chance for successfully qualifying
existing staff for future Assistant Fire Chief, and Fire Chief vacancies if there was an
intermediate management step (such as Battalion Chief) on the Districts career ladder.
Promoting a current Fire Captain to a Battalion Chief position before the current
Assistant Chief retires would help bridge the management gap while recruiting externally
for an Assistant Fire Chief. Otherwise, a gap in this key management position places a
significant strain on the Fire Chief and the entire organization. Ideally, the next Assistant
Fire Chief would have the qualifications (along with mentoring from the current Fire
Chief) to ultimately transition into the Fire Chief position. This would greatly enhance
the continuity of leadership of the organization.
Fire Executive Assistant / Office Administrator
The current Fire Executive Assistant / Office Administrator has been with the District for
approximately ten (10) years with no plans to retire any time soon. This position
(particularly without backup) is essential for the efficient and effective management of
daily business operations. The position is currently indispensable with duties that include,
but not necessarily limited to, record keeping, human resources support, payroll
processing, budgeting/finance support, support of district clerk functions,
communications, event planning and administrative support of the Fire Chief and
Assistant Fire Chief. As noted earlier, the recommendation is to create and fill an
additional district administrative position that will provide two critical benefits; 1)
division of labor: one position could focus on accounting and budget while the other
could focus on purchasing, HR, etc., This would afford the opportunity for administrative
staff to become more proficient in these respective areas and relieve City staff of certain
District-related administrative functions; and 2) provide backup for critical tasks through
cross training. This will alleviate the threat of being in “crisis management” mode in the
event the position is left unexpectedly vacant due to a planned or unplanned extended
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absence. Simply stated, adding an additional administrative specialist would mitigate a
significant vulnerability in the current District management structure.
Line (Operations) Staff
In addition to planning ahead for the anticipated increase in population and call volume
related to new development, it is incumbent on the District to plan for the ongoing
turnover of suppression personnel due to expected retirements and unexpected events,
such as industrial disability retirements, leaving for another career or another agency,
etc. At present, the District has two (2) firefighter vacancies and is anticipating the
retirement of a fire captain at the end of 2018. We recently completed a “Fire Captain
Promotional” process and have an active promotional list that will be in effect through
August 2020. The district has commenced a recruitment process for entry level firefighter
(fall 2018) with the expectation of filling two (2) (soon to be three) firefighter positions.
The District currently has the goal in place to maintain a current Fire Captain eligibility
list (which requires holding a promotional process at least every two (2) years) and
maintaining a current entry level firefighter eligibility list. Due to the unusual number of
firefighter vacancies during our last recruitment (four), our previous firefighter eligibility
list was exhausted and is in need of renewal. Since it is unrealistic to anticipate exactly
when we will have retirements or unanticipated vacancies for other reasons, our best
strategy is to try and maintain current eligibility lists for both fire captain and firefighter.
We have developed a list of potential retirements based on age and years of service (see
Exhibit D).
Facilities
The District currently operates out of one facility; a shared police/fire facility at 911
Donaldson Way East, referred to as the “Public Safety” facility. The District also owns a
second fire station located at 225 James Road. When the Public Safety facility was
completed in 2007, fire administration and operations were moved from 225 James Road
to the new facility along with the American Canyon Police Department. The former fire
crew quarters at the 225 James Road facility was subsequently leased to the local
ambulance franchise holder. (Originally Piner; Napa Ambulance, which transitioned to
American Medical Response West, who is still leasing the premises for the ambulance
and crew assigned to south Napa County). It is important to note that the 225 James Road
facility remains a vital resource to the city and the district. The city utilizes the facility for
its fleet and building maintenance divisions and the district uses the location for its
training grounds. The entire facility, located on a 1.02 acre lot consists of a fire station
(apparatus bay, crew quarters, two administrative offices, a training classroom), vehicle
and apparatus maintenance shop, building maintenance shop/accessory (storage)
building, storage “barn” and FD training tower. Fire department staff regularly use the
training grounds and classroom for internal and external (hosted classes) training. The
American Canyon “CERT” program also uses the facility as a home base (office space,
training/meeting room, and supply storage).
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The Public Safety facility at 911 Donaldson Way East is owned 50/50 by the city and the
district. This facility consists of a main building (approximately 14,000sq ft) and two (2)
accessory/storage buildings (one utilized by the PD and one utilized by the FD). The
crew quarters and administrative offices are separated by a fire apparatus bay. The crew
quarters has the capacity for 6 personnel (two fire “companies”). With current staffing,
the crew quarters is at maximum capacity if all six personnel assigned to a shift are on
duty (current minimum daily staffing is four personnel). Normal work schedules for shift
personnel (three shifts) are forty-eight (48) hours “on”, ninety-six (96) hours “off.”
There are three administrative offices available at the Public Safety facility for the district
and all three offices are currently occupied (Fire Chief, Assistant Fire Chief and Fire
Executive Assistant). The PD utilizes the remainder of the “administrative side” as their
one and only police station in American Canyon. All of the PD administrative offices are
currently occupied as well and there is little to no capacity remaining to add additional
law enforcement staff as the city grows and additional law enforcement personnel are
needed.
In addition to fire and police operations, the cities designated (primary) Emergency
Operations Center (“EOC”) is also located at the Public Safety Facility. The current EOC
is considered insufficient in that 1) it is located in a police department secure area (access
and egress for the public, including non-safety city staff is difficult, especially during
non-business hours) and 2) the size of the space is inadequate for a full EOC activation.
There is an EOC “remodel” plan that has been developed to enhance the functionality of
the space, but the remodel plan has not been executed due to the PD’s need for additional
space, which would necessitate the primary EOC being moved to an alternate location
with improved accessibility for non- law enforcement personnel.
Because the Public Safety facility is currently at capacity, a second fire station is
recommended to accommodate the additional space needed for current and future fire
administrative staff as called for in this plan, along with the space requirements for a fire
“company” (three to five shift personnel, including a 24 hour operations Battalion Chief).
If the District were to reach the full “buildout” contemplated in Table 4 (three 24-hour
fire companies), the current “crew quarters” side of the Public Safety facility has the
capacity for two of the companies, while the second station would provide adequate
space for the third fire company, the shift Battalion Chiefs, and fire administration
(including fire prevention staff). Additionally, a new primary EOC, designed with
adequate space and accessible to non-safety staff could be included as well; which could
also double as a public meeting space. Moving fire administration and the primary EOC
out of the current location at the shared Public Safety facility would free up office,
meeting, and parking space for future expansion of the police department. While fire
agencies typically require strategic (dispersed) deployment of emergency resources,
police departments typically prefer to base law enforcement resources in one “main”
location. See Exhibit E for a synopsis of a new fire facility as described. The current
Police Chief has conveyed his concurrence with the findings and recommendations
contained in this plan.
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Future Fire Station/Fire Administration Location
One option is to re-use the 225 James Road facility for fire administration and staffing an
additional fire company. The drawbacks to this option are; 1) there is an inadequate
amount of administrative office space for current fire administration, let alone
accommodating the recommendations for future growth; 2) the openings for the
apparatus bays are not designed to accommodate larger sized modern fire apparatus; and
3) the strategic location of the facility would not enhance District response performance
(the facilities are located closer together than would be ideal). In order to make re-use of
the station viable, a major re-model (and possibly re-build) of the entire facility would be
required. Given the cost of a major remodel or rebuild of the facility that would be
required, re-locating the facility to a more strategic location would be a preferable option.
There are not many viable location options remaining for a second fire station/fire
administrative office. Important considerations in locating a second station include; 1)
further separation of the two fire stations to allow for better strategic deployment of
emergency fire resources facilitating improved response times; 2) since the current fire
station location is on the southern end of the district, a location further to the north would
be ideal (further north, but not too far north; the recommended location is south of the
current Hwy 29 overpass); 3) a location on the Hwy 29 corridor so that Hwy 29 could
still be utilized as a primary response route, accessible for travel in the northbound or
southbound directions; and 4) on the west side of Hwy 29 and the rail line (since the
current station is on the eastern side of Hwy 29 and the rail line). If rail traffic increases
in the future, responding fire (and police) units could potentially be delayed until a train
passes through. Examples of current existing vacant properties that may be ideal for a
station; 1) the city owned property adjacent to city hall (4391 Broadway); 2) the vacant
property across the street from 4391 (350/360 Napa Junction Road); 3) the vacant
property on the corner behind city hall (305 Napa Junction Rd); and 4) Napa Junction
Elementary (300 Napa Junction Road), when/if available in the future. Note: The Napa
Junction School site may not be viable due to the USGS mapped earthquake fault lines.
If the policy decision of the Council/Board is to adopt the plan of building a new fire
station/fire administration building at a location other than the District owned property at
225 James Road, it is imperative that a location be secured before all of the best location
options have been earmarked for private/commercial development.
Apparatus and Equipment
If the city does reach “buildout,” and when a third fire company becomes financially
viable, one additional Type 1 fire apparatus (fire engine), and commensurate emergency
equipment (such as self-contained-breathing-apparatus, fire hose, emergency medical
services equipment, etc.) will need to be added to the Districts Capital Improvement Plan
(“CIP”).
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Funding Analysis
Over 80% of District operating revenue is derived from property taxes. The District’s
dependence upon property tax revenue to fund daily operations is underscored in the
2018-19 operating budget which projects property tax revenue at $4.3 million and
personnel costs at $4.4 million. Operating funds are also provided to a lesser extent by
the annual fire assessment fee levied on properties within the District, which is projected
to generate $643,000 in 2018-19.
Capital funds are provided by a one-time fire mitigation fee imposed on new
development, supplemented with grant funding, when and if, available. Therefore, the
ability to implement this succession plan, and to add staff as outlined above, is dependent
upon the availability of additional property tax revenue. Available funding will also
dictate the timing of a second fire station, whether it’s remodeling or rebuilding the
James Road station or constructing a new station at a more suitable location; with the
second station expected to house a larger aerial ladder truck needed to serve commercial
development the Napa Logistics Park project and Broadway District Specific Plan.
At present, the assumption is the additional ongoing property tax and fire assessment fee
revenue generated from new development should be sufficient to support the increased
staffing needed to maintain service levels. Fire mitigation fees, will help fund the capital
costs associated with constructing and equipping a second fire station. (Note that the
need for a new fire station will likely precede available funding from ongoing revenues
and mitigations fees, requiring the District to undertake some form of long-term debt
financing.)
Attached is a financial analysis that incorporates the additional staffing related to buildout
scenario (Table 4) discussed above, which would be sufficient to staff three engine
companies on a daily basis and provide for a Battalion Chief to serve as the on-duty
supervisor for each shift (Exhibit F). It further incorporates projected property tax and
fire assessment fee revenue from the Watson Ranch and Broadway District development
projects, based on the current Specific Plans. The financial analysis indicates there
should be sufficient additional ongoing revenue to support the additional staffing and
capital requirements needed to serve the new development, without negatively impacting
existing residents and businesses; however, depending on the actual pace of development
occurring, the plan may need to be modified as to when the added staffing and opening of
a new station may actually occur.
Exhibits B and C demonstrate the ability of the District to add the limited staffing shown
under Table 2 and Table 3 above, assuming a projected amount of new, ongoing
operating revenue from new development. The models indicate the District has the
capacity given current operating revenues to add the additional administrative staff
shown in Table 2, but would have to wait for an adequate amount of new revenue before
adding the training Battalion Chief position contemplated in Table 3.
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EXHIBIT A
4 minimum
5 assigned

Plan recommends 5 minimum
(“5-6 staffing”)

ALS (paramedic)
Program

2 captains per
shift

Commenced

0 engineers

A/C filled internal promotion

Recession
A/C Vacant

Plan recommends
One FF

Plan recommends
one 40 hr B/C

Position added
(“floater”)

if sustainable

9 FF minimum
10 Assigned
(if sustainable)

ISO 2/2y

2005/06

3 minimum
5 assigned
(3-5)
1 captain
per shift
1 engineer

2007

2010

2015

2018

JPA with Napa
Estalished

2025

2030

Plan recommends 1
additional admin asst.

Prevention Assistance
24-7 Battalion
Coverage

2020

Plan recommends adding 3 FFs

2 Additional

6 minimum, 7 assigned (“6-7 staffing”)
(if sustainable)

B/C’s
(if sustainable)

Two FF positions
added
4 minimum, 6 assigned
(i.e. “4-6 staffing”)
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Exhibit B

(Table 2)
General Operating Fund - Financial Forecast
(Existing Revenue Stream)
$8,000,000
$7,000,000
$6,000,000
$5,000,000
$4,000,000
$3,000,000
$2,000,000
$1,000,000
$-

CONTINGENCY RESERVE
(1) Operating

OPERATING RESERVE

BALANCE

REVENUES

EXPENSES

Reserve = 50% of General Fund Revenues
Reserve = 20% of General Fund Expenditures

(2) Contingency
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Exhibit C

(Table 3)

General Operating Fund - Financial Forecast
( *With New Revenue)

$9,000,000
$8,000,000
$7,000,000
$6,000,000
$5,000,000
$4,000,000
$3,000,000
$2,000,000
$1,000,000
$-

CONTINGENCY RESERVE
(1) Operating

OPERATING RESERVE

BALANCE

REVENUES

EXPENSES

Reserve = 50% of General Fund Revenues
Reserve = 20% of General Fund Expenditures

(2) Contingency

* Assumes property tax and fire service fee revenue from Watson Ranch Phase1-3 beginning 2020/21
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Exhibit D
Estimated Retirement Date Schedule
Position

Hire Date

Estimated
Years of
Service with
ACFPD at Ret

Estimated Retirement Date

17
21

2022
2020

1
2

Fire Chief
Assistant Fire Chief

12/8/05
7/6/1999

3

Fire Executive Assistant

9/24/07

21

2028

4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21

Fire Captain*
Fire Captain/Paramedic
Fire Captain/Paramedic
Fire Captain/Paramedic
Fire Captain
Fire Captain
Firefighter
Firefighter/Paramedic
Firefighter/Paramedic
Firefighter
Firefighter/Paramedic
Firefighter/Paramedic
Firefighter/Paramedic
Firefighter
Firefighter
Firefighter/Paramedic
Firefighter
Firefighter

9/17/1990
12/18/2006
3/17/2008
12/18/2006
3/24/2004
3/5/2001
3/28/2017
1/26/2009
5/23/2016
10/6/2004
11/17/2014
11/11/2013
7/13/2009
5/23/2016
11/11/2013
11/6/2017
Vacant
Vacant

29
25
25
25
25
25
15
20
20
25
30
25
20
30
25
30
30
20

12/2018
2031
2033
2031
2029
2026
2032
2029
2036
2029
2044
2038
2029
2046
2038
2047
2049
2049

*Known retirement date Fire Captain. All the remaining retirement dates are just estimates.
Note: 9 (nine) line personnel must be Paramedic qualified.
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American Canyon Fire Station/Amin EOC
One Company Crew: One Captain and Three Fire Firghters

EXHIBIT E

Fire Administration

Public Lobby
Reception / Clerical Work Area
Fire Chief Office
Assist. Chief Office
Fire Prevention Office
Administrative Assistant
BC Office/Training
CERT Office
Captain's Office
Firefighter Work Area
Work Room
Library Alcove
Break Room
File Room
Staff Restroom
TOTAL PRIVATE OFFICES
PRIVATE OFFICE SF SUBTOTAL
SF TOTAL WITH CIRCULATION (20%)

Standard Spaces
Total
Size
Code
SF Qty. SF
14' x 14'
LBBY
196
1
196
10' x 12'
RCPT
120
1
120
12' x 14'
PO-3
168
1
168
1
168
12' x 14'
PO-3
168
14' x 14'
1
196
PO-5
196
10' x 12'
2
240
PO-1
120
12' x 12'
PO-4
144
1
144
PO-2
120
1
120
12' x 10'
PO-2
144
1
144
12' x 12'
12' x 16' WRK-FF 192
1
192
10' x 12'
WRK-1 120
1
120
8' x 10'
LIB-A
80
1
80
14' x 14'
BRK-1
196
1
196
8' x 6'
FR
48
1
48
8' x 11'
RR-1
88
1
88
16
2220
2664

Notes
Work space for 2 people

Work space for 2 people
Work space for 1 people
If space allows
No closet needed
Work space for 4 people
If space allows
If space allows
If space allows
with shower

Training and Conference/EOC
Standard Spaces
Total
Size
Code
SF Qty. SF
Notes
Community Room/EOC
36' x 40'
TRN
1440 1
1440 Seating for 50 people
EOC Dispatch
12' x 12'
EOC-D 144
1
144 If space allows
EOC Supply Storage
10' x 12'
STOR
120
1
120
Table and Chair Storage
10' x 12'
STOR
120
1
120
Cert Training Materials Storage
10' x 8'
STOR
80
1
80
Conference Room - Small
12' x 17' CONF-S 204
1
204 Seating for 8 people
10' x 20'
RR-3
200
1
200
Men's Public Restroom
10' x 20'
RR-3
200
1
200
Women's Public Restroom
TOTAL PRIVATE OFFICES
8
PRIVATE OFFICE SF SUBTOTAL
2508
SF TOTAL WITH CIRCULATION (20%)
3010
NOTE : Accessed from exterior separate from Fire Station
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American Canyon Fire Station/Amin EOC
One Company Crew: One Captain and Three Fire Firghters
Apparatus and Support Spaces - One Company: Two Days On with Four Days Off
Standard Spaces
Total
Size
Code
SF Qty. SF
62' x 40'
APP-B 2480 1
2480
Apparatus Bays
Hose Storage
3' x 8'
HOSE
24
1
24
Shop Alcove
12' x 12'
SHOP
144
1
144
4' x 6'
MED
24
1
24
Medical Supply Storage
Clean-up Alcove
12' x 12' DECON 144
1
144
Turnout Room
18' x 10'
TURN
180
1
180
Unisex Restroom
7.5' x 8'
RR-2
60
1
60
Janitor
6' x 8'
JAN
48
1
48
Storage Room
8' x 10'
STR-S
80
1
80
TOTAL SUPPORT SPACES
9
SUPPORT SPACES SF SUBTOTAL
3184
SF TOTAL WITH CIRCULATION (10%)
3502

Notes
Two drive through bays
App bay
If size allows

Storage for 15 personnel

Firefighter Living Quarters

BC Bunk Room
Captain Bunk Room
Firefighter Bunk Room
Firefighter Restroom
Kitchen
Pantry
Dining (seating for six)
Dayroom
Laundry
Janitor
TOTAL SUPPORT SPACES
SUPPORT SPACES SF SUBTOTAL
SF TOTAL WITH CIRCULATION (20%)

Standard Spaces
Total
Size
Code
SF Qty. SF
Notes
12' x 14'
BUNK
168
1
168 If space allows
12' x 10'
BUNK
120
1
120
12' x 10'
BUNK
120
3
360
8' x 12'
FF-RR
96
3
288
14' x 16' KIT-DIN 224
1
224
10' x 10' KIT-DIN 100
1
100
10' x 16' KIT-DIN 160
1
160
16' x 12'
DAY
192
1
192
10' x 10'
LNDRY 100
1
100
6' x 8'
JAN
48
1
48
14
1760
2112
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American Canyon Fire Station/Amin EOC
One Company Crew: One Captain and Three Fire Firghters
Support Spaces - If Single-Story

Mechanical
Electrical
Communication Equipment Room
General Storage
Janitor
Exercise Room
TOTAL SUPPORT SPACES
SUPPORT SPACES SF SUBTOTAL
SF TOTAL WITH CIRCULATION (10%)

Standard Spaces
Total
Size
Code
SF Qty. SF
8' x 10'
80
1
80
8' x 10'
80
1
80
10' x 10' COMM-E 100
1
100
6' x 8'
STR-S
48
1
48
6' x 8'
JAN
48
1
48
14' x 22' EXER-1 308
1
308
6
664
730

Single-Story
FIRE DEPARTMENT SF GRAND TOTAL
NOTE:
* One- or two-story okay
* Architectural character could match City Hall

Notes

First floor admin area

12018

Support Spaces - If Second Story

Fire Pole
Elevator
Elevator Equipment Room
Stairs
TOTAL SUPPORT SPACES
SUPPORT SPACES SF SUBTOTAL
SF TOTAL WITH CIRCULATION (10%)
FIRE DEPARTMENT SF GRAND TOTAL

Standard Spaces
Total
Size
Code
SF Qty. SF
6' x 8'
48
2
96
8' x 10'
80
1
80
8' x 10'
80
1
80
20' x 10'
200
2
400
6
656
722
If Second Story

Notes

12740

Parking Counts
Standard Spaces
Size
Code
SF
EOC
Fire Administration
Fire Fighter Parking - Secured
TOTAL PARKING TO BE PROVIDED

Total
Qty. SF
41
5
10
56

Notes
1 Space per 35 SF
5 F.F. per Shift
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EXHIBIT F
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