
 
 

 
 

 

 

 
 

 
 

 
 

 

 

 

 

 

 
 

 
 

  

     
    

  
  

 

 
  

  
 

 

 

 

National Emergency Training Center 
16825 S. Seton Avenue 
Emmitsburg, MD 21727-8998 

R0151 

Dear National Fire Academy Student: 

Congratulations on your acceptance into the U.S. Fire Administration’s National Fire Academy’s (NFA) 
Advanced Leadership Issues in Emergency Medical Services course. This course offers you the chance to 
explore many of the latest issues facing the current leaders of pre-hospital emergency care.  You will be 
provided with the research and theory on emergency medical services (EMS) leadership, with ample 
opportunity to practice and observe effective EMS leadership and management skills. 

This course utilizes a performance-based model that promises a challenging and demanding approach to 
learning. In order to enhance your learning experience, some preparation is necessary.  Prior to the first day 
of class, please read the four enclosed articles on leadership.  Familiarity with the contents of these articles 
will enable you to more effectively participate in the first day’s discussion on EMS leadership. 

Please bring a copy of your organization’s mission statement.  You will be given a copy of the National 
Highway Traffic Safety Administration “A Leadership Guide to Quality Improvement for Emergency 
Medical Services Systems” during class.  You can download this guide from the Internet 
(http://www.nhtsa.dot.gov/people/injury/ems/leaderguide/) if you would like to review it before class.  Feel 
free to bring any written materials, i.e., procedures, protocols, etc., to share with other students.  We ask that 
these items be in an electronic format on a CD, and in Microsoft Word format.  There will not be an 
opportunity to photocopy these items due to the limitations on NFA’s reproduction resources. 

End-of-class graduation ceremonies are an important part of the course and you are expected to attend.  Please 
do not make any travel arrangements to leave campus until after you and your classmates graduate. 

Increasing numbers of students are bringing laptop computers to campus.  You alone are responsible for the 
security and maintenance of your equipment.  The Academy cannot provide you with computer software, 
hardware, or technical support to include CDs, printers, scanners, etc.  There are a limited number of 120 Volt AC 
outlets in the classrooms.  A Student Computer Lab is located in Building D and is available for all students to 
use.  It is open daily with technical support provided in the evenings.  This lab uses Windows XP and Office 2007 
as the software standard. 

Should you need additional information related to course content or requirements, please feel free to 
contact Mr. Michael Stern, Emergency Medical Services Curriculum Training Specialist, at (301) 447-
1253 or email at michael.stern@dhs.gov 

Sincerely, 

Dr. Denis Onieal, Superintendent 
National Fire Academy 
U.S. Fire Administration 

Enclosures 

mailto:michael.stern@dhs.gov
http://www.nhtsa.dot.gov/people/injury/ems/leaderguide


 

 

 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 
 

 

 

 
 

MODULE 1: 
LEADERSHIP 

Objectives: 

Given a written evaluation, In-Basket, or group activity, the students will be able to: 

1. 	 Identify the 10 modern leadership functions and provide examples of behavioral 
changes that leaders must make to carry out those functions. 

2. 	 Identify and describe the behaviors characteristic of effective leaders.  
3. 	Develop an organization vision statement and a personal mission statement. 
4. 	 Describe the strategies useful to gain commitment from employees to the leader's 

vision. 
5. 	 Apply teamwork principles to develop a consensus vision statement for the class. 
6. 	 Compare and contrast the consensus vision statement of the class with the 

Emergency Medical Services (EMS) Agenda for the Future. 
7. 	 Explain the value of having an organizational vision and mission statement. 
8. 	 Apply teamwork principles to develop consensus agreement. 
9. 	 Create a plan to deal with a specific issue or specified change, using a model and a 

tool presented in the class. 



 

  

 

 
  

 

 
 

 
 

 
 

 
 

 
 

  
 
 

 
  

 
 

 
 

 

 
 

LEADERSHIP FUNCTIONS 

Specific functions that are becoming more common in the roles of modern organizational 
leaders include 

	 Visioning: Developing a statement that commits the organization and its services 
and products to total customer satisfaction and the highest possible standards of 
quality, productivity, and continuous improvement. 

	 Leading through commitment: Moving away from directing and controlling to 
building work environments that encourage people to try to do their very best 
always. 

	 Satisfying the customer: Maintaining continuous contact with internal and 
external customers and responding to their needs to build total satisfaction. 

  Coaching: Controlling less and helping more. Working personally with 
individuals and teams in resolving performance-related problems, teaching new 
knowledge or skills, supporting performance, and adjusting performance. 

	 Developing human resources: Demonstrating the commitment, the knowledge, 
and the skills to develop the potential and careers of coworkers. 

	 Leading teams: Helping teams form, organize, and develop their full potential. 
Facilitating team meetings and helping teams create their own identities. 

	 Managing work processes: Understanding the end-to-end operations of work 
processes for which one is responsible. Demonstrating the knowledge and skills 
required to measure and improve these processes.  

	 Managing change: Anticipating and understanding the sources and processes of 
change; helping one's organization use change as an opportunity to improve 
performance. 

	 Managing projects: Demonstrating the competencies required to plan and 
manage special projects to meet specific administrative, production, and 
improvement needs of the organization. 

	 Measuring performance: Understanding the key elements in developing a 
performance measurement plan, identifying the opportunities for measuring 
organizational performance, and applying this understanding to one's 
organization. 



 

 
 

 
 
 

 

 

 

 

 

 
 

 

THE IMPORTANCE OF LEADING WITH VISION 

Leaders who lead without a vision of what their organizations are to become doom their 
organizations to function according to mere tradition.  Without a vision of the 
organization's future, leaders are reduced to keeping things the way they always have 
been; they are guided by the saying, "If it ain't broke, don't fix it."  As a result, these 
organizations, and the personnel who work for them, cannot prosper and grow. 

True leaders do things differently. They live by the saying, "If it ain't broke, you're not 
looking in the right place." Realizing that there is always room for improvement, they 
believe that no one has ever done anything so well that it cannot be done better.  For true 
leaders, a vision is not a dream; it is a reality that does not yet exist.  The vision is 
tangible to these leaders; their confidence in, and dedication to, the vision is so strong 
they can devote long hours over many years to bring it into being.  In this way, a vision 
acts as an internal force, compelling a leader to action.  It gives a leader purpose, and the 
power of the vision and the leader's devotion to it work to inspire others. 

VISION--A DEFINITION 

What is vision?  Vision is difficult to define because it functions at many levels.  A 
simplistic definition of vision is the overarching direction for the future of an 
organization or program.  Leaders with vision are able to take the present as it is and 
formulate a future that grows out of it and improves upon it.  A vision is a target toward 
which a leader aims his/her resources and energy.  The constant presence of the vision 
keeps a leader on track despite obstacles such as practical difficulties, fear of failure, 
negative attitudes of superiors, peers, or employees, or problems in the industry.  Most 
important, when shared by employees, a vision can keep an entire organization moving 
forward in the face of adverse circumstances.  Moving toward the same goal, employees 
work together rather than as disconnected individuals who just happen to work for the 
same company. 

When employees understand a leader's vision, they understand what the organization is 
trying to accomplish and what it stands for.  The vision serves as a unifying force, giving 
direction to each employee's actions because his/her individual efforts can be checked 
against it.  Each employee can see what the future holds as a rational extension of the 
present. 

In essence, the role of the leader is to give employees a sense of purpose and direction--a 
meaningful reason behind the work they do.  Through their visions of the future, true 
leaders can lift employees out of the monotony of the daily work world and put them into 
a new world full of opportunity and challenge. This is why leaders are so critical to the 
success of an organization.  They have the ability to see through all the confusion in the 
workplace and focus on what matters.  A vision helps leaders and employees keep the 
frustrations of the workplace in perspective, enabling them to live with uncertainty in the 
short term because they can visualize success in the long term. 



 

 

 

 

 

 
 

 
 

 

 

 

 

COMMUNICATING THE VISION 

Leaders must communicate their vision to others for it to become a shared vision.  To 
accomplish this, leaders must first act in a manner consistent with the vision in 
everything they do. They must set a personal example; they must not send mixed signals 
by saying one thing and doing another. 

Next, leaders must stress the importance of the vision so that people will take an interest 
in it. If employees believe the vision is important and worthwhile, many of them will 
want to be involved with it, even if they do not understand the details.  Delivering a 
single, clear, and credible message is important in helping people to understand and buy 
into organizational goals and objectives. To communicate clearly and reinforce the 
vision, it is necessary to send frequent and simple messages that focus on the core values 
and beliefs that support the vision. 

Symbols and rituals are effective ways to simplify rich and complex messages.  Through 
symbolization, large amounts of complex information such as formal and informal 
organizational rules and values, situational information, emotional content, and other 
apparently unrelated data can be integrated succinctly and represented.  For example, 
executives do not have to express their gratitude toward a retiring partner explicitly if 
they organize a reception, invite his or her friends, and offer a gift.  The whole package 
symbolizes their recognition of the partner's contribution.  Through the use of symbols 
and rituals, leaders can express their vision for the organization in a manner which is 
easily understood and remembered. 

GAINING COMMITMENT 

After a vision has been explained simply and directly, people must decide whether they 
want to be a part of it.  If they don't, they cannot be forced to support the vision over a 
long period of time without considerable cost to the organization.  The day has nearly 
passed when autocratic leaders can succeed over the long term; the cost of using this 
approach is too high in terms of the inferior output resulting from poor quality effort, lost 
employee loyalty and support, and money.  Moreover, forcing people to do things they do 
not want to do requires a great deal of energy over the long term--more energy than most 
people can afford to expend. 

Most people are not motivated by being pushed.  They are motivated by the desire to 
satisfy their own basic human needs:  achievement, belonging, recognition, self-esteem, 
control over their lives, and the sense of having lived up to their ideals.  Leaders must 
connect with these human needs and let people become excited about a vision.  To be 
successful, leaders must respond to the ideas that rise out of the organization.  Leaders 
must involve people in deciding how to achieve the vision, allow them to improve it, and 
recognize and reward them for their contributions. 



 

 

 

 

 
 

 
 

 
 

 

 
 

 
 

 
 

 
 

   

 
 
 

Although a vision may be the work of one person, the more people who feel that they 
personally helped shape the vision, the more people who will be loyal to the vision. 
Having helped preside over its birth, employee midwives become proud parents who 
champion the vision.  The leader's vision becomes their vision.  Simply put, involvement 
creates ownership. 

Even when the original vision is created solely by the leader, a shared vision can still 
result. But the leader must allow others to influence the implementation of the vision. 
When others can influence key decisions, they benefit from the resulting feelings of 
achievement and accomplishment.  They feel responsible for the vision's realization. 
Personal feelings of success then become intertwined with the vision's success, and once 
this happens, a shared destiny exists. Loyalty to the vision, loyalty to the organization, 
and loyalty to oneself become fused.  Leaders may come and go, but the commitment to 
the vision remains.  Loyalty to the organization grows, because it is the vehicle by which 
the vision is attained and personal feelings of accomplishment are achieved.  As the 
Chinese sage, Lao-Tse, wrote 25 centuries ago, "A leader is best, when people barely 
know he exists. When his work is done, his aim fulfilled, people say, 'We did this 
ourselves.'" 

Following is the vision statement from the EMS Agenda for the Future.  Review it in 
context of what you have just read. 

EMS AGENDA FOR THE FUTURE 

Making It A Reality 

A vision for EMS in the next millennium: 

Emergency medical services (EMS) of the future will be community-based health 
management that is fully integrated with the overall health care system. It will have 
the ability to identify and modify illness and injury risks, provide acute illness and 
injury care and follow-up, and contribute to treatment of chronic conditions and 
community health monitoring. This new entity will be developed from redistribution 
of existing health care resources, and will be integrated with other health care 
providers and public health and public safety agencies. It will improve community 
health and result in more appropriate use of acute health care resources. EMS will 
remain the public's emergency medical safety net. 

U.S. Department of Transportation, National Highway Traffic Safety Administration, DOT HS 808 441 
August 1996 NTS-41 



 

 

  

 

 
 

 
 

 
   
 
 
 

 

 

Organizational Mission 

The mission of an organization identifies the purpose of the organization. It should 
include the specific tasks that allow the organization to accomplish the vision. One of the 
most important and, often one of the most difficult aspects of the strategic planning 
process, is the development of a mission statement that briefly and clearly states the 
reasons for an organization's existence.  The mission statement should include the 
organization's purpose(s)/function(s), its primary customer base, and the primary methods 
it will use to fulfill the purpose. The mission statement provides the context for 
formulating the strategies by which the organization will operate.  It determines how 
resources will be allocated by the organization and what the general pattern of growth 
and direction will be for the future. The primary purpose for having a mission statement 
is to bring clarity of focus to members of the organization.  It should provide members 
with an understanding of how what they do is tied into the organization's purpose. 

FORMULATING THE MISSION STATEMENT 

The mission statement must complement the organizational values. The mission 
statement should address four basic elements (see Figure 1): 

 What services does the organization offer? 
 Who are the recipients of the services? 
 How does the organization deliver the services? 
 Why does the organization exist? 

Figure 1 

Four Basic Elements of the Organizational Mission 




 

 
 

 

 
 

 

 

 
 

 
 

 
 

 
 

 

 
 

 
 

 
 
 

What 

"What" involves defining the needs that the organization is attempting to fill.  An 
organization must expand the definition past just services it provides and focus on the 
customers' needs. 

Successful organizations try to identify services that meet the needs of the public and 
include these considerations. Achieving consensus on how broadly or narrowly to 
answer the "what" question can be a major issue in formulating the mission statement. 

Who 

"Who" identifies the customers the organization is attempting to serve. No organization, 
regardless of size, is large enough to meet the needs of all possible customers. 

An EMS organization can identify its customers in many ways: by geography, age, 
ethnicity, etc.  An organization can identify its customers by single or multiple factors, 
for example, geographic density of calls and collection rate by payer mix.  Clarity about 
its customers enables the organization to be more sensitive to their needs and to focus its 
resources. 

How 

"How" defines the organization's methods for achieving its goals.  For example, what 
level of service (Basic Life Support (BLS), Advanced Life Support (ALS), first response, 
transport) will be used in meeting the needs of its customers.  This may involve a 
distribution strategy, such as providing injury prevention programs.   

Why 

"Why" an organization provides the services that it does frequently is important to define 
for both profit-oriented and not-for-profit organizations. Many organizations feel the 
need to include some simple statement regarding "why" as part of their mission 
statements. It appears in the center of the diagram in Figure 1 on SM p. 1-7. 

DRIVING FORCES 

Identifying and prioritizing the forces that drive the organization are important in 
developing the mission statement.  Based on experience, an organization approaches 
strategic questions with these forces in mind. These forces help to determine and 
integrate the strategic choices of the managers.  These forces may include 

 services offered; 
 customers served; 



 

 
 
  

 
 

 
 

 
 

 

 

 

 
 

 

 

 

 
 

 
 

 technology used; 

 method of delivering services; and 

 financial stability.
 

This list of forces is not intended to be complete.  The forces for each organization should 
be determined by a strategic planning team.  Once they are determined, they should be 
prioritized in order of their perceived importance.  Most major strategic decisions that 
organizations make involve the allocation of resources according to a set of priorities. If 
there are inadequate resources, the ranking of the forces that have been identified can 
determine how resources will be allocated or which direction the organization will 
pursue. 

ORGANIZATIONAL ATTRIBUTES 

Developing the mission statement also should include identifying those attributes the 
organization has that set it apart from its competitors.  What services do they alone offer? 
Distinct attributes may involve specialty services, alternative transport, or injury 
prevention programs. 

Once the basic elements are addressed and the organization's driving forces and 
distinctive attributes are identified, they can be integrated into the organization's mission 
statement.  The mission statement should be brief and identify the organization's basic 
service clearly.  A well-written mission statement helps the organization develop its 
course of action and provides a guide for making routine day-to-day decisions.  Once the 
mission statement is written, it is critical that all members of the organization know and 
understand it. 

MISSION FORMULATION IN ORGANIZATIONAL SEGMENTS 

Once an overall mission statement has been developed for an organization, mission 
statements that are more specific and concrete should be developed for various divisions 
of the EMS organization such as training or the Public Information, Education, and 
Relations (PIER) office.  Division mission statements should be more focused and more 
limited than that of the total organization, but they must be derived from the 
organizational mission statement. 

DEALING WITH ISSUES AND CHANGE 

It has been said that Christopher Columbus defined bureaucracy while discovering 
America, i.e., he didn't know where he was going, he wasn't sure how he was going to get 
there, and he didn't recognize it once he arrived.  Unfortunately, the same often can be 
said for fire service organizations--especially when they are called upon to face the ever-
changing issues and the demand for change common to all modern organizations.  



 

 

 

 

 
 

 

 
 

 

 
 

 

 
 

 

 
 

Functions of leaders include dealing with issues and managing changes.  Dealing with 
issues and managing changes both involve a systematic process that has four stages: 
analysis, planning, implementation, and evaluation.   

Analysis involves analyzing the existing situation and assessing the changes that need to 
be made.  In this stage, an overall needs assessment is performed.   

Planning involves using the information gathered during analysis to formulate a plan 
designed to address the issue or bring about the desired change.  The goal of planning is 
to translate the requirements identified in the analysis stage into detailed, strategically 
sound plans. The planning phase generally involves developing a vision of the solution 
or end result, and defining goals, objectives, methods, and strategies to achieve the 
desired results. 

Implementation involves executing the strategies identified in the planning stage.  It is 
in this stage that unanticipated difficulties are most likely to occur.  

Evaluation involves continuously and systematically monitoring the implemented plan 
to ensure that it is working as anticipated.  Whether an approach is working can be 
determined by evaluating the effects of the implementation against the goals and 
objectives set out in the plan. Evaluation may take a variety of forms depending on the 
implementation approach.  It is important that the evaluation tools selected allow for 
early detection of problems.  If problems with the plan are detected or if the plan is not 
working as anticipated, the approach must be adjusted or the plan must be revised.  

Several tools are available to facilitate the entire process necessary in dealing with an 
issue or managing change.  These tools include the Project Planning Process and the 
Change Management Model.  In addition, there are tools to facilitate various parts of the 
process, such as the "SWOT analysis" (strengths, weaknesses, opportunities, threats) and 
strategic planning. These tools are explained in detail in various National Fire Academy 
(NFA) courses, and are provided in an overview form below. 

The Project Planning Process 

The Project Planning Process is designed to manage the development and implementation 
of specific processes/issues within the organization.  An example would be determining a 
plan to update EMS providers on new protocols.  This process is used in NFA's current 
Management of EMS (MEMS) course. 

The Change Management Model 

The Change Management Model is designed to facilitate a smooth and effective 
modification or addition of new processes or operations.  The Change Management 
Model uses separate teams for analysis and implementation, and could be used to manage 



 

 
 

 

 

 
 

 
 

 

 

 

the relocation of EMS units within a system or increase the number of ALS units in a 
department effectively.  The Change Management Model is used in NFA's current 
Strategic Management of Change course. 

Strengths, Weaknesses, Opportunities, Threats Analysis 

The strengths, weaknesses, opportunities, and threats (SWOT) Analysis is one tool that 
can be used to address some of the aspects necessary for a thorough analysis.  It is used to 
identify the strengths, weaknesses, opportunities, and threats to an organization with 
respect to a current issue.  SWOT Analysis is used in the NFA's Executive Leadership 
course. 

Strategic Planning 

The Strategic Planning Process incorporates the SWOT tool for analysis and provides 
guidance for the planning stage. The Strategic Planning Process could be used to 
determine a vehicle replacement schedule over a 20-year period.  Strategic Planning is 
used in the NFA's Executive Planning course. 

Appendix C of this manual contains graphic and/or abbreviated descriptions of each of 
the tools discussed in this section.  You should refer to any or all of these tools to assist 
you in completing exercises during this course. 
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ALIEMS/OCS Background Materials 

OAK COUNTY SIMULATION TRAINING EXERCISES 

Background Materials 

Oak County is located in the southwestern corner of East State (ES). The county is bordered on the west 
by West State, on the east by Pine County, ES, on the north by Swift County, ES, and on the south by the 
State River and New County, ES. Oak County covers about 650 square miles and is home to just under 
380,000 people. The population is largely concentrated in the city of Holly Hills (250,000), which is the 
county seat and the only major population center in Oak County.  The remainder of the county is 
comprised mostly of rural farm areas.  Figure 1 is a map of Oak County and its surrounding area. 

The majority of Holly Hills' residents are employed in the large metropolitan area of Cedar City located 
across the State River and 12 miles due south of Holly Hills.  Cedar City has a population of 600,000, and 
is the site of Cedar City Regional Hospital, a large teaching hospital and the closest Level I trauma center 
to Holly Hills. Cedar City is also the county seat for New County, ES.  Cedar City International Airport 
is the only major airport serving the population of Oak and New Counties.  Cedar City is shown on Figure 
1. 

The Oak County Fire & EMS organization is comprised 265 career members and operates on a budget of 
approximately $20 million per year.  Average salaries for personnel are summarized in Table 1.  Steady 
population growth in the county has supported the timely replacement of fire and EMS capital equipment. 
However, in the past five years Oak County has been experiencing an economic downturn due to a 
shrinking state budget and a reallocation of available funds. 

The headquarters of Oak County Fire & EMS and the office of the Fire Chief are located in the Oak 
County Public Safety Complex in Holly Hills. The offices of the county mayor, county commissioners, 
and county administrators are in the Oak County Municipal Building, which is adjacent to the Public 
Safety Complex. 

The Fire Chief reports directly to the county mayor with input from the County Commission and the 
County Manager. Internally, the Fire Chief is supported by a Deputy Chief, Administration, and a Deputy 
Chief, Operations. These organizational lines are shown in Figure 2.  In addition to these positions, there 
are three individuals who are tasked frequently by the Mayor to participate in high-level EMS issues. 
These individuals are: 

 Assistant Director of Planning, Oak County 
 Assistant Administrator of Oak County Memorial Hospital 
 Director of Emergency Preparedness 
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Figure 1. Map of Oak County and Surrounding Area 
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Figure 2. Oak County Organization for Public Safety 



 
 
 
 

 
 

 
 
 

ALIEMS/OCS Background Materials 

The Deputy Chief, Administration, Oak County Fire & EMS, is responsible for the Fire Prevention Office 
(Fire Marshal), Administrative Services, Communications Center Manager, Training Officer, and 
Community Relations Office as shown in Figure 3.  The office of the Deputy Chief, Administration, is 
located in the Public Safety Complex. 

DEPUTY CHIEF, 
ADMINISTRATION 

COMMUNITY 
RELATIONS 

COMMUNICATIONS 
CENTER MANAGER 

ADMINISTRATIVE 
SERVICES 

FIRE 
PREVENTION 

TRAINING 
OFFICER 

Figure 3. Organization Chart 

Oak County Fire & EMS Administration Division 




 
 
 
 

 
 

 
 

  

 

 
 
 

ALIEMS/OCS Background Materials 

The Deputy Chief, Operations, Oak County Fire & EMS, is supported by three Assistant Chiefs and six 
Battalion Chiefs and has direct liaison with the Oak County EMS Medical Director, as shown in Figure 4. 
The office of the Deputy Chief, Operations, is co-located with the offices of the Assistant Chiefs in Fire 
Station 1. Fire Station 1 is located in the center of Holly Hills.   

DEPUTY CHIEF, 
OPERATIONS 

MEDICAL 
DIRECTOR 

ASSISTANT 
CHIEF, A SHIFT 
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CHIEF, C SHIFT 

ASSISTANT 
CHIEF, B SHIFT 

BATTALION 
CHIEF, FIRE 

BATTALION 
CHIEF, EMS 

BATTALION 
CHIEF, FIRE 

BATTALION 
CHIEF, EMS 

BATTALION 
CHIEF, FIRE 

BATTALION 
CHIEF, EMS 

Figure 4. Organization Chart 

Oak County Fire & EMS Operations Division 




 
 
 

 

  
 

 
 

 
 

 
 

 
  

 
  

 
 

ALIEMS/OCS Background Materials 

Oak County Fire & EMS provides service to Holly Hills and the remainder of the county through 14 fire 
stations, all staffed by career members.  Oak County Fire & EMS is a cross-trained/dual-response 
department.  Stations within Holly Hills can be characterized as urban in the downtown area and suburban 
or rural in the outlying areas.  The downtown stations are the busiest, having the usual problems 
associated with high run loads. To enhance the response capability of Oak County Fire & EMS, mutual 
aid agreements are in effect with Cedar City and Pineville, East State.  Pineville is a small community 
(population 25,000) located in Pine County, northeast of Holly Hills. 

Oak County Fire & EMS shares responsibility with the Oak County EMS Medical Director for operation 
of the county emergency medical service as a division of the fire department.  The Medical Director 
works directly with the Deputy Chief, Operations, to support the Oak County EMS providers.  The Oak 
County EMS Medical Director is a part-time position, currently held by the head of the emergency 
department at Oak County Memorial Hospital in Holly Hills.  Oak County Memorial is a 180-bed, general 
hospital. 

As shown in Figure 4, the Deputy Chief, Operations, is the Oak County Fire & EMS officer responsible 
for overseeing the Oak County Emergency Medical Services Program.  EMS oversight responsibilities 
include serving as an advisor on EMS issues to each duty shift Assistant Chief, interfacing directly with 
the County Medical Director, and coordinating county and non-county EMS activities.  Specific duties 
and responsibilities of the Deputy Chief, Operations, position with regard to EMS include the following: 

	 Prepare Oak County annual EMS budget. 

	 Represent Oak County on appropriate medical committees as required. 

	 Serve as liaison for Oak County Fire & EMS with the County Medical Director, state EMS 
provider organizations, state EMS technical advisory panels, neighboring hospitals, medical 
institutions, and allied health groups. 

	 Manage training, recertification, and continuing education for all EMS personnel in the Oak 
County Fire & EMS organization. 



 

 
 
 
 

 
 

 

 

 

 

 

 
 

 
 

 

 
 
 
 
 
 
 
 
 
 
 

      

 

 

ALIEMS/OCS Background Materials 

Each Oak County EMS shift operates eight ambulances.  Four ambulances are stationed within Holly 
Hills city limits, one is near the Oak County Airpark, one at Elm Lake, one on SR 17 in the northeast 
section of the county, and one on SR 92 near the county line.  EMS shift staffing includes 16 
paramedics/EMTs and an EMS Battalion Chief (Figure 5). Oak County EMS response information 
(alarms) by unit for the past 12 months are summarized in Table 2.  Revenue information for the past 12 
months is summarized in Table 3. 

OAK COUNTY STATISTICS 

Table 1. Average Annual Salaries (including benefits) 

FF/EMT $39,569 

 Paramedic $45,724 

Supervisor $51,881 

 Training Officer $51,881 
_______________________________________________________________________ 

Table 2. Alarms and Transports

 Total Alarms 35,252 

 EMS Alarms 28,201 

    EMS Alarms By Unit 
FS-1 4,230 
FS-2 4,089 
FS-3 3,948 
FS-4 3,807 
FS-5 3,187 
FS-6 2,933 
FS-10 2,425 
FS-13 3,582 

 EMS Transports 22,560 

 BLS Transports 19,176 

 ALS Transports 3384 



 
 
 
 

 
 

 

 

 

 

    

 

 

 

 

 
 
    

 
 
 
 
 

ALIEMS/OCS Background Materials 

Table 3. Revenue 

Billings ($)

 BLS Transport 200.00 

 ALS Transport 425.00 

BLS 3,835,200.00 

ALS 1,438,200.00 

Total $5,274,025.00 

Collected Revenues ($) 

 BLS Transport 147.50 

 ALS Transport 259.00 

BLS 2,828,545.00 

ALS 876,484.00 

Total $3,705,435.50 
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