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Date: October 10, 2022 

Place: In-Person / Headquarters -17520 – 22nd Ave E., Tacoma, WA   
Virtual / (Visit www.centralpiercefire.org for instructions to join webinar) 

Time: 5:00 p.m. 

Citizens attending virtually that wish to address the Board during Public Comment 
use the “raise hand” feature on the webinar. Statements or comments for the record 
may be submitted to aparamapoonya@centralpiercefire.org by 4:00pm meeting day.  

1. Call to Order

A. Roll Call

2. Pledge of Allegiance

3. Approval of Agenda

A. Pg. 1: Agenda

4. Public Comment (for items not specifically listed on the Agenda)

5. Consent Agenda (Single Motion)

A. Excused Absences:
B. Pg. 3: Minutes: Regular Board Meeting of September 26, 2022
C. Pg. 6: Approval of:

Pg. 29: For Informational Purposes Only - The following electronic payments totaling 
5,398,249.69 are included in Warrants noted above: 

Accounts Payable Warrants Numbered 57486 to 57486 totaling: $ (531.34) 
Accounts Payable Warrants Numbered 57403 to 57403 totaling: $ (1,473.00) 
Accounts Payable Warrants Numbered 57572 to 57572 totaling: $ (2,086.63) 
Accounts Payable Warrants Numbered 57768 to 57768 totaling: $ (21,893.50) 
Accounts Payable Warrants Numbered 57629 to 57629 totaling: $ (753.60) 
Accounts Payable Warrants Numbered 57943 to 57943 totaling: $ 6,049.70 
Net Payroll Warrants Numbered 107655 to 107670 totaling: $ 15,554.94 
Accounts Payable Warrants Numbered 57944 to 57944 totaling: $ 4,529.80 
Accounts Payable Warrants Numbered 57945 to 57974 totaling: $ 335,363.72 
Accounts Payable Warrants Numbered 57975 to 57988 totaling: $ 5,042,396.82 
Net Payroll Warrants Numbered 107671 to 107674 totaling: $ 21,092.78 
GRAND TOTAL $ 5,398,249.69 
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 Accounts Payable EFT numbered 13441 to 13483 - $298,488.96 (Included in A/P Warrant
57950)

 Accounts Payable EFT numbered 13484 to 13493 - $897,274.03 (Included in A/P Warrant
57977)

 Employee EFT Contributions/Deductions including all taxes & retirement numbered 56396 to
56727 - $2,546,995.18 (Included in A/P Warrant 57979)

6. Unfinished Business (Second Reading and Final Action)
A. Pg. 57: Board Policy 2.05 Reporting Improper Governmental Actions – Chief

Morrow

7. New Business (First Reading)
A. Pg. 68: Board Policy 2.17 Anti-Harassment Procedures – Chief Morrow

8. Considerations and Requests

9. Staff, Local, Firefighter's Association and Fire Chief Reports

A. Pg. 78: Human Resources – HRD Washo

B. Pg. 81: Field Operations – AC Kent

C. Pg. 82: EMS – AC Bouchard

D. Pg. 83: DC Operations – DC Stueve

E. Pg. 84: Fire Chief’s Report – Chief Morrow

10. Correspondence

A. Pg. 85: Employee Recognition

11. 2023 Budget Presentation

12. Commissioner Comments

13. Adjournment
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CENTRAL PIERCE FIRE & RESCUE 
BOARD OF COMMISSIONERS 

September 26, 2022 
 
Chair Holm called the Regular meeting of the Board of Commissioners for Central Pierce 
Fire & Rescue to order at District Headquarters – 17520 22nd Ave E., Tacoma at 5:00 p.m.  
A remote attendance option was available to the public. Present were Chair Holm, 
Commissioners Stringfellow, Willis, Coleman, and Mitchell, Ex-Officio Door, Chief Morrow, 
Deputy Chief Stueve, Assistant Chiefs Stueve and McKenzie, and Executive Assistant 
Paramapoonya, recorder. L726 President Aaron James joined the meeting at 5:08 p.m. 
 
PLEDGE OF ALLEGIANCE 
Commissioner Stringfellow led the Pledge of Allegiance. 
 
APPROVAL OF AGENDA 
Commissioner Mitchell moved and Commissioner Coleman seconded to approve the 
agenda. MOTION CARRIED.   
 
PUBLIC COMMENT (FOR ITEMS NOT SPECIFICALLY ON THE AGENDA) 
No public comment.  
 
CONSENT AGENDA (SINGLE MOTION)  

A. Excused Absences:  
B. Minutes: Regular Board Meeting of September 12, 2022    
C. Approval of: 

 
Commissioner Stringfellow moved and Commissioner Mitchell seconded to approve the 
Consent Agenda with warrants totaling $729,992.74. MOTION CARRIED.  
 
 

UNFINISHED BUSINESS (SECOND READING AND FINAL ACTION) 
 

A. Board Policy 2.15 Equal Employment Opportunity & Non-Discrimination 
 
Chief Morrow reviewed Board Policy 2.15 Equal Employment Opportunity & Non-
Discrimination. There were no changes to be made after the First Reading. Commissioner 
Mitchell moved and Commissioner Coleman seconded to approve the Second Reading of 
Board Policy 2.15 Equal Employment Opportunity & Non-Discrimination as presented by 
Staff. MOTION CARRIED.  
 
 
 

Net Payroll Warrants Numbered 107651 to 107652 totaling: $ 1,102.92 
Net Payroll Warrants Numbered 107651 to 107652 totaling: $ (1,102.92) 
Net Payroll Warrants Numbered 107653 to 107654 totaling: $ 1,075.38 
Accounts Payable Warrants Numbered 57892 to 57892 totaling: $ 183.60 
Accounts Payable Warrants Numbered 57893 to 57915 totaling: $ 321,818.92 
Accounts Payable Warrants Numbered 57916 to 57942 totaling: $ 406,914.84 
GRAND TOTAL $ 729,992.74 
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NEW BUSINESS (FIRST READING – FOR DISCUSSION AND REVIEW ONLY) 
 

A. Board Policy 2.05 Reporting Improper Governmental Actions 
 
Chief Morrow reviewed the formatting changes within Board Policy 2.05 Reporting 
Improper Governmental Actions. All feedback and/or comments over the next two weeks 
from the Board will be included in revisions.  

 
 

CONSIDERATIONS AND REQUESTS  
 

A. Property Purchase/Station 60 Training Grounds 
 
Chief Morrow provided a brief overview of the Station 60 Training Grounds property, and 
explained the process of moving forward with this agreement. Commissioner Mitchell 
moved and Commissioner Stringfellow seconded to approve the Fire Chief to finalize, sign, 
and execute the Purchase and Sales Agreement for the Training Grounds property. 
MOTION CARRIED. 
 

B. Orting Valley Fire & Rescue Discussion 
 
Chief Morrow presented a recent opportunity for professional cooperative efforts with 
Orting Valley Fire & Rescue. Commissioner Stringfellow moved and Commissioner Willis 
seconded to approve the Fire Chief to engage with Orting Valley Fire & Rescue on a 
discussion about cooperative efforts that may lead to additional operational and 
administrative efficiencies. MOTION CARRIED. 
  
 

STAFF, LOCAL, FIREFIGHTERS’ ASSOCIATION AND FIRE CHIEF REPORTS (For 
Information Only) 
The following divisions provided a written report in the packet: 

 
A. Finance/FD Robacker:  

 
B. Logistics/AC Stueve: AC Stueve presented his report, a huge thank you to Pat 

Merriman and Linda Workman for their hard work. Central Stores will be moving to 
the new Logistics Facility for operations.   
 

C. Prevention & Education/AC Berdan: AC Berdan provided the Board with a Division 
update, and mentioned the positive community engagement at the Washington 
State Fair. 
 

D. Health & Safety/AC McKenzie: AC McKenzie reviewed OSHA Injuries for August. 
Year 2 of the FIIRE Program will begin 01/01/23.  

 
E. Fire Chief’s Report/Chief Morrow: Chief Morrow discussed his report. A Strategic 

Plan exercise will begin this week for all CPFR personnel. Chief Morrow explained 
the need for a second CARES position, and discussed the framework that this 
position would entail.  
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L726 President James explained the 726 event that took place last weekend in an effort to 
raise funds for DFM Annis-Levings. November 12th is the Holiday party and all are 
welcome.  
 
 

CORRESPONDENCE 
A. Employee Recognition: Chair Holm sincerely appreciates when people take the time 

to recognize others for their hard work.  
 
 

COMMISSIONER COMMENTS 
Chair Holm: The increase in staffing at the Fair this year made a huge impact. Chief 
Stueve, I appreciate all of your hard work with the property for our Training Grounds. I also 
want to say thank you to Councilmember Door for her leadership. I appreciate all the time 
and effort she puts into making SS911 a great place.  
 
Vice Chair Stringfellow: I am glad to see the report back regarding the Cold Storage Fire.  
 
Commissioner Willis: All is good.  
 
Commissioner Coleman: Nothing at this time.  
 
Commissioner Mitchell: I want to say thank you to all who worked at the Fair. I realize this 
work took a lot of time and effort. Congrats to you AC Berdan for all the success. 
 
Door: We had a meeting at SS911, discussing 988. It was great to see CPFR represented 
at that meeting. I am working to put a group together for radio replacements.  
 
ADJOURNMENT 
There being no further business, Commissioner Willis moved and Commissioner Mitchell 
seconded to adjourn the meeting. MOTION CARRIED. 
 
The meeting adjourned at 5:48 p.m. 
 
 
 
            
MATTHEW HOLM    TANYA ROBACKER 
CHAIR OF THE BOARD   DISTRICT SECRETARY 
 
 
      
ARIEL PARAMAPOONYA 
RECORDER  
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            Board Meeting Agenda Item Summary 

Page 1 of 1 

 

 

 
 

Agenda Date: October 10, 2022 

Item Title:  Board Policy 2.05 - Reporting Improper Governmental Actions 

Attachments:  Board Policy 2.05 

Submitted by: Chief Morrow 
 

 
RECOMMENDED ACTION BY THE BOARD:  

First reading  
Second reading  
Motion to approve  
For information only  
Other:  

 
MOTION: 
 
“I move to approve the second reading of Board Policy 2.05 - Reporting Improper Governmental 
Actions as presented by Staff.” 
 
 
SUMMARY:     
 
 
Board Policy 2.05 - Reporting Improper Governmental Actions was presented to the Board for 
its first reading. Since that time, Staff received input and made edits to the format of the policy 
only. No content or intent language has changed since the First Reading. 
 
The Policy is presented for its second reading and approval. 
 
 
 
 
 
FINANCIAL IMPACT:  
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REPORTING IMPROPER GOVERNMENTAL ACTIONS 
 
NUMBER .....  ..........  .........   205 

CATEGORY  ..........  .........   Personnel  

EFFECTIVE .  ..........  .........   DATE: 10-15-04 

REVISED   ...  ..........  .........   DATE: 09-22-14 

 

 

REFERENCE 
RCW 34.12 – Office of Administrative Hearings 
RCW 42.41 – Local Government Whistleblower Protection 
 
SCOPE 
All personnel 
 
PURPOSE 
To provide employees of Central Pierce Fire & Rescue with a means by which to report 
Improper Governmental Action (IGA), to protect those employees who make good faith reports 
to appropriate governmental bodies, and to provide remedies for individuals who are subjected 
to retaliation for having made such reports. 
 

POLICY 
It is the policy of Central Pierce Fire & Rescue that employees are encouraged to disclose, to 
the extent not expressly prohibited by law, IGAs of District officials and employees and to 
protect employees who have reported IGAs in accordance with the District’s policies and 
procedures. 
 
Elected officials and District employees are prohibited from taking retaliatory action against an 
employee because he/she has, in good faith, reported an IGA. 
 
Officers and employees involved in any investigation shall keep the identity of the reporting 
employee (s) confidential to the extent possible under law, unless the employee authorizes the 
disclosure of his/her identity in writing. 
 
District personnel who do not make a good faith effort to follow the procedures set forth herein 
shall not receive the protections provided by the District as noted under RCW 42.41.030. 
 
Definitions: 
“Improper Government Action” (IGA) is any action by an elected official or employee of the 
District that: 
 

1. Is undertaken in the performance of their duties, whether or not the action is within the 
scope of the employee’s employment; and, 
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2. One or more of the following appears to be present: 

a. A violation of any federal, state, or local rule; 
b. An abuse of authority; 
c. A substantial and specific danger to the public health or safety; or 
d. A gross waste of public funds. 

 
“IGA” does not include personnel actions, including but not limited to alleged labor agreement 
violations, appointments, assignments, complaints, demotions, dismissals, employee 
grievances, performance evaluations, promotions, re-employments, reassignments, reductions 
in pay, reinstatements, reprimands, restorations, suspensions and transfers. 
 
Example of IGAs include, but are not limited to, misappropriating District equipment and 
supplies for personal use, having District employees do work on public official’s private 
property while on District time or on their own time without compensation, operating a private 
business on District time, and accepting gratuities or kickbacks.  
 
“Good Faith” means a deliberate and genuine action taken with confidence in its truth or 
correctness, along with a lack of interest in taking any conscious advantage of another. 
 
“Emergency” means a circumstance that, if not immediately changed, may cause damage to 
persons or property. 
 
“Retaliatory Action” means: 
 

1.  Any adverse change in employment status or the terms and conditions of employment, 
including denial of adequate staff to perform duties, frequent staff changes, frequent 
and undesirable office changes, refusal to assign meaningful work, unwarranted and 
unsubstantiated letters of reprimand or unsatisfactory performance evaluations, 
demotion, transfer, reassignment, reduction in pay, denial of promotion, suspension, 
dismissal, or any other disciplinary action resulting from the report of improper 
governmental conduct, or  
 

2. Hostile actions by another employee towards an employee that were encouraged by a 
supervisor or official. 

 
PROCEDURE 
 
Reporting IGA 

 
Report to Immediate Supervisor First 
An employee who becomes aware of an IGA must raise the issue first with his/her supervisor, 
except as qualified below.  The employee shall submit a written report to the supervisor, or to 
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a person designated by the supervisor, stating in detail the basis for his/her belief that an 
improper governmental action has occurred.   
 
If Improper Action Involving a Supervisor 
Where the employee reasonably believes the IGA involves his/her supervisor, the employee 
shall raise the issue with the appropriate Division Head.  If it involves the Division Head, the 
employee shall raise the issue directly with the Fire Chief or designee.  If the IGA involves the 
Fire Chief or a Board member, the employee shall address the issue to the Chairman of the 
Board.  Issues with the Chairman of the Board shall be addressed to the Vice Chairman of the 
Board.  
 
In Case of Emergency 
In the case of an emergency, where the employee believes that damage to persons or 
property may result if action is not taken immediately, the employee may report the IGA 
directly to the appropriate government agency with responsibility for investigating the improper 
action. 
 
Investigation Procedures 
The supervisor, the Chief or designee, or Board member, as the case may be, shall take 
action within 15 days of receipt of written notice of an IGA to initiate the investigation.  The 
Chief or designee will appoint an investigator, and the employee shall be advised that a 
prompt investigation is occurring.  Emergency situations shall receive appropriate expedited 
response.   
 
The appointed investigator shall determine the scope of the investigation.  After the 
investigation has been concluded, the Chief or designee shall decide: 
  

1.  What action should be taken to address the reported IGA, and  
 

2.   What, if any, personnel action is required. 
 
After an investigation has been completed, the reporting employee shall be provided a 
summary of the result of the investigation, except that personnel actions taken as a result of 
the investigation shall be kept confidential. 
 
If Employee Believes Investigation Was Inadequate 
If the employee reasonably believes that an adequate investigation was not undertaken by the 
District to determine whether an IGA occurred, or that insufficient action has been taken by the 
District to address the IGA, or that for other reasons the IGA is likely to recur the employee 
shall give written notice to the Fire Chief.  Not sooner than 48 hours after notifying the Fire 
Chief, and if the employee still reasonably believes the proper corrective action has not been 
taken, the employee may report information about the IGA directly to the Board Chairman, or 
the appropriate governmental agency with responsibility for investigating the improper actions. 
 (See list at end of this policy). 
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Protection Against Retaliatory Actions 

 
An employee who believes he/she has been retaliated against for reporting an IGA shall 
provide a written charge of retaliation within 30 days of the occurrence, as follows: 
 
If perceived       Advise in writing with 30 days of  
retaliation is by:   then  occurrence to: 

1. Supervisor     1. Division Head 
2. Division Head    2. Fire Chief or designee 
3. Fire Chief and/or    3. Board Chairman 

Board of Commissioners 
4. Board Chairman    4. Board Vice Chairman 

 
The District shall take appropriate action to investigate and address complaints of retaliation 
and respond within 30 days to the charge of retaliatory action. 
 
If the Complaint is Not Satisfactorily Addressed 
If the person advised of the retaliatory action does not satisfactorily resolve the employee’s 
complaint, the employee may obtain protection under this policy and pursuant to state law.  
The employee must provide, within 15 days of delivery of the response from the District or 
within 15 days of the last day the District could respond, written notice to the Board Chairman 
that (a) specifies the alleged retaliatory action and (b) specifies the relief requested. 
 
When to Request a State Hearing 
Upon receiving either the response of the District or after the last day upon which the District 
could respond, the employee may request a hearing to establish that a retaliatory action 
occurred and to obtain appropriate relief provided by law.  The request for hearing shall be 
delivered to the District within 15 days of delivery of the District’s response to the charge of 
retaliatory action, or within 15 days of the last day on which the District could respond. 
Upon receipt of request for hearing, the District shall apply, within five (5) working days, to the 
State Office of Administrative Hearings for an adjudicative proceeding before an administrative 
law judge. 
 
The District will consider any recommendation provided by the administrative law judge that 
the retaliator be disciplined, up to and including termination. 
 
Communication and Implementation 
The Fire Chief is responsible for implementing the District’s policies and procedures for (a) 
reporting an IGA, and (b) protecting employees against retaliatory actions.  This includes 
ensuring that this policy is: 
 

1. Permanently posted where all employees will have reasonable access to it. 
 

2.  Made available to any employee upon request. 
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3. Provided to all new hires. 
 
Management Responsibilities 

 
Division heads and supervisors are responsible for ensuring these procedures are fully 
implemented within their areas of responsibility. 
 

Violations 

 
Violations of this policy and the procedures specified above may result in disciplinary action, 
up to and including termination. 
 
Questions 

 
Questions should be directed to the Fire Chief. 
 
List of Agencies 

 
The following is a list of agencies responsible for enforcing federal, state, and local laws, and 
investigating other issues involving IGAs.  Employees having questions about these agencies, 
or the procedures or reporting IGAs are encouraged to contact the Fire Chief. 
 

Pierce County 
Pierce County Prosecutor’s Office 
 
State of Washington 
State Attorney General’s Office 
State Auditor’s Office 
State Department of Ecology 
Human Rights Commission 
State Department of Health 
Department of Labor and Industries 
State Liquor Control Board 
Department of Natural Resources 
Puget Sound Water Quality Authority 
Puget Sound Air Pollution Control Agency 
 
United States 
U.S. Attorney’s Office 

 
ATTACHMENTS 
N/A 
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CENTRAL PIERCE FIRE & RESCUE 

BOARD POLICY 

NUMBER 2.05 

 

ORIGINATED AND APPROVED: September 22, 2014  

LAST REVISED: October 6, 2022 

LAST REVIEW: 

 

SUBJECT:  REPORTING IMPROPER GOVERNMENTAL ACTIONS 

 

PURPOSE:  To provide employees of Central Pierce Fire & Rescue with a means by which to report 

Improper Governmental Action (IGA), to protect those employees who make good faith 

reports to appropriate governmental bodies, and to provide remedies for individuals 

who are subjected to retaliation for having made such reports. 

 

AUTHORITY & RESPONSIBILITY: 

 

  The Board of Fire Commissioners and Executive Staff Members have the authority and 

responsibility to ensure all District Members are familiar with, and operate, within the 

parameters of this Board Policy. 

 

POLICY:  It is the policy of Central Pierce Fire & Rescue that employees are encouraged to 

disclose, to the extent not expressly prohibited by law, IGAs of District officials and 

employees, and to protect employees who have reported IGAs in accordance with the 

District’s policies and procedures. 

Elected officials and District employees are prohibited from taking retaliatory action 

against an employee because he/she has, in good faith, reported an IGA. 

 

Officers and employees involved in any investigation shall keep the identity of the 

reporting employee (s) confidential to the extent possible under the law unless the 

employee authorizes the disclosure of his/her identity in writing. 

 

District personnel who do not make a good faith effort to follow the procedures set 

forth herein shall not receive the protections provided by the District as noted under 

RCW 42.41.030. 

 

I. DEFINITIONS: 

A. “Improper Government Action” (IGA) is any action by an elected official or employee 

of the District that: 

1. Is undertaken in the performance of their duties, whether or not the action 

is within the scope of the employee’s employment; and, 

2. One or more of the following appears to be present: 

a. A violation of any federal, state, or local rule; 

b. An abuse of authority; 
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c. A substantial and specific danger to the public health or safety; or 

d. A gross waste of public funds. 

 

3. “IGA” does not include personnel actions, including but not limited to 

alleged labor agreement violations, appointments, assignments, complaints, 

demotions, dismissals, employee grievances, performance evaluations, 

promotions, re‐employments, reassignments, reductions in pay, 

reinstatements, reprimands, restorations, suspensions, and transfers. 

4. Examples of IGAs include, but are not limited to, misappropriating District 

equipment and supplies for personal use, having District employees 

complete work on public official’s private property while on District time or 

on their own time without compensation, operating a private business on 

District time, and accepting gratuities or kickbacks.  

 

B. “Good Faith” means a deliberate and genuine action taken with confidence in its 

truth or correctness, along with a lack of interest in taking any conscious advantage 

of another. 

 

C. “Emergency” means a circumstance that, if not immediately changed, may cause 

damage to persons or property. 

 

D. “Retaliatory Action” means: 

1.  Any adverse change in employment status or the terms and conditions of 

employment, including denial of adequate staff to perform duties, frequent 

staff changes, frequent and undesirable office changes, refusal to assign 

meaningful work, unwarranted and unsubstantiated letters of reprimand or 

unsatisfactory performance evaluations, demotion, transfer, reassignment, 

reduction in pay, denial of promotion, suspension, dismissal, or any other 

disciplinary action resulting from the report of improper governmental 

conduct, or  

2. Hostile actions by another employee, towards an employee, that was 

encouraged by a supervisor or official. 

 

II. REPORTING PROCEDURE: 

   

A. Report to Immediate Supervisor First: An employee who becomes aware of an IGA 

must raise the issue first with his/her supervisor, except as qualified below.  The 

employee shall submit a written report to the supervisor, or to a person designated 

by the supervisor, stating in detail the basis for his/her belief that an improper 

governmental action has occurred. 

 

B. If Improper Action Involving a Supervisor: Where the employee reasonably believes 

the IGA involves his/her supervisor, the employee shall raise the issue with the 

appropriate Division Head.  If it involves the Division Head, the employee shall raise 
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the issue directly with the Fire Chief or designee.  If the IGA involves the Fire Chief 

or a Board member, the employee shall address the issue to the Chairman of the 

Board.  Issues with the Chairman of the Board shall be addressed to the Vice 

Chairman of the Board. 

 

C. In Case of Emergency: In the case of an emergency, where the employee believes 

that damage to persons or property may result if action is not taken immediately, 

the employee may report the IGA directly to the appropriate government agency 

with responsibility for investigating the improper action 

 

D. Investigation Procedures: The supervisor, the Chief or designee, or Board member, 

as the case may be, shall take action within 15 days of receipt of written notice of an 

IGA to initiate the investigation.  The Chief or designee will appoint an investigator, 

and the employee shall be advised that a prompt investigation is occurring.  

Emergency situations shall receive an appropriate expedited response. 

 

1. The appointed investigator shall determine the scope of the investigation.  

2. After the investigation has been concluded, the Chief or designee shall 
decide: 

a. What action should be taken to address the reported IGA, and  

b. What, if any, personnel action is required?  

 

3. After an investigation has been completed, the reporting employee shall be 

provided a summary of the result of the investigation, except that personnel 

actions taken as a result of the investigation shall be kept confidential 

 

E. If Employee Believes Investigation Was Inadequate: If the employee reasonably 

believes that an adequate investigation was not undertaken by the District to 

determine whether an IGA occurred, or that insufficient action has been taken by 

the District to address the IGA, or that for other reasons the IGA is likely to recur the 

employee shall give written notice to the Fire Chief.  No sooner than 48 hours after 

notifying the Fire Chief, and if the employee still reasonably believes the proper 

corrective action has not been taken, the employee may report information about 

the IGA directly to the Board Chairman, or the appropriate governmental agency 

with responsibility for investigating the improper actions.  (See list at end of this 

policy 

 

I. PROTECTION AGAINST RETALIATORY ACTIONS: 

  

A. An employee who believes he/she has been retaliated against for reporting an IGA 

shall provide a written charge of retaliation within 30 days of the occurrence, as 

follows: 

 

1. If perceived retaliations are by: 
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a. Supervisor 

b. Division Head 

c. Fire Chief and/or Board of Commissioners 

d. Board Chairman 

 

2. Then, advise in writing within 30 days of the occurrence to: 
a. Division Head 

b. Fire Chief or designee 

c. Board Chairman 

d. Board Vice Chairman 

 

3. The District shall take appropriate action to investigate and address 
complaints of retaliation and respond within 30 days to the charge of 

retaliatory action 

 

B. If the Complaint is Not Satisfactorily Addressed: If the person advised of the 

retaliatory action does not satisfactorily resolve the employee’s complaint, the 

employee may obtain protection under this policy and pursuant to state law.  The 

employee must provide, within 15 days of delivery of the response from the District 

or within 15 days of the last day the District could respond, written notice to the 

Board Chairman that (a) specifies the alleged retaliatory action and (b) specifies the 

relief requested. 

 

C. When to Request a State Hearing: Upon receiving either the response of the District 

or after the last day upon which the District could respond, the employee may 

request a hearing to establish that a retaliatory action occurred and to obtain 

appropriate relief provided by law.  The request for a hearing shall be delivered to 

the District within 15 days of delivery of the District’s response to the charge of 

retaliatory action, or within 15 days of the last day on which the District could 

respond. Upon receipt of the request for a hearing, the District shall apply, within 

five (5) working days, to the State Office of Administrative Hearings for an 

adjudicative proceeding before an administrative law judge. 

 

1. The District will consider any recommendation provided by the 

administrative law judge that the retaliator be disciplined, up to and 

including termination. 

 

D. Communication and Implementation: The Fire Chief is responsible for implementing 

the District’s policies and procedures for (a) reporting an IGA, and (b) protecting 

employees against retaliatory actions.   

1. This includes ensuring that this policy is: 
a. Permanently posted where all employees will have reasonable 

access to it. 

b. Made available to any employee upon request. 
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c. Provided to all new hires 

 

III. MANAGEMENT RESPONSIBILITIES: 

 

A. Division heads and supervisors are responsible for ensuring these procedures are 

fully implemented within their areas of responsibility. 

 

IV. VIOLATIONS: 

 

A. Violations of this policy and the procedures specified above may result in 

disciplinary action, up to and including termination.  

 

V. QUESTIONS: 

 

A. Questions should be directed to the Fire Chief.  

 

VI. LIST OF AGENCIES: 

 

A. PIERCE COUNTY 

1. Pierce County Prosecutor’s Office 
 

B. STATE OF WASHINGTON 

1. State Attorney General’s Office 
2. State Auditor’s Office 
3. State Department of Ecology 

4. Human Rights Commission 

5. State Department of Health 

6. Department of Labor and Industries 

7. State Liquor Control Board 
8. Department of Natural Resources 

9. Puget Sound Water Quality Authority 

10. Puget Sound Air Pollution Control Agency 
 

C. UNITED STATES 

1. U.S. Attorney’s Office 
 

 

APPROVED: 

 

 

_______________________ 

MATT HOLM 

BOARD CHAIR 
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Agenda Date: October 10, 2022 

Item Title:  Board Policy 2.17- Anti-Harassment Procedures 

Attachments:  Board Policy 2.17 

Submitted by: Chief Morrow 
 

 
RECOMMENDED ACTION BY THE BOARD:  

First reading  
Second reading  
Motion to approve  
For information only  
Other:  

 
SUMMARY:     
 
Board Policy 2.17- Anti-Harassment Procedures has been reviewed by Staff. The policy has 
been moved to the new format and updated with minor content changes. 
 
The Policy is presented for first reading and comment. 
 
 
 
 
FINANCIAL IMPACT:  
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ANTI-HARASSMENT PROCEDURES    
 
NUMBER .....  ..........  .........  217 
CATEGORY  ..........  .........  Personnel 
EFFECTIVE   ..........  .........  10-06-04 
REVISED .....  ..........  .........  06-08-15 
 
 
REFERENCE 
Central Pierce Fire & Rescue 
Washington State Law Against Discrimination 
Title VII of the Civil Rights Act of 1964, as amended 
 
SCOPE 
All personnel 
 
PURPOSE 
To establish procedures to prevent harassment by and toward Central Pierce Fire & Rescue 
Employees.  
 
POLICY 
 
Central Pierce Fire & Rescue is committed to maintaining a work environment that is free from 
discrimination and harassment. In keeping with this commitment, the District will not tolerate 
harassment of District employees by anyone, including any District official or employee, 
volunteer, vendor, client, or customer of the District.  
 

A. Definition of Harassment. Harassment consists of unwelcome conduct, whether verbal, 
physical, or visual, including slurs, comments, gestures, jokes, innuendos, touching, 
pictures, cartoons, pranks, and unwelcome compliments, that: (1) is based upon 
gender, color, race, ancestry, religion, national origin, age, physical or mental disability, 
medical condition, veteran status, citizenship status, sexual orientation or gender 
identification, or other protected group status; and (2) creates an intimidating, hostile, or 
offensive working environment, or unreasonably interferes with an individual’s work 
performance or employment opportunities. Sexual harassment is a type of harassment 
that occurs when the types of conduct described above are sexual in nature or directed 
at a person because of his or her gender. Sexual harassment also occurs when 
employment opportunities or benefits are conditioned on an employee granting sexual 
favors to, or having a romantic relationship with, a supervisor or manager.  
 

B. Other Inappropriate Conduct. Not every incident of inappropriate conduct constitutes 
harassment in violation of these procedures. Isolated incidents of offensive conduct are 
not necessarily unlawful harassment. For example, random words that offend a 
particular employee may not be sufficient to constitute harassment. Nonetheless, if an 
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employee is offended by such behavior it is important that they follow these procedures 
so the offensive behavior can be identified, evaluated and corrected.  
 

C. All District employees are responsible for helping to assure that we prevent harassment. 
Supervisors and managers are expected to model appropriate behavior as well as to 
intervene if they witness potentially harassing behavior. Supervisors or managers 
receiving a complaint or observing inappropriate behavior should immediately report it 
to the Deputy Chief or the Human Resources Department.  
 
If you feel that you have experienced or witnessed harassment, you should take the 
following action: 
 

1. Identify the offensive behavior to the harasser, if appropriate, and request that it 
stop;  
 

2. If you are uncomfortable doing this, or the conduct does not stop, you must 
discuss your concern with a non-involved supervisor, Deputy Chief or the Human 
Resources Department.  

 
3. Participate in the investigation about the offensive behavior. Although the District 

cannot assure total confidentiality for employees who report incidents of 
inappropriate conduct, every effort will be made to protect the rights and feelings 
of all parties concerned.  

 
4. If for any reason you are uncomfortable with Steps 1 or 2 above, you should 

contact the District’s Employee Assistance Program. The contact information is 
located on the Human Resources tab of the Infoportal or by contacting your 
insurance provider.  

 
D. Organizational Procedures. When a supervisor or Deputy Chief is notified of alleged 

harassment, they should promptly advise the Human Resources Department. The 
Human Resources Department, jointly with the Deputy Chief, will decide the appropriate 
level of investigation for the complaint. The investigation may include interviews with the 
directly-involved parties, and where necessary, employee who may have observed the 
alleged harassment or who may also be recipients of harassment, and who may be able 
to share information about their experiences with the accused party. 
 

E. Disciplinary Action. Following investigation, the complainant and the accused will be 
notified whether harassment was found to have occurred. An employee who is found to 
have harassed another employee will be disciplined. Disciplinary action may include 
verbal and/or written reprimands, a letter of reprimand to the employee’s personnel file, 
suspension, or termination. 
 

F. Non-retaliation. No employee will be retaliated against in any way for complaining of 
harassment or providing information in connection with the investigation of a 
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harassment complaint.  
 

G. Malicious Complaints. Complaints of harassment that are found, following investigation, 
to be contrived of willfully intended to cause harm to the accused person are a violation 
of these procedures, and the complainant is subject to disciplinary action.  
 

PROCEDURE 
N/A 
 
ATTACHMENTS 
N/A 
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CENTRAL PIERCE FIRE & RESCUE 

BOARD POLICY 

NUMBER 2.17 

 

ORIGINATED AND APPROVED: October 6, 2004 

REVIEWED: 8/31/2022 

LAST REVIEW: 

 

SUBJECT:  ANTI‐HARASSMENT PROCEDURES 

 

PURPOSE:  To  establish  procedures  to  prevent  harassment  by  and  toward  Central  Pierce  Fire & 

Rescue Employees.  

 

POLICY:  Central Pierce Fire & Rescue is committed to maintaining a work environment that is 

free from discrimination and harassment. In keeping with this commitment, the District 

will not tolerate harassment of District employees by anyone, including any District 

official, employee, volunteer, vendor, client, or customer of the District.  

 

AUTHORITY & RESPONSIBILITY: 

  The Board of Fire Commissioners and Executive Staff Members have the authority and 

responsibility to ensure all District Members are familiar with, and operate within the 

parameters of this Board Policy. 

 

I. DEFINITIONS: 

 

A. Harassment: Consists of unwelcomed conduct, whether verbal, physical, or visual, 

including slurs, comments, gestures, jokes, innuendos, touching, pictures, cartoons, 

pranks, and unwelcomed compliments, that: (1) is based upon gender, color, race, 

ancestry, religion, national origin, age, physical or mental disability, medical 

condition, veteran status, citizenship status, sexual orientation or gender 

identification, or another protected group status; and (2) creates an intimidating, 

hostile, or offensive working environment, or unreasonably interferes with an 

individual’s work performance or employment opportunities. 

  

B. Sexual Harassment: A type of harassment that occurs when the types of conduct 

described above are sexual in nature or directed at a person because of his or her 

gender. Sexual harassment also occurs when employment opportunities or benefits 

are conditioned on an employee granting sexual favors to, or having a romantic 

relationship with, a supervisor or manager 

 

Other Inappropriate Conduct: Not every incident of inappropriate conduct 

constitutes harassment in violation of these procedures. Isolated incidents of 

offensive conduct are not necessarily unlawful harassment. For example, random 

words that offend a particular employee may not be sufficient to constitute 
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harassment. Nonetheless, if an employee is offended by such behavior, it is 

important that they follow these procedures so the offensive behavior can be 

identified, evaluated, and corrected. 

 

C. Organizational Procedures: When a supervisor or Deputy Chief is notified of alleged 

harassment, they should promptly advise the Human Resources Department. The 

Human Resources Department, jointly with the Deputy Chief, will decide the 

appropriate level of investigation for the complaint. The investigation may include 

interviews with the directly‐involved parties, and where necessary, employees who 

may have observed the alleged harassment or who may also be recipients of 

harassment, and who may be able to share information about their experiences 

with the accused party. 

 

D. Disciplinary Action: Following an investigation, the complainant and the accused will 

be notified whether harassment was found to have occurred. An employee who is 

found to have harassed another employee will be disciplined. Disciplinary action 

may include verbal and/or written reprimands, a letter of reprimand to the 

employee’s personnel file, suspension, or termination. 

 

E. Non‐retaliation: No employee will be retaliated against in any way for complaining 

of harassment or providing information in connection with the investigation of a 

harassment complaint. 

 

F. Malicious Complaints: Complaints of harassment that are found, following an 

investigation to be contrived or willfully intended to cause harm to the accused 

person are a violation of these procedures, and the complainant is subject to 

disciplinary action.  

 

II. PROCEDURE: 

 

A. All District employees are responsible for helping to assure that harassment is 

prevented at all times. Supervisors and managers are expected to model 

appropriate behavior as well as to intervene if they witness potentially harassing 

behavior. Supervisors or managers receiving a complaint or observing inappropriate 

behavior should immediately report it to their Supervisor, a Deputy Chief, or the 

Human Resources Department. 

 

B. If you feel that you have experienced or witnessed harassment, you should take the 

following action: 

 

1. Identify the offensive behavior to the harasser, if appropriate, and 

request that it stop. 
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2. If you are uncomfortable doing this, or the conduct does not stop, 

you must discuss your concern with a non‐involved supervisor, a 

Deputy Chief, or the Human Resources Department.  

3. Participate in the investigation about the offensive behavior. 

Although the District cannot assure total confidentiality for 

employees who report incidents of inappropriate conduct, every 

effort will be made to protect the rights and feelings of all parties 

concerned.  

4. If for any reason you are uncomfortable with Steps 1 or 2 above, 

you should contact the District’s Employee Assistance Program. The 

contact information is located on the Human Resources tab of the 

Infoportal or by contacting your insurance provider. 

 

 

APPROVED: 

 

 

 

_______________________ 

MATT HOLM 

BOARD CHAIR 
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CENTRAL PIERCE FIRE & RESCUE 

BOARD POLICY 

NUMBER 2.17 

 

ORIGINATED AND APPROVED: October 6, 2004 

REVIEWED: 8/31/2022 

LAST REVIEW: 

 

SUBJECT:  ANTI‐HARASSMENT PROCEDURES 

 

PURPOSE:  To  establish  procedures  to  prevent  harassment  by  and  toward  Central  Pierce  Fire & 

Rescue Employees.  

 

POLICY:  Central Pierce Fire & Rescue is committed to maintaining a work environment that is 

free from discrimination and harassment. In keeping with this commitment, the District 

will not tolerate harassment of District employees by anyone, including any District 

official,  or employee, volunteer, vendor, client, or customer of the District.  

 

AUTHORITY & RESPONSIBILITY: 

  The Board of Fire Commissioners and Executive Staff Members have the authority and 

responsibility to ensure all District Members are familiar with, and operate within the 

parameters of this Board Policy. 

 

I. Definitions:DEFINITIONS: 

 

I.A. Harassment: Consists of unwelcomed conduct, whether verbal, physical, or visual, 

including slurs, comments, gestures, jokes, innuendos, touching, pictures, cartoons, 

pranks, and unwelcomed compliments, that: (1) is based upon gender, color, race, 

ancestry, religion, national origin, age, physical or mental disability, medical 

condition, veteran status, citizenship status, sexual orientation or gender 

identification, or another protected group status; and (2) creates an intimidating, 

hostile, or offensive working environment, or unreasonably interferes with an 

individual’s work performance or employment opportunities. 

  

A.B. Sexual Harassment: A type of harassment that occurs when the types of conduct 

described above are sexual in nature or directed at a person because of his or her 

gender. Sexual harassment also occurs when employment opportunities or benefits 

are conditioned on an employee granting sexual favors to, or having a romantic 

relationship with, a supervisor or manager 

 

 . Other Inappropriate Conduct: Not every incident of inappropriate conduct 

constitutes harassment in violation of these procedures. Isolated incidents of 

offensive conduct are not necessarily unlawful harassment. For example, random 

words that offend a particular employee may not be sufficient to constitute 
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harassment. Nonetheless, if an employee is offended by such behavior, it is 

important that they follow these procedures so the offensive behavior can be 

identified, evaluated, and corrected. 

 

 

A. All District employees are responsible for helping to assure that we prevent 

harassment. Supervisors and managers are expected to model appropriate behavior 

as well as to intervene if they witness potentially harassing behavior. Supervisors or 

managers receiving a complaint or observing inappropriate behavior should 

immediately report it to the Deputy Chief or the Human Resources Department. 

B. If you feel that you have experienced or witnessed harassment, you should take the 

following action: 

 

i.Identify the offensive behavior to the harasser, if appropriate, and request that it 

stop;  

If you are uncomfortable doing this, or the conduct does not stop, you must discuss 

your concern with a non‐involved supervisor, Deputy Chief, or the Human Resources 

Department.  

ii.Participate in the investigation about the offensive behavior. Although the District 

cannot assure total confidentiality for employees who report incidents of 

inappropriate conduct, every effort will be made to protect the rights and feelings of 

all parties concerned.  

ii.If for any reason you are uncomfortable with Steps 1 or 2 above, you should contact 

the District’s Employee Assistance Program. The contact information is located on 

the Human Resources tab of the Infoportal or by contacting your insurance 

provider. 

 

III.C. Organizational Procedures: When a supervisor or Deputy Chief is notified of 

alleged harassment, they should promptly advise the Human Resources 

Department. The Human Resources Department, jointly with the Deputy Chief, will 

decide the appropriate level of investigation for the complaint. The investigation 

may include interviews with the directly‐involved parties, and where necessary, 

employees who may have observed the alleged harassment or who may also be 

recipients of harassment, and who may be able to share information about their 

experiences with the accused party. 

 

IV.D. Disciplinary Action: Following an investigation, the complainant and the accused 

will be notified whether harassment was found to have occurred. An employee who 

is found to have harassed another employee will be disciplined. Disciplinary action 

may include verbal and/or written reprimands, a letter of reprimand to the 

employee’s personnel file, suspension, or termination. 
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V.E. Non‐retaliation: No employee will be retaliated against in any way for complaining 

of harassment or providing information in connection with the investigation of a 

harassment complaint. 

 

VI.F. Malicious Complaints: Complaints of harassment that are found, following an 

investigation to be contrived or willfully intended to cause harm to the accused 

person are a violation of these procedures, and the complainant is subject to 

disciplinary action.  

 

II. PROCEDURE:  N/A 

 

A. All District employees are responsible for helping to assure that harassment is 

prevented at all times. Supervisors and managers are expected to model 

appropriate behavior as well as to intervene if they witness potentially harassing 

behavior. Supervisors or managers receiving a complaint or observing inappropriate 

behavior should immediately report it to their Supervisor, a Deputy Chief, or the 

Human Resources Department. 

 

B. If you feel that you have experienced or witnessed harassment, you should take the 

following action: 

 

1. Identify the offensive behavior to the harasser, if appropriate, and 

request that it stop. 

2. If you are uncomfortable doing this, or the conduct does not stop, 

you must discuss your concern with a non‐involved supervisor, a 

Deputy Chief, or the Human Resources Department.  

3. Participate in the investigation about the offensive behavior. 

Although the District cannot assure total confidentiality for 

employees who report incidents of inappropriate conduct, every 

effort will be made to protect the rights and feelings of all parties 

concerned.  

4. If for any reason you are uncomfortable with Steps 1 or 2 above, 

you should contact the District’s Employee Assistance Program. The 

contact information is located on the Human Resources tab of the 

Infoportal or by contacting your insurance provider. 

 

 

APPROVED: 

 

 

 

_______________________ 

MATT HOLM 

BOARD CHAIR 
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Agenda Date    October 10, 2022 

Item Title:    Human Resources Division Report 

Attachments:    2022 Promotional Ceremony 

Submitted by:   HRD Washo 
 

 
RECOMMENDED ACTION BY THE BOARD:  

First reading  
Second reading  
Motion to approve  
For information only  
Other:  

 
SUMMARY:     

 
Recruitment 

 New Hires 
o Operations Analyst – 9.18.2022 

 Tara Erickson has joined the operations team as the Operations Analyst.  Tara comes to 
us with years of experience doing the same work for the Vancouver Fire Department and 
will be a tremendous asset to the District.   

 Current Recruitments 
o Assistant Chief - Training 

 Six candidates took place in the total process, and Chief Morrow will be announcing his 
selection around October 7th (before the writing of this AIS).  

o Human Resources Analyst 
 We have selected our final candidate, and she is currently in the background stage.  

o Academy 23-1 
 79 Candidates were invited to interview 

 71 scheduled their interview (8 withdrew or failed to schedule) 
o 38 candidates passed  
o 26 candidates did not pass 
o 7 Withdrew/Dropped/No-Showed 

 All 38 candidates have scheduled their Chief’s interviews for the week of October 10th   
o Support Specialist - Administration 

 We had no internal interest in the position, so an external posting was conducted and 
candidates are currently doing online testing and we will be inviting the top candidates in 
for interviews on October 18th  

 
 Promotional Ceremony 

o On October 20th, at 3:00 p.m., we will be holding a large promotional ceremony at the pavilion at 
Pioneer Park for all personnel promoted in 2020, 2021 and 2022 to date. We would love for you 
to come and recognize these personnel.  The announcement is attached to this AS. 
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 Upcoming Recruitments/Other Staffing work 
o Suppression Lieutenant  
o Entry Level for Academy 23-2 
o Positions approved in the 2023 budget 

 
Other Projects 

 Job Analysis  
o Our first session, to create the Firefighter-EMT/Firefighter-Paramedic job description was a 

success.  That took place in late August.   
o Our second session, to create the Apparatus Operator description was held on October 5th. 

 
 Diversity, Equity and Inclusion (DEI) 

o We kicked off this work in late September.  Currently 39 personnel are completing an individual 
Intercultural Development Inventory (IDI) Assessment and will then have an individual review 
and personalized coaching session with our consultant.   

 
Negotiations 

 Local 726 Non-Uniformed negotiations began in July.  As of this writing, we have a session set for 
October 7th that we hope may be a session that gets us to a tentative agreement.   

 The OPEIU contract will expire on December 31st.  We have had an additional meeting and things are 
going well, we have our next session set for October 20th.   
   

FINANCIAL IMPACT:  
N/A 
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Assistant Chief 
Joe Bouchard 

Radcliffe McKenzie 
Kevin Berdan 

BaƩalion Chief 
Jeff Cable 

Adam Rosenlund 
Ray Escobedo 
Brian Ferrier 

EMS Captain 
Jesse Fox 

Captain 
Noah Tchobanoff 

Tyler Brown 
MaƩ Santos 

Erick Cokl 

LogisƟcs Captain 
Don Hodges 

2022 PROMOTIONAL CEREMONY 
October 20, 2022 

1500—1700 
Pioneer Park Pavilion 

Family and friends are invited to aƩend.  Light refreshments will be provided.  

Lieutenant 
Kevin Hucke 

BreƩ MarƟnson 
Josh Luke 

Steve Hammond 
ScoƩ Fieldman 

MaƩhew Bronoske 
ScoƩ Hollstrom 

Erick Durant 
Jason Simmons

EMS Lieutenant 
Jonathan Franz 

Jeff Krekling 
MaƩhew Currie 
Kim Stoltenberg 

DFM 
Peter Wohrle 
Wes Courtney 

IT ConsorƟum Director 
Micah Scott-Ralston 

Lead Mechanic 
Brendon Reseck 

FaciliƟes Lead 
BJ Butler 

Systems Administrator 
Sam Simanjuntak 

Payroll Coordinator 
Jessica Resop 

ExecuƟve Assistant 
Ariel Paramapoonya 

HR Analyst 
Jackie Wood 
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Agenda Date:   October 10, 2022 

Item Title:  Field Operations Division Report 

Attachments:  N/A 

Submitted by:   AC Kent 
 

 
RECOMMENDED ACTION BY THE BOARD:  

First reading
 

Second reading
 

Motion to approve
 

For information only
 

Other:
 

 
SUMMARY:     

 
1. Washington State Fair 

 
A. Washington State Fair has come to an end.  It was a very successful Fair this year in 

both attendance and CPFR involvement.  The After-Action Report, (AAR) is currently 
being conducted.  I will share with the BOC when completed. 

 
2. Tactical Incident Management Committee 

 
A. The Tactical Incident Management Committee, (TIMC) has met several times so far, to 

discuss shared Fire Ground Tactics/Incident Management amongst the 5 Consortium 
Agencies.  It has been going very well.   

 
 

FINANCIAL IMPACT: 
 
N/A 

81



 
            Board Meeting Agenda Item Summary 

Page 1 of 1 

 

 

 
 

Agenda Date: October 10, 2022 

Item Title: EMS Division Report 

Attachments: N/A 

Submitted by: AC Bouchard 
 

 
RECOMMENDED ACTION BY THE BOARD:  

First reading  
Second reading  
Motion to approve  
For information only  
Other:  

 
SUMMARY:   
 

1. CARES RN 
 

A. Working with HR to establish the process for the next CARES RN. 
 

2. IV Pumps Update 
 

A. Establishing guidelines with Dr. Friedrick for transport out of facilities with IV 
pump medications. 

 
 

 
 
 
 
 
FINANCIAL IMPACT: 
 
N/A 
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Agenda Date: October 10, 2022 

Item Title:  Operations Division Update Report 

Attachments:  N/A 

Submitted by DC Stueve 
 

 
RECOMMENDED ACTION BY THE BOARD:  

First reading  
Second reading  
Motion to approve  
For information only  
Other:  

 
SUMMARY:     
 
1. Operations Section Update 

 
A. We have welcomed the new Operations Analyst Tara Erickson to the team.   
B. Training Consortium – OAT (Operations Chiefs) is meeting weekly to plan the 

consolidation of training resources.  
 

2. Training Division Update 
 
A. Training rhythm has resumed with the end of the WSF season. 
B. The recruit class is currently in the EMT course. 
C. Division staff has demonstrated exemplary flexibility and teamwork through this very 

busy season. 
 
FINANCIAL IMPACT:  
 
N/A 
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Agenda Date: October 10, 2022 

Item Title:  Fire Chief’s Report   

Attachments:  N/A 

Submitted by: Chief Morrow   
 

 
RECOMMENDED ACTION BY THE BOARD:  

First reading  
Second reading  
Motion to approve  
For information only  
Other:  

 
SUMMARY:     
  
STATION 72 DIRT STATUS: 
Russ Karns has reported that the depositions that he was to be involved in have been 
cancelled and are being rescheduled. While the outcome for the District still looks 
favorable, the cancellations and continued lack of a conclusion on this issue is 
frustrating. 
 
ASSISTANT CHIEF- TRAINING: 
The process has concluded and an announcement regarding the successful candidate 
is expected no later than October 7th.  
 
LABOR NEGOTIATIONS 
The District continues with good progress on labor negotiations with the non-uniformed 
726 group and with OPEIU. Staff is hoping to wrap up both contract negotiations by the 
end of October. 
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Mission:  Effect ively respond, cont inuously improve,  compassionately serve  

 

 

 

 
 
 
 
September 26, 2022 
 
 
Chris Richmond 
Firefighter  
Station 71 
 
 
Dear Chris,  
 
On behalf of Central Pierce Fire & Rescue, I want to commend and recognize your 
personal sacrifice during a structure fire on August 31, 2022. 
 
Upon arrival on E71, you and your fellow firefighters encountered a rapidly deteriorating 
incident. The initial fire building had heavy fire conditions that had spread to two 
separate houses and another garage.   
 
E71 started fire control and needed tank water from E73 to continue fire control until a 
water supply was established. During this transfer, you sustained a significant injury to 
your finger. Recognizing that this was a serious injury, you delayed care to continue 
your crucial actions to minimize fire spread. This was an all hands on deck incident. As 
the incident commander, I knew we only had a few minutes to knock the fire down or we 
would have had several structures heavily involved.  
 
You waited until the incident was stabilized to request care. You put the mission first 
and I appreciate your personal sacrifice. I wish you a speedy recovery back to E71. 
 
Sincerely,  
 

 
Adam Jackson, Battalion Chief 
 
Cc:  Personnel File  
 BOC Packet 

 

Central Pierce Fire & Rescue 
Mailing Address:  P.O. Box 940, Spanaway, WA  98387 

17520 – 22nd Ave E, Tacoma, WA  98445 
(253) 538-6400   (253) 276-6770  Fax 

www.centralpiercefire.org 
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Mission:  Effect ively respond, cont inuously improve,  compassionately serve  

 

 

 

 
 

Letter of Commendation 

 

Courtney Thompson 

Public Educator for Central Pierce Fire and Rescue. 

 

I want to officially recognize all of Courtney’s efforts during the Washington State Fair that recently ran 

from September 2, 2022 to September 25, 2022.  Courtney spent everyday, but one, working our P&E 

booth alongside the scheduled fire fighters.  She was there every day, from open to close, and always 

had a smile on her face and a positive upbeat demeanor.   

Courtney was instrumental in coming up with the displays and activities we presented during the fair 

and was always the face of our community engagement.   She helped pave the way in setting up our 

firefighters for success in their interactions with the fair goers.  She has been doing this kind of thing 

since she arrived at Central Pierce, and she has been such a positive, invaluable member of our 

organization.  I, for one, cannot express my gratitude enough, as she helped ensure my role in 

coordinating the fair was that much easier, knowing she was there alongside all of our other great 

members. 

Courtney, your efforts did not go unnoticed. 

 

Thank you,  

 

Ray Escobedo 

 

Battalion Chief of Operations. 

 

Central Pierce Fire & Rescue 
Mailing Address:  P.O. Box 940, Spanaway, WA  98387 

17520 – 22nd Ave. E., Tacoma, WA  98445 
(253) 538-6400   (253) 276-6770  Fax 

www.centralpiercefire.org 
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