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EXECUTIVE SUMMARY
The Talbot County Volunteer Fire and Rescue Association (TCVFRA) was established by the
seven Volunteer Fire Companies of Talbot County, Maryland. As an organization and in
conjunction with its constituent Fire Companies, it has recognized the significant challenges
facing the volunteer fire service in Talbot County. Talbot County has several unique factors
which, when taken as a whole, impact the ability of the Fire Companies to safely, effectively,
and efficiently provide an adequate response to emergencies on a 24‐hour basis. These factors
include high incomes, high housing costs, an aging populace from which to draw active
volunteer firefighters, and limited employment opportunities. The TCVFRA believes that these
and other issues have led to a continued loss of active volunteer firefighters and difficulties in
recruiting new volunteer firefighters.
The TCVFRA approached the Talbot County Council, which is highly supportive of the volunteer
fire service in Talbot County, for assistance in addressing these challenges. As a result, the
Talbot County Council, acting on a fiduciary level, appropriated funds for a recruitment
campaign. The “Gear Up for Talbot” campaign began in September 2014 and comprises a series
of traditional media advertisements such as signage and radio as well as social media and the
TCVFRA website. The program is ongoing and there seems to be some initial successes but it
will require a longer‐term look at statistics to determine the overall effectiveness of the
campaign.
A major component of the efforts undertaken by the TCVFRA and the Talbot County Council is
this Five‐Year Strategic Recruitment and Retention Plan. This plan offers suggestions,
alternatives, and tangible methods for assisting the TCVFRA to grow and retain the numbers of
volunteers needed to provide efficient and effective delivery of emergency services to the
residents and visitors of Talbot County. An overview of these suggestions is located in Appendix
III, Recommendations at a Glance. Talbot County’s all‐volunteer fire service has a long‐enduring
tradition and proud history of delivering high‐quality services, and this plan offers a blueprint to
successfully guide that legacy into the future.
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SECTION 1 – OVERVIEW
The TCVFRA faces many of the same challenges in recruiting and retaining personnel to serve in
its seven constituent fire companies as do many other volunteer fire companies across the
United States. While Talbot County has similar recruitment and retention challenges as do the
other volunteer fire companies, there are also several unique issues that appear to magnify
some of these challenges. Two of these challenges are a lack of affordable housing and in one
particular portion of the county an aging population. While there is no simple resolution to the
volunteer recruitment and retention challenge, the TCVFRA has taken a proactive stance and
actively engaged with residents of Talbot County in finding mechanisms to support continued
volunteerism in the county.
The TCVFRA issued a Request for Proposal (RFP) seeking assistance in developing a five‐year
Strategic Recruitment and Retention Plan (R&R Plan). Delta Development Group, Inc. (Delta), of
Mechanicsburg, Pennsylvania, responded to the RFP and was selected as the successful
respondent. Delta, in coordination with the TCVFRA Recruitment and Retention Committee, has
taken the following steps to find potential solutions on behalf of the TCVFRA:
•
•
•
•

Conducted a Strengths, Weaknesses, Opportunities, and Threats (SWOT) analysis in a
session with members representing each constituent volunteer fire company;
Applied basic Geographic Information Systems (GIS) analysis of the demographics in
Talbot County;
Utilized thumbnail information of each of the seven constituent fire companies to
determine a baseline understanding of each fire company; and
Conducted a survey of the volunteer fire company membership to gather additional
demographic information and data on recruitment and retention challenges.

The selected approach was chosen to incorporate a broad range of data, experience, and opinion.
All will be used to generate ideas and concepts for developing a road map for the TCVFRA to
successfully promote and continue the rich heritage of the volunteer fire service in Talbot County.
Delta attended four meetings in Talbot County: the Kick‐off meeting on January 14, 2015, in
Easton, Md., and TCVFRA meetings on February 11, 2015, at the Cordova Volunteer Fireman’s
Association; March 11, 2015, in Easton, Md.; and April 8, 2015, at the Oxford Fire Company. The
purpose of the last three meetings was to ensure that the TCVFRA Volunteer Recruitment and
Retention Survey was well publicized and that hard copies were available to the TCVFRA
constituent fire companies in case the online survey was inaccessible.
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SECTION 2 – ANALYSIS OF THE CURRENT SITUATION
This section outlines the results of interviews, surveys, assessments, and analysis of the current
volunteer environment of the Talbot County volunteer fire service. Every attempt has been made
to be as complete as possible in data collection. A key element is the optimum number of active
operational personnel that each company believes would provide the best customer service to
the citizens of Talbot County. The information provided by the fire companies defines where the
most significant problems are occurring and establishes recruitment and retention goals.
FIRE COMPANY PERSONNEL AND RECRUITING INFORMATION
NUMBER 20 OXFORD FIRE COMPANY, INC.
300 Oxford Road
Oxford, MD 21654
Number of active operational personnel:
Optimum number of active operational personnel:
Firefighter recruits 2012–2014:
How many of those still remain:
How many other personnel losses:

23
40
4
4
2

NUMBER 30 TRAPPE VOLUNTEER FIRE COMPANY
4001 Powell Avenue
Trappe, MD 21673
Number of active operational personnel:
Optimum number of active operational personnel:
Firefighter recruits 2012–2014:
How many of those still remain:
How many other personnel losses:

32
40
8
8
2

NUMBER 40 ST. MICHAELS FIRE DEPARTMENT, INC.
1001 South Talbot Street
St. Michaels, MD 21663
Number of active operational personnel:
25
Optimum number of active operational personnel: 40
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Firefighter recruits 2012–2014:
How many of those still remain:
How many other personnel losses:

22
14
18

NUMBER 50 CORDOVA VOLUNTEER FIREMAN’S ASSOCIATION
11864 Kitty’s Corner Road
Cordova, MD 21625
Number of active operational personnel:
Optimum number of active operational personnel:
Firefighter recruits 2012–2014:
How many of those still remain:
How many other personnel losses:

25
40
16
6
13

NUMBER 60 EASTON VOLUNTEER FIRE DEPARTMENT, INC.
315 Aurora Park Drive
Easton, MD 21601
Number of active operational personnel:
Optimum number of active operational personnel:
Firefighter recruits 2012–2014:
How many of those still remain:
How many other personnel losses:

59
60
31
6
13

NUMBER 70 TILGHMAN VOLUNTEER FIRE COMPANY, INC.
5979 Tilghman Island Road
Tilghman, MD 21671
Number of active operational personnel:
Optimum number of active operational personnel:
Firefighter recruits 2012–2014:
How many of those still remain:
How many other personnel losses:

9
15
5
4
1

NUMBER 80 QUEEN ANNE‐HILLSBORO VOLUNTEER FIRE COMPANY
13512 First Street
Queen Anne, MD 21657
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Number of active operational personnel:
Optimum number of active operational personnel:
Firefighter recruits 2012–2014:
How many of those still remain:
How many other personnel losses:

20
35
15
2
16

SWOT ANALYSIS
Delta conducted a SWOT Analysis at the Project Kick‐off Meeting on January 14, 2015, at the
Talbot County Emergency Operations Center in Easton, Maryland. Members from each of the
TCVFRA constituent fire companies, Talbot County Emergency Management and guests were in
attendance. The meeting participants identified the following items during the SWOT Analysis
discussion. It should be understood that the SWOT Analysis provides only a snapshot of the
positive and negative concerns that may have an impact on recruitment and retention issues
facing the fire companies in Talbot County.
STRENGTHS
•
•
•
•
•
•
•

Modern equipment
Mature members of the companies provide significant administrative support
The fire companies serve as a core for the community in the unincorporated areas
The fire companies provide support to their communities
Businesses provide support to the fire companies
Talbot County provides financial support to the fire companies
Training classes are free and of high quality

WEAKNESSES
•
•
•
•
•
•
•
•

Difficulty maintaining interest
Call volume problems
Economic impacts
Membership requirements and time commitment
Cost of living in Talbot County
Difficulty of finding affordable housing
Out‐of‐pocket expenses
Differences of opinions, leading to morale problems
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OPPORTUNITIES
•
•
•
•
•
•

Donations from both community and business
Knowledge base of community members
Volunteer assistance from the community
Demographics
Career firefighters who live in Talbot County
Expanding the training and education program to middle schools

THREATS
•
•
•
•
•
•

Cost of living in Talbot County
Job availability
Geography of Talbot County
Free training being provided and then fire company members leaving to pursue a career
Community Service Requirement for high school graduation
Generational issues and lack of interest in volunteering

GIS AND DEMOGRAPHICS
The following series of GIS maps provides a visualization of the basic income, age, employment,
and housing issues in Talbot County. Great care should be taken to look at this information as a
whole and not simply to isolate specific areas of concern.
More important, the GIS maps reinforce the generally held beliefs that job availability, housing
affordability, and a gradual shift in an aging population significantly impact the ability of Talbot
County volunteer fire companies to attract and retain their primary volunteer response
personnel.
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TALBOT COUNTY EMPLOYMENT DATA
This information is important in showing where the clusters of jobs are in Talbot County and the relative percentages of jobs held by
age. There have been concerns expressed during work on this project about the jobs that are available within the County, especially
for those in younger age groups and their location within the county.
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TALBOT COUNTY AVERAGE HOUSEHOLD AND MEDIAN HOUSEHOLD INCOME
The following two maps show Average Household Income and Median Household Income. The
maps are reflective of comments received by Delta during work on this project, that Talbot
County requires a higher income in order to maintain a reasonable standard of living. Of
interest are the locations of fire stations within the higher income areas and the pockets of
slightly lower Average Household Income. The view of Median Household Income shows only
two areas that fall below the $50,000 level. One other item of interest is Highway 50 as an
East/West line of demarcation for income.
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TALBOT COUNTY MEDIAN AGE
One of the items noted by the TCVFRA was the difficulty in finding volunteers of an appropriate
age to serve in an active response capacity (firefighter, EMT) as opposed to a support capacity
(administrative, fundraising). The Talbot County Median Age map displays this issue in detail
and demonstrates that fire companies such as St. Michaels and Oxford are surrounded by a
populace that ranges in age from 51 to 64 and above.
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TALBOT COUNTY WORKFORCE
The next three maps illustrate the relative density of workforce age groups in Talbot County.
The maps indicate a more youthful workforce is located in the northern and eastern sections,
which are the less densely populated regions of the county. Older workers and retirees are
located in the more densely populated and waterfront areas of the county.
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TALBOT COUNTY AVERAGE HOME VALUE
The next two maps show average home values and median home values. The TCVFRA and
members of the constituent fire companies that were surveyed for this project noted that
affordable housing was a significant challenge affecting the volunteer community. Once again,
U.S. Highway 50 serves as a rough line of demarcation between higher‐ and lower‐cost housing.
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TCVFRA VOLUNTEER RECRUITMENT AND RETENTION SURVEY
The TCVFRA Volunteer Recruitment and Retention Survey (R&R Survey) was available online for
electronic submission and as a hardcopy for handwritten responses. A total of 58 online
responses and 62 handwritten responses were received. The hard copy responses were hand
tabulated, added, and compared with the on‐line R&R Survey results. There was no significant
change in percentages except for Question 8, Residency in Talbot County. Of the 20 responses
from one Fire Company, 16 respondents live outside of Talbot County. In addition, the R&R
Survey revealed a number of interesting results, several of which are highlighted in this section.
The complete R&R Survey results are in Appendix I.
QUESTION 2: HOW MANY YEARS HAVE YOU SERVED IN A VOLUNTEER FIRE DEPARTMENT?

Analysis: Six or more years of service constitutes over 80% of the responses. Conversely,
the remaining 20% of responses represents those members with six years or less of
volunteer service. This indicates that the volunteer fire service is aging along with the
general population and that younger members are not coming on to replace older
members.
How many years have you served in a volunteer fire department?
2%
4%
14%
Less than 1 Year
1-2 Years

42%

3-5 Years
6-10 Years

23%

11-15 Years
16 Years or more

16%
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QUESTION 3: WHAT ROLES DO YOU FILL IN YOUR FIRE DEPARTMENT?

Analysis: A comparison of the multiple roles and responsibilities filled by members in a
traditional volunteer system demonstrates the diversity required by members and assists in
illustrating the time commitment required for filling these roles.
What roles do you fill in your fire department? Check all that apply.

90%
80%
70%
60%
50%
40%
30%
20%
10%
0%

DELTA DEVELOPMENT GROUP, INC.

23

RESULTS WITH INTEGRITY

Talbot County
Volunteer Emergency Services
Recruitment and Retention Strategic Plan 2015
QUESTION 4: IN YOUR OPINION, WHY DO PEOPLE LEAVE THE VOLUNTEER FIRE DEPARTMENT?

Analysis: One of the primary reasons noted by the TCVFRA for issuing this RFP was the
difficulty in maintaining membership since the economic downturn of 2008. It is somewhat
surprising to see that a number of other areas including Life Changes, Personal Conflicts,
Station Politics, and Time Commitment received more responses than did Economic
Problems. This is not to downplay the effects of the economic downturn but rather to note
that there are several other issues that need to be addressed.
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I don’t know

Too much of a time
commitment

Too many calls

Station/department
politics

Personal conflicts in the
department

Not enough calls

Life change: married,
moved, children, retired

Lack of training
opportunities

Lack of
incentives/benefits

Lack of equipment

Lack of community
support

Jurisdictional politics

Health or fitness issues

Economic problems

Could not meet training
requirements

80%
70%
60%
50%
40%
30%
20%
10%
0%

Lack of leadership in
station/department/em…

In your opinion, why do people leave the volunteer fire department?
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QUESTION 5: WHAT INITIALLY MOTIVATED YOU TO JOIN THE FIRE DEPARTMENT?

Analysis: This question is related to marketing and what might influence people to join a
volunteer fire company. The responses indicate that having a friend, family member or
other personal contact that is a member of a volunteer fire company are the greatest
motivators for encouraging recruitment.
What initially motivated you to join the volunteer fire department? Check all that
apply.
60%
50%
40%
30%
20%
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Other (please
specify)

Other special
event

Story in local
media about a…

Personal
contact with a…

Participating in
a fund raising…

Open house,
fire station, or…

Friend or family
member referral

Facebook

Career day at
school

Banner outside
the station

Advertisement
(newspaper,…

0%

Experience
from a family,…

10%
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QUESTION 6: WHAT MOTIVATES YOU TO CONTINUE VOLUNTEERING?

Analysis: Service to the community and personal fulfillment were ranked highest among
motivations to continue volunteering. While friendships and fire/rescue/hazmat response
received a number of responses, they were far less a factor than presumed previous to the
survey.
What motivates you to continue volunteering?

90%
80%
70%
60%
50%
40%
30%
20%
10%
0%
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QUESTION 7: SOCIAL MEDIA AND YOU

Analysis: A majority of respondents indicated that they use some type of social media.
Facebook is the overwhelmingly used social media outlet in comparison to other social media.
This becomes important in future recruitment and outreach planning efforts. Social media with
an emphasis on utilizing Facebook should be incorporated into recruitment and retention
efforts as well as used as an alternative communications mechanism for volunteer fire
companies. A review of the data indicates that there is a significant age factor involved in the
responses to this question.
Yes
No

Social media and you.
70
60
50
40
30
20
10
0
Do you use Facebook?

Do you use Twitter?
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Do you use Instagram?

Do you use other forms
such as Snapchat or
Vine?
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QUESTION 9: WHAT IS YOUR AGE?

Analysis: Respondents in the 26–35, 36–50 and 51–68 age groups are essentially equally
distributed, accounting for over 75 percent of the respondents. The 12–18 and 19–25 age
groups represent a combined total of 20 percent of respondents. These figures demonstrate an
aging population among the volunteer fire companies and illustrate that if members are
retained after 25 years of age they will tend to be a volunteer longer.
What is your age?
2% 2%
16%

12-18 years old

26%

19-25 years old
26-35 years old
36-50 years old

26%

51-68 years old
69 or older

29%
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SECTION 3 – FIVE‐YEAR RECRUITMENT AND RETENTION STRATEGY
The following section suggests the actions and activities that may positively impact volunteer
recruitment and retention efforts in Talbot County. While the demographic challenges
characterized in Section 2 cannot be ignored, the application of a coordinated and consistent
strategy may improve volunteerism in many parts of the county.
An effective marketing campaign is clearly a key in achieving recruitment goals. To assist in that
process, one of the questions that Delta posed to the leadership of the individual fire
companies dealt with determining the existing staffing levels of firefighters/EMTs versus what
each company would view as an optimum but realistic staffing level. That information is
necessary to provide reasonable goals and provide an effective means of measuring success.
Identifying an optimum staffing level for each fire company is a necessary starting point but
achieving that goal is the difficult task.
The existing framework provided by the “Gear Up for Talbot” campaign with its consistent
message throughout the County, the ongoing efforts of each Fire Company, and the web‐based
efforts of the TCVFRA are excellent recruiting and marketing strategies that should be
continued. The decision to use a countywide approach in recruitment efforts is solid, achieves
cost‐effectiveness by using a consolidated and coordinated approach, and shows the citizens of
Talbot County that the local fire service is interested in their welfare. Several suggested
recruitment strategies follow. Please note that all budget figures are estimates and may vary
widely.
RECRUITMENT STRATEGY
GOAL 1: INCREASE THE NUMBER OF ACTIVE FIREFIGHTERS AND OTHER VOLUNTEERS IN EACH
OF THE FIRE COMPANIES IN TALBOT COUNTY.

Strategy 1 – Gear Up for Talbot
Description: Give the “Gear Up for Talbot” campaign a face by utilizing one or more Talbot
County volunteer firefighters, as well as photographs of Fire Company‐related activities. This
would have the effect of making the campaign personal rather than depending solely on a
phone number or e‐mail address in the current campaign materials.
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Implementation – Ongoing
Budget – $20,000 annually
Strategy 2 – Improve marketing materials
Description: Marketing materials represent a key investment in concert with the “Gear Up for
Talbot” campaign. High‐quality, full‐color materials that appeal to the eye are beneficial assets
to marketing efforts.
Strategy 2A: Update printed materials to include a QR code and social media icons. This
technology and social media are widely used and can be readily accessed through smartphones
or tablets. In addition, updating membership applications to be available in a web‐based or
fillable electronic format would streamline the membership application process and
demonstrate that the fire companies are utilizing new technologies.
Implementation – Year Two then ongoing
Budget – $5,000
Strategy 2B: Develop “Gear Up for Talbot” flyers or “trading cards” to be displayed and
distributed by local businesses. The consistent message that is provided through the “Gear Up
for Talbot” is a tool that provides a two‐pronged approach to marketing. It keeps local
businesses continually involved in the volunteer firefighter recruitment process and continually
reminds customers about the volunteer fire service. To promote this strategy it would be of
value to meet with the Chamber of Commerce, Rotary Club, and other business organizations in
Talbot County to develop support for this strategy.
Implementation – Year Two then ongoing
Budget – $1,500
Strategy 3 – Direct mail campaign
Description: Direct mail campaigns ensure that information gets to every address in the county.
Strategy 3A: According to the United States Census Bureau, there are approximately 16,000
households in Talbot County. Conducting an annual fundraising/recruitment drive by mail at an
appropriate time each year would have a two‐fold benefit. First, to use an abbreviated form of
the “Gear Up for Talbot” message and, second, to remind each household that it is a volunteer
DELTA DEVELOPMENT GROUP, INC.
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firefighting system and that it is incumbent on each member of the community to do their part
in maintaining that system, whether that support is financial or through active participation.
Implementation – Year Three then annually
Budget – $8,000 annually
Strategy 3B: Investigate the possibility of using a direct mail option such as Val‐Pak to reach all
or most of the households in Talbot County. The same type of information and message used in
a direct mail campaign would be applied to this medium. Utilizing this type of approach may
offer the possibility to direct marketing efforts to the response areas of the Fire Companies that
have the greatest need for recruitment and retention efforts. This flexibility may be a
consideration for the TCVFRA.
Implementation – Year Four
Budget – $2,500
Strategy 4 – Special events
Description: Conduct marketing and recruitment efforts at special events throughout the
county. This might include participating at such events as a business having a grand opening, a
special hunting or fishing event, or even something as commonplace as a car dealer or bicycle
shop having a tent event. The key is to break out of the ordinary and put the TCVFRA and the
fire companies in the public eye as much as possible. A key feature would be to have a piece of
fire apparatus on‐site with members in uniform available to interact with the public. In the
future, if a more detailed GIS study is completed and the information gathered shows what
activities volunteer firefighters participate in, then similar activities could be targeted.
Implementation – Year Two
Budget – Volunteer time and fuel costs
Strategy 5 – Sundaes on Saturday
Description: The Fire Companies conduct a number of regular activities such as breakfasts and
barbeques that are used as fundraisers and clearly those activities need to continue to assist in
supplementing the $150,000 that each fire company currently receives for operational support
from the county. A simple idea used in other areas is the concept of “Sundaes on Saturday”
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where the community is invited to visit its local fire company and enjoy a free ice cream
sundae. This provides a small “hook” to bring local residents to the Fire Company to see the
equipment and meet with the firefighters. The concept is similar to an open house but with a
twist. This event would be scheduled on a regular basis, not just once or twice a year.
Implementation – Year Two
Budget – $100 each event
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Strategy 6 – This community served by volunteers
Description: Passively engage the communities served by the constituent fire companies of the
TCVFRA by having street signage put in place on roadways accessing those communities that
note that this is a volunteer fire company community. This approach provides motorists with a
quick reminder of the services provided by the volunteer fire companies.
Implementation – Year One
Budget – $250 per sign
GOAL 2: DEVELOP A POOL OF POTENTIAL ACTIVE FIREFIGHTERS AND OTHER VOLUNTEERS
THROUGH THE EDUCATIONAL SYSTEM IN TALBOT COUNTY.

Strategy 1 – Engage school students
Description: Attempting to reach students in high school about participating with the fire
companies is almost too late; the outreach should begin in middle school.
Strategy 1A: The State of Maryland, Department of Education has a requirement for high school
students to complete a prescribed number of volunteer hours prior to graduation. The TCVFRA
and constituent fire companies could benefit from this requirement by developing relationships
with Easton High School and St. Michaels Middle/High School. The volunteer hours that a
student provides through fire company activities can be credited to the volunteer hour
graduation requirement. In addition, this is an opportunity for the students to become involved
with the volunteer fire service at an early age and with proper mentoring, this involvement
would be an avenue for continued recruitment. Staff and counselors involved in the program
should be completely informed about the benefits to the students, the school, and the
community and strongly encouraged to motivate students toward the volunteer fire service. If
the high schools have an active DECA, Inc., or similar program, that leader should be consulted
about how to best reach the students.
Implementation – Year Two then ongoing
Budget – Volunteer time
Strategy 1B: Staff and educators at the Easton and St. Michaels Middle Schools should be
approached in regard to developing student interest in the volunteer fire service. While
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students in the middle school age range cannot participate in all fire company activities, there
are many age appropriate activities available to this age. Engaging students at an early age may
have a positive effect on retention as they progress through middle school and high school.
Implementation – Year Two then ongoing
Budget – Volunteer time
Strategy 1C: It is positive that in the 2014–2015 school year, three Talbot County high school
students participated in the Cadet Firefighter program at the University of Maryland, Maryland
Fire and Rescue Institute, Upper Eastern Shore Regional Training Center (UESRTC). However,
the goal should be to increase the number of students participating in the program. Engaging
Strategies 1A and 1B may have a positive effect toward this goal.
Implementation – Year Two then ongoing
Budget – Volunteer time
RETENTION STRATEGY
Survey and SWOT analysis participants have expressed what they feel is both good and what
needs improvement in order to retain volunteer members. They discussed the costs associated
with equipping and training new members and how that investment is lost and unrecoverable
when a member leaves after a short time. Housing costs, fire company leadership, and training
requirements all affect volunteer retention.
There are many ways to promote retention of volunteer firefighters. The basic concepts of
welcoming, including, and valuing new members of the fire company from the very first day of
their service is the baseline activity to ensure retention of volunteer fire company members.
Fire company leaders should notify all members of the fire company introducing a new
volunteer, providing a brief summary about the member and his or her background along with
the request to help the new member feel welcome and part of the fire company family. It is
incumbent on the current members of the fire company to encourage and support their
participation. A simple “thank you” can work wonders.
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GOAL 3: INCREASE THE NUMBER OF ACTIVE FIREFIGHTERS, EMTS, AND OTHER VOLUNTEERS
THAT REMAIN BEYOND FIVE YEARS OF SERVICE.

Strategy 1 – Exit interviews
Description: The first strategy begins at the end. Why are people leaving? This was a question in
the survey but it was answered from the viewpoint of an active member, not one who left. The
TCVFRA and its constituent fire companies should conduct exit interviews, using a standardized
questionnaire, with each member who decides to leave the fire company. Exit interviews are an
opportunity to determine firsthand the reasons for members leaving the fire company. Fire
company leadership or other personnel conducting the interview will be able to utilize the
information gathered from the interviews to better address retention challenges.
There are some pitfalls in the exit interview process such as if a volunteer firefighter is unhappy
with leadership and it is the same leadership conducting the exit interview. Those answers may
not be reflective of the real reason for leaving. Whatever answers are given should be shared
across the TCVFRA. The TCVFRA should seriously consider using the exit interview strategies
developed by the MSFA for use in Maryland. That information is available on the MSFA website.
Implementation – Year One then ongoing
Budget – $250.00 for development and volunteer time
Strategy 2 – Retention surveys
Description: The TCVFRA should consider taking a proactive stance and institute an annual
Retention Survey with members of the fire companies to determine strategies that are working
well and those that need improvement. Taking this proactive approach may identify challenges
early so that appropriate actions can be taken to improve member retention.
Implementation – Year Two then ongoing
Budget – $175 for development, use of online survey tools, and volunteer time
Strategy 3 – Mentoring
Description: The fire companies should develop a peer mentoring program for new members to
keep them on track for success within their fire company. Peer mentors should be well
acquainted with fire company policies and procedures and should, at every opportunity,
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introduce and advocate for the new member. A thorough and well‐planned mentoring program
delivered at all levels within the fire company could assist in improving retention as well as
developing outstanding leadership for the future.
Implementation – Year One then ongoing
Budget – Volunteer time
Strategy 4 – Tax incentives
Description: Enhanced or increased tax abatement or tax credits for active members of the fire
companies needs to be actively pursued by the TCVFRA and the constituent fire companies. It is
recognized from the surveys and the demographic analysis that housing costs are a significant
impact to an important demographic for the fire companies, people in their late twenties
through mid‐forties who need a stable place to live, grow, and raise a family. This is the prime
demographic needed to continue as long‐term members of their communities and the
volunteer fire service. The TCVFRA and its constituent fire companies should consider a
cohesive, coordinated effort to work with their local legislators in pursuing this issue. While not
a local tax abatement issue, continued support for the MSFA in their work at the State level in
continuing to pursue increases in tax credits for active volunteers is vital.
Implementation – Year Four then ongoing
Budget – Volunteer time/county budget impacts
Strategy 5 – Homeownership grant program
Description: The TCVFRA may consider pursuing a Public Safety Homeownership Grant Program
appropriate for Talbot County. The intent would be to encourage home ownership for
volunteer firefighters and other public safety personnel by providing grants applicable to the
down payment for housing or opportunities for other programs focused on rental properties.
Implementation – Varies with decision to pursue
Budget – Volunteer time and fundraising as needed.
Strategy 6 – Live‐in housing
Description: Individual fire companies may choose to consider some level of live‐in housing at
each fire company station. This option would particularly appropriate for younger members
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who are unable to afford local housing. This live‐in housing option may provide the opportunity
for in‐kind care of the facility and equipment at the fire companies and, potentially, a more
rapid emergency response.
Implementation – Varies with decision to pursue
Budget – Costs associated with remodeling or adding space to fire stations
Strategy 7 – Leadership standards and training
Description: Trained and motivated leadership is necessary to retain members. The survey
responses suggested inconsistency in fire company leadership affects long‐term volunteer
retention.
Strategy 7A: In order to alleviate some perceived challenges with leadership in the fire
companies it may be helpful for the TCVFRA and its constituent fire companies to move toward
standardized requirements for members who plan to move into company and chief officer
positions. This should be consistent with Maryland and national volunteer fire service
guidelines and across each individual Talbot County fire company.
Implementation – Year Five
Budget – Volunteer time
Strategy 7B: The TCVFRA should encourage the leadership of its fire companies to pursue and
adopt professional administrative and leadership practices. This promotes confidence in fire
company leadership. Any number of programs on volunteer fire company management and
leadership are available through MFRI and the National Fire Academy in Emmitsburg, Maryland.
Implementation – Year One then ongoing
Budget – Assistance with per diem and travel costs for courses
Strategy 8 – Education incentives
Description: There is an educational benefit available to volunteer firefighters but it does
require pursuing a degree in a fire‐related field. The TCVFRA should discuss and consider
whether that should be changed to any educational program rather than being limited to fire‐
related fields. Supporting that option might encourage volunteer firefighters to continue in an
active response role for the long‐term while building and pursuing a full‐time career.
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Implementation – Varies with decision to pursue
Budget – Volunteer time
Strategy 9 – MSFA partnership
Description: The TCVFRA and its fire companies should fully partner with the MSFA and
incorporate the information contained in the Recruitment and Retention Guidelines Manual
developed by the MSFA Recruitment and Retention Committee. There is a wealth of
information that would prove to be of value when applied. In addition there is a Recruitment
and Retention Toolbox that notes practices that have been helpful.
Implementation – Year One then ongoing
Budget – Volunteer time
Strategy 10 – Incentive initiative
Description: The TCVFRA and its constituent fire companies should continue to work with the
Talbot County Council to provide an Incentive Initiative to active volunteers who meet the
TCVFRA targets for LOSAP and Maryland tax incentives of attaining 50 points. This is an
excellent means of defraying some of the costs that individual active volunteers absorb. The
current distribution of $57,000 was from budget funds retained by the Talbot County Council
and distributed evenly among the seven constituent fire companies.
Implementation – Ongoing
Budget – Volunteer time
GOAL 4: STRENGTHEN AND FORTIFY THE TCVFRA AND THE CONSTITUENT FIRE COMPANIES

While perhaps not entirely related to recruitment and retention, there may be some things that
can be done to strengthen the existing volunteer fire service system in Talbot County. This is
not so much rebuilding the traditional system that has worked so well for many years but
rather some steps that may be taken to help keep the system strong.
Strategy 1 – Outreach to political leadership
Description: The TCVFRA and its constituent fire companies must continue to educate their
local, county, and state political leadership about the volunteer fire service. The TCVFRA needs
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to lead the effort to document the number of hours of service to the community that is
provided by the fire companies including time in training, on standby, and other community
events. That number needs to be translated into a dollar figure in order to demonstrate the
cost savings and service provided by the volunteer fire company personnel of Talbot County.
This is a vital piece of information when discussion occurs with the political leadership about
the levels of financial support needed for the Fire Companies.
Implementation – Year One then ongoing
Budget – Volunteer time
Strategy 2 – Employer education
Description: Employers need to be educated about the role and responsibilities of their
employees who participate with the fire companies in Talbot County. There are no doubt
employers who are unfamiliar with the role of the volunteer fire service. They need to be
shown that the level of commitment is no less than what occurs with the National Guard except
that service with the fire companies is more immediate and closer to home. This may be
incorporated with Recruitment Strategy 2.
Implementation – Year One then ongoing
Budget – Volunteer time
Strategy 3 – Revenue enhancement
Description: The TCVFRA needs to consider potential billing opportunities to reduce the number
of fundraising activities that fire company members are expected to participate. Fundraising
was noted as an issue in the survey. One suggestion is billing insurance companies for time and
materials used in motor vehicle accident responses. The TCVFRA may want to pursue further
investigation of possibilities in this area.
Implementation – Varies with decision to pursue
Budget – Volunteer time
Strategy 4 – Fire company‐level strategic plans
Description: Each fire company of the TCVFRA needs to develop its own strategic plan. A
strategic plan describes the goals and objectives for the fire company for the next three to five
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years. It addresses membership, leadership, training, equipment, and facility goals. More
important, it describes a measureable pathway toward achieving those goals that include
personnel time and funding needs. Each fire company needs that framework to ensure that it
can measure its progress.
Implementation – Year Three
Budget – $15,000 for consultant to provide guidance to the TCVFRA in the strategic
planning process/Volunteer time
Strategy 5 – Membership on MSFA Recruitment and Retention Committee
Description: The TCVFRA needs to pursue having a representative from Talbot County serve on
the MSFA Recruitment and Retention Committee. This would put the volunteer fire service in
Talbot County at the forefront of recruitment and retention efforts in Maryland and the new
ideas and initiatives being considered. The TCVFRA is fortunate to have a dedicated core of
members with sound ideas that can influence statewide efforts. This strategy does require
significant effort from the individual involved.
Implementation – Year Two then ongoing
Budget – Assistance with per diem and travel costs
Strategy 6 – Tracking internal fire company data
Description: Ensure that the TCVFRA fire companies are tracking their statistics in a timely
manner particularly as they relate to the issues of recruitment and retention. As part of the
development of this report, each fire company was asked to provide information about the
number of active responders; new volunteers recruited each of the past three years; volunteers
still with the fire company; members that have left over the same time frame; and what the fire
company leadership believes is the optimum number of active responders in order to conduct
operations safely and effectively. Collection of this data is critical to analyzing the overall
success of the volunteer recruitment and retention strategies outlined in this plan.
Implementation – Year One, Immediate need then ongoing
Budget – Volunteer time
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Strategy 7 – Grant strategy
Description: The TCVFRA should continue to work closely with the MSFA and pursue future
SAFER grants or components of the SAFER grants awarded to the MSFA. The TCVFRA umbrella
offers great strength for the constituent fire companies and in many cases working together as
a team to achieve goals has significant advantages over acting individually.
Implementation – Year One then ongoing
Budget – Volunteer time
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SECTION 4 – OTHER ISSUES AND ITEMS FOR CONSIDERATION
Through the planning process for this report and attending meetings, Delta had the opportunity
to listen to the conversations being held in the room. A number of other areas of concern were
noted and a number of ideas were discussed.
1. A question was asked at the Kick‐off Meeting regarding daytime versus nighttime
responses and the ability of each fire company to adequately staff a response.
Universally the fire companies noted that time of day is a problem, with staffing for
responses at night being better than during the day. A short discussion noted that many
of the volunteer firefighters are working and may be some distance away from their
home fire companies. Talbot County has taken a proactive and positive approach to this
issue by developing a robust Mutual Aid and Automatic Aid system for response. To
improve staffing, the TCVFRA may want to evaluate if there is an untapped pool of
potential volunteer firefighters (such as shift workers) or other emergency responders in
each fire company response district that may be available for daytime response.
2. The TCVFRA may want to consider expanding the traditional fire company response to a
countywide response. In other words, when an incident is dispatched, members of any
of the fire companies that are closest would respond even if it is out of their normal
response area. Clearly there are any number of challenges that would need to be solved
such as availability of personal protective equipment, apparatus familiarity, command
structure, and personnel accountability.
3. Partial paid staffing of each fire company may have to be considered. This may be as
simple as having one apparatus operator at the station ready to respond. These staff
members would also play a role in ensuring that apparatus and equipment is properly
maintained and ready for use. A variant of this system would be to have the operator at
the station during daytime hours only, when there is already difficulty in providing
adequate staffing.
4. Another option that the TCVFRA and its constituent fire companies may consider is to
staff a single engine company in a reasonable location that would respond to all calls in
Talbot County. This approach would certainly not be perfect especially in the case of
multiple calls, but it may work well much of the time and would help to provide extra
emergency responders quickly at an incident. Again, this may be considered as daytime
only option.
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SECTION 5 – CONCLUSION: THE NEXT FEW YEARS
There are significant challenges that impact the fire companies of Talbot County. These include
housing costs, income, age, and job availability. Other factors such as general societal and
attitudinal shifts are not easy to gauge but are viewed by the TCVFRA as having a negative
impact.
Nationally, volunteer fire services are working to address the same challenges as Talbot County.
This is an issues that has been years in the making. A successful resolution in the favor of the
TCVFRA and the constituent fire companies will be neither easy nor quick and it will require
continuous efforts. Even with the best of effort, it is a distinct possibility that the outcomes may
change the face of the volunteer fire service in Talbot County.
The strategies recommended for implementation represent practices that may increase
recruitment and arrest the loss of trained and experienced volunteers. The TCVFRA is fortunate
to have the ear and support of the Talbot County Council in recognizing the challenges facing
the volunteer fire service. Implementation of the recommendations will require continued
county support.

DELTA DEVELOPMENT GROUP, INC.

43

RESULTS WITH INTEGRITY

Talbot County
Volunteer Emergency Services
Recruitment and Retention Strategic Plan 2015
APPENDICES
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APPENDIX I—SURVEY RESPONSES
Question 1: Please describe your primary occupation.
Answer Options
Agriculture, fishing,
forestry, hunting
Construction
Currently unemployed
Education
Full-time student
Health care and social
assistance
Information (IT, cell
phone, newspapers)
Management of
companies
Manufacturing
Public administration
(government)
Professional,
scientific, and tech
services
Retail trade
Retired
Transportation and
warehousing
Utilities

Response

Agriculture, fishing, forestry, hunting

Please describe your primary occupation.

Construction

7%

Currently unemployed

10%
2%
3%
5%

Education

7%

Full-time student

21%

2%

2%
0%

3%

3%

10%
9%

7%
3%
9%

Public administration (government)
Professional, scientific, and tech
services
Retail trade
Retired

9%
3%

10%

9%
7%

2%

Transportation and warehousing
Utilities
Other (please specify)

3%
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Information (IT, cell phone,
newspapers)
Management of companies
Manufacturing

5%

0%
9%

Health care and social assistance

10%

9%
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Question 2: How many years have you served in a volunteer fire department?

Answer Options

Response

Less than 1 Year
1–2 Years

2%
4%

3–5 Years

14%

6–10 Years

23%

11–15 Years
16 Years or more

16%
42%

How many years have you served in a volunteer fire department?
2%
4%
14%

Less than 1 Year
1-2 Years

42%

3-5 Years
6-10 Years

23%

11-15 Years
16 Years or more

16%
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Question 3: What roles do you fill in your fire department?

Response
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Training

67%
36%

Fund raising

40%

90%
80%
70%
60%
50%
40%
30%
20%
10%
0%
Fire
Prevention/Community
outreach

84%

Fire/rescue/hazmat
response

55%
44%

Administrative duties

Administrative duties
EMS response
Fire/rescue/hazmat
response
Fire
Prevention/Community
outreach
Fundraising
Training

What roles do you fill in your fire department? Check all that
apply.

EMS response

Answer Options
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Question 4: In your opinion, why do people leave the volunteer fire department?

Response
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48%
3%
48%
2%
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I don’t know

Too much of a time
commitment

Too many calls

Personal conflicts in
the department
Station/department
politics

59%

Not enough calls

16%

Lack of equipment

74%

Lack of community
support

7%

Jurisdictional politics

31%

80%
70%
60%
50%
40%
30%
20%
10%
0%
Health or fitness
issues

41%
22%
3%
12%
2%
38%

Lack of
incentives/benefits
Lack of leadership in
station/department/…
Lack of training
opportunities
Life change:
married, moved,…

41%

Economic problems

Could not meet training
requirements
Economic problems
Health or fitness issues
Jurisdictional politics
Lack of community support
Lack of equipment
Lack of incentives/benefits
Lack of leadership in
station/department/emergency
scenes
Lack of training opportunities
Life change: married, moved,
children, retired
Not enough calls
Personal conflicts in the
department
Station/department politics
Too many calls
Too much of a time
commitment
I don’t know

In your opinion, why do people leave the volunteer fire department? Check all that
apply.

Could not meet
training…

Answer Options
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Question 5: What initially motivated you to join the volunteer fire department?
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Other (please
specify)

Other special
event

5%
19%

Story in local
media about a…

0%

0%

Personal
contact with a…

41%

10%
Participating in a
fund raising…

3%

20%

Open house, fire
station, or truck…

7%

30%

Friend or family
member referral

57%

40%

Facebook

0%

50%

Experience from
a family, friend…

26%

60%

Career day at
school

0%
0%

Banner outside
the station

Advertisement (newspaper,
television, radio)
Banner outside the station
Career day at school
Experience from a family,
friend or personal tragedy
Facebook
Friend or family member
referral
Open house, fire station, or
truck tour
Participating in a fund raising
event
Personal contact with a
firefighter
Story in local media about a
fire or accident
Other special event
Other (please specify)

What initially motivated you to join the volunteer fire department?
Check all that apply.

Response

Advertisement
(newspaper,…

Answer Options
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Question 6: What motivates you to continue volunteering?

Answer Options
Community appreciation
EMS response
Fire/rescue/hazmat response
Financial/tax incentives
Friendship/camaraderie
LOSAP/Retirement benefits
Personal fulfillment/enrichment
Receiving/delivering training
Service to the community
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What motivates you to continue volunteering? Check all that apply.

Response
48%
13%
57%
26%
61%
35%
70%
26%
80%

90%
80%
70%
60%
50%
40%
30%
20%
10%
0%
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Question 7: Social Media and you.

Answer Options
Do you use Facebook?
Do you use Twitter?
Do you use Instagram?
Do you use other forms such as
Snapchat or Vine?

Yes

No

57
15
20

1
41
36

15

40

Social media and you.
70
60
50
40

Yes

30

No

20
10
0
Do you use
Facebook?
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Question 8: Do you reside in Talbot County?

Answer Options
Yes
No

Response

Do you reside in Talbot County?

83%
18%

18%

Yes
No

83%
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Question 9: What is your age?

Answer Options

Response

12–18 years old
19–25 years old
26–35 years old
36–50 years old
51–68 years old
69 or older

2%
16%
26%
29%
26%
2%

What is your age?
2% 2%

16%
26%

12-18 years old
19-25 years old
26-35 years old
36-50 years old

26%

51-68 years old
69 or older

29%
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Question 10: How would you improve volunteer fire department member recruitment?

Have affordable housing in the town I live in, so younger people can live here and serve here.
Find a better way to spend your money than in advertisement no one is looking at.
I’m not sure.
Better outreach in the school get them started earlier.
State requirements.
Social media, community outreach days.
More outreach.
Open houses, more advertising.
Tax incentives.
Go into the schools more often!—Offer fun field days, etc.
We need to be able to attract and keep young families to the local area.
Increase social media presence.
More active in the high school.
Not sure.
More community events.
Provide funds to help advertise more on social media that possible younger members are more likely to
use.
Make recruitment a county problem. Recruit early like in the school. Recruit like it is a job.
More advertising.
Folks are interested in helping and serving the community. They become overwhelmed and loose
interest when they find out about everything that goes on behind the scenes.
Outreach programs.
We need to become “cool” again.
Incentives for members to join. More hands on with the younger generations to get them to want to join.
More open houses, community involvement. Get out there and let the public know what the fire service
does.
You have to want to be a firefighter and have the commitment for all the training required. Then it gets
in your blood forever.
Booth at Community Events.
I feel the younger you start out the more chances you have of staying a member.
School outreach, incentives.
Provide more and better training. Interest people with the types of calls they will run. Tell them it can
lead to a career in the fire service.
Reach out to the schools.
More outreach to the high schools, more local training, we currently have to travel to Centreville for a
large percent of our classes. More financial benefits/ tax breaks.
Promotion.
More incentives affordable housing for working class.
Incentives.
Lost cause. Young generation is just not interested.
I first would start by trying to get members back that were involved in the past. That would help to get
trained people back involved. Ask them why they left. Start at the schools; get people involved early to
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strike an interest in them. Get the benefits out, scholarships, tax incentives, and career incentives.
I think open house is the best way.
Increase public awareness on how our county depends on the volunteers.
Allow newer members the chance to progress through the ranks more quickly, allowing them to have
more influence in the department.
Offer college tuition assistance; Offer child care assistance; Offer rental assistance; Fund increased
advertising to highlight benefits and potential career paths.

Question 11: How would you improve volunteer fire department member retention?
Get members more involved in company activities (apart from calls) and training.
Better incentive programs and friendlier atmosphere.
More community outreach and look for volunteers.
State requirements.
Not sure.
More activities to keep members interested.
Hours programs, In station staffing.
Open communications, ask why people are considering leaving.
More length of service benefits.
Each fire department is different—but department politics drives people away quick and in hurry!
It’s a tough question: normally people leave because of age, health or other factors.
Provide training to officers on how to deal with people and their members. Make them understand that
this is not a full time job and that you still have to work and spend time with your family. Somewhere in
the last 20 years that has been lost and is causing people to give up and quit. Develop Countywide
standards or requirements to be able to hold officer positions in a department.
Change current requirements for commitment with increasing years.
Instill pride of belonging in the fire company.
Stop all the political issues that come along with being in a volunteer organization. Stop making certain
things mandatory. Show that we as a fire department are here for them.
Explain the requirements better.
Reduce the amount of time required to fundraise and improve benefits for younger members.
Offer more classes at MFRI so that you are not kicked out for not being able to fulfil the requirements.
Help members count wide in the economic part. To this to a point system.
Less fund raising. Reduce time commitments.
Keep them interested.
Cool will always be cool. How? Maybe a PR campaign similar to Wounded Warriors.
Incentives, like county property tax breaks, group activities (ballgames, bowling anything fun to relieve
stress). More working together between old timers and the new kids, let everyone’s voice be heard
without criticism.
Develop closer relationship between departments with common standards.
Better incentives, affordable housing.
Stop the favoritism within the station. Challenge the members to keep up on their skills and never stop
learning. Use MFRI to do training burns. Do more multi company drills. Challenge the members to
progress through the ranks and have them be able to understand how all of their equipment works.
Encourage them to become drivers of the apparatus and learn their first due. The drama within the
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volunteer system causes many people to quit these departments.
JOBS there are very few well-paying jobs in Talbot Co. There needs to be some type of industry, retail
is just not cutting it, decent affordable housing for younger people to buy in close proximity to the local
fire stations. Possibly front end loading LOSAP, paid on call firefighters/ EMS providers? Talbot Co. to
help build fire training center/burn building so to avoid having to travel to Centreville for training, due to
tighter restrictions in burning acquired structures.
Improved leadership.
Incentives per yrs. of service 5,10,15, 20.
The tough thing about Talbot county is the age of the communities. Oxford, St. Michael’s examples. It
is hard to get younger members because the average age is 65 or older. Some departments are using
some type of pay incentive. Whether its gift cards to stores or restaurants or money. I think we have to
start to realize that a volunteer system is slowly fading away. It started with EMS and you can now see
the same pattern with fire services. It’s just reality. Good question.
Reduce total time commitments for Fire calls, drills and bingo, and give credit for other things like,
Community hours for training citizens, or public speaking, etc.
Better incentives, tax deductions and LOSAP.
Give individual members certain tasks that they are passionate about and can be held accountable for.
Example, place one person in charge of a certain engine or certain type of tool found on all the
apparatus.
Increased funding by local government to reduce hours required for fund raising. Provide property tax
reductions. Offer college tuition assistance. Offer child care assistance. Offer rental assistance.
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APPENDIX II – EMERGENCY RESPONSE TOTALS
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APPENDIX III – RECOMMENDATIONS AT A GLANCE
Number

Strategy

Page

Implementation

Estimated
Cost

Suggested Responsible
Parties

Recruitment Strategies
Goal 1
1
2
2A
2B
3
3A
3B
4
5
6
Goal 2
1
1A
1B
1C

Increase the number of active volunteer firefighters and other volunteers in each of the fire companies in
Talbot County.
$20,000
Gear Up for Talbot
26
Ongoing
Fire companies
annually
Improve marketing materials
Add QR Codes to existing
27
Year 2
$5,000
TCVFRA
marketing materials
Gear Up for Talbot flyers
27
Year 2
$1,500
Fire companies
Direct mail campaign
Annual county‐wide
$8,000
27
Year 3
TCVFRA
fundraising/recruitment drive
annually
$2,500
Direct mail inserts
28
Year 4
TCVFRA
annually
Cost of
Special Events
28
Year 2
materials &
Fire companies
volunteer time
$100 per
Sundaes on Saturday
28
Year 2
Fire companies
event
This community served by
29
Year 1
$250 per sign TCVFRA & Fire companies
volunteers
Develop a pool of potential active firefighters and other volunteers through the educational system of
Talbot County
Engage school students
High school student volunteer
Volunteer
Talbot County, TCVFRA &
29
Year 2
time
Fire companies
service hours
Inform high school educational
Volunteer
Talbot County, TCVFRA &
29
Year 2
staff
time
Fire companies
Maryland Fire and Rescue
Volunteer
30
Year 2
TCVFRA & Fire companies
Institute Cadet Program
time

Retention Strategies
Goal 3
1
2
3
4
5

Increase the number of active firefighters, EMTs, and other volunteers that remain beyond five years of
service
Exit interviews
30
Year 1
$250
TCVFRA & Fire companies
Retention surveys
31
Year 2
$175
TCVFRA & Fire companies
Volunteer
Mentoring
31
Year 1
Fire companies
time
Volunteer
Tax incentives
31
Year 4
Talbot County & TCVFRA
time
Per County
Volunteer
Homeownership grant program
32
Talbot County & TCVFRA
Council timeline
time
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Number

Strategy

6

Live‐in housing

7

Leadership standards and training
Standardize requirements for
fire company line officers
Adopt professional
administrative and leadership
practices

7A
7B
8
9
10
Goal 4
1
2
3
4
5
6
7

Page

Implementation

Estimated
Cost

Suggested Responsible
Parties

32

Per fire company
timeline

Costs
associated
with space
allocation

Fire companies

Volunteer
time
Per diem and
33
Year 1
travel costs for
training
Per TCVFRA
Volunteer
Education incentives
33
timeline
time
Volunteer
MSFA partnership
33
Year 1
time
Volunteer
Incentive initiative
34
Year 1
time
Strengthen and fortify the TCVFRA and the constituent fire companies
Volunteer
Outreach to political leadership
34
Year 1
time
Volunteer
Employer education
34
Year 1
time
Volunteer
Revenue enhancement
35
Year 1
time
Fire company‐level strategic
$15,000 &
35
Year 3
plans
volunteer time
Membership on MSFA
Per diem and
Recruitment and Retention
35
Year 2
travel costs for
Committee
meetings
Tracking internal fire company
Volunteer
36
Year 1
data
time
Volunteer
Grant strategy
36
Year 1
time
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Year 5

59

TCVFRA & Fire companies
TCVFRA & Fire companies
TCVFRA
TCVFRA & Fire companies
Talbot County, TCVFRA &
Fire companies
TCVFRA & Fire companies
TCVFRA & Fire companies
TCVFRA & Fire companies
TCVFRA & Fire companies
TCVFRA & Fire companies
TCVFRA & Fire companies
TCVFRA
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