
City of Portland, Maine
Finance Committee Meeting Agenda

 Thursday, May 2, 2019
5:30 PM, City Hall, Room 209

AGENDA

1. Introductions
   

2. FY20 City of Portland Budget – Discussion Item Only
   

  The Finance Director Brendan T. O’Connell will provide Department specific budget 
presentations.  Department Heads from each Department being discussed along with 
financial staff will assist in the presentations.  At this meeting the Legal Department, Health 
and Human Services Department, Fire Department and IT budgets will be discussed. 

     

3. Future Meeting Dates
   

  In addition to the nine City meetings where the FY20 budgets or significant budget issues 
have been a topic (1/23, 3/27, 4/4, 4/8, 4/9, 4/23, 4/24, 4/29, 5/2) there will be six additional 
meetings where the FY20 City budget will be reviewed in more detail, including a minimum of 
three more meetings where public comment will be taken.  Comments on the budget may also 
be submitted at budget@portlandmaine.gov and will be distributed to all Finance Committee 
members.  Agenda items below are tentative and are subject to change, please check the 
Finance Committee website for most updated budget calendar. 

• City Council Meeting – Monday, May 6th, 5:30PM in Council Chambers (Budget 1st Read 
and Public Hearing)
• Finance Committee Meeting – Thursday, May 9th, 5:30PM in Room 209 – Police, 
Permitting and Inspections and Economic Development Budget Reviews
• City Council Budget Workshop – Monday, May 13th, 5:30PM in Council Chambers
• Finance Committee Meeting – Tuesday, May 14th, 5:30PM Room TBD – FY20 Library 
Budget Discussion, Public Hearing and Follow Up on the FY20 City Budget 
• Finance Committee Meeting – Wednesday, May 15th, 5:30PM Room TBD – Public Hearing 
and Vote on the FY20 School Budget, Vote on the FY20 City Budget 1
• City Council Meeting ­ Monday, May 20th, 5:30PM in Council Chambers ­ (Budget 2nd 
Read and Public Hearing on new items or for those who were unable to comment on 5/6) 

 
     



City of Portland, Maine 
City Manager's 

Recommended Budget 

FY20 Budget 
July 1, 2019 - June 30, 2020 



FY2020 BUDGET 
CITY MANAGER'S RECOMMENDATION 

TABLE OF CONTENTS 

LETTER OF TRANSM!TT AL 

COMPARATIVE BUDGET PLAN (GENERAL FUND) 

COMPARATIVE BUDGET PLAN (ENTERPRISE FUNDS) 

TAX RATE COMPUTATION 

NON-TAX REVENUE SUMMARY BY DEPARTMENT 

EXPENDITURE SUMMARY BY CATEGORY 

TAX LEVY BY BUDGET CATEGORY 

STAFFING FTE CHANGE SUMMARY 

APRIL BUDGET CALENDAR 

MAY BUDGET CALENDAR 

Page 

8 

12 

13 

14 

15 

16 

17 

18 

19 

CM: 04/08/19 



April 8, 2019 

CITY OF PORTLAND 

Executive Department 

Jon P. Jennings, City Manager 

To Mayor Strimling and Members of the Po1tland City Council: 

Pursuant to Article VI, Section 5( e) and Attic le VII, Sections 5 and 6 of the City of Portland Charter, I am 
hereby submitting the City Manager's Recommended $263.4 million FY20 Municipal Operating Budget. 

As you know, my budget submission is typically shaped by guidance from Council goals along with my 
operational priorities. This year, however, because there were not final Council goals to guide us, and 
because we were facing a number of difficult operational decisions in order to remain fiscally responsible, 
you will see this budget submission is essentially status quo. We had many cost increases outside of our 
control which exceeded tbe regular rate of inflation/ the Consumer Price Index, but I felt strongly that our 
budget overall should align closely to those metrics, even if it meant making very tough budget decisions. 
Jf I had recommended everything requested by our City depmtments this budget would reflect an I 1.1% 
tax rate increase. However, I cut $7.4 million from depmtmental requests in order to come in with a 
budget with less than a three percent tax rate increase. Should there be any additional priorities the 
Council wants to address, I felt it most appropriate for those decisions to be made by the Council before 
being added to the final budget. 

Over my nearly four years as City Manager, I continue to be extremely proud of all we've accomplished 
and the progress we've made in terms of making municipal government more innovative, efficient, 
inclusive, and transparent. We've made good progress in addressing critical infrastructure needs that had 
been neglected for too long and we continue to fund as many of these projects as we can. We've 
continued our focus on right-sizing municipal services and improving our processes not only because it is 
good customer service, but because I believe the efficiencies we achieve will afford us the oppmtunity to 
tackle our long-range plans. 

There's no doubt that Portland continues to be a healthy, vibrant city with diverse sectors driving its 
economy. We are a major center for commerce, finance, arts and ente rtainment, food and drink, 
healthcare, Information Technology, the marine industry, post-secondary education, and tourism. Our 
world renowned and award-winning food and drink sector economy received another high honor this yea r 
when Bon Appetit magazine named Portland the 2018 Restaurant City of the Year. While this fumly 
roots our city on the national food map and was cause for celebration, we're working hard at the staff 
level to make sure Pmtland is known as more than just a foodie city. One example of this is when INRIX, 
a global leader in mobility analytics and connected car services, selected Portland to pilot its highly 
autonomous vehicle mapping program. I believe that Portland can benefit from leveraging our technology 
and start up scene to make us an attractive city for companies to pilot additional products and services. 
We look forward to collaborating fu1ther with Sta1t Up Maine this year as their annual conference will 
focus on the role civic t ech can play in our economy. 

The growth our city has seen has been very beneficial in many ways, although it 's not without its 
challenges. While growth is a good problem for a city to have, it means our valuation has continued to 
rise, lowering our state revenue share and increasing our county tax. 



FY19 Recap 

Our Planning and Inspections Departments issued Certificates of Occupancy to approximately 317 
additional units of new housing in calendar year 2018 and a total of more than 1,263 units in the last five 
years combined. Beyond this, more than 139 units of new housing across the city are currently in the 
development pipeline. At the same time, our inclusionary zoning ordinance has helped make that new 
development equitable, by requiring all projects larger than 10 units provide a set aside of 10% of the 
units for workforce housing or make a financial contribution to the Housing Trnst Fund. Since the 
ordinance went into effect, there have been five additional projects completed or under construction, 
adding an additional 18 workforce homes with many more in the pipeline. 

During 2018, the Planning Board approved eight Inclusionary Zoning projects with a total of 29 
workforce units ofrental, condo and single-family housing. The Housing Trust fund balance is cmTently 
$1,275,820.08, with $556,500 being collected to date. Additional funding is expected as current projects 
under development are completed. 

Commercial development has continued at or above levels not experienced in the city in the last hundred 
years. In response, we've continued to update our land use regulations to help advance our economy 
sustainably. Highlights include: 

• The Recode effmt to rewrite the Zoning Code is underway with the goal of simplifying and 
clarifying the City's regulations for all development. In addition, work has begun on rewriting 
both the sign regulations and the site plan ordinance. Concun-ently, the Technical Manual was 
recently updated to include specifications for LED street lights and improved exterior lighting for 
cost effective and efficient lighting. 

• Po,tland's Impact Fee system was adopted in 2018, which assesses fees on all development based 
upon the anticipated infrastructure needs to serve new development. It applies to any new 
building or building addition that results in net new residential units, non-residential square 
footage, hotel rooms, or water meters. 

• Another major policy initiative adopted this year is the Hotel IZ conditional use. The ordinance 
requires either the creation of affordable housing units or a contribution to the Housing Trust 
Fund for the development of new hotel rooms. 

In suppmt of our small business community, the Pmtland Development Corporation invested 
approximately $1,082,000 in FYl8 in 19 businesses and economic development projects, which 
leveraged more than $5 million in private sector funds associated with creating 26 jobs and retaining 62 
jobs. Fiscal year 2018 loan activity included a public to private investment ratio of 1:7. And just a few 
weeks ago we found out we are receiving the U.S. Conference of Mayor's 2019 Partner America Small 
Business Friendly Community Award. Pmtland has demonstrated its commitment and support of small 
business by creating a business friendly environment for businesses to grow and prosper. 

Our transpmtation hub of air, rail, cruise, and shipping continues to be a vital economic driver, connecting 
Portland to the world. For the 2018 season, the Port of Portland had substantial growth again with 119 
cruise ships and a passenger count that exceeded 170,000 and 68,000 crew. The Jetpmt, which once again 
won the customer experience award for Nmth America among airpmts with fewer than 2 million 
passengers, is the fastest growing airpo1t in New England with a record setting 2.1 million passengers 
coming through last year. On top of that, they added new direct service to Denver, Tampa, Ft. Myers and 
Raleigh-Durham and expanded routes to New York City, Chicago, and several destinations in Florida. 

While there are many needs to balance with this growth, it is clear that Portland is an attractive place to 
live, work, and play. 
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We also continue to provide key health and human services for our people. The Office of Elder Affairs 
responded to approximately 750 requests from Portland senior citizens in need of services and 
information, and is working to implement multiple goals outlined in P01tland's Age-Friendly Community 
initiative, in pa1tnership with the AARP Maine. The office operates two adult day health programs at the 
Barron Center, licensed to accommodate 45 clients, and also provides transitional housing and supp01t 
services for older victims of domestic abuse through the Martha's Cottage Project, in collaboration with 
the Elder Abuse Institute of Maine. 

The Social Services' Helping Individuals Regain Employment (HIRE) Program continues to help General 
Assistance recipients get out of poverty and into self sufficiency by removing barriers to employment. 
From January 2018 through December 2018, we completed 367 intakes helping 279 eligible adults secure 
employment, 13 individuals successfully obtain disability benefits, 231 individuals connect to ESL 
classes, 15 individuals enroll in vocational rehabilitation services, assisted 46 individuals secure 
employment authorization, and 27 individuals enroll in certificate training programs that led to job 
placements. 

Our emergency shelter services continue to serve unprecedented levels on a nightly basis. In spite of this, 
our staff works extremely hard to find permanent housing solutions for our most vulnerable populations. 
The Oxford Street Shelter placed 249 total clients, 29 of whom were long-term stayers, into permanent 
housing. The 249 clients equaled a total of 43,729 bed nights. The Family Shelter served 183 families 
totaling 664 individuals. Of the 183 families, 160 secured permanent housing (87%) with only two 
families returning for a second stay. 

As I alluded to earlier, we're focused on working to make our community an innovation hub, a place 
where data and technology are used to improve people's lives and make interactions with city government 
more efficient. As pmt of those effmts, we've converted all of our City's streetlights to LED technology 
and deployed intelligent traffic signals at Morrill's Corner to improve the flow of vehicles through the 
intersection thereby reducing traffic congestion and the length of time vehicles idle at the signals. 
Preliminmy rep01ts show a 23% reduction in travel times through this intersection. We're now in the 
process of installing this technology at additional intersections along Forest Avenue to further improve 
traffic flow, and we' II be installing it along Franklin and Commercial Streets. The more we are able to use 
this technology along our busiest transportation nodes, the more the signals speak to each other and 
improve traffic flow. We're also utilizing environmental sensors to monitor air quality through a pilot 
project with Google. 

As we look to complete our implementation of Tyler Technologies' software this year, we'll be creating 
an internal data governance team so we can take a look at the data we have and collect to make sure we're 
using it strategically to inform our decision making processes. I believe these decisions will lead to 
greater efficiencies in our municipal operations, allowing us to achieve savings that we can reinvest 
toward our long-range goals. It's our goal to then share this data with the public through an open data 
portal so we can better tell Po1tland's story through the use of data. 

BUDGET GOALS & REALITIES 

The goal of this budget was to bring forward a recommendation that allows us to continue moving 
forward on the progress we've made, but in a fiscally responsible way. Our staff goals for FY20 revolve 
around efficiency and innovation so we can fmther improve city services while reducing costs, 
emphasizing customer service, and fulfilling our commitment to getting things done on a timely basis. We 
must continue to take care of our infrastructure needs that were set aside for too long. This year I asked 
Depa1tment Heads to present me with the requests they felt they needed to accomplish their jobs 
efficiently, but not necessarily to meet each and every goal they have given the budget constraints we 
face. 
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The reality of this budget is that the roughly $3 million increase in expenditures is driven by personnel 
costs, due to contractual obligations and cost of living increases. 

All depaitments had to work extremely hard to meet the budget guidance I provided, which was to come 
in under a 3% tax rate increase. If I had simply recommended the budget as requested by our City 
Departments, without making difficult budget cuts and choices, the resulting impact would have been an 
11.1 % City tax rate increase. As we developed the City budget, we eliminated approximately $7.4 million 
of those requests and other adjustments on the path to our 2.9% tax rate increase. 

The most difficult budget reality we are facing this year is within our Social Services division. While 
Portland is a compassionate city, and we always will be, we simply cannot afford to continue providing 
all of the current services and believing this to be a sustainable path. I am asking the City Council to have 
a fundamental discussion about what services we can provide and what we can afford. 

As you know, we dedicated $200,000 in last year's budget to fund the Community Support Fund, which 
provides temporary assistance for those who are seeking asylum, but are no longer covered by General 
Assistance. Unf01tunately, this fund was exhausted much earlier than anticipated in March 2019 given the 
influx in people seeking emergency shelter services. 

Because the FY 19 Community Supp01t Fund was exhausted so quickly, I am proposing that the 
Community Suppmt Fund supp01t individuals who are living in the city as of July I, 2019 and only cover 
rental assistance in FY20. We will utilize our other existing community partners who already offer food 
and other basic necessities to cover those needs. Therefore, this budget recommends reducing the 
Community Suppmt Fund by $50,000 and funding it with $150,000. It is also my recommendation that 
the Council look to phase out the Community Suppo1t Fund over the next two fiscal years as individuals 
leave the program. 

Additionally, because of the fact that there are limits to our resources, I propose eliminating the second 
overflow space for both the Oxford Street Shelter and the Family Shelter. This would mean that we will 
use space at Preble Street for overflow needs at OSS and space at the Salvation Army for overflow at the 
Family Shelter, but no longer allow our General Assistance offices to be used as a third overflow space 
given the costs in staffing this facility. 

As we developed this budget, we had to make some very tough choices to keep P01tland affordable while 
at the same time trying to maintain the level of services we provide for our residents and businesses, and 
address a few items within our key priorities. While this budget overall includes a net increase of six 
positions, four of which are for Social Services, there were several positions that were eliminated as pait 
of departmental reorganizations. 

As I said last year, I firmly believe we cannot focus on one pait of government to the detriment of 
another. I take my responsibilities to the Council and the taxpayers of the city very seriously. As we have 
discussed on many occasions, we are all concerned about the affordability of the city and government can 
be a driver of costs that make it unaffordable to live in Pmtland. That is why I felt it was impmtant for us 
to limit the tax impact due to the drivers outlined in the budget. 
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In addition to the items noted above, additional Depatimental highlights include: 

Public Works: This budget includes a $372,384 increase in the Solid Waste budget due to an increase in 
tipping fees from ecomaine, because of a change in the recycling markets and costs for shipping and 
processing recyclables. Because of this, the budget includes an increase in the fees for the Pay As You 
Throw Bags, a 15 cent increase in the IS-gallon bags and a 30 cent increase in the 30 gallon bags. This 
will raise about $215,000 in revenue. Looking ahead to FY21, we will evaluate alternative ways in which 
we can cover our solid waste costs beyond utilizing Pay As You Throw Bags. 

Economic Development: This budget includes an additional staff person to help carry out the strategic 
plan for the Office of Economic Oppotiunity, in line with the Economic Development Committee's recent 
vote. It also includes the removal of Creative Portland staff'. and instead the City will give them a flat 
$140,000 to cover their staffing needs. 

Parks, Recreation & Facilities: To balance the overall impact to the tax levy, this budget includes a 5% 
increase in fees at our City cemeteries, assmted fee increases on concession items at our event venues and 
increases in rates and fees at Riverside Golf Course to cover course expenditures. As we fully implement 
the pesticides ordinance, the City faces increasing labor costs to keep our fields in usable condition. To 
address these rising costs this budget includes a fee assessed on for-profit groups who utilize our fields. 

Waterfront: This budget includes an increase in the per passenger fee for cruise ship visits, which 
results in an additional $200,000 in revenue. 

Police: The Police Depattment budget includes an increase in $68,000 to cover the costs of routine 
supplies. These expenses were traditionally covered by a non-competitive federal grant that we receive 
annually. However, we were not allowed to accept it this year because of our policy creating the 
Community Support Fund. The budget also includes covering the substance use disorder liaison who runs 
the Law Enforcement Addiction Advocacy Program (LEAAP) out of the general fund as we were not able 
to continue funding it via asset forfeiture monies. 

Social Services: As mentioned previously, our Social Services Division has been dealing with a 
tremendous influx in those seeking emergency shelter services. Given this influx wasn't fully anticipated 
in FY19's budget, we ended up using additional per diem workers to cover our staffing needs. In the 
FY20 budget, we are budgeting for these per diem workers as full time positions. 

Barron Center: We were able to increase our patient census after instituting a number of administrative 
changes at the Barron Center and therefore we are now covering our expenses and are working hard to 
earn revenue in the near future. 

Grants Management: You will notice that overall our Public Health, Social Services and Planning & 
Urban Development budgets appear to be much higher than last year, but this is because grant funded 
positions are included in the personnel line items. 

Assessors: The City is now in the midst of the citywide revaluation process. The process will continue in 
FY20 with technical suppott from Tyler Technologies. Citizens will soon begin receiving educational 
materials related to the revaluation process. It is expected that the revaluation results will be captured in 
the FY2 I budget. 

City Clerk: The 23. I% increase in the City Clerk's budget is due to FY20 being a presidential election 
year, which includes a primary election. 
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POSITIVE BUDGET DRIVERS 

Excise taxes are still a significant source of revenue for the city, but the increases we saw over the last 
several years are sta1ting to level off. We're conservatively projecting excise tax revenue to be $11.5 
million in FY20, which is roughly $500,000 less than FY19. As mentioned earlier, increased cruise ship 
activity is projected to provide $200,000 in additional revenue. Propetty valuation has grown by $85 
million in the current year due to significant new projects breaking ground and continues our upward 
trajectory in overall valuation. This $85 million of new prope1ty valuation creates an additional 
approximately $985,000 in tax revenue for municipal use. While this may seem like a significant amount, 
it represents only a 0.106% overall increase to our FYI 9 valuation of approximately $7.9 billion, and can 
only fund a fraction of the cost increases and budget challenges we face in FY20, which are outside of my 
control. 

Health Insurance: Unlike the last several years, the FY20 budget contains no large increase in health 
insurance costs. Our value-based insurance design and employee wellness program continues to help 
control overall costs, but because the health insurance market is volatile it is likely that these costs will 
end up being a budget challenge again in future years. While there was not a large increase, contributions 
for employees and their dependents will include a 3% increase in medical rates, and a 6.6% increase in 
dental rates. 

TIF Funds: This year's budget includes greater use of City Council approved Bayside, Downtown/Transit 
and Waterfront Tax Increment Financing (TIF) District revenue to invest in public infrastructure and 
cover City staff costs. Use ofTIF District revenue enables the City to take advantage of tax "sheltering" 
which allows municipalities to keep one hundred percent of new property tax revenue included in these 
TIF Districts. This means that the City maintains higher levels of state aid for education and municipal 
sharing in addition to contributing less to the City's share of the Cumberland County annual budget. 

BUDGET CHALLENGES 

As I mentioned above, the new prope1ty growth alone has not been able to keep up with the built in cost 
increases and other budget challenges for FY20, including union contracts already approved ($3.4 
million), debt services increases ($924k related to our 2001 pension obligation bonds) and Cumberland 
County tax increase ($35 lk). 

Contractual Salary Obligations: The City Council approves contracts with all eight City bargaining units 
representing nearly 90% of the City workforce. These contracts include previously agreed upon salary 
increases of 2% plus other minor changes ( 4% for the two Police unions due to the nationwide shortage of 
officer applicants and to bring our salmy ranges to competitive levels compared to surrounding 
municipalities). An estimated $3.4M of the FY20 increases are related to contractually obligated salary 
increases across al1 unions. 

Debt Service: This budget includes a $3 .2 million increase in debt service costs, including a $924,000 
increase related to the pension obligation bonds approved by City Council back in 2001. The payments on 
the pension obligation bonds will continue to rise by nearly $1 M annually until the bonds are retired in 
FY26. The budget also includes $1.2M related to the upcoming renovation at Lyseth Elementary School 
and approximately $400,000 ofnew debt service related to the City's continuing efforts to reduce 
combined sewer overflows and replace aging sewer infrastructure. The City pays all debt service from the 
general fund and receives reimbursement from the enterprise funds and the School Department for their 
respective projects. 
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METRO: The FY20 budget includes a 2. 7% increase in our METRO contribution or an additional 
$74,123. 

County Tax: The FY20 budget includes a 5.6% or $351,471 increase in Cumberland County tax 
assessment. Were it not for the increase in our County Tax assessment, the City's tax rate increase for this 
year's budget would be 2.6% instead of2.9%. 

BALANCING THE BUDGET 

City expenditures have increased 4.9%. The growth of non-tax revenues and prope1ty valuation result in a 
City side tax rate increase for municipal services of2.9%. This means the city-side mill rate is $11.67 per 
$1,000 of assessed property value. The impact on an average homeowner with a prope1ty valued at 
$240,000 is $79. 

CONCLUSION 

I would like to thank Finance Director Brendan T. O'Connell, Deputy Finance Director Anne Bilodeau, 
Budget Analyst Jennifer Lodge, Human Resources Director Gina Tapp, Communications Director Jessica 
Grondin, and our new Director of Innovation & Performance Management Lena Geraghty for their 
assistance in developing this budget recommendation and presentation, as well as the hard work and 
diligence of Depaitment Heads in developing budget requests. Thank you to the members of the City 
Council for working with staff collaboratively over the last year. We all look forward to reviewing this 
proposed budget with the Finance Committee and full Council. 

Sincerely, 

Jon P. Jennings 
City Manager 
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CITY OF PORTLAND, MAINE 
COMPARATIVE BUDGET PLAN FY2020 

July 1, 2018-June 30, 2019 
July 1, 2019 -June 30, 2020 

City Manager's Recommendation 

FY 19* FY 20 $ +/() % 

CITY GENERAL FUND REVENUES 

31 Property Taxes $ 89,612,594 $ 93,184,789 $ 3,572,195 4.0% 
31 Other Local Taxes 10,099,009 8,416,388 (1,682,621) -16.7% 
32 Licenses & Permits 5,827,244 6,300,644 473,400 8.1% 
33 Intergovernmental Revenue 10,464,979 12,312,490 1,847,511 17.7% 
34 Charges for Services 35,967,048 36,750,588 783,540 2.2% 
35 Fines, Forfeits and Penalties 2,107,635 1,996,710 (110,925) -5.3% 
36 Use of Money and Property 11,175,951 11,779,430 603,479 5.4% 
39 other Sources' 32,331,951 35,862,668 3,530,717 10.9% 

Fund Balance Use (Restoration) 

Total General Fund Revenues 197,586,411 206,603,707 9,017,296 4.6% 

GENERAL FUND EXPENDITURES 

100-11 City Council 331,904 344,046 12,142 3.7% 

100-12 City Clerk 536,522 660,721 124,199 23.1% 

100-13 Executive 976,564 929,877 (46,687) ~4.8% 

100-14 Assessor 404,377 435,159 30,782 7.6% 

100-15 Finance Administration 1,155,368 1,218,727 63,359 5.5% 
Treasury 684,733 734,003 49,270 7.2% 

Total Finance 1,840,101 1,952,730 112,629 6.1% 

100-16 Legal 709,403 741,338 31,935 4.5% 

100-17 Human Resources 1,063,158 1,071,134 7,976 0.8% 

100-18 Parking Administration 1,460,024 1,487,050 27,026 1.9% 
Elm Street Garage 302,962 300,164 (2,798) ~0.9% 
Spring Street Garage 449,378 452,870 3,492 0.8% 
Temple Street Garage 125,000 126,130 1,130 0.9% 

Total Parking / Garages 2,337,364 2,366,214 28,850 1.2% 

100-19 Economic Development 633,989 674,528 40,539 6.4% 

FY20 CM: 04/06/19 
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CITY OF PORTLAND, MAINE 
COMPARATIVE BUDGET PLAN FY2020 

July 1, 2018 - June 30, 2019 
July 1, 2019 - June 30, 2020 

City Manager's Recommendation 

FY 19* FY 20 $ +/() % 

100-21 Police Administration 1,207,316 1,274,264 66,948 5.5% 
Uniformed Operations Group 10,062,663 10,616,533 553,870 5.5% 
Bureau Investigative Services 1,928,235 2,017,675 89,440 4.6% 
Operations Support Services 828,086 907,441 79,355 9.6% 
Dispatch Services 2,262,115 2,360,103 97,988 4.3% 
Jetport Security 572,198 581,524 9,326 1.6% 

Total Police 16,860,613 17,757,540 896,927 5.3% 

100-22 Fire Administration 572,319 598,617 26,298 4.6% 
Code Enforcement & Comm Svcs 270,157 288,508 18,351 6.8% 
Field Operations 14,685,959 15,517,194 831,235 5.7% 
Operations Support Services 754,688 803,148 48,460 6.4% 
Air Rescue 1,013,282 1,027,681 14,399 1.4% 

Total Fire 17,296,405 18,235,148 938,743 5.4% 

100-24 Planning & Urban Dev. Admin* 507,695 560,269 52,574 10.4% 
Planning 1,408,378 1,330,594 (77,784) -5.5% 

Housing & Comm Development* 164,204 189,169 24,965 15.2% 

Total Planning & Urban Dev 2,080,277 2,080,032 (245) 0.0% 

100-25 Permitting & Inspections Admin 181,334 130,487 (50,847) -28.0% 
Inspections 980,841 1,076,567 95,726 9.8% 
Housing Safety 346,993 407,613 60,620 17.5% 
Business Licensing 250,544 233,892 (16,652) -6.6% 

Total Permitting & Licensing 1,759,712 1,848,559 88,847 5.0% 

100-29 Information Technology 2,799,922 2,914,482 114,560 4.1% 

100-31 Public Works Administration 728,174 725,708 (2,466) ~0.3% 
Districting 1,660,057 1,741,974 81,917 4.9% 
Solid Waste 1,769,118 2,141,502 372,384 21.0% 
Communications 128,226 197,443 69,217 54.0% 
Portland Downtown District 363,628 404,862 41,234 11.3% 
Winter Operations 1,329,559 1,329,439 (120) 0.0% 
Island Services 647,042 687,836 40,794 6.3% 
Transportation Operations 2,310,357 2,333,681 23,324 1.0% 
Engineering 1,216,314 1,266,603 50,289 4.1% 
Fleet Services 3,818,936 3,807,154 (11,782) -0.3% 

Total Public Works 13,971,411 14,636,202 664,791 4.8% 

FY20 CM: 04/06/19 
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CITY OF PORTLAND, MAINE 
COMPARATIVE BUDGET PLAN FY2020 

July 1, 2018 -June 30, 2019 
July 1, 2019 -June 30, 2020 

City Manager's Recommendation 

FY 19* FY 20 $ +/() % 

100-33 Parks Rec & Facilities Admin 601,090 639,408 38,318 6.4% 
Parks 1,001,603 1,109,821 108,218 10.8% 
Forestry 686,850 710,847 23,997 3.5% 
Athletic Facilities 805,268 772,376 (32,892) -4.1% 
Cemeteries 874,369 827,545 (46,824) -5.4% 
Recreation 1,831,867 1,901,439 69,572 3.8% 
Aquatics 643,899 639,302 (4,597) -0.7% 
Golf Course 1,050,926 1,100,519 49,593 4.7% 
Golf Course Restaurant 533,611 540,787 7,176 1.3% 
Ice Arena 571,810 595,229 23,419 4.1% 
Public Assembly Facilities 1,056,708 1,061,236 4,528 0.4% 
Concessions 403,498 418,426 14,928 3.7% 
Custodial Services 956,460 958,378 1,918 0.2% 
Merrill Auditorium 176,098 182,589 6,491 3.7% 

Total Parks Rec & Facilities 11,194,057 11,457,902 263,845 2.4% 

100-35 Public Bldgs & Waterfront Admin 358,671 387,731 29,060 8.1% 
Trades 719,605 736,916 17,311 2.4% 
School HVAC 521,703 518,442 (3,261) -0.6% 
Public Safety Building 290,700 317,700 27,000 9.3% 
City Hall 322,100 392,450 70,350 21.8% 
Merrill Auditorium (PB) 196,550 173,550 (23,000) -11.7% 
Hadlock Stadium 321,681 322,076 395 0.1% 
Expo Building 207,875 208,600 725 0.3% 
Canco Road Buildings 432,820 434,250 1,430 0.3% 
Other Public Buildings 310,989 270,857 (40,132) -12.9% 
Waterfront 1,337,110 1,317,769 (19,341) -1.4% 

Total Public Buildings & Waterfront 5,019,804 5,080,341 60,537 1.2% 

100-44 HHS - Administration 419,772 337,276 (82,496) -19.7% 

Public Health* 1,874,503 2,093,528 219,025 11.7% 

Social Services* 11,908,346 13,072,747 1,164,401 9.8% 
Barron Center 15,630,623 15,947,969 317,346 2.0% 

Total HHS 29,833,244 31,451,520 1,618,276 5.4% 

100-47 Debt Service 41,818,036 45,087,798 3,269,762 7.8% 

100-48 Public Library 4,062,000 4,178,550 116,550 2.9% 

100-51 Pension 8,126,801 8,398,292 271,491 3.3% 

FY20 CM: 04/06/19 
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100-52 

100-61 

100-62 

100-65 

100-67 

100-63 

100-65 

Health Insurance 
Workers' Comp 
FICA 
Group Life 
Unemployment 

Total Employee Benefits 

Contingent 

Liability Insurance 

CITY OF PORTLAND, MAINE 
COMPARATIVE BUDGET PLAN FY2020 

July 1, 2018 - June 30, 2019 
July 1, 2019 - June 30, 2020 

City Manager's Recommendation 

FY 19* FY 20 

20,110,956 19,936,320 
1,786,778 2,053,072 
1,138,099 1,138,099 

205,822 205,822 
100,000 100,000 

23,341,655 23,433,313 

275,850 250,000 

774,458 839,325 

Regional Transportation Program 72,380 78,480 
Memberships - Misc 403,910 437,388 

Total Memberships/Contributions 476,290 515,868 

Wage Adjustment 60,000 (165,000) 

Total General Fund Expenditures 188,583,917 197,175,619 

County Tax 6,288,845 6,640,316 

Metro Assessment 2,713,649 2,787,772 

Total General Fund and Assessments $ 197,586,411 $ 206,603,707 

$ +/() 

(174,636) 
266,294 

0 
0 
0 

91,658 

(25,850) 

64,867 

6,100 
33,478 

39,578 

(225,000) 

8,591,702 

351,471 

74,123 

$ 9,017,296 

*Note: FY19 figures include grant and project expenditures excluded from the prior year resolve. These 

expenses ($126,601 for Planning Admin, $164,204 for HCD, $839,356 for Public Health, $1,995,108 for Social 

Services) and equal offsetting revenues are included in the current resolve for comparative purposes. 
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% 

-0.9% 
14.9% 

0.0% 
0.0% 
0.0% 

0.4% 

-9.4% 

8.4% 

8.4% 
8.3% 

8.3% 

-375.0% 

4.6% 

5.6% 

2.7% 

4.6% 

FY20 CM: 04/06/19 



CITY OF PORTLAND, MAINE 
COMPARATIVE BUDGET PLAN FY2020 

July 1, 2018 - June 30, 2019 
July 1, 2019 - June 30, 2020 

City Manager's Recommendation 

FY 19* FY 20 $ +/() % 

ENTERPRISE FUND REVENUES 

31 Property Taxes, Current Year $ $ $ 
32 Licenses & Permits 22,850 17,950 (4,900) -21.4% 
33 Intergovernmental 116,800 117,968 1,168 1.0% 
34 Charges for Services 33,567,185 34,701,607 1,134,422 3.4% 
36 Use of Money and Property 23,747,326 26,228,136 2,480,810 10.4% 
39 Other Sources 374,196 405,874 31,678 8.5% 

Fund Balance (4,236,256) (4,683,172) (446,916) 10.5% 

Total Enterprise Fund Revenues 53,592,101 56,788,363 3,196,262 6.0% 

ENTERPRISE FUND EXPENDITURES 

530 Fish Pier 398,213 388,679 (9,534) -2.4% 

570 Finance Administration 134,810 141,938 7,128 5.3% 
Public Works Administration 780,653 838,548 57,895 7.4% 
Districting 3,019,206 2,637,279 (381,927) -12.6% 
Communications 67,687 65,808 (1,879) -2.8% 
Engineering 618,211 603,082 (15,129) ~2.4% 
Debt Service 7,745,068 8,088,788 343,720 4.4% 
Fringe Benefits 1,493,120 1,519,490 26,370 1.8% 
PWD Assessment 12,462,772 13,137,639 674,867 5.4% 

Total Sewer 26,321,527 27,032,572 711,045 2.7% 

571 Finance Administration 265,463 275,145 9,682 3.6% 
Stormwater Management 1,817,499 1,543,268 (274,231) -15.1 % 
Debt Service 389,797 685,421 295,624 75.8% 
Fringe Benefits 286,855 285,003 (1,852) -0.6% 

Total Stormwater 2,759,614 2,788,837 29,223 1.1% 

583 Jetport Administration 1,047,618 1,221,479 173,861 16.6% 
Marketing 501,890 598,640 96,750 19.3% 
Fringe, Indirects & Chargebacks 3,960,802 4,084,313 123,511 3.1% 
Field 4,091,912 4,577,799 485,887 11.9% 
General Aviation 17,168 17,168 0.0% 
Jetport Operations 2,595,898 2,702,802 106,904 4.1% 
Terminal 5,970,545 6,992,649 1,022,104 17.1% 
Parking 4,447,615 4,907,020 459,405 10.3% 
Airfield Deicing 700,661 674,781 (25,880) ~3.7% 
Jetport Anticipated Surplus 778,638 801,624 22,986 3.0% 

Total Jetport 24,112,747 26,578,275 2,465,528 10.2% 

Total Enterprise Fund Expenditures 53,592,101 56,788,363 3,196,262 6.0% 

TOTAL CITY EXPENDITURES $ 251,178,512 $ 263,392,070 $ 12,213,558 4.9% 

FY20 CM: 04/06/19 
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TAX RATE COMPUTATION--FY2020 
City Manager's Recommendation 

General 
Fund 

Total Expenditures $206,603,707 

Less: Revenues (113,418,918) 

Surplus 0 

Tax Levy $93,184,789 

Tax Levy¾ 

Valuation 7,985,000,000 

Tax Rate: 

FY20 $11.67 

FY19 $11.34 

$ Increase $0.33 

% of Total Increase 2.9% 

13 

Enterprise TOTAL 
Funds CITY 

$56,788,363 $263,392,070 

(61,471,535) ($174,890,453) 

4,683,172 $4,683,172 

$0 $93,184,789 

100.0% 

$0.00 $11.67 

$0.00 $11.34 

$0.00 $0.33 

0.0% 2.9% 

FY20 CM: 04/06/19 



CITY OF PORTLAND, MAINE 
FY2020 Non-Tax Revenue 

(without surplus or TIF reimb) 
City Manager's Recommendation 

FY20 Est 
FYl8 FY19* FY19 FY20 vs 

Department Collected Est Proj Est FYl9 Est % 
(budget) (budget) (budget) 

General Fund Revenues: 
City Council $5,000 $5,000 $5,000 $5,000 $0 0.0% 
City Clerk 223,337 227,688 219,364 228,094 406 0.2% 
Executive 962,763 1,040,370 1,046,175 1,011,715 (28,655) -2.8% 
Assessor 1,690 2,076 1,000 1,000 (1,076) -51.8% 
Finance 19,615,268 18,549,047 21,361,127 18,755,574 206,527 1.1% 
Legal 111,734 136,320 182,177 151,525 15,205 11.2% 
Human Resources 118,043 76,056 76,056 75,945 ( 111) -0.1% 
Parking 8,722,207 9,620,120 9,498,210 9,665,220 45,100 0.5% 
Econ Dev 192,267 567,949 566,791 596,748 28,799 5.1% 
Police 3,239,440 2,947,159 3,169,317 2,985,289 38,130 1.3% 
Fire 4,048,512 4,583,430 4,651,580 4,584,937 1,507 0.0% 
Planning & Development 1,081,487 1,037,066 769,646 1,072,827 35,761 3.4% 
Permitting & Inspections 5,012,332 4,500,366 5,049,955 4,901,064 400,698 8.9% 
Information Technology 381,523 422,254 420,187 433,387 11,133 2.6% 
Public Works 4,539,985 5,061,526 4,609,032 5,128,213 66,687 1.3% 
Parks, Rec & Facilities 7,124,221 7,333,134 7,275,347 7,817,734 484,600 6.6% 
Public Bldgs & Waterfront 3,337,883 3,459,596 3,302,789 3,550,966 91,370 2.6% 
HHS--Administration 4,884 10,560 968 (10,560) -100.0% 
HHS--Public Health 1,001,256 994,421 115,485 1,133,407 138,986 14.0% 
HHS--Social Services 7,366,937 7,271,573 5,517,167 8,065,096 793,523 10.9% 
HHS--Barron Center 18,236,152 18,628,031 18,726,850 19,510,800 882,769 4.7% 
Employee Benefits 6,432,840 7,293,735 6,942,945 7,640,858 347,123 4.8% 
Insurance 134,721 154,587 179,359 177,918 23,331 15.1% 
Debt Service Reimb. 15,447,518 16,979,744 16,964,420 19,731,496 2,751,752 16.2% 
Memberships I Other 302,717 302,717 

Total General Fund: $107,342,000 $110,901,808 $110,650,947 $117,527,530 $6,625,722 6.0% 

Enterprise Funds Revenue: 
Fish Pier Authority 535,030 546,380 535,352 559,178 12,798 2.3% 
Sewer 24,939,371 26,292,128 26,736,968 27,456,657 1,164,529 4.4% 
Storm water 6,587,024 6,877,102 6,845,474 6,877,425 323 0.0% 
Jetport 23,283,267 24,112,747 24,660,341 26,578,275 2,465,528 10.2% 

Total Enterprise Funds: $55,344,692 $57,828,357 $58,778,135 $61,471,535 $3,643,178 6.3% 

Total City Revenue $ I 62,686,692 $168,730,165 169,429,082 $178,999,065 $ I 0,268,900 6.1% 

*Note: FY19 figures include grant and project revenues excluded from the prior year resolve. These 

revenues ($126,601 for Planning Admin, $164,204 for HCC, $839,356 for Public Health, $1,995,108 for Social 

Services) and equal offsetting expenditures are included in the current resolve for comparative purposes. 

14 CM; 04/06/19 



0 I Personnel--General Fund 
--Ent Funds 

Total 

02+ Contractual--General Fund 
--Ent Funds 

Total 

55 Supplies--General Fund 
--Ent Funds 

Total 

63 Utilities--Genera I Fund 
--Ent Funds 

Total 

70 Capital--General Fund 
--Ent Funds 

Total 

75 Debt Svc--Total GF 
--Ent Funds 

Total 

75 Jetport Rev Bond Debt Svc 

Jetport Surplus 

Total General Fund 
Total Enterprise Funds 

Total 

FY2020 CITY BUDGET SUMMARY 
by category 

City Manager's Recommendation 

FY19* 
Approp. 

$80,740,046 
6,581,376 

87,321,422 

64,291,371 
29,151,634 

93,443,005 

6,820,435 
1,306,943 

8,127,378 

3,701,033 
1,452,022 

5,153,055 

215,490 
2,202,152 

2,417,642 

41,818,036 
7,976,373 

49,794,409 

4,142,963 

778,638 

197,586,411 
53,592,101 

$251,178,512 

FY20 
Proposed 

84,499,142 
7,038,292 

91,537,434 

66,232,171 
29,654,105 

95,886,276 

6,944,496 
1,469,3 I 3 

8,413,809 

3,574,036 
1,545,875 

5,119,911 

266,065 
3,532,645 

3,798,710 

45,087,798 
8,611,695 

53,699,493 

4, I 34,813 

801,624 

206,603,707 
56,788,363 

$263,392,070 

$ +/-

$3,759,096 
456,916 

4,216,012 

1,940,800 
502,471 

2,443,271 

124,061 
162,370 

286,431 

(126,997) 
93,853 

(33,144) 

50,575 
1,330,493 

1,381,068 

3,269,762 
635,322 

3,905,084 

(8,150) 

22,986 

9,017,296 
3,196,262 

$12,2 I 3,558 

*Note: FY19 figures include grant and project expenditures excluded from the prior year resolve, These 

expenses ($126,601 for Planning Admin, $164,204 for HCD, $839,356 for Public Health, $1,995,108 for Social 

Services) and equal offsetting revenues are included in the current resolve for comparative purposes. 
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%+/-

4.7% 
6.9% 

4.8% 

3.0% 
1.7% 

2.6% 

1.8% 
12.4% 

3.5% 

-3.4% 
6.5% 

-0.6% 

23.5% 
60.4% 

57.1% 

7.8% 
8.0% 

7.8% 

-0.2% 

3.0% 

4.6% 
6.0% 

4.9% 

%Of 
Total 

40.9% 
12.4% 

34.8% 

32.1% 
52.2% 

36.4% 

3.4% 
2.6% 

3.2% 

1.7% 
2.7% 

1.9% 

0.1% 
6.2% 

1.4% 

21.8% 
15.2% 

20.4% 

7.3% 

1.4% 

100.0% 
100.0% 

100.0% 

FY20 CM: 04/05/19 



Department 

Debt Service 
Police 
Fire 
Public Works 
County Tax 
Parks, Rec & Facilities 
Health & Human Services 
Library 
Metro 
Public Buildings & Waterfront 
General Government 

City of Portland, Maine 

Tax Levy by Budget Category 

City Manager's Recommendation 

FY20 FY20 
Tax Levy Tax Rate 

25,356,302 $3.18 
17,402,347 $2.18 
16,047,076 $2.01 
10,292,295 $1.29 
6,640,316 $0.83 
4,744,750 $0.59 
4,628,230 $0.58 
4,178,550 $0.52 
2,563,535 $0.32 
1,400,763 $0.18 

(69,375) ($0.01) 

Total: $93,184,789 $11.67 
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¾of 
Taxes 

27.2% 
18.7% 
17.2% 
11.0% 
7.1% 
5.1% 
5.0% 
4.5% 
2.8% 
1.5% 

-0.1% 

100.0% 

FY20 CM: 04/08/19 



City of Portland 

Staffing FTE Change 

FY2020 City Manager's Recommendation 

+/-

Department FY15 FY16 FY17 FY18 FY19 FY20 Chg 

General Fund: 

City Council 1.0 

City Clerk 9.2 8.9 7.4 7.8 7.9 7.9 

Executive 10.0 14.0 10.0 13.0 10.5 9.5 (1.0) 

Assessor 4.9 4.9 5.9 5.9 5.9 5.9 

Finance 26.0 24.3 24.0 25.0 25.0 25.0 

Legal 6.0 6.0 6.0 6.0 7.0 7.0 

Human Resources 10.0 10.0 10.5 11.0 11.0 10.5 (0.5) 

Parking 29.6 29.6 29.6 29.6 29.6 30.0 0.4 

Economic Development 3.0 4.0 5.8 5.8 7.1 7.0 (0.1) 

Police 225.3 223.3 227.3 232.3 226.3 227.0 0.7 

Fire 235.7 228.1 229.6 229.2 226.0 226.0 

Planning & Urban Dev. 35.4 34.7 21.5 24.0 24.0 24.0 

Permitting & Inspections 25.0 28.0 28.0 28.5 0.5 

IT 17.3 17.0 17.0 17.0 17.3 16.0 (1.3) 

Public Works 152.5 132.0 125.0 129.0 131.0 131.5 0.5 

Parks Rec & Fae 121.6 136.5 155.2 161.5 142.0 140.7 (1.3) 

Pubic Bldgs & Waterfront 24.5 24.5 

HHS Administration 5.0 5.0 5.0 4.0 (1.0) 

Public Health 70.0 62.3 38.2 25.0 27.1 28.3 1.2 

Social Services 79.4 90.7 78.3 80.1 87.8 93.5 5.7 

Barron Center 266.2 266.7 260.7 263.7 244.0 246.8 2.8 

Total HHS: ./15.6 ./19. 7 382.2 373.8 363.9 372.6 8.7 

General Fund Subtotal: 1,302.1 1,293.0 1,283.0 1,298.9 1,287.0 1,293.6 6.6 

Enterprise Funds: 

Sewer Fund 39.0 32.0 31.0 30.0 33.0 33.0 

Stormwater Fund 11.5 11.0 13.0 10.0 10.0 

Jetport 49.0 49.5 50.5 52.5 56.0 59.0 3.0 

Enterprise Subtotal: 88.0 93.0 92.5 95.5 99.0 102.0 3.0 

Total City Employees: 1,390.1 1,386.0 1,375.5 1,394.4 1,386.0 1,395.6 9.6 

17 
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FY20 Budget Calendar - April 2019 
Additional Finance Committee agenda details can be found online at http://portlandmaine.gov/financecommittee 

Sunday Monday Tuesday Wednesday Thursday Friday Saturday 

Finance Committee Meetings 
held in Room 209 of City Hall 

I 2 3 4 5 6 
5:30 PM Joint City/School Finance 
Committee Meeting 5:30 

7 8 9 10 11 12 13 

5:30 PM - City 5:30 PM 

Council Meeting Finance 

-Presentation of FY20 Committee 

City Manager Meeting 

Recommended . 
Budget, Referral to 
Finance Committee 

14 15 16 17 18 19 20 

Patriot's Day 
Holiday 

21 22 23 24 25 26 27 

5:30 PM - City 5:30 PM 5:30 PM Finance 

Council Meeting Finance Committee 
Committee Meeting 
Meeting 

28 29 30 

4/8/2019 

Revised 4/24/2019
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5:30 PM Finance Committee
Meeting

5:30 PM Finance 
Committee
Meeting

5:30 PM Finance 
Committee
Meeting

FY20 Budget Calendar - May 2019 
Additional Finance Committee agenda details can be found online at http://portlandmaine.gov/financecommittee 

Sunday Monday Tuesday Wednesday Thursday Friday Saturday 

Finance l 2 3 4 

Committee 5:30 PM Finance Committee 

Meetings Meeting 

held in 
Room209 
of City Hall 

5 6 7 8 9 10 11 
5:30 PM City Council 
Meeting 
- City Budget 1st Read 
(Public Hearing) 

12 13 14 15 16 ]7 18 

5:30 PM City Council 
Budget Workshop 

19 20 21 22 23 24 25 

5:30 PM City Council 
Meeting 
- City Budget 2nd Read 
and Vote 

26 27 28 29 30 31 

Memorial Day Holiday 

4/8/2019 

Revised 4/24/2019





City Council Workshop

Community Support Fund & Shelter Overflow

4/29/2019 



Community Support Fund



Category FY2018 Actual FY2019 Budgeted FY2019 Actual FY2019 Projection

Burials $ - $ 3,345.00 $ - $ 3,345.00

Water/Sewer $ - $ 94.00 $ - $ 94.00

Electric $ 1,335.88 $ 3,295.00 $ 3,747.80 $ 3,697.00

Client Gas $ 1,124.73 $ 430.00 $ 1,922.68 $ 1,486.00

Heat $ - $ 220.00 $ - $ 220.00

Diapers $ 253.31 $ 1,193.00 $ 779.06 $ 716.00

Rental/Apt $ 88,457.95 $ 131,177.00 $ 186,930.64 $ 202,187.00

Security Deposit $ 3,667.00 $ 4,013.00 $ 5,166.83 $ 11,209.00

Medical Services $ - $ 100.00 $ 110.75 $ 266.00

Prescriptions $ 10,670.68 $ 15,854.00 $ 6,624.32 $ 9,118.00

Food Vouchers $ 44,589.96 $ 32,637.00 $ 51,068.19 $ 62,107.00

Non-Food $ 6,797.26 $ 7,642.00 $ 7,341.36 $ 9,124.00



Family Shelter Comparison FY18 & FY19
Family Shelter FY18 FY19  (as of 4/24/19)

Families from Other Countries 119 121

Families from Other States 27 23

Families from Portland 25 11

Families from ME (outside of Portland) 12 5

Grand Total 183 160



Community Support Fund and State Implications
If the state reverted back to the definition of actively seeking a status change and covered the Gap 

statewide, it would actually be more cost effective for the State.

EXAMPLE:

2 bedroom in Portland $1,473 everything included

2 bedroom in municipality A (Craigslist Search found 8 units here averaging) $800

6 month cost in Portland $8,858

6 month cost in municipality A $4,800

While there would be an increased cost to the State covering the 6 month period it would allow 

clients to find more affordable rents. Once a client applies for Asylum they qualify for 24 months 

of GA.

24 months of rent in the same above units

Cost of unit in Portland $35,352

Cost of unit in Municipality A $19,200

The initial cost of $4,800 results in a unit that over the 24 months saves $16,152



Area Map of Bayside



Food Pantries
Pantry Name Hours When to come Who can come

Sacred Heart/St. Dominic Food Pantry Tuesday Open at 8:30am Once a week Parkside Residents

Sagamore Food Pantry Tuesday 10-11 a.m. Once a week Open to anyone

Salvation Army Food Pantry Mon., Wed., and Fri. 1-2:30 p.m. Once a month Portland residents

St. Luke's Food Pantry Thursday 9:30-11 a.m. Once a month Open to anyone

Stroudwater Christian Church Food Pantry Sundays 1-3 p.m. Once every two weeks Open to anyone

Wayside Mobile Food Pantry at Harbor Terrace 3rd Friday 1-2 p.m. Once a month Harbor Terrace & West End  

Wayside Mobile Food Pantry at Riverton 3rd Wednesday 3-4 p.m. Once a month Riverton Residents

Wayside Mobile Food Pantry at Front Street 2nd Thursday 10:30 - 11:30 a.m. Once a month Neighborhood residents

Wayside Mobile food Pantry at Sagamore 4th Tuesday 10-11 a.m. Once a month Sagamore residents

Williston-Immanuel United Church Food Pantry Thursday - arrive before 10 a.m. Weekly Open to anyone

White Memorial Food Pantry Thursday 8-9:30 a.m. Once a week Open to anyone 

First Baptist Food Pantry Wednesday 11:30 a.m. - 12:30 p.m. Once a week Open to anyone

Jewish Family Services Food Pantry Tuesday & Thursday, 9a.m. - 3p.m. Appt. only Once a month Portland residents

Preble Street Thursday 1:30 - 3 p.m. Once a week Open to anyone

Project FEED Monday-Friday 1-3 p.m. Once every 3 months Portland & Greater Portland

Root Cellar Monday-Friday 9 a.m. - 5 p.m. Emergency Only  Open to Portland Residents only

St. Elizabeth's Non-food Pantry Tuesdays 9-11:15 a.m. Weekly Open to anyone



Community Meals - Wayside (Meals are open to all who wish to attend unless otherwise noted.)
Mondays:

•LUNCH, 12-1, Woodfords Congregational Church, 202 Woodford Street, Portland
•DINNER, 5-6, Reiche Community School, 166 Brackett Street, Portland (open to Reiche students & their families only)
•DINNER, 5-6, East End Community School, 195 North Street, Portland (open to EECS students & their families only)
•DINNER, 5-6, Sagamore Village Boys & Girls Club, 21 Popham Street, Portland (open to B&G Club students only)
•DINNER, 5-6, Riverton Boys & Girls Club, 55 Riverton Drive, Portland (open to B&G Club students only)

Tuesdays:
•LUNCH, 12-1, Hope.Gate.Way United Methodist Community Center, 185 High Street, Portland
•DINNER, 6-7, Parkside Neighborhood Center, 85 Grant Street, Portland (open to seniors 55+ and families with children only)
•DINNER, 5-6, Salvation Army, 297 Cumberland Ave, Portland (open to seniors 5+ and families with children only)

Wednesdays:
•DINNER, 5-6, My Place Teen Center, 755 Main Street, Westbrook

Thursdays:
•LUNCH, 12-1, Salvation Army Center for Aging, 297 Cumberland Ave, Portland (open to seniors only)
•DINNER, 5:30-6:30, Hope.Gate.Way United Methodist Community Center, 185 High Street, Portland
•DINNER, 5:30-6:30, Deering Center Community Church, 4 Brentwood Street, Portland
•DINNER, 5:30-6:30, St. Peter's Episcopal Church, 678 Washington Ave, Portland

First Sunday of the Month: 
•DINNER, 5-6, First Parish Unitarian Universalist Church, 425 Congress St., Portland



Additional Community Meals
Preble Street Soup Kitchen

252 Oxford St., Portland
www.preblestreet.org

Breakfast: 8-9 a.m. 
Lunch: 12-1 p.m. 
Dinner: 5-6 p.m. 

Teen Center
343 Cumberland Ave., Portland
Sunday-Saturday (Open to all 

under 21)
Breakfast: 8-9 a.m. 
Lunch: 12-1 p.m. 
Dinner: 6-7 p.m. 

**can also get bagged meals

St. Vincent De Paul South Kitchen
307 Congress St., Portland – East 

Bayside
Monday-Friday 12-1 p.m. 

Open to all

Sacred Heart/St. Dominic
80 Sherman St., Portland (corner 
of Sherman & Mellen St., door on 

Sherman St.)
Tuesdays 10-11:30 a.m. 

http://www.preblestreet.org


Diapers/Baby Supplies
-Williston Emmanuel Baptist Church

156 High St Portland, Maine (entrance to pantry is on Deering Place off Deering St) 775-2301

Call ahead first. Thursdays 9:30 am, access by lottery, they are closed one Thursday each month

-Cuddle Me Program

http://cuddlemeprogram.org 

Offer free baby items such as diapers, wipes, formula and baby clothes when available to those income eligible. You must be 

referred via a church, social service agency or by calling 211 from Maine. You can also inquire/seek assistance by completing an 

application on their website. Click on the “Get Help” link at the top of their website page or call their main office in Florida at 

772-242-8045.

-ABBA (A Women’s Resource Center) 

207- 253-5555 1250 Forest Ave., 2nd Floor Portland, ME  04101 Monday-Thursday 10am-4pm

Offers diapers and other parenting supplies. Has 9 different programs including the “Learn and Earn” program where attendees 

(must have some English proficiency) can attend a variety of classes and earn points which they can redeem for diapers or items at 

their clothing/supply boutique. Or participants can save up their points and access Baby’s R Us or other locations for supplies and 

items needed for their child. Interpreters only available for medical screenings not class participation(s).

-St. Elizabeth’s Essentials Pantry at St. Luke’s Cathedral

143 State St Portland, Maine 207-772-5434  Tuesday’s 9:30-11:00 am

-Jewish Family Services Food Bank and Diaper Bank

57 Ashmont St Portland, Maine 207-772-1959 

Call ahead to schedule a time for pick up Monday through Friday between 9:15 am-5:15pm



ILAP
CONTACT US

Immigrant Legal Advocacy Project

489 Congress Street, 3rd Floor

PO Box 17917

Portland, ME 04112

Phone – 207.780.1593

Fax – 207.699.2313

Toll Free Helpline – 1.800.497.8505

E-mail – info@ilapmaine.org

PLEASE NOTE: We cannot answer legal questions by email

Portland Office Hours: 9 a.m. – 5 p.m. Monday – Friday

Staff are in meetings each Wednesday until 12 noon, and will meet with clients by appointment in the afternoon

We are also closed on all national holidays, as well as Patriots Day, the day after Thanksgiving, and at noon the 

day before Christmas. 

IMMIGRANT     ADVOCACY      PROJECT



Churches in Greater Portland
First Baptist Church in Portland (Pastor Mike)

360 Canco Road, Portland, ME  04103 – 773-3123

Payson Park Evangelical Free Church (Evangelical Free)

424 Ocean Avenue, Portland, ME

St Luke's Cathedral   

143 State Street, Portland, ME  - 772-5434

Chestnut United Methodist Church 

185 High Street, Portland, ME – 899-2435

Cathedral of the Immaculate Conception (Pastoral Center)

307 Congress Street, Portland, ME – 773-7746

Sacred Heart Church

80 Sherman Street, Portland, ME – 772-6182

Green Memorial AME Zion Church

46 Sheridan Street, Portland, ME – 772-1409

Stroudwater Baptist Church, Pastor Don Drake

1729 Congress Street, Portland, ME – 773-2211

Woodfords Congregation Church, UCC

202 Woodford Street, - 774-8243

Faith Temple

1914 Congress Street, Portland – 773-6334

Free Methodist Church

140 Congress Street, Portland – 772-1809

St. Vincent de Paul 

307 Congress Street, Portland – 772-1113

St. Luke’s Cathedral

143 State Street, Portland – 772-5434

Williston-Immanuel United Church

156 High Street, Portland – 775-2301

Allen Avenue Unitarian Universalist Church

524 Allen Ave., Portland – 797-7240

Hope Gateway United Methodist Church

185 High Street, Portland – 899-2435

Thornton Heights United Methodist Church 

100 Westbrook Street, South Portland – 774-0487



Discount Prescription Program



Healthcare Resources
MedAccess – Maine Medical Center

Office  Information

The Pharmacy of Maine Medical Center

22 Bramhall St. 

Portland, ME 04102

Office Phone: 207-662-6665 or 1-877-275-1787

CarePartners – Portland

Office Information

241 Oxford Street

Portland, ME 04101

Office Phone: 207-879-8948

Fax: 207-879-8948



Freecare Application



Freecare Guidelines
by size of family 



Oxford Street Shelter







Oxford Street Shelter 
Comparison - 2018

Month-Year MEDIAN of Total MEDIAN of Male MEDIAN of Female

1-2018 226 177 49

2-2018 235 186 50

3-2018 224 173 51

4-2018 221 173 51

5-2018 203 162 40

6-2018 203 163 39

7-2018 203 162 41

8-2018 198 151 46

9-2018 184 147 40

10-2018 207 167 41

11-2018 210 173 37

12-2018 230 179 48

Grand 
Total 211 169 44



Oxford Street Shelter Comparison - 2019
Month-Year MEDIAN of Total Count MEDIAN of Male MEDIAN of Female

1-2019 241 189 53

2-2019 238 185 53

3-2019 239 187 52

4-2019 231 175 54

Grand Total 238 186 53





Month-Year MAX of OSS MAX of PSRC MAX of GA Overflow

1-2018 161 78 16

2-2018 160 80 20

3-2018 162 79 0

4-2018 183 78 15

5-2018 146 75 0

6-2018 160 75 0

7-2018 154 75 0

8-2018 152 70 0

9-2018 150 68 0

10-2018 148 76 0

11-2018 151 80 18

12-2018 159 83 26

Maximum of 
Clients by 
Location - 2018



Maximum of Clients by Location - 2019

Month-Year MAX of OSS MAX of PSRC MAX of GA Overflow

1-2019 165 90 27

2-2019 160 79 27

3-2019 166 83 26

4-2019 160 81 29





Month-Year # of GA Overflow Uses

1-2018 4

2-2018 16

3-2018 0

4-2018 2

5-2018 0

6-2018 0

7-2018 0

8-2018 0

9-2018 0

10-2018 0

11-2018 5

12-2018 12

Month-Year # of GA Overflow Uses

1-2019 19

2-2019 14

3-2019 5

4-2019 7

Grand Total 84

# of Times GA Overflow Used 
by Month-Year





























FIRE DEPARTMENT FY20 BUDGET
May 2, 2019



Engine 1 Personnel Reallocation Plan
Engine 1 = 12 Positions (3 per shift x 4)

❏ 1 Position to Div. Chief of EMS / Training

❏ 1 Position to Admin Support for HR and Payroll

❏ 1 Position to C-9 for EMS Operations support

❏ 5 Positions to Vacation Pool coverage

❏ 4 Positions to Rescue 1 (available for coverage)

* Nine available positions to cover leave (vacation, FMLA, sick, training)



Apparatus 
Activity CY18

Station Companies Personnel Total Calls EMS Calls Fire Calls
Munjoy Engine 1 1 Cpt, 3 Lt, 8FF 1890 836 1052

Ladder 1 1 Cpt, 3 Lt, 8FF 1265 246 1019

Medcu 1 8FF 2128 1991 137

Central Engine 5 1 Cpt, 3 Lt, 8FF 3495 2034 1461

Medcu 5 8FF 3165 2878 287

Car 9 3 Lt. 2753 2400 353

Bramhall Engine 6 1 Cpt, 3 Lt, 8FF 2683 1298 1385

Ladder 6 1 Cpt, 3 Lt, 8FF 1660 493 1167

Medcu 6 8FF 2746 2527 219

Rescue 1 1 Cpt, 3 Lt 4FF 1557 757 800

Pool Coverage 4 Lt, 16FF

Car 5 4 Dep. Chiefs 1000 425 575

Stevens Ave Ladder 3 1 Cpt, 3 Lt, 8FF 2371 1408 963

Medcu 3 8FF 2759 2576 183

Riverton Engine 9 1 Cpt, 3 Lt, 8FF 1420 759 661

Allen Ave Ladder 4 1 Cpt, 3 Lt, 8FF 1285 594 691

Medcu 4 8 FF 2424 2253 171

Ocean Ave Engine 11 1 Cpt, 3 Lt, 8FF 1933 1190 743



Call Volume CY18
Call Category Engine 1 Ladder 1 Engine 11 Ladder 4

1. Fire Calls 95 96 75 81

2. Overpressure, Rupture, Explosion 26 27 30 27

3. Medical 836 246 1210 594

4. Hazardous Condition, No Fire 92 97 76 104

5. Service Call 73 74 138 94

6. Good Intent Call 79 84 76 72

7. False Alarm/False Calls 687 639 325 311

8. Severe Weather/ Natural Disaster 1 1 0 0

9. Special Incident 1 1 3 2

Total Calls 1890 1265 1933 1285



Call Volume 2017 vs. 2018*: Engine 11 and Ladder 4 
Call Category Engine 11-2018 Engine 11- 2017 Ladder 4-2018 Ladder 4-2017

1. Fire Calls 75 90 81 101

2. Overpressure, Rupture, Explosion 30 16 27 18

3. Medical 1210 (+168) 1078 594 (-127) 763
4. Hazardous Condition, No Fire 76 96 104 104

5. Service Call 138 102 94 71

6. Good Intent Call 76 75 72 72

7. False Alarm/False Calls 325 307 311 283

8. Severe Weather/ Natural Disaster 0 0 0 0

9. Special Incident 3 1 2 0

Total Calls 1933 1765 1285 1412

*L4 running out of Riverton station during Allen Ave. renovations, response territory shifted so E11 covered more calls

Once L4 back in Allen Ave Station, E11 medical calls anticipated to decline by 130 per year



Engine 1 Calls Shifting to Ladder 1, Engine 11, Ladder 4
Call Category

Engine 1 
2018

Ladder 1 
2018

Ladder 1 
2019

Engine 11 
2019

Ladder 4 
2019

1. Fire Calls 95 96 96 95 81
2. Overpressure, Rupture, Explosion 26 24 24 30 27
3. Medical 836 246 1082 735 1070*
4. Hazardous Condition, No Fire 92 97 97 125 104
5. Service Call 73 74 147 138 94
6. Good Intent Call 79 84 84 140 75
7. False Alarm/False Calls 687 639 639 1012 311
8. Severe Weather/Natural Disaster 1 1 1 1 0
9. Special Incident 1 1 1 1 2

Total Calls 1890 1265 2171 2277 1764

* Normal territory EMS Calls plus Canco Rd. calls



Projected Distribution of Engine 1 Calls in 2019



Projected Distribution of Engine 1 Calls in 2019



Building Fires CY18
Responding Company # of Fires
E1 20
L1 26
L3 21
L4 22
E5 20
E6 24
L6 28
R1 29
E9 12
E11 19
Total # of Building Fires 37
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Executive Summary 
 
 Overtime cost overruns have been a budgetary issue for the Portland Fire 
Department since completion of the 1996 merger of the Fire and Medcu 
Departments.   Available data shows that since 2003 overtime costs have outrun 
budgeted amounts by an average of 43.99% (σ=23.21%) per year.  In the same 
period authorized staffing levels have fallen from 242 to 226.  These cost overruns 
have significant budgetary and political ramifications for all relevant stakeholders 
including taxpayers, City government, Department administration, and IAFF Local 
740.  There have been several department heads in the last fifteen years and yet 
there have been significant cost overruns in the overtime budget line fourteen of 
those fifteen years.  Each administration has tried cutting different areas in an effort 
to reduce overtime, but all have failed.  Efforts to offset these overruns have led to 
the cutting of staff, lack of funding for infrastructure and further understaffing.  
These cuts have caused compliance issues and decreased revenue from billing and 
grants, stations and apparatus in need of extensive repair and increased overtime 
spending respectively. 
 The City has commissioned two studies since 2012 as a mechanism for 
auditing the operations of the Fire Department.  The findings have been consistent 
and note excellent response time and coverage areas as well as well-located 
stations.  Negative findings include overdependence on overtime for minimum 
staffing, failure to maintain infrastructure and the understaffing of key 
administrative positions.  Of particular concern the PSSI study noted that, among 
other negative consequences of overtime staffing, are: increased risk of PTSD, 
reduced oversight, accountability and discipline, and increased cost to tax payers. 
 Due to difficult fiscal circumstances the Fire Department is considering 
decommissioning Engine 1 for increased staffing for administrative functions and to 
reduce overtime.  While overtime will be reduced by this plan, $1,043,883 remains 
in the budget line for FY2020.  The intent of this document is to show that by 
allotting the majority of the overtime budget line to FTE positions rather than to 
paying current employees to work more overtime spending can be nearly 
eliminated and the overtime budget line will finally be accurate.  In addition, Engine 
1 can remain in service for the City and the concerns brought forward by the 2013 
study will be addressed.  We believe this plan to be more fiscally responsible, safer, 
and politically viable.  With cooperation from IAFF Local 740 all of these goals can 
be achieved while staying within the 5.4% proposed budget increase for FY2020.  
Staffing as a cost-effective solution to overtime dependence is a trend that is 
growing nationally and can be successful in Portland.  Examples of how other 
municipalities are addressing these concerns are contained in this document. 
 The pages that follow will provide historical context to the issue and the 
proposed solution.  We thank you in advance for your consideration. 
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Staffing Overview 
 
 There are 46 “seats” each day that need to be filled each day for the 
Department to offer its stated level of service.  In order to function all fire apparatus 
must have at least three personnel assigned to it and each ambulance must have at 
least two.  The Jetport and the Heavy Rescue must have two personnel and Peaks 
Island must have at least one person to be able to respond to emergencies.  Car 5 
and Car 9, which are shift supervisors, have one person each who responds in a staff 
vehicle.  A staffing sheet is attached as Appendix A.  It is worth noting that 
professional standards set by the National Fire Protection Administration 
recommend more staffing per apparatus than is available in Portland, but this is the 
currently model that is accepted locally.  Detailed explanations of why these staffing 
levels are necessary from an operational standpoint are available in both the 2013 
and 2017 studies in Appendix B and C respectively. 
 In order to have all units available to respond to emergencies there must be 
47 employees at work 24 hours a day, seven days a week, 365 days a year.  To 
maintain this level of service we work four rotating shifts with each shift employee 
working 24 hours on/24 hours off/24 hours on/120 hours off for an average of 42 
hours a week (over eight weeks).  Because employees have two to four weeks of 
paid vacation annually there must be more than 46 employees per shift.  Our 
current allotment is 52 employees per shift which allows six employees per shift to 
be on vacation every week which is the maximum number of employees allowed on 
vacation on one shift at one time.  Unfortunately, vacation is not the only paid time 
off that employees use.  Employees are also absent from work every day due to 
injuries, Family Medical Leave or just being sick.  We know from available data that 
this means another five employees, on average, are absent each day.  In summary 
we have 52 employees per shift, five are on vacation, and another five are hurt, sick, 
or caring for a family member which brings us to 42 available employees.  and we 
need 46 to keep all apparatus available for emergency calls.  Every day we need four 
employees that aren’t there.  We make it work with overtime.  A sample of how 
leave on a typical day is covered using a combination of “pool” personnel and 
overtime is shown in Appendix C. 
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Overtime in Public Safety 
 
 As discussed above overtime for essential personnel occurs when employees 
that are not scheduled to work on a given day work extra hours to make up for 
employees that are absent.  Due to the staffing that is allotted for the Fire 
Department there is a lot of overtime.  In fact, since 2003 the overtime budget has 
run over by an average of 43.99% (Appendix A).  While sometimes viewed as a 
flexible budget item in the public safety world where minimum staffing is a reality 
overtime is actually a highly predicable fixed cost.  Regrettably when budget lines 
fall short the money must be found somewhere and facilities, training and 
equipment all suffer.  Staffing is also affected.  Due to the self-inflicted budget crisis 
of underfunded overtime staffing has been cut repeatedly even though understaffing 
is the direct cause of the budget shortfall.  The Portland Fire Department provides an 
excellent level of service that is supported by data that shows we respond to 
emergencies with times that exceed national averages.  In addition, the Portland 
Fire Department’s out of hospital cardiac arrest survival rating is twice the national 
average (15% and 7% respectively) and our ISO fire safety rating is a Class 2 (best 
ranking is Class 1).  As we have stretched our staffing allocation to continue these 
services without additional employees the strain has been fiscally apparent in the 
department’s overtime budget line.  It is also worth mentioning that in the last 10 
years the Council has commissioned two separate studies that both confirmed the 
location of fire stations and apparatus to be adequate for Portland’s needs 
(Appendix D and Appendix E).  In addition, the 2013 Study recommended additional 
staffing as a mechanism for controlling overtime costs (pg. 70). 
 
Cost Analysis and Methodology 
 
 The budgeted cost of an FTE for the Portland Fire Department is $55,000.  In 
reality FTE total cost is $68,295 or $31.27 an hour.  In contrast the average overtime 
rate (AOR) of pay is $45.97.  The AOR is calculated by taking the actual overtime 
hours worked by dollars paid plus additional payroll costs (FICA, Worker’s Comp, 
MEPERS).  Once the FTE and AOR are calculated it can be shown that for every 
overtime hour worked there is a cost savings of $14.70 if that hour was instead 
worked by an FTE.  In the example given in Appendix A $515,088 would have been 
saved in one year. 
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Possible Solutions and Further Research 
 
 With proper data collection and analysis methods it is possible to determine 
the proper ratio of actual personnel to positions that will allow for the most efficient 
amount of overtime spending.   Two academically recognized models are the relief 
factor model, used by the San Francisco Fire Department or the more modern net 
annual work hours model outlined by Miller and Wetzel in Jail Staffing Analysis 3rd 
ed.1 An additional example of Scottsdale Fire Department staffing calculator is 
shown along with these excerpts in Appendix D.  An example of a relief factor 
calculation specific to the Portland Fire Department is found in Appendix E.  While 
collecting the data to employ these models is administratively time intensive it 
allows for educated analysis of the costs of overtime versus the costs of increased 
staffing.  It then becomes possible to determine the most efficient staffing method.  
Much of this data has already been collected and is available. 

There are also factors to consider that are not fiscal.  If an overtime neutral 
budget could be achieved through the hiring of additional personnel, shifting funds 
from the overtime budget line, then on days where there were “extra” personnel the 
City would be provided with a higher level of service.  The correlation between 
staffing and service has been shown by research in both fire suppression2 and 
emergency medical services.3   The current policy spends approximately 10% of the 
overall department budget just to ensure minimum staffing through overtime.  
 IAFF Local 740 remains committed to a transparent and mutually beneficial 
relationship with both the City and Department administrations.   It is our sincere 
hope that the materials presented in this document will help all parties involved 
move forward in a positive manner in order to continue to provide the highest level 
of service possible to the citizens of the city of Portland. 
 
 
 
 
 
 
 
 
 
 
 
 
                                                        
1 Miller, R. and Wetzel, J. E.  Jail Staffing Analysis 3rd ed.  2/2012.  pg. 133-6. 
 
1  Averill, J.D., et al. “NIST Technical Note 1661: Report on Residential Fireground  
Field Experiments.” NIST and US Dept. of Commerce.  3 April 2010. 
2Koenig, S.  Portland paramedics skip the ambulance ride.  Bangor Daily News.  12 
Nov.  2012. 
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YEAR OT BUDGETED OT ACTUAL +/‐ %

2003 685,480.00$          1,139,344.00$       ‐453,864 ‐66.21%
2004 673,450.00$          891,450.00$           ‐218,000 ‐32.37%
2005 770,260.00$          1,251,716.00$       ‐481,456 ‐62.51%
2006 820,310.00$          1,210,782.00$       ‐390,472 ‐47.60%
2007 1,074,650.00$       1,297,134.00$       ‐222,484 ‐20.70%
2008 1,024,650.00$       1,639,173.00$       ‐614,523 ‐59.97%
2009 1,024,650.00$       1,213,863.00$       ‐189,213 ‐18.47%
2010 1,024,650.00$       1,494,108.00$       ‐469,458 ‐45.82%
2011 1,024,650.00$       1,584,963.00$       ‐560,313 ‐54.68%
2012 1,169,500.00$       1,855,159.00$       ‐685,659 ‐58.63%
2013* 555,000.00$          893,159.00$           ‐338,159 ‐60.93%

2014 557,000.00$          916,123.00$           ‐359,123 ‐64.47%
2015 1,045,970.00$       1,328,346.00$       ‐282,376 ‐27.00%
2016 975,485.00$          1,566,163.00$       ‐590,678 ‐60.55%

2017** 1,075,485.00$       873,274.00$           202,211 18.80%

2018 1,096,995.00$       1,376,179.00$       ‐279,184 ‐25.45%
2019*** 929,905.00$          1,500,000.00$       ‐570,095 ‐61.31%

‐43.99%

* from 2013 on data shown is for Field Operations OT only

**FLSA expirament

*** projected



Stations Unit Position Platoon 1 Platooon 2 Platoon 3 Platoon 4
Officer 1 1 1 1

Firefighter 2 2 2 2

Firefighter 3 3 3 3

Officer 4 4 4 4

Firefighter 5 5 5 5

FF/EMT‐P 6 6 6 6

EMT‐P 7 7 7 7

EMT‐I 8 8 8 8

Officer 9 9 9 9

Firefighter 10 10 10 10

FF/EMT‐P 11 11 11 11

EMT‐P 12 12 12 12

EMT‐I 13 13 13 13

Officer 14 14 14 14

Firefighter 15 15 15 15

FF/EMT‐P 16 16 16 16

EMT‐P 17 17 17 17

EMT‐I 18 18 18 18

Officer 19 19 19 19

Firefighter 20 20 20 20

Firefighter 21 21 21 21

Officer 22 22 22 22

Firefighter 23 23 23 23

CUT 0 0 0 0

Officer 24 24 24 24

Firefighter 25 25 25 25

Firefighter 26 26 26 26

Officer 27 27 27 27

Firefighter 28 28 28 28

Firefighter 29 29 29 29

R1

E9

East Deering E11

Bramhall

E6

Riverton

MC5

L1

E1

MC1

MC6

Full Staffing (Current)

Central

E5

Munjoy

L6



March 22 2019

Stations Unit Position Platoon 1 Platooon 2 Platoon 3 Platoon 4
Officer 30 30 30 30

Firefighter 31 31 31 31

FF/EMT‐P 32 32 32 32

EMT‐P 33 33 33 33

EMT‐I 34 34 34 34

Officer 35 35 35 35

Firefighter 36 36 36 36

FF/EMT‐P 37 37 37 37

EMT‐P 38 38 38 38

EMT‐I 39 39 39 39

Officer 40 40 40 40

Firefighter 41 41 41 41

Firefighter 42 42 42 42

Officer 43 43 43 43

Firefighter 44 44 44 44

Peaks Officer 45 45 45 45

C9 Lt./P CUT 46 46 46

Pool LT 46 47 47 47

Pool 1 47 48 48 48

Pool 2 48 49 49 49

Pool 3 49 50 50 50

Pool 4 50 51 51 51

Pool 5 51 52 52 52

ARS Capt 52

TOTAL 208

 ** Unassigned 

Firefighters to 

cover daily 

vacancies "Pool"

MC4

Marine M1

Rosemont

L3

MC3

North Deering

L4

Air Rescue Capt.



Position L1 Officer L3 FF MC5 FF/P L4 FF MC4 FF/AEMT

Leave type Vacation Vacation Vacation Vacation Vacation
Coverage Pool LT Pool 1 Pool 2 Pool 3 Pool 4

L3 FF MC3 FF/P E5 FF M1 Officer L4 / FF

Sickness in 

family
FML‐paternity FML‐cancer Sick Injury

Pool 5

OVERTIME (24 

hours)

OVERTIME (24 

hours)

OVERTIME (24 

hours)

OVERTIME (24 

hours)

TOTAL OT

X 365 Days  1,610.788.80 
~45.97 per hour x 96 hours per 

day = $4,413.12

Example of an average staffing day.

Assuming that we are at full authorized FTE's, 5 vacancies are filled with "Pool", the other 

vacancies are 24 Hours of Overtime for each.  If the spot isn't filled, the vehicle is "Browned Out"



FTE COST ANALYSIS

Entry Level $43,155.84 AEMT w/ A.S. degree, 25% of new hires are laterals

Benefits $16,830.78 Base + 39% calculation

Holiday Pay 2,371.20$    120 hours at base rate
Training $3,500 Target Solutions + drill school

Gear $1,662 Direct from Lt. Krum

Uniforms $350

Clothing Allowance $350

Sneaker money $75

FTE Annual Cost $68,295

HOURLY FTE RATE $31.27

OVERTIME COST

Hourly OT rate $40.35

FICA  $0.59 payable on all earnings

Workers Compensation $0.96 payable on all earnings

Pension contribution $4.08 payable on all earnings

HOURLY OVERTIME RATE $45.97

Savings per hour FTE staffing $14.70

RELIEF FACTOR

Hours needed per shift 1104 46 positions * 24 hours

Leave hours per shift 216 9 vacancies * 24 hours

Total hours needed per shift 1320 Hours needed + vacancies

Leave rate 21.70%

Relief factor needed 1.20 55 FTEs/46 positions

Current FTE relief factor 1.1 52 FTEs/47 positions

Percent increase needed 9%

Current FTE hours alloted per shift 1104

FTE hours with 9% increase 1320

FTEs needed per shift 55

Current FTEs per shift 52

Additional FTEs needed per shift 3
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PFD OVERTIME EXPENDITURES FOR THE PAST 9 YEARS

Fiscal Year
Overtime

Expenditures

FY 2013 $1,087,500*
FY 2012 $1,855,158
FY 2011 $1,584,951
FY 2010 $1,494,107
FY 2009 $1,213,864
FY 2008 $1,639,173
FY 2007 $1,297,132
FY 2006 $1,210,783
FY 2005 $1,251,783

*Budgeted overtime amount.

In the experience of the Study Team, these levels of overtime expenditures seem
unusually high for a fire department the size of Portland’s and related recommendations
for reduction will be made in this report to attain substantial reductions. Although stated
in the public media, it should be noted that PFD overtime expenditures have not exceeded
$2 million in the last nine budget years.

The Study Team typically utilizes a nationally recognized formula to assist in its
determination of the adequacy of the total apparatus staffing of fire departments. That
formula can provide a measure of budgetary accuracy in determining the actual number
of firefighters and officers required to staff the fire and EMS apparatus, given the
minimum staffing levels approved by the municipality.

Various OT Causal Factors

In the analysis of the data, review of applicable documents, and discussions with City and
PFD officials and firefighters, the factors that result in the expenditure of overtime funds
are numerous and varied. They include, for example, maintaining approved minimum
staffing levels when the following would result in lower than approved apparatus staffing
levels:

 Use of sick leave;
 Use of vacation time;
 Use of bereavement leave;
 Use of family sick leave;
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 Holiday leave; and
 On the job injury.

Likewise, the following activities generated overtime income paid to off-duty firefighters,
and officers directly in that the off-duty service provider was paid overtime compensation
in a pay check:

 Training activities to take place;
 SCBA maintenance;
 EMS supplies work;
 Hazmat team response;
 Maintain Island staffing;
 EMS QA meeting;
 Staff meetings, captains, chiefs, etc.;
 Perform admin duties; and,
 Call back for major incidents.

Potential Negative Aspects of Excessive OT Staffing

Previously in this Chapter the extent of fire and EMS apparatus staffing via OT was
discussed and illustrated. There are a number of potential negative aspects or side effects
of the excessive use of OT in the staffing of fire and EMS apparatus that may result.
These include:

 Increasing potential burnout;
 Reduced fire and EMS unit teamwork and cohesiveness;
 Excessive use of OT in the course of providing services;
 Increased cost to the taxpayer for services provision;
 Reduced management and oversight of activities and tasks;
 Increasing philosophy that working for the PFD is a “part time job”;
 Reduce ability of supervisors to provide consistent employee oversight;
 Reduce pride and commitment to the organization;
 Reduced accountability of staff; and,
 Decreased discipline levels.
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SUMMARY

Organizing fire and EMS services within a community so as to provide the most efficient
and cost-effective delivery of quality service is one of the most important functions of
local government. Historically, many fire services have been developed and organized on
the basis of local neighborhood need and initiative and, in many instances, volunteer fire
and EMS companies were formed—as was the case with the initial organization of the
Portland Fire Department.

A number of fire departments have found that an organizational mission statement and
broad goals assist in setting a positive tone and atmosphere for the provision of services.
The revision and establishment of such mission and goals statements could have a
positive impact on the PFD. This should be accomplished through a process of direct and
comprehensive PFD employee involvement, along with the establishment of a “customer
service” program with a related training effort.

Portland’s Fire Department is at a “crossroads” in its history and development. With the
continual increase in emergency calls and changes in the PFD that may have been driven
in the past by the economic and fiscal conditions of the City and community, the City and
the Fire Department have the opportunity to refocus resources and efforts toward saving
lives and enhancing the fire and emergency medical services.

RECOMMENDATIONS

2-1 The City is encouraged to update City Code related to the duties and respon-
sibilities of the Fire Chief.

2-2 The Fire Chief should develop an updated organization chart, including revisions
made as a result of the implementation of appropriate options and
recommendations set forth in this Study report.

2-3 The Fire Chief is encouraged to pursue the implementation of the upgrades in the
organization structure of the PFD as outlined in this Study report.

2-4 The Fire Chief should consider the development of a revised mission statement
and vision and values for the Portland Fire Department.

2-5 The City should consider providing an appropriate number of civilian admin-
istrative support staff to the PFD (at least an additional one for each major
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functional area, including operations, fire prevention and support services), as
requested by the Fire Chief.

2-6 The Fire Chief should pursue refocusing the workload of the Fire Alarm Division
to current and future high tech systems of the PFD and phasing out the antiquated
fire box alarm systems throughout the City.

2-7 The Fire Chief should pursue assigning four of the PFD deputy chiefs to daywork
assignments as recommended by this Study report; Operations, Fire Prevention,
Support Services, and Emergency Management/Islands/Volunteer programs.

2-8 The City is encouraged to reduce the complement of PFD deputy fire chiefs by
two positions.

2-9 The City and Fire Chief should implement the recommended non-union shift
district chief positions to provide platoon district command in two
geographic/functional areas of the City: EMS and special services.

2-10 The Fire Chief is encouraged to designate the Bramhall Fire Station as the special
services fire station.

2-11 The Fire Chief should pursue the provision of field EMS supervision as outlined in
this Study report.

2-12 The City and the Fire Chief are encouraged to refocus the philosophy and
resources of the PFD to the provision of life-saving as the primary service to be
delivered, while maintaining a high priority on property protection through other
related services, such as fire suppression, EMS, hazmat and code enforcement.

2-13 The Fire Chief is encouraged to establish and enhance the progressive approach to
the assignment of important daily tasks to the chiefs and staff members of the fire
stations.

2-14 The Fire Chief is encouraged to make full use of committees and cross-functional
teams in the planning and implementation of appropriate PFD programs and tasks,
with as much of such work as possible being done while on-duty in order to
reduce overtime expenditures to the extent possible.

2-15 The Fire Chief should continue and strengthen the effort to development and
implement a state-of-the-art policies and procedures for the PFD.
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Figure 3.1

TOTAL PLATOON FIREFIGHTER/OFFICER COMPLEMENT

RANK COMPLEMENT

DEPUTY CHIEFS 4
CAPTAINS 13
LIEUTENANTS 44
FIREFIGHTERS 157
PARAMEDIC* 1

TOTAL 219
Source: PFD budgeted for Fiscal Year 2013.

* Paramedic only with no firefighter certification.

A FORMULA FOR CALCULATING STAFFING NEEDS

The Study Team typically utilizes a nationally recognized formula to assist in its
determination of the adequacy of the total apparatus staffing of fire departments. That
formula can provide a measure of budgetary accuracy in determining the actual number
of firefighters and officers required to staff the fire and EMS apparatus, given the
minimum staffing levels approved by the municipality.

Forty-Two-Hour Work Week—Current Hours

Using current Portland apparatus minimum staffing levels, that formula is outlined as
follows. To staff one position on a 24-hour basis and allow time off for training,
vacations and sick leave and on-the-job injuries requires 5.62* employees. The Study
Team was provided with actual “time off the floor” hours for all platoon employees in
2012. Based on actual time taken/required for vacation, sick, holiday, on and off the job
injury and other similar reasons for firefighters and officers not being available to staff
apparatus, the average annual time off “the floor” for firefighters and officers has been
determined to be 628 hours. Based on this average number of hours off, the number of
personnel required could be calculated as follows for the PFD:

*The 5.62 number is calculated as follows:
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Total hours in a year: 8,760
Firefighters work 42 hours × 52 weeks 2,184
Minus average time off “floor” - 628

TOTAL HOURS AVAILABLE 1,556

8,760 (total hrs in a yr) ÷ 1,556 (total hrs is available) = 5.62 staff to cover one
24-hour constant staffed position.

Based on this approach to calculating firefighter and officer staffing requirements for the
current fire station and apparatus deployment model it appears that 269.7 firefighters and
officers are needed.

Current Seven-Station Model with Air Rescue & Marine Units

The following calculations illustrate the application of this calculated formula to deter-
mining fire and EMS operations employment needs.

6 engines × 3 staff × 5.62 = 101.2 staff
4 ladder trucks* × 3 staff × 5.62 = 67.4 staff
1 rescue x 3 staff x 5.62 = 16.9
4 MEDCU units × 2 staff × 5.62 = 45 staff
1 air rescue x 3 staff × 5.62 = 16.9
1 marine unit x 3 staff × 5.62 = 16.9
1 deputy chief × 1 staff × 5.62 = 5.62 staff

TOTAL = 269.7 staff
*2 aerial ladder and 2 quint units.

It should be noted that the currently approved Fiscal Year 2013 budget for staffing of the
current fire stations and apparatus includes 219 firefighter and officer positions, including
deputy chiefs, captains, lieutenants, firefighters and paramedics.

Based on this approach to calculating firefighter and officer staffing requirements for the
current fire station and apparatus deployment model it appears that 269.7 firefighters and
officers would be needed in order for there to be an overtime-neutral staffing approach.
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Miller/Wetzel Net Annual Work Hours model 

ꞏ This 3.51 FTE per fixed-post position was derived mathematically, whether using work hours or work

days, as follows:

firefighter works 48 hours per week, 96 hours per pay period;

there are 26 pay periods annually;

96 (hours per pay period) x 26 (pay periods) = 2,496 work hours per year

365 (days per year) x 24 (hours per day) = 8,760 total hours per year

8,760 (total hours) / 2,496 (work hours) = 3.51

---- similarly----

1. 2,496 (work hrs per year)/ 24 (hrs per day) = 104 work days per year

2. 365 (days per year) / 104 (work days) = 3.51

ꞏ Relief factors of 8 percent for vacation, 7 percent for sick pay, 6 percent for disability pay, and 4 percent

for comp time -totaling 25 percent-- were generated by the model based on a combination of then-current

experience in the first three of these leave categories and Departmental practice in the remaining one;

ꞏ These factors were calculated by dividing the variable average daily absences in selected approved-leave

categories by the fixed Minimum Daily Staffing Quota of 352 for fire suppression activities (the number

originally used, but is now revised to include two Arson positions);

ꞏ The combined relief factor of 1.25 applied to the base of 1,235.52 FTEs (3.51 x 352 Daily Staffing Quota)

meant that 1,544 FTEs are required to fully staff fire suppression activities, while at the same time

accommodating a certain level of expenditure for approved leaves and overtime. While this is somewhat

more than the 1,490 uniformed positions authorized in the current-year Suppression budget, the approved

budget contains a reduction in uniformed attrition savings equivalent to an increase of 41.58 FTEs, which

brings the total FTEs much closer to the number generated by the model as the requirement (12 positions

less than calculated using the Department"s assumptions).

ꞏ Including overtime and premium pay, an approved budget in excess of $151 million.

Our approach to validating this original model is described in the following section of this report.

Comparison of Model with "Best Practices"

The Fire Department"s original staffing model is more accurately described as a staffing utilization model. It

defines uniformed personnel of different classifications and ranks in terms of the numbers required for fire

suppression activity on a continuous, year `round, day-to-day basis. Positions in this kind of setting are

generally referred to as fixed-post, meaning that relief is required when there is an absence, to ensure

uninterrupted coverage. Such positions are most commonly found in public safety areas of law

enforcement, emergency medical services, fire protection, and related communications systems.

Working with the Controller"s Office, the Budget Analyst performed a management audit of the City and

County of San Francisco"s 911 Emergency System (1991), and addressed some of the issues associated

with its fixed-post staffing. A major technical document used regularly in the Budget Analyst"s office is the

"Staffing Analysis Workbook for Jails,"  published by the National Institute of Corrections. While this

document focuses on custody operations, the model is directly transferable to any operation which requires

1

2.2 Methodologies for Determining Staffing Requirements | Board o... http://sfbos.org/22-methodologies-determining-staffing-requirements
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APPENDIX C: More on Net Annual Work Hours (NAWH) 
 
Comparing NAWH and “Relief Factor” Calculations 
 
Some jurisdictions still use the relief factor methodology, and need to be able to convert NAWH 
to RF for comparison purposes. Similarly, those who have converted to NAWH may need to 
compare previous RF calculations with their newer NAWH findings. 
 
 Table C-1: Comparing NAWH and Relief Factors 
 

 Relief Factor (RF) Net Annual Work Hours 
(NAWH) 

Unit of Measure Days  
 

Hours 

Changes with shift 
configuration? 

Yes, a new RF must 
be calculated for each 
different shift length 
 

No, applies to all shift 
configurations   

Number of “Time 
Off” Deductions 
Typically 
Considered 

 
 8 to 10 categories, 
measured in days 

15 and more, in some 
agencies more than 30 
categories of deduction are 
included, measured in hours 
 

Product of the 
calculation 

A number that 
describes the number  
of full-time 
employees needed to 
cover a specific shift 
with relief 
 

The number of hours that 
each classification of 
employee is actually 
available to work his/her 
post annually 

Uses Calculates numbers 
of FTEs needed for a 
post/position 

(1) Defines FTE for each 
classification of employee 
(2) Used as a denominator to 
determine FTEs needed for 
varied coverage patterns 
(3) Provides guidance for 
shift construction and 
employee assignment 
 

 
 
Remember, either methodology is only used when a post or position is relieved. Relief means 
that a post or position is filled by another employee when the primary person assigned to it is not 
able to work. Relief sometimes implies that a post or position is staffed every day of the week. 
Relief is synonymous with “continuous.” 
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The formula is shown in Table C-3. 
 
 Table C-3: Calculating Relief and Shift Relief Factors for 7 Day Posts 
  

Type of Factor to Be Calculated 
 

Formula 

 
1 shift operated  
7 days/week 
 

       
      Annual Coverage Hours  

÷   Net Annual Work Hours   

=  “Shift Relief Factor” (SRF) for 1 shift 
 

 
24 hour coverage 
7 days/week 

            
            SRF for 1 Shift  
times   Number of Shifts in 24 hours  

=      “Relief Factor” (RF) for 24 Hours  
 

 
What if you are not covering 7 days per week? It is a little more complicated, but again, the 
NAWH figure is the key. You will need to calculate the annual scheduled hours, using the 
following formula: 
 
 Number of Hours in Shift   times    Number of Days/Week    times   52.14 weeks  

= Annual Coverage Hours 
 
For example, a relieved post that operates 8 hours per day, 5 days per week, would require 2,086 
annual coverage hours: 
 

8 hours times 5 days times 52.14 weeks  =  2,086 annual coverage hours 
 
To calculate the shift relief factor: 
 

Annual Coverage Hours divided by NAWH = Shift Relief Factor 
 

For example, the 8 hour shift operated 5 days per week in the preceding example, for a 
classification of employee that has a NAWH of 1,550, would have a Shift Relief Factor of 1.35: 
 
 2,086 annual coverage hours divided by 1,550 NAWH = 1.35 SRF 
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NFPA 1710 Travel Times – Fire Response  
 
Unlike the ISO response distance method, the NFPA 1710 method uses travel time to determine 
the effectiveness of fire station locations. Like the ISO method, the NFPA 1710 analysis includes 
the response times of engine and ladder companies. as well as chief officers, MEDCUs and the 
department’s rescue company. Stations whose companies are assigned quint apparatus were 
analyzed as part of the review of both engine and ladder companies.         
 
Analysis is based on criteria that focus on a review of the department’s on-duty chief officers, 
fire companies, including the rescue companies, and their ability to respond an initial response to 
reported structures fires and EMS incidents.              
 

Travel Time Criteria  Criteria is the calculation of response from fire stations based on 4 and 
8 minutes. This is in line with NFPA 1710 response time benchmarks for structure fire and EMS 
responses as described in Section I. A three-minute delay was built into the calculations to 
demonstrate a worst-case scenario at grade railroad crossings (See Map 4.)       
 

Findings  Deputy Chief. As part of the initial assignment to a reported structure fire, the 
standard assumes there is on duty enough chief officers that are strategically placed to arrive on 
the scene within eight (8) minutes or less. An analysis was made applying criteria with the 
deputy chief located in their current quarters at the Bramhall Station. As can be seen Map 13 and 
Map 14, there is a significant section of the northern region of the city beyond the 4- and8-
minute benchmarks.         
 
Engine companies. Companies were analyzed based on both 4- and 8-minutes response 
benchmarks utilizing the stations housing engine and quint apparatus. Maps 15 and 16 indicate 
adequate response times from all stations. However, there is significant redundancy between the 
Bramhall, Central, and Munjoy Hill stations. This is understandable in older sections of cities 
like Portland where delays due to traffic volume and snowfall coupled with companies 
unavailable on non-fire responses inhibit timely fire apparatus response.  
 
Ladder companies. Response times were analyzed applying the 8-minute criteria from stations 
currently assigned ladder companies including Bramhall and Munjoy Hill and quint companies 
located at Rosemont and North Deering stations. Utilizing both ladder and quint companies the 
clear majority of the city is covered within the 8-minute criteria. See Map 17. 
        
Rescue company. Specifically, rescue or similar specialty companies are not directly considered 
as part of the initial response to reported structures fires. They can however serve as an integral 
part to the total staffing capabilities under the standard. This is particularly so with Portland due 
to the less than minimum engine and ladder company staffing. The analysis reveals the rescue 
company’s current Bramhall location allows for an 8-minute response in all of the southern and 
central regions with much of the northern part of the city. See Map 18. 
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NFPA 1710: Initial Structure Fire Deployment Capability  
 

Assignment Capability Criteria  Criteria for assignment capability consist of four (4) 
deployment scenarios. The scenarios are based on an 8-minute response capability. A three-
minute delay was built into the calculations to demonstrate a worse-case scenario at grade 
railroad crossings.   
 
Single-Family Dwelling. A two-story single-family dwelling of 2,000 square feet without a 
basement and no exposures. Staffing should include a combination of 15 officers and 
firefighters, comprised of one chief officer and the remainder of the assignment made of engine 
and ladder company personnel. Total firefighting force travel time is 8 minutes.      
 
Open-Air Strip Shopping Center. A single story 13,000 to 196,000 square foot commercial 
structure. Total staffing should be a combination of 27 officers and firefighters,  comprised of 
two (2) chief officers and the remainder of the assignment made of engine and ladder company 
and EMS personnel. Total firefighting force travel time is 8 minutes. 
 
Apartment Building. A 1,200-square foot apartment within a three-story garden style apartment 
structure. Total staffing should be a combination of 27 officers and firefighters comprised of two 
(2) chief officers and the remainder of the assignment made of engine and ladder company and 
EMS personnel. Total firefighting force travel time is 8 minutes. 
 
High-rise. A multi-story structure with the highest floor greater than 75 feet above the lowest 
level of fire department access. Total staffing should be a combination of 41 officers and 
firefighters comprised of two (2) chief officers and the remainder of the assignment made of 
engine and ladder company and EMS personnel.       
 

Findings  Single-family dwelling. Response capabilities considered a total of 15 officers and 
firefighters. Given the department’s staffing configuration and method of operation the 
assignment would require the deputy fire chief and five (5) three-person companies comprised of 
a combination of engines, ladders and the rescue company. Much of the Riverton and North 
Deering neighborhoods are beyond this level of assignment within 8 minutes without response 
from nearby mutual-aid fire companies. (See Map 19)             
 
Commercial strip mall and apartment house. Response capabilities considered a total of 27 
officers and firefighters. The assignment would require the deputy fire chief and one additional 
chief officer, eight (8) three-person companies comprised of a combination of engines, ladders 
and the rescue company and one MEDCU. Much of the Riverton and North Deering 
neighborhoods are beyond this level of assignment within 8 minutes. As with the single-family 
dwelling scenario, much of the Riverton and North Deering neighborhoods are beyond this level 
of assignment within 8 minutes without response from nearby mutual-aid fire companies. (See 
Maps 20 and 21)             
 
High-Rise. Response capabilities considered a total of 41 officers and firefighters. The 
assignment would require the deputy fire chief and one additional chief officer, eleven (11) 
three-person companies comprised of a combination of engines, ladders, the rescue company and 
MEDCU units. Practically no area of the city can be reached within 8 minutes. (See Map 22)            
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AFD Overtime Audit Status Update 1 Office of the City Auditor

Objective
The objective of this audit is to determine how AFD policies 
and practices affect personnel expenditures, including overtime 
and call-back expenditures, and how these operational 
practices, rules, staffing models, or other factors differ from 
comparable cities’ fire departments.

Background
On June 15, 2017, the City Council directed the City Auditor 
to amend the Auditor’s Fiscal Year 2017 Audit Plan to include 
an audit of AFD overtime and provide an update to the City 
Council of work to date by August 18, 2017.

Photo: Cadet Class 118, Chris Wilkinson, Austin Fire 
Department.

Austin Fire Department Overtime Audit
Audit Update

August 2017

Summary
The Austin Fire Department Operations Division has experienced a staffing shortage that has led to higher overtime 
costs and increased sworn staff workload over the last few years.
• AFD has not been fully staffed to its authorized firefighter staffing levels over the last few years.  

• Potential causes appear to include a confluence of factors as shown in the timeline at the top of page 3.
• In 2013, AFD implemented four-person staffing that increased the number of positions that need to be filled.
• In 2014, the federal consent decree limited AFD’s ability to add sworn staff.
• Beginning in 2015, AFD experienced an increase in the number of staff separations, including retirements.
• Various types of leave contribute to the need for overtime. Also, we noted indications that some staff may not 

be utilizing sick leave appropriately.
• AFD has relied on overtime to ensure that the department meets its staffing requirements, which seems to be a 

common practice in other fire departments. This resulted in increases in overtime costs and staff workload.
• Total sworn overtime pay increased by 147% from FY 2014 to FY 2016.  
• Total sworn overtime hours worked increased by 124% from FY 2014 to FY 2016.  

• The “overtime hourly rate” for each fiscal year went up, initially by 6.5%, then by 3.5% in FY 2016 and 1.6% in 
FY 2017 through June. The base wage and step-pay increases included in the June 2015 Collective Bargaining 
Agreement (CBA) seem to have contributed to the large increase (with no CBA in place since 2013). The current 
agreement included base wage increases of 2.5% in FY 2016 and 2% in FY 2017. 

• Related to the impact that vacancy issues have had on increased sworn staff workload, the firefighters who 
worked the most overtime hours are working 36% more hours than a normal work schedule, or an average of 994 
additional hours per year.

AFD management was aware of the rising overtime costs, but does not appear to have proactively implemented 
adequate cost saving measures. 
• AFD management communicated overtime cost issues first to City management, then to City Council.
• AFD management recently took measures to reduce the rising overtime costs and instituted a policy in October 

2016 to place limits on the amount of leave that departing employees could use prior to separation from the City.
• We noted additional opportunities to address rising overtime costs from other sources, including stakeholders and 

other cities, that include negotiating labor terms and improving oversight.
• We noted an additional concern related to issues with the AFD timekeeping process.

City of Austin 
Office of the City Auditor
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Background
In FY 2015 and FY 2016, the Austin Fire Department (AFD) budget was $172 million and $181 million, 
respectively. Personnel expenditures accounted for approximately 87% of the total budget in both those years. 
In FY 2016, AFD operated 46 fire stations (including an Aircraft Firefighting and Rescue station at the airport).  
These stations deployed a variety of fire apparatus types including 43 fire engines, 13 aerial apparatus, 4 rescue 
units, 12 brush trucks, and 6 airport fire rescue vehicles.

AFD provides 24-hour response to various emergency calls in and around the City of Austin. AFD operations 
staff responded to 89,563 calls in FY 2015 and 81,973 calls in FY 2016.1 

The AFD staffing model requires the Operations Division to be staffed on a consistent basis with four 
firefighters per apparatus. If there is a vacancy in a required position for any reason, the department uses other 
sworn employees to backfill that position, generally using overtime.

Over the past few years, the department’s overtime expenditures have exceeded budgeted amounts. Total 
sworn overtime pay increased each year and grew by 147% from FY 2014 ($6.9M) to FY 2016 ($16.9 M). 
Overtime is expected to reach approximately $21M by the end of FY 2017, according to AFD management.

On June 15, 2017, the City Council directed the City Auditor to amend the Auditor’s Fiscal Year 2017 Audit Plan 
to include an audit of AFD overtime and provide an update to the City Council of work to date by August 18, 
2017. 

1 AFD management indicated that the reduction in the volume of calls resulted from a change in the dispatching for priority 3 medical 
calls. Currently, AFD operations staff are not dispatched to lower priority calls if Austin-Travis County Emergency Medical Services is 
within five minutes of the incident.

Exhibit 1: Most AFD Calls for Service for FY 2015 and FY 2016 Were for Medical Calls 

Source: OCA analysis of AFD fire stations and apparatus workload reports, July 2017

56%

54%

39%

41%

FY 2015

FY 2016 Medical

Other Call Types

Hazmat/Hazardous

Fires - Other

Fires - Structure

Rescues

Note: AFD management reported that the “Other Call Types” category includes a wide variety of non-fire responses such 
as lift assists for the elderly and blocking lanes at the request of the Austin Police Department. The “Fires-Other” category 
includes non-structural fires such as trash and grass fires.
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scheduled, and unscheduled leave, including the comparison of total cost 
of hiring additional firefighters to the total cost of overtime. 

• We recommend the Fire Chief, in cooperation with the City Controller, the 
Director of Human Resources, and the Department of Communication and 
Information Services (CIS), improve payroll processing controls and 
operational efficiencies of the DFR time and attendance system and the 
Lawson payroll processes to ensure: 

o Payroll records are supported by time and attendance records. 

o Payroll records are verified against time and attendance records to 
detect improper or incorrect payments. 

o Payroll corrections are approved and adequate support reta ined. 

o Manual adjustments are minimized. 

• The Fire Chief improve payroll processing controls by requ1nng Fire 
Dispatch personnel to authorize and record Temporary Assignment Pay 
(TAP) in employees' timesheets. 

• The City Controller and the Director of Human Resources ensure that 
documents approving payroll corrections be retained and easily 
retrievable. 

• The Director of the Department of Human Resources in consultation with 
the City Attorney review and update Section 34-22 (c), Sworn Employees' 
Sick Leave Eligibility, of the Dallas Personnel Rules to reflect the current 
City practice. 

The objective of the audit was to evaluate management controls over DFR 
overtime. The scope of the audit included overtime policies, procedures, 
practices, and transactions from FY 2006 through FY 201 0; however, certain 
other matters, procedures, and transactions occurring outside that period may 
have been reviewed to understand and verify information related to the audit 
period. Data analysis of overtime showed that the major cause of DFR overtime 
is due to daily staffing shortages at the Emergency Operations Bureau. As a 
result, the focus of this report is Emergency Operations Bureau overtime. 

Management's response to this report is included as Appendix Ill. 
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An Audit Report on -
Department of Dallas Fire-Rescue Overtime for Uniform Personnel 

Overall Conclusions 

The Department of Dallas Fire-Rescue (DFR) reduced uniform overtime 
(overtime) expenditures for Emergency Operations Bureau which includes Fire 
Operations and Emergency Medical Services (EMS) by $3.8 million from Fiscal 
Year (FY) 2008 to FY 2010 by increasing the number of firefighters. By hiring 
additional firefighters to cover personnel shortages caused by unscheduled 
absences due to sick leave, injury leave, military leave, jury duty, etc., the DFR 
and the City of Dallas (City) could have saved an additional $2.8 million to $4.7 
million (estimated) in overtime expenditures and pension contributions during that 
same time period. The DFR submitted a FY 2012 budget proposal to hire 200 
firefighters which would virtually eliminate overtime costs due to unscheduled 
absences. In addition, payroll processing controls are not adequate and City 
Personnel Rules need updating. 

Department of Dallas Fire-Rescue Staffing Did Not Cover 
Unscheduled Leave 

For FY 2008 through FY 2010, DFR did not hire a sufficient number of firefighters 
to man all vehicles on every shift without resorting to overtime. When 
Emergency Operations Bureau personnel used unscheduled leave, DFR paid 
existing firefighters overtime to cover the personnel shortages. These overtime 
expenditures cost the City $2.8 million to $4.7 million (estimated) more than the 
City would have paid to hire additional firefighters. (See Table I below). 

Table I 

Estimated Increased Expenditures Resulting from the Use of Overtime 
Rather Than Hiring Additional Firefighters 

Fiscal Years 

2008 2009 2010 

Estimated Number of Additional Firefighters 
Needed to Minimize Personnel Shortages due to 
Unscheduled Leave 83 42 40 

Actual Overtime Expenditures to Cover 
Unscheduled Leave $ 10,588,627 $5,630,055 $ 5,474,921 

Estimated Cost of Covering Unscheduled Leave 
with Additional Firefi~hters* 5,892,905 2,842,536 2,736,991 

Potential Overtime Savinss $ 4,695,722 $2,787,519 $2,737,930 

Note: *Based on average pay rates and unscheduled leave in FY 2008, FY 2009, and FY 2010 respectively. 
Source: DFR and Lawson payroll data 
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An Audit Report on-
Department of Dallas Fire-Rescue Overtime for Uniform Personnel 

A comparison of estimated hiring expenditures versus actual overtime 
expenditures incurred from FY 2008 through FY 2010 showed that hiring 
additional firefighters would have been more cost effective than using overtime. 
For example, if the City hired a new firefighter, this firefighter would within a fiscal 
year be paid for 2,808 hours at an estimated annual cost of $69,555. Paying 
overtime to an existing firefighter for 2,808 hours would cost the City an 
estimated $136,000. (See Table II below). 

Table II 

Assumptions: 

Estimated Average Savings 
Analysis of Hiring One Additional Firefighter 

versus Paying Overtime to an Existing Firefighter 

• Scheduled FY Hours per Firefighter 
• Unscheduled Leave Hours Covered by Overtime per Firefighter 

(FY 2010 Average) 

• Straight Pay Rate for a New Firefighter (FY 2010 Average) 

• Overtime Pay Rate (FY 2010 Average) 

Estimated Annual Employment Expenditures for a New Firefighter: 

• Annual Straight Pay 
• Annual Overtime Pay due to New Firefighter's Unscheduled Leave and 

Scheduled Overtime 

• Uniform and other equipment 

• Paramedic Training 

• Annual Health Insurance 

• Annual City Contribution to the Dallas Police and Fire Pension Plan 
Total Estimated Annual Expenditures for a New Firefighter Scheduled to 
Work 2,808 Hours 
Total Estimated Annual Expenditures to Cover 2,808 hours of 
Unscheduled Leave with Overtime Pay to Existing Firefighters 

Estimated Average Savings 

Note: Calculated amounts may differ due to rounding. 
Source: Auditor analysis based on DFR and Lawson payroll system data 

2,808 

74 

$ 14.84 

$37.99 

$ 41,307 

4,258 

3,700 

2,667 

5,092 

12,530 

69,554 

135,999 

$ 66,445 

In addition to ensuring adequate staffing to accomplish the DFR's mission of 
providing citizens with fire suppression and protection, emergency rescue 
capabilities, and emergency medical first responder services, DFR's staffing 
approach should be cost efficient. 
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An Audit Report on -
Department of Dallas Fire-Rescue Overtime for Uniform Personnel 

Recommendation I 

We recommend the Fire Chief annually determine the optimal number of 
firefighters needed to maintain daily staffing without using overtime to cover 
attrition, scheduled, and unscheduled leave. The annual review should include 
the comparison of total cost of hiring additional firefighters, including the time it 
takes to recruit and fully train new firefighters, and the total cost of overtime. 

Please see Appendix Ill for management's response to the recommendation . 
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Ohio city looking to hire more full-time 
firefighters to avoid overtime costs 

Nov 22, 2018 

Dayton Daily News 

KETTERING, Ohio — Kettering is the latest local community to seek 
more full-time firefighters, which will cost the city more but is 
necessary because of an industry-wide decrease in available part-
timers. 

The city is targeting six new full-time firefighter positions and converting one existing position 
to flex captain. The estimated staffing budgetary increase is more than $800,000. The entry 
salary is $65,686, with potential to advance to $86,278. 

It already added 13 new full-time firefighter positions in 2017 in an effort to reduce overtime 
costs. Its department, like in Washington Twp., will have to pay more for the full-timers, but the 
lack of available part-timers has already boosted the overtime costs they want to avoid. 

“Right now, we are seeing an upswing in our full-time staffing model because it is very difficult 
to attract and retain part-time firefighters,” said Kettering City Manager Mark Schwieterman. 
“Frankly, the market is for full-time firefighters now. So, it is very hard to get a part-time 
firefighter because they are filling full-time positions at other organizations.” 

Stacy Schweikhart, Kettering’s community information manager, said recruitment is still 
underway and the city pursued an aggressive campaign on social media. 

Finding those full-timers can be challenging because of concerns about pay and the hazards of 
the position, said Doug Stern, director of communications and public relations for the Ohio 
Association of Professional Fire Fighters. 

“When I came on more than 20 years ago, we all knew we could get burned or fall and hurt 
ourselves,” he said. “Now, we are finding out about heart disease, cancer, and every illness that 
is job-related. It doesn’t make it as attractive of a job, and cities are cutting back on their payroll, 
so they are not paying as well. There are increased certifications you must go through to get the 
job.” 

Departments often focus their recruiting on “instilling the idea that public service is a noble 
profession and part of it is taking better care of first responders as employees,” he said. 

The Washington Twp. Fire Department plans to hire 12 new full-time firefighters to help fill a 
staffing gap caused by a shortage of part-time firefighters. 
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Audit Fact Sheet  
  

AUDIT FACT SHEET 
RECOMMENDATIONS 
We made several recommendations aimed at 
improving the Fire Department’s administration and 
use of overtime. We also included an analysis of 
potential staffing options the Fire Department could 
consider implementing to increase efficiency. Our 
recommendations include: 

 

•More aggressively pursue hiring employees to fill 
approved positions. 

•Develop controls to ensure compliance with the 72-
hour maximum work period. 

 
 
•Renegotiate the requirement to fill vacancies using 

rank-for-rank. 
•Bring negotiated overtime provisions more in line 

with minimum FLSA requirements. 
•Negotiate that assignment pay not be provided to 

employees who do not work the shift the incentive 
was designed for.  
•Evaluate the necessity of Primary Paramedic Pay. 

 

•Establish policies on the administration and use of 
overtime. 
•Document supervisory approval of overtime use. 
•Provide guidance on the use of Special Duty pay. 
•Develop, document, and enforce system access 

controls for Telestaff users. 
•Strengthen controls to monitor the use of timecodes 

to prevent and detect errors or abuse. 
•Ensure the Roll Call Staffing Manual complies with the 

labor agreement. 

 

 

•Modify the ambulance staffing model to include non-
firefighter paramedics and EMT’s. 
•Reduce staffing from four-person crews to three-

person crews on select engines. 
•Incorporate peak-demand ambulance units into the 

current staffing model. 
•Add an Audit of Fire Department Emergency Medical 

Services to the Auditor’s audit plan. 
 

Reduce Reliance on Overtime 

Reevaluate Negotiated Provisions 

Establish Policies and Controls 

Consider Alternate Staffing Methods 

A u d i t  o f  F i r e  D e p a r t m e n t  
O v e r t i m e  U s e  

  February, 2017       2017-01 

BACKGROUND  
Overtime is a tool that can be effectively used to manage temporary fluctuations in 
workload by providing access to a pool of trained employees.  However, if it is not 
effectively managed, it can potentially lead to employee burnout and low morale. 

The Sacramento Fire Department’s front-line operation is organized into three shifts that 
operate on a 48/96 schedule whereby employees work two days on followed by four days 
off.  The Fire Department staffs all suppression units on a “constant” basis meaning that if 
a position is vacant for that shift (i.e., someone calls in sick), then another employee is 
called in to fill that vacant shift. 

Overtime use at the Fire Department grew from $7.4 million in FY 10/11 to over $13 million 
in FY 14/15. 

FINDINGS 
The Fire Department Has Relied on Increasing Levels of Overtime to Meet its Operational 
Needs.  Specifically, we found the Fire Department: 
• Has not hired enough employees to fill approved suppression positions;  
• Could have saved approximately $280,000 in labor costs by hiring additional employees; 
• Consistently relied on overtime to cover vacant shifts; and 
• Does not have a formal process in place to ensure employees receive adequate rest 

breaks between shifts. 
 
Negotiated Overtime and Incentive Provisions May Have Unintentionally Increased 
Payroll Costs.  We estimate that: 
• The “rank-for-rank” requirement may have added $850,000 in payroll costs; 
• Bringing some negotiated overtime provisions in line with minimum FLSA requirements 

could save over $385,000 annually; 
• Incentives are paid to employees who do not work the shift the incentive was designed 

for; and 
• Over $30,000 was paid to employees for an incentive not included in the labor 

agreement. 
 
The Fire Department Lacks Sufficient Controls Over the Administration and Use of 
Overtime.  We determined that the Fire Department: 
• Has not established a formal overtime use policy; 
• Does not consistently document supervisory review/approval of overtime use or special 

pay codes; 
• Has an excessive number of users with the ability to make changes in the system; and 
• Has a complex roll call process that could provide opportunities for fraud, waste, or 

abuse. 
 
Implementing Alternative Staffing Methods Could Reduce Costs and Improve Service 
Delivery.  Some options the Fire Department could consider implementing are: 
• Staffing ambulances with more cost-effective single-role employees; 
• Reducing staffing from four to three on select engines; and 
• Initiating an ambulance shift that operates during peak call times. 
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As of January 2016, the Fire Department had not filled 73 approved suppression positions.  In 
order to meet the demands of the department’s constant staffing model, existing employees are 
brought in on overtime to fill the shifts that would have been covered by employees in these 
vacant positions.  

Figure 4:  Comparison of Approved Suppression Staffing Levels to Actual Staffing Levels  

 
*Number of suppression employees that received a paycheck in the first pay period in January. 
Source: Auditor generated based on approved budget reports and eCAPS payroll data. 

As mentioned in the Background section, the Fire Department brought three new companies 
online during FY 2015/2016.  The number of employees required to staff these new companies, 
based on the department’s current staffing model, equates to 24 full-time employees.  The gap 
between the approved staffing level and the actual staffing level has continued to increase over 
the last few years, thereby requiring the department to compensate for the difference by paying 
existing employees to work increasing levels of overtime to fill the gap.   

In order to learn more about the possible causes or trends related to the staffing shortage, we 
used eCAPS data to develop the figure below which shows the number of suppression 
employees hired or rehired compared to the number of employees that retired or were 
terminated during the last six fiscal years. 

chris_31
Highlight



 

 

Office of the City Auditor 
14 

February 2017 
  

Figure 5:  Comparison of the Number of Suppression Employees Hired and Separated by Fiscal 
Year 

 
Source: Auditor generated based on eCAPS data. 

The Fire Department hired an average of 23 employees per year over the last six years, while 
simultaneously losing an average of 22 employees per year due to retirement or separation3.  
This equates to an average net gain of 1 employee per year.  According to the City’s records, just 
over half of the 130 suppression employees that left the Fire Department during this six-year 
period left for retirement. 

Delays in the employee background and hiring process were identified by both the Fire 
Department and the City’s Human Resources Department as potential causes for the ongoing 
staffing shortage.  We recognize that the Fire Department has recently begun implementing 
measures to address these issues by recruiting candidates from a state-wide candidate list and 
by employing a third-party vendor to perform background checks.  As a result of these changes, 
the Fire Academy graduated nearly 40 students in November 2016, a significantly higher 
number of individuals than in prior academies.  Continuing to address these types of 
recruitment issues and bringing the department more in line with approved staffing levels 
should significantly reduce the department’s need for overtime in the future. 

Hiring Additional Employees Could Have Saved Approximately $280,000 
In general, hiring more employees reduces the need for overtime, while having too few 
employees increases the need for overtime.  However, there is a tradeoff between paying 

                                                            
3 Separation refers to individuals who no longer work for the City for reasons other than retirement, 
including employees who resigned, were terminated, or were released during an academy. 
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overtime to existing employees and hiring new employees.  Hiring new employees involves 
significant costs, which include paying health and retirement benefits for those new employees. 

To determine if it would have been more cost-effective to hire additional employees instead of 
paying existing employees to work overtime, we compared the cost of paying overtime to 
existing Firefighter/Paramedics to the cost of employing a new Firefighter/Paramedic.  The 
figure below shows the estimated annual and hourly cost of a new Firefighter/Paramedic at Step 
1 in the pay scale.   

Figure 6: Estimated Cost Associated with a New Firefighter/Paramedic (Step 1) 
Base Salary  $        67,521 
Incentives  $          8,440 
Base Salary + Incentives  $        75,961 
FLSA Premium Pay  $          1,109 
Holiday Pay   $          4,088 
Uniform Allowance   $              910 
Base Salary + Incentives + FLSA + Holiday + Uniform Allowance  $        82,068 
Health and Retirement Benefits   $        42,918 
Total Compensation + Benefits  $      124,986 
Estimated Hourly Rate Including Incentives and Benefits*  $          42.92 

*Assumes the example employee works 2,912 hours in the first year and does not use sick or vacation leave. 
Source: Auditor generated based on job classification and benefits data. 

We then compared the estimated hourly rate above to the average overtime rate paid to 
existing Firefighter/Paramedics in 2015, as shown in figure 7.  Using the total number of hours 
worked by Firefighter/Paramedics in 2015, we estimate that the City could have saved nearly 
$280,000 in labor costs by hiring new Firefighter/Paramedics instead of paying existing 
employees to work overtime.   

Figure 7:  Cost of a New Employee vs. Paying Overtime to an Existing Employee 
Estimated Hourly Rate for a New Firefighter/Paramedic   $           42.92 
Overtime Rate for an Existing Firefighter/Paramedic  $           46.03 
Difference in Hourly Rate  $             3.11 
Overtime Hours Worked by Firefighter/Paramedics 2015             89,947 
Potential Cost Savings   $      279,635 

Note: Numbers may not add up due to rounding. 
Source: Auditor generated based on job classification and benefits data. 

It is important to note that as employees advance through the pay scale over their first few 
years of employment, this cost advantage is eliminated.  Employees hired laterally from other 
Fire Departments may also reduce this benefit as they are generally more experienced and may 
begin at a higher step in the pay scale.  However, as the department historically averages 
approximately 20 employee separations per year, the department should continuously gain 
most of its new employees at this lower rate as normal attrition occurs and new employees are 
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hired on to replace employees that have separated from City employment.  Based on our 
estimates, replacing employees that separate from the City with new employees instead of 
allowing existing employees to work more overtime could provide some initial cost savings and 
allow for more flexibility in the department’s daily staffing.  Another potential benefit of filling 
some of the approved positions is reduced fatigue in the department’s existing employees.  We 
recommend the department more aggressively pursue filling the vacant positions.  

RECOMMENDATION 

We recommend the Fire Department: 

1.  More aggressively pursue hiring employees to fill approved positions. 

Reliance on Overtime Use 
According to the Society for Human Resource Management (SHRM), the world’s largest human 
resources professional society, overtime can be used as a way of managing fluctuations in work 
demand.  Overtime use provides employers with immediate access to a pool of trained workers 
and allows for flexibility in staffing levels.  However, SHRM also advises that effective overtime 
use “requires an understanding of the potential negative effects on employees; overtime use is 
not effective if it results in employee burnout, excessive turnover or a reduction in employee 
engagement.”  Fire Department suppression employees generally volunteer for overtime shifts, 
but they can also be subject to “mandatory” overtime when there are not enough employees 
signed up for voluntary overtime and day of vacancies still exist. 

To evaluate the amount of overtime worked by Fire Department employees by job classification, 
we used eCAPS payroll data for calendar year 2015 to develop figure 8 below.  Figure 8 shows 
the total number of overtime hours worked by employees in suppression job classifications, the 
cost associated with those hours, and the average cost of overtime per hour.  As the vast 
majority of overtime was paid to suppression employees (Firefighter, Captains, Engineers, and 
Battalion Chiefs), we excluded overtime hours for other employees such as Fire Prevention 
Officers, Fire Investigators, Fiscal, and Human Resources employees. 
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Therefore, to fill the 362 hours of leave going forward with post-
Proposition B employees, it will be cheaper to backfill using 
additional firefighters paid at straight time rather than overtime by 
approximately $1,200 per employee based on the current absence 
rate. 

Even with a Relief Pool, 
Overtime is Not Eliminated 

Completely 

It is important to note, however, that even with the use of relief staff, 
overtime would not be completely eliminated; this is because FLSA 
rules and the labor agreement would continue to require certain 
hours or assignments to be paid at the time-and-a-half rate. 
Additionally, because absences vary throughout the year, there 
would still be days when Fire-Suppression is understaffed and would 
require overtime shifts to meet constant staffing. Moreover, a relief 
pool will only be effective if short-staffing has been addressed by 
hiring to the level of constant staffing (fully staffed). Finally, it is 
important to note that this analysis should be completed annually 
and take into account changes in staffing, such as absence rates. 

Simulating Fire-
Suppression Staffing with 

Relief Factor 

Using actual absence figures from fiscal year 2013, we calculated a 
relief factor for the Fire-Suppression division as a whole and 
simulated staffing levels during a year in order to visually compare 
the division’s overtime in both scenarios. A relief factor would require 
hiring above the level of constant staffing, to allow for a relief pool. 
The relief factor used in our simulation is 0.14. Using the 0.14 relief 
factor would mean staffing Fire-Suppression with an additional 37 
fire fighters on a daily basis.6

  

 The results of our simulation are shown 
in Exhibit 13 on the following page. The solid line represents the 
constant staffing level that needs to be met every day. The dotted 
line represents the regular duty staffing hours that actually occurred 
in fiscal year 2013, and the dashed line represents the modeled relief 
factor staffing. 

                                                           
6 The relief pool of fire fighters would be in addition to those hired to meet minimum constant staffing levels.  



San Diego plans to hire 220 firefighters to 
reduce overtime costs 
The city’s goal is to increase the number of firefighters from about 900 to more than 1,100 over 
the next five years 

SAN DIEGO — San Diego is planning a firefighter hiring spree to shrink ballooning overtime 
costs that are creating budget problems at City Hall. 

The city’s goal is to increase the number of firefighters from about 900 to more than 1,100 over 
the next five years. That may be a challenge, with retirements on the rise and more firefighters 
leaving for other agencies with higher pay, a union leader said. 

 
 
San Diego is planning a firefighter hiring spree to shrink ballooning overtime costs that are 
creating budget problems at City Hall. (Photo/KPBS.org)  

About half of the 220 additional firefighters will be needed to staff five new fire stations 
scheduled to begin operations within the next five years and to staff six new roving fire engines 
that will be deployed in areas with poor emergency response times, according to city finance 
documents. 

The rest of the new firefighters will help create a “relief pool” to cover shifts when firefighters 
take vacation or call in sick, shifts that are covered now by full-time firefighters forced to work 
overtime hours. 

The lack of adequate staff, combined with stricter rules on the use of vacation time and other 
policy changes, has increased the city’s cost for firefighter overtime by about 50 percent during 
each of the last two fiscal years, the documents show. 

In each of the fiscal years 2014 through 2017, San Diego spent between $29.7 million and $32.5 
million on firefighter overtime. That jumped to $45.4 million in fiscal 2018 and is projected to 
climb to $45.9 million in the current fiscal year. 

The primary cause of the spike is firefighters taking significantly more vacation time in recent 
years to comply with a city mandate that they reduce their accrued vacation time to the city’s 
330-hour maximum by June 30 of this year. 



Since the mid-1990s, city firefighters have been allowed to exceed that maximum because 
staffing challenges made it difficult for them to take vacation time. 

San Diego operates under a “constant staffing” model, where each engine company must be fully 
staffed at all times, making vacations hard to schedule. 

In addition, because a typical firefighter works 10 shifts a month of 24 hours each and then has 
20 days off, they have an easier time than other city employees taking vacations without using 
any of their accrued vacation time, city officials said. 

But a new labor agreement that took effect in July 2016 requires firefighters, some of whom had 
accumulated nearly 2,000 hours of vacation time, to take enough vacation to lower their total 
accrued time to 330 hours or less by June 30. 

City officials were concerned about carrying so many vacation hours, valued at many millions of 
dollars, on the city’s books as a long-term financial liability. 

The new policy has forced many firefighters to take significantly more vacation time than normal 
during the last three years, requiring many more overtime shifts by other firefighters who had to 
cover for them. 

That overtime can be lucrative. 

For example, two fire captains received nearly $200,000 each in overtime pay during 2017, 
according to the open-government website Transparent California. Also, two fire engineers 
received about $150,000 each in overtime that year, the most recent for which data is available. 

Most didn’t take home that much. Overtime payouts to San Diego firefighters averaged more 
than $30,000 in 2017. 

Those payouts were in addition to the annual salaries received by firefighters. A firefighter with 
four years experience, for instance, receives a base salary of more than $65,000. 

Another factor in the overtime upsurge is a new city policy that calculates firefighter overtime 
pay more generously. 

Starting in July 2017, city officials agreed to begin counting paid vacation shifts toward the total 
number of hours a firefighter must work to be eligible for overtime pay. 

Under federal law, firefighters are not entitled to overtime pay for exceeding eight hours of work 
in a day, or 40 hours of work in a week, like most hourly workers. Instead they get overtime for 
any hours worked beyond 216 in a 28-day period. 

Most fire agencies have counted paid vacation shifts toward that 216-hour total. But San Diego 
had not until the recent change, said Jesse Conner, president of the labor union representing city 
firefighters. 



“The city had said you have to be physically at work for at least 216 hours to get overtime,” 
Conner said last week. “They weren’t breaking the rules; they were interpreting them liberally.” 

Another factor in the overtime spike is a new policy aimed at preventing devastating wildfires, 
like those San Diego experienced in 2003 and 2007. 

"Policies changed where we now staff rigs under certain weather conditions if there's a fear that 
there is a high probability of wildfire," Conner said. “The faster we can put resources on a 
smaller fire, the less chance we have of battling a career fire." 

The 111-firefighter relief pool San Diego plans to create would help reduce the amount of 
overtime these new policies have prompted, Chief Colin Stowell told the City Council. 

To begin creating that relief pool, Stowell added an extra firefighter academy this spring and has 
scheduled three academies each in fiscal years 2020, 2021 and 2022. Each academy has space 
for 36 recruits, and the city typically hosts one or two academy classes a year. 

City officials say that, going forward, they will need two academies each year to keep up with 
retirements and attrition, and that the third academy each year will help build the relief pool. 

Councilman Scott Sherman praised the city’s plan. 

“I can’t emphasize enough how we need to get to full staffing with firefighters,” he said during a 
budget hearing earlier this month. 

“It’s more than just we’re paying for all this overtime every year. I don’t want tired firefighters 
climbing a ladder to go rescue somebody out of a burning building. I want people who are rested 
up.” 

Conner said the firefighters union supports the hiring plan. 

"The more relief personnel you have available, the fewer vacancies you would have to fill on 
overtime," he said. 

But he predicted the overtime savings may be smaller than some expect. 

The city must provide new firefighters with fringe benefits, like health care, that eat into the 
savings, he said. The city avoids those costs when it pays existing employees overtime. 

Conner said the city will have no problem filling each of the additional academies, but he is 
concerned that the number of firefighters might not increase by more than 200. 

More firefighters have begun leaving for other agencies, primarily because of low pay, he said, 
and because San Diego is the only fire agency in the state that does not provide pensions to new 
firefighters. 



Firefighters, city of SLO at odds over new hires 
and cuts to overtime  

By Matt Fountain and Nick Wilson 

mfountain@thetribunenews.com, nwilson@thetribunenews.com 

March 31, 2017 09:48 PM, Updated April 02, 2017 07:44 PM  

  

a grievance from the fire union after the City Council approved a cut to their overtime in 
favor of hiring three full-time firefighters — a trade-off the fire chief says will provide 
full staffing on each shift at no extra cost to the city.  

The union argues that the city violated its contract by not meeting with them prior to the 
change.  

The dispute comes as the city also faces a federal lawsuit — filed by two dozen union 
members in November — related to overtime and evaluates the results of an investigation 
into whether a promotional video shot by the fire chief violated city sexual harassment 
policies. The investigation followed an internal complaint by a union member.  

These challenges have created tensions between the city and union, though both parties 
told The Tribune that they are committed to working it out without reducing service. 

“While it is certainly not ideal to have a pending grievance, lawsuit and complaint, I 
remain committed to healthy, productive and respectful dialogue so we can focus on our 
areas of agreement in providing service to our community,” fire Chief Garret Olson said.  

In a joint statement to The Tribune, union President Matthew Polkow and Vice President 
James Witt said department emergency personnel are dedicated firefighters and that 
everything else, including union membership, “comes a far distant second.” 

Staffing minimums  

In the past five years, overtime pay made up about a quarter of the Fire Department’s 
total staffing costs. Looking at it another way, total overtime for emergency fire 



personnel averaged $1.9 million per year in a city with a total annual budget of about 
$71.3 million.  

International Association of Firefighters Local 3523 leadership and city officials say they 
have agreed to discuss a possible resolution to the grievance before scheduling a hearing 
with an arbiter. 

  

The council approved the three new positions in June when the department already had 
three vacancies. Those vacancies have since been filled, but the three new positions 
remain empty as the city considers how recent changes in pension costs will affect the 
cost-effectiveness of the original plan. 

The formal complaint was filed in July by a person whose name is redacted in records 
provided to The Tribune through a public records request. 

The author contends the city violated the contract with the union, which requires city 
officials to “meet and confer” with the union “if it becomes necessary for the city to 
exercise its management right” to change staffing levels specified in the contract — 12 
firefighters.  

A new 2016-17 contract adopted in November maintains that number, but it says nothing 
that precludes the chief from hiring additional full-time staff to meet minimum daily 
staffing needs. 

City Attorney Christine Dietrick said it’s the city’s position that staffing levels are part of 
management rights and outside the scope of bargaining requirements.  

“Cost-neutral”  

Hiring three more firefighters would increase emergency response staffing by one 
firefighter per shift to cover daily absences due to leave time, training or injury time off, 
Olson said. The department typically fills these by paying another firefighter overtime to 
cover the shift.  



Olson said that regular pay for the new hires would not cost the city more than the current 
overtime practice does, but it would almost guarantee a daily staff roster of 14, which 
both parties agree is optimal for logistical and financial purposes. 

In the past five years, total overtime for emergency fire personnel averaged $1.9 million 
per year in a city with a total annual budget of about $71.3 million. 

In his report to the council, Olson wrote that “excessive overtime” by existing staff was 
“creating safety issues.” He cited calendar year 2014, when one firefighter worked a total 
of 5,300 hours, or the equivalent of 1.8 firefighter positions. 

“This is an excessive number of hours and has the potential to impact employee safety 
due to fatigue, exacerbates the number of employees who volunteer to work extra hours, 
and could be relieved by this program,” the report states. 

Olson concluded that the new hires would be cost-neutral based on 2015 staffing levels. 
If the three new hires were in place then, the department would have been shy a 
firefighter per shift just a few days of the year instead of nearly every shift, he said. 

“I don’t begrudge my firefighters the overtime they earn,” Olson said. “They earn it 
because they’re doing their job. This is not intended to be a means to reduce excessive 
earnings in the Fire Department. It’s about efficiency in operations.” 

At no time was Local 3523 included in any discussions or consulted regarding the many 
assumptions which are contained in the (program). 

Matthew Polkow, president of International Association of Firefighters Local 3523 

He said similar programs in his two previous fire departments were successful in filling 
daily vacancies without increasing staffing budgets. 

The union said it only learned of the proposal two months before Olson brought it before 
the City Council. 

“At no time was Local 3523 included in any discussions or consulted regarding the many 
assumptions which are contained in the (program),” Polkow, the union president, wrote 
in a letter to the council in June. 



Polkow wrote that since at least 2005, firefighters have stuck to mutually agreed upon 
mandated staffing levels and cooperatively staffed vacant positions. The practice has 
“contributed to significant savings to the city in employee roll-up costs such as worker 
compensation and the CalPERS unfunded (pension) liability,” he wrote. 

No evidence exists to support Olson’s claim that overtime has increased injuries or illness 
to firefighters, according to the union. 

Polkow noted in his letter that Olson, in calculating the cost-neutrality of the three new 
positions, relied on staffing numbers that included the three vacancies that are now filled. 
The union wants a “fresh” analysis when staffing is at 100 percent. 

An anticipated reduction in investment return, based on a CalPERS decision in 
December, increases the city’s share of pension payments for its public safety union 
members. That change will affect the cost-neutrality of the program, Olson said, so city 
officials are conducting another analysis before filling the three new firefighter positions.  

“Excessive” overtime?  

In most cities, firefighters and police officers rank alongside department heads as the 
highest-earning employees, largely because of overtime pay. 

Since 2012, overtime has been awarded to firefighters, engineers and captains for hours 
worked in excess of their 24-hour shifts and/or in excess of 182 hours during their 24-day 
pay cycle.  

In total, Fire Department staff earned more than $7.6 million in the fiscal year that ended 
June 30, 2016. Of that, more than $2.1 million — or 28.2  percent — was overtime pay. 

The year before, fire staff earned about $1.9 million in overtime, or 26.8 percent of their 
total payroll, up from $1.7 million in fiscal year 2013-14, when overtime accounted for 
24.1 percent of total payroll.  

In total, Fire Department staff earned more than $7.6 million in the fiscal year that ended 
June 30, 2016. Of that, more than $2.1 million — or 28.2 percent — was overtime pay. 

The city doesn’t pay all of the overtime costs. Some overtime occurs when firefighters 
assist other agencies in “mutual aid” situations, often in other counties. When that occurs, 



San Luis Obispo is reimbursed for the overtime they earn, as well as overtime paid to 
those in San Luis Obispo who backfill for them when they’re gone. Those costs are 
reimbursed by the jurisdictions the San Luis Obispo department aids. 

Of the $1.7 million paid in overtime in fiscal year 2013-14, for example, $456,288 was 
reimbursed to the city for mutual and automatic aid calls, city records show. 

The overtime compensation places fire employees among the best-paid in the city. 

In fiscal year 2015-16, 24 of the city’s 50 highest-paid employees were Fire Department 
staff, including Olson, former Assistant Chief Jeff Gater, all three battalion chiefs, 10 fire 
captains, two firefighters and seven engineers, according to city records. The 26 other top 
earners included 16 police officers and 10 department heads. 

The 10 highest earners of overtime in the city last fiscal year were all Fire Department 
employees, with a combined $768,901 in overtime pay. The department’s highest-paid 
employee earned the most in overtime pay. The fire captain, who has been with the 
department for 16 years, made a total of $217,822, including $95,854 in overtime. 
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Recommendation 5 
DOC should continue monitoring overtime use and FTE needs to determine whether the additional 
FTEs in the FY 2018 budget are sufficient for the agency to meet its mission with minimal need for 
overtime. If insufficient, the agency should inform the Mayor and Council of the need for more staff 
to further reduce overtime costs to taxpayers.

Likewise, ODCA recommends that policymakers pay close attention to DOC’s ongoing overtime use in 
FY 2018 and determine whether the additional 78 correctional officer positions allotted to the agency 
are sufficient to minimize overtime use. The agency should be required to provide detailed overtime 
spending information as part of the annual budget and performance oversight process and answer 
detailed questions at related hearings. If the Council determines the additional FTEs provided in 
FY 2018 are not sufficient to minimize overtime, it should increase the agency’s budget to support 
additional positions that will further reduce total personnel costs.

Recommendation 6
The Council should monitor DOC’s overtime use through the budget and performance oversight 
process and, if needed, modify the agency’s budget to allow DOC to hire additional FTEs and 
reduce the need for overtime.



Cape Coral to hire more firefighters, add 
more fire stations 
Sarah Jarvis, Fort Myers News-Press Published 5:00 a.m. ET April 24, 2019  
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The Cape Coral Fire Department plans to hire six more firefighters in an attempt to decrease the 
amount of overtime pay employees accrue. 

The department also plans to shorten response times and add more fire stations over the next 
several years, according to fire Chief Ryan Lamb, who discussed the plans with the mayor and 
City Council during a meeting Monday. 

"We've got a great Fire Department, but with this plan, I hope we can make it an excellent Fire 
Department," Lamb said. 

The city spent nearly $1.3 million on overtime pay for the Fire Department in fiscal year 2018 
and more than $600,000 to date  for fiscal year 2019. 

 

Cape Coral Fire Department engineer,Noel Rodriguz. left, and firefighter, Jason Rosas perform a 
check on equipment at Station 4 off of Santa Barbara Boulevard in Cape Coral on Tuesday April, 
23. 2019.  (Photo: Andrew West/The News-Press USA Today Network-Florida, The News-
Press) 

Lamb said the addition of six more firefighters will yield an overtime pay savings of nearly 
$554,000, with an annual savings of around $71,000. City Manager John Szerlag said 90% of the 
Fire Department's overtime is attributable to a lack of minimum staffing. 



More: Cape Coral Fire Department unveils Station 11, and George Washington approves 

The department's budget is about $31.8 million and has 227 budgeted personnel. Lamb said this 
is less than the budgets of the fire departments in Fort Lauderdale, St. Petersburg and 
Tallahassee, all of which have at least as many fire stations as Cape Coral, which has 11. 

 

Cape Coral Fire Department engineer, David Crockett, left, and firefighter, Jason Rosas perform 
a daily check on the ladder truck at Station 4 off of Santa Barbara Boulevard in Cape Coral on 
Tuesday April, 23. 2019.  (Photo: Andrew West/The News-Press USA Today Network-Florida, 
The News-Press) 

The department came up with needing six firefighters after working with the emergency services 
consulting firm Fitch and Associates. A representative from the firm explained to council that 
departments generally need 3.92 personnel members to fill each position, accounting for 24-hour 
coverage and time off. 

Monday's meeting was nonvoting, but Szerlag said city staff would prepare an ordinance for 
council to vote on to add the additional firefighters at its next meeting, on May 6. 



 

A chart from the fire department's presentation Monday shows how Cape Coral's Fire 
Department compares to others in Florida. (Photo: City of Cape Coral) 

Response times 

In order for the city to meet the National Fire Protection Association's goal of responding within 
four minutes 90% of the time, the city would need 63 fire stations, Lamb said.  

He said it takes an average of 8.5 minutes from the time a Cape Coral resident calls 911 to the 
time a firefighter shows up at the door. To try and cut down that time, he said the department has 
new goals for 911 call processing times — the goal is to have calls processed within two minutes 
and 10 seconds, 90% of the time. 

Lamb said that while numbers have improved, it's hard for the department to attract the 911 
operators it needs.  

Cape Coral police Chief David Newlan said the city is trying to add more dispatchers  to its call 
center, which assigns calls to the proper departments, but that it's difficult for workers to sit at 
the ready for 12-hour shifts with minimal breaks. He said that after new hires go through the 
recruitment and testing process, they have six to nine months of training as well. 



 

A heat map shows all incidents the fire department tracked in 2017. (Photo: City of Cape Coral) 

He also said the city is working with the dispatchers' union to try and give them more benefits 
and more breaks. 

"We're trying to do what we can to make a better environment for dispatchers," Newlan 
said. "They have been aggressively recruiting, and it has gotten better, but it's going to take some 
time." 

Lamb also said the department is looking into a technology system that connects a GPS system 
in the truck to the traffic signals, allowing the signals to stay green longer or turn from red to 
green more quickly as the truck approaches. But he said the department is "a little ways out" 
from having that technology. 

More fire stations 

Lamb said the opening of fire station 11 in Cape Coral last year brought every city resident 
within five miles of a station. The city plans to construct two more stations roughly over the next 
five years, he said. 

Station 12, which the city plans to open in east Cape Coral, is "basically in the works," Lamb 
said, adding that it's included in the long-term budget. He said it's a haul for firefighters to get to 
the Sandoval housing community from the nearest station. 

Station 13 is planned for the area near the Pine Island Road and Del Prado Boulevard 
intersection, which has seen a surge in growth in recent years. Lamb said the department has 
worked with the city's real estate division to ensure it doesn't auction off any of the city-owned 
parcels that they could use for the future stations. 



 

A pie chart shows the types of incidents Cape Coral firefighters responded to in 2017. (Photo: 
City of Cape Coral) 

Representatives from the fire and police departments discussed the feasibility of creating a joint 
training facility, Lamb said, but the training needs of each department have diverged. He said 
staff is still working out where to put such a facility and exploring potential funding options, 
including impact fees. 

Lamb said there are no definitive times for when the new stations would be constructed. 

What do you think of the Cape Coral Fire Department's plans for more firefighters and stations? 
Reach the reporter Sarah Jarvis at sjarvis@news-press.com or 239-335-0275. Follow Sarah on 
Twitter @sarahjarvisnp. 
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