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FEDERAL WILDLAND FIRE SERVICE ASSOCIATION
P.O. BOX 517 INKOM, IDAHO 83245  PHONE/FAX: (208) 775-4577   WWW.FWFSA.ORG
OFFICIAL RESPONSE TO THE FOREST SERVICE FIRE & AVIATION MANAGEMENT RECRUITMENT & RETENTION ANALYSIS

INTRODUCTION

The FWFSA stands firm in its assessment of the above-referenced report from the Forest Service that said Agency continues to manipulate facts and figures in an on-going, systematic effort to mislead Congress on a variety of issues that continue to have an adverse affect on the management of the Agency’s fire program, its firefighters and the American taxpayer.

This response will not spend a great deal of time in the minutia of hourly rates between federal wildland firefighters and CAL-FIRE employees. Although the Forest Service report spent considerable time trying to suggest that federal wildland firefighters actually make more per hour than their CAL-FIRE counterparts, as is typical, such data is incomplete, irrelevant and seeks to dismiss concerns by firefighters and members of congress.

This response will follow the Forest Service report from page to page. The Forest Service commentary/text to which we respond to will be provided in RED text and our response will follow in black.

The FWFSA seeks to make our position clear that losses of federal wildland firefighters to other state & local agencies is just one of several factors affecting staffing levels and ultimately the ever-increasing cost of wildfire suppression. Senators and House members from all western states must recognize that losses of firefighters in California or elsewhere, for whatever reason, impact other states and their ability to respond to wildfires since this job is fluid and transitory throughout the season as firefighters travel on assignment to many states outside of their own.

However, over the past two seasons with diminished staffing levels, primarily experienced in California, fewer crews from California are taking assignments away from their home forests knowing full well that if they did and a wildfire occurred on their home forest, the “domino effect” of a lack of staffing/resources would impact the initial attack (IA) capability on their home forest.

ISSUES EXAMINED
“…the analysis relied on data from a variety of sources. Rates of attrition were from Region 5 records, Forest Service Human Capital records and the Office of Personnel Management.”
Any attrition figures provided by the Forest Service, or the Federal Government for that matter, are inherently flawed not because of what they include but what they exclude. In the case of federal wildland firefighters, both OPM and the Agency exclude the losses of temporary firefighters. These employees are hired each season utilizing fire preparedness funding. Often these employees make up 46% of the seasonal wildland firefighting staffing of the federal land management agencies.
Many of these employees return season after season developing the experience & expertise necessary to be safe and effective while performing such a dynamic and dangerous occupation.  Additionally, those that have a number of seasons of experience are valued by chief officers just as a permanent career firefighter with years of experience.
An increased number of these firefighters, having grown weary of poor pay an NO benefits also continue to leave the federal system. However with the Forest Service and OPM failing to recognize their importance to the efficiency & effectiveness of the Agency fire program, the value of these brave men & women are considered something less than that of their permanent career colleagues and are thus not included in government attrition rates.

The documentation provided to Congress over the last several years from the FWFSA and others in an attempt to demonstrate the realities of the situation have included these losses. Not including these employees obviously portrays a less than serious issue and as we have seen, allows the Forest Service to suggest that in fact there may not be a problem at all.

Given the fact that the FWFSA has made every effort to include these employees in the data we share with the Forest Service, should make their failure to include such data in their report a deliberate attempt to mislead Congress with respect to the realities facing its fire program.
“Forest Service Human Capital Management staff reviewed pay act and authorities and determined there are actions available locally, regionally and nationally. The Regional Forester and other line officers have discretion in the application of these authorities.”

In fact many of these authorities have been available to the Agency since the Workforce Flexibility Act of 2004 was signed into law. Since that time the FWFSA and others have warned the Agency of potential losses of personnel and resources yet the Agency, whether at the National or Regional level has simply failed to implement any of the authorities available to them that might have stemmed the tide of losses before the problem became a crisis with Forest Service engines being unavailable for staffing a full 7 days a week or in many cases, unstaffed completely. The obvious question is, if the Forest Service is referring to such authorities in their report, why have they refused to utilize said authorities to preclude the issues we now face?
“There is a perception, as noted by the Appropriations Committees and confirmed through informal sensing, the Forest Service faces recruitment and retention challenges in Southern California. While a detailed analysis shows the region has some retention challenges, it also suggests the problems are manageable.”

The retention challenges cannot be managed if the Agency continues to refuse to recognize not only the losses of ALL firefighters, permanent or otherwise, but also continues to apply fiscal policies that impact the fire preparedness budget so that resources such as temporary firefighters cannot be hired as needed pursuant to the National Fire Plan.

It is an insult by the Forest Service to the members of both the House & Senate Appropriations Committees as well as to the Nation’s federal wildland firefighters that the concerns raised are simply a “perception.”  As stated, the FWFSA and others have spent several years providing a wealth of data to members of each committee clearly identifying the problems and demonstrating their impact to our firefighters and the American taxpayer. We have furthered offered a number of solutions to stem the tide of personnel losses, suggested the cessation of the systematic diversion of fire preparedness & hazardous fuels reduction dollars for non-fire projects and offered a variety of ideas that would not only strengthen the infrastructure of the inherently less costly federal wildland firefighting forces but ultimately save the American taxpayers hundreds of millions of dollars in wildfire suppression costs.
Instead, the Agency has continued to mire its firefighters under archaic pay & personnel policies that have caused many not only to leave the Agency for better pay and benefits but to leave because they, the firefighters, truly do not believe the Agency gives a damn about them. The Agency has refused to stop using policies that abuse the fire budgets as “cash cows” which ultimately leads to needlessly inflated wildfire suppression costs.

If the Agency does not have the wherewithal to change on its own, then Congress must force-feed, or mandate such changes to ensure the Public has the best and most cost-effective wildfire program in the world.

“A 10-year analysis of permanent fire workforce in Region 5 reveals several important trends.

1) The total number of permanent Fire & Aviation management staff in the region nearly doubled between 1997 and 2007, from 1,257 to 2,290. An 82% increase indicates successful recruitment efforts, not the opposite.

2) In 2007 the Region 5 Fire & Aviation Management staff experienced 370 retirements, resignations and transfers. However, recruitment resulted in a net gain of 68 employees or 3%.

3) The overall Forest Service attrition rate in Southern California (9.4%) is actually lower than the national federal attrition rate of 13.4%.
These statistics indicate that recruitment is outpacing attrition in Region 5. Furthermore, attrition within Southern California is well within national averages. Based on these trends, it appears that recruitment and retention are within expected norms. However, there are areas within the statistics cited above which deserve closer examination and which the proposals of this report will a ddress.”

A major flaw with the Forest Service report and analysis using a “10-year analysis” is that the phenomenon of losses of employees, particularly to CAL-FIRE, has occurred only over the last two years. Furthermore the vast majority of the “82% increase” in permanent staff during those 10 years came as a result of the MEL build-up pursuant to the National Fire Plan after 2000…something that oddly the Forest Service feels no longer obligated to comply with.

The FWFSA has never [emphasis added] suggested that Region 5 has had a recruitment problem. Keep in mind that there have been several legally mandated hiring processes over the last several years which resulted in major hiring efforts. The issue is not recruitment, The issue is the Agency’s ability to keep those recruits once they receive significant training at taxpayer expense.

Again the Agency numbers, suggesting recruitment has outpaced attrition is based upon the categorical exclusion of all but permanent career firefighters. Deliberate or otherwise, this simply cannot reflect the accuracy of the situation in the field.
“First, the largest component of separations within Region 5 Fire & Aviation Management organization comes at the GS-4 level, where the attrition rate is 46.6%. Attrition rates above the GS-4 level doo not differ significantly from regional or national averages.”

If the attrition rate for GS-4s is 46.6% excluding all but permanent career firefighters, the reality must be that the true attrition rate is substantially higher.

It remains unclear from what period of time the “figures” from the Forest Service were acquired. The GAO reported some years back that at some point in the future, we would see a federal wildland firefighting workforce that either was close to retirement or just entering the system but devoid of those firefighters in the middle ranks where it takes 10-15 years to achieve.

The Forest Service fire program is at that point now. Perhaps more importantly was the announcement last year by California’s Governor which allowed CAL-FIRE to open up hiring for higher positions (engineers, captain, chief officers) to the outside.  Where else would CAL-FIRE go to get the best wildland firefighters in the world? They have received a significant number of applications from within the ranks of the Forest Service. As a result more and more engineers, captains and chief officers are leaving the federal system. The only way to fill those losses is to promote. With the number of losses being experienced, it is an assessment echoed by more than one chief officer responsible for trying to staff their vehicles that some may be promoted before they might truly be ready to assume a position.
In fact many positions that require a number of years to master are now being filled by “trainees.” Entire crews are made up of “trainees” in each position just to staff the engine. This could be a recipe for a disaster sending such crews with little to no crew cohesion into situations where they could face an enemy that can create its own weather and devour 1000 acres in an hour.

Second, a higher percentage of separations are due to resignations (as opposed to retirement or transfers) than the regional or national average. Exit interviews indicate that 44% of those leaving the Forest Service went to CAL-FIRE or local fire departments.

Thirdly, these trends are most pronounced on the Angeles National Forest and the San Bernardino National Forest which saw the most resignations of any Region 5 forests.”
We would not place a great deal of credence in an “exit interview” conducted by the Forest Service. The Agency obviously has a stake in the results.

One of the great ironies about the fact that the Angeles National Forest has experienced such a great loss of personnel due to resignations is the fact that the day after the Senate Interior Appropriations Subcommittee held its hearing,  the Forest Service Fire Line Officer Team awarded a “leadership award” to Jody Noiron, the Forest Supervisor for the Angeles National Forest for Commitment to Build Suppression Resource Capacity. We are not sure what the criteria was for such a selection but there is absolutely no doubt in any firefighters’ mind who works, or has worked on the Angeles under Ms. Noiron that she alone is responsible for the utter demoralization of the firefighters on her Forest and has directly led to the loss of perhaps the most progressive Fire Management Officer on the forest in recent memory.

PAY SCALES
As alluded to earlier, we do not plan to spend a significant time on hourly rates between federal wildland firefighters and CAL-FIRE. Candidly, state firefighters such as those with CAL-FIRE earn substantially less than municipal firefighters who also benefit from forest service suppression dollars at substantially higher rates.

The fact remains that firefighters are leaving the federal system for better pay & benefits and because of a loss of any feeling that the Agency cares about them. The retirement plan alone for CAL-FIRE, 3% @ 50 is enough for any young federal wildland firefighter to change employers.

We have however included exhibit A which might explain why the Forest Service figures are what they are. Again, they are misleading whether deliberate or otherwise.  Further, since the issue is not what each agency pays but the fact that federal wildland firefighters are leaving, comparing the two is like apples and oranges. Thus to appease those who may understand apples & oranges comparisons, we have included Exhibit B on attrition rates.

PERSONNEL POLICIES

Comparing personnel policies of federal wildland fire agencies with local and state fire agencies is complex. While it is natural for employees to compare their job descriptions, compensation, and benefits with those of similar workers in close proximity, there are also important distinctions and valid differences between them. Forest Service fire management personnel in Southern California and across the nation are Forestry Technicians. This title reflects their land management orientation. In the course of their work they collaborate with state and local employees of fire departments. This is a subtle but key difference.  Even though both federal wildland firefighters and fire department firefighters focus on fire, the mission purposes of the agencies differ, and so too do the roles and responsibilities of their respective personnel. Fire departments generally have an emergency responder role that includes traffic collisions, medical calls and other actions that are not wildland fires. This is to say, the Forest Service is a land management agency that employs wildland firefighters to accomplish land management objectives, while the mission of the fire departments personnel focus on preserving life and property. Because of differing responsibilities, it is both impossible and inappropriate for the Forest Service to pay staff the same way as these fire departments.
Even within the text of the above-referenced paragraph from the Forest Service report, those crafting the report become confused as to who these employees really are. While the Forest Service refers to them as Forestry Technicians, as they are classified by OPM, they then go on to refer to them as Federal wildland firefighters on several other occasions. If the Forest Service is confused, how do you think the brave men & women who risk their lives on a daily basis feel?

The suggestion that these employees are Forestry Technicians because it reflects their land management orientation is as archaic a mentality as the pay & personnel policies that continue to encumber these heroes. In fact, in 2005 a member of Congress adamantly told a representative from OPM that these employees were “firefighters & heroes, not a bunch of technicians.”

Many of the problems occurring in the management of the Forest Service fire program today are a result of the Agency managing the fire program as it was 30 years ago. What may have worked decades ago no longer works and has not kept pace with the ever-increasing complexities of wildfires.
The fact that these firefighters are not properly classified as firefighters has resulted in yet another issue which the Senate Interior Appropriations Subcommittee addressed on April 1st which is the utilization of the 401 series for fire management personnel and the on-going debacle regarding courses accepted by OPM. More on this issue will follow in this response.
In 2006, the House of Representatives felt that these brave firefighters should be classified as such to more accurately reflect the duties they now perform as compared to the duties they performed decades ago. To that end the House passed HR 5697, The Federal Wildland Firefighter Classification Act that mandated OPM create a new, separate and distinct wildland firefighter series. Unfortunately the bill was lost as it was sent to the Senate side on December 7, 2006. It was hoped that OPM would have recognized the action by the House and move forward. To date it has not and we continue to work with Congress on achieving what is clearly the #1 issue facing these firefighters…proper classification.

With wildfires becoming more complex, wildfire seasons are becoming longer in duration and the work that must be accomplished prior to, during & after the season is taking up more & more time. In other words, the duties of federal wildland firefighters are becoming nearly identical to their state & municipal counterparts in preparing for the season (training, maintenance of equipment, responding to a variety of non-fire calls), activities during the season itself and after the season when, because of the longer duration of seasons, the hazardous fuels reduction work must be accomplished.

It is true that Region 5, specifically California, and to a lesser extent the other 11 contiguous western states present a different and more complex challenge to Forest Service firefighters than other parts of the Country. The population of the state coupled with the weather and the overall progressive nature of the fire business finds Forest Service firefighters spending the preponderance of their time performing activities directly related to fire.
Despite this fact, the Agency has failed to recognize that it must progress in order to keep abreast with the ever-increasing complexities of wildfire. Additionally, given the numerous fire agencies that Forest Service firefighters work alongside with on any given wildfire incident demands that Forest Service firefighters have similar skills and knowledge.

Quite candidly, the public could care less what color fire engine responds to their needs. In many instances Forest Service engines are the closest engine available and the taxpayer expects a prompt response. The Forest Service acknowledged at the April 1st hearing that Agency firefighters respond to many non-fire calls in California. In fact the crew of San Bernardino National Forest Engine 57 who perished in the Esperanza tragedy delivered a child just a month before their deaths.
However, illustrating his total disconnect from the realities facing Agency firefighters, Mr. Rey of the USDA stated categorically that only Forest Service firefighters from the four forests in Southern California respond to non-fire calls. This comment can only be borne out of utter ignorance. The FWFSA is prepared to provide ample data to Congress of the widespread non-fire responses not only of Forest Service firefighters but of those from other land management fire programs as well. Additionally the federal Government’s “post-Katrina” lessons learned report called for continued reliance on Forest Service firefighters for search & rescue operations associated with natural disasters.
All this being said, it is time for the land management agencies and Congress to recognize that the land management agency fire programs must [emphasis added] respond to 21st century needs. This includes eliminating archaic pay & personnel policies unduly burdening firefighters and discontinuing fiscal policies that needlessly increase the costs of wildfire suppression.
Neither the FWFSA nor federal employee unions that represent federal wildland firefighters such as the National Federation of Federal Employees (NFFE) expect the federal government to compensate federal wildland firefighters the same as state & municipal firefighters are compensated, especially in California.

However there is a major caveat to that statement. The Forest Service report states that “Cal-Fire employees…benefit from 24 hour pay while on fire assignments.” It is absolutely critical for Congress to recognize that while the Forest Service suggests that it would be inappropriate to pay federal wildland firefighters the same as state & municipal firefighters, it is the federal government, i.e. Forest Service itself that pays these state & municipal firefighters for a full 24 hours on any given wildfire assignment while taking its own employees off the clock.

It should be noted that many California municipal firefighters have made stunning six-figure incomes each year, some over $400,000 courtesy of taking federal assignments while our Nation’s very own, inherently less expensive firefighters are taken off the clock despite being away from their families for weeks on end.

In fact, on most national Type I teams, there are more municipal firefighters than federal firefighters. The cost to taxpayers with the Forest Service’ over-use of these non-federal firefighting resources adds hundreds of millions of dollars needlessly to suppression costs each year.

PROPOSED ACTIONS

“The analysis outlined above suggests that the perceptions around recruitment and retention in Southern California are hard to substantiate based on data.”
With all due respect, the data used by the Forest Service is flawed. The FWFSA firmly believes that the Forest Service leadership and Mr. Rey of the USDA have deliberately “cooked the books” in order to avoid the obvious…the dysfunctional management of the Forest Service fire program.

Further, such actions may have the unintended consequence of negatively affecting recruitment and retention elsewhere in the nation.”

The FWFSA has attempted to emphasize to Congress that placing a band-aid on what may be ailing Southern California forests will not fix the fundamental flaws in the Agency fire program and the management thereof. Pay & benefit issues must address all firefighters from all five land management agencies and fundamental changes in policy and the organizational structure responsible for managing the Forest service program must be initiated with or without the Agency’s willing cooperation.

“In the course of this analysis, additional issues outside the scope of the requested report have become evident; clearly there are morale issues which need leadership’s attention and action. We refrained from making recommendations addressing these in the report as it is outside the scope of the committee’s request. Additionally, these morale issues will take more time to review, validate and resolve.”

What the Forest Service fire program, especially in California doesn’t have, is more time for review. Given that morale of firefighters is just as much an element in the actions of those who have left the federal agency or are planning to do so as better pay and benefits, it was incumbent upon the Agency to address such issues in its report. To suggest that it did not because it wasn’t specifically solicited from the committee is a cop-out.
The leadership of the Forest Service has been apprised of the morale issue for years. Granted, Chief Kimbell inherited a great deal of dysfunction from the previous leadership but the situation has become increasingly dire since her arrival. The FWFSA and others have offered a number of actions to the Agency that could have an immediate positive impact on morale and retention.

In fact as the Region 5 retention meetings began in Sacramento the week of December 10, the FWFSA suggested to the Regional Office that if the Agency publicly stated its support for a wildland firefighter series, it would drastically improve morale and stem the tide of losses of firefighters OVERNIGHT. Given the fact that the CBO reported that creating such a series would have no impact on the federal budget, it would be something that would send a clear message to Agency firefighters that they would finally be recognized for who they are and what they do and it wouldn’t cost a dime. As has been expected from the Agency, our suggestion was summarily ignored.

RECOMMENDATIONS

· Improving employee housing and working facilities

Sounds good. Yet on the Los Padres National Forest in Southern California, at the height of the Zaca fire when so many of the Forest’s firefighters were risking their lives on a daily basis, The Forest Supervisor and her Deputy were crafting a new housing policy that would end up adversely impacting many firefighters living in employee housing and in personally owned trailers.

Although the new policy was negotiated with NFFE, many firefighters impacted are not bargaining unit members. The most egregious part of this action is that these Forest Service line officers crafted this new policy knowing full well that employees, inclusive of firefighters, were expending large sums to purchase trailers (mobile homes) without knowing that the Forest leadership was creating a plan that would significantly impact that investment and their ability to sell their home in the future. If the Agency is serious about improving employee housing, such a policy certainly isn’t the way to go about it.

With respect to improving working facilities, perhaps it is time for Congress to ask the Forest Service how it has spent funds appropriated under the Forest Service Facility Realignment & Enhancement Act of 2005 signed into law as P.L. 109-54 on August 2, 2005. Many Forest Service fire facilities are in deplorable shape. In several instances, fire apparatus that cost taxpayers well over $180,000 have no place to be housed. If the Agency is serious about improving work facilities, it hasn’t been reflected in the condition of many of its fire “stations.”

401/CLASSIFICATION ISSUE
Although the Forest service report did not specifically address the 401 issue, the FWFSA was delighted to see and hear the position of several Senators that the fact OPM is not recognizing certain “in house” courses for 401 qualification needs to be fixed soon.

Many Forest Service firefighters are threatened with losing their positions if this matter is not corrected. In fact many have suggested they will simply leave the federal system, retire early etc., placing a greater burden on the Forest Service fire program.

While there is on-going discussion about waivers from OPM, the FWFSA firmly believes that if Congress gets behind the development of a wildland firefighter classification series, the use of the 401 “catch all” series will no longer be needed.

Following fatal fires, the non-fire leadership of the Forest Service assumed that making firefighters “more professional” would somehow eliminate fatal fires. The answer was to throw these Forestry Technicians and, in the case of other land management agencies, Range Technicians, into the 401 series which is a biological series. In essence it meant that in order to become a fire chief, one had to have a degree in a biological science, irrespective of how many years of experience they had on the fire line.

To suggest that a firefighter needs to be a botanist in order to be a fire chief while his or her years on the fire line are deemed inconsequential is demonstrative of the thought process of non-fire Forest Service employees developing and implementing policies that affect firefighters. It goes hand in hand with recent line officer decisions to have firefighters remove collar brass; changes in light & siren policies and other Regressive policies that not only adversely affect the morale of our Nation’s federal wildland firefighters but increase the risks to their safety & health.
CONCLUSION

Congress has provided the Forest Service with the perfect opportunity to identify and acknowledge problems and offer solutions to fix them. Instead, Congress has had to endure continuing misleading and untruthful testimony from both the Forest Service & the USDA. The systematic production of smoke & mirrors to explain away concerns needs to come to an end. Whether it be the recent GAO report on the Agency’s outsourcing  debacle or the ever-growing voice of federal wildland firefighters identifying serious issues that face them and America’s taxpayers, it is clear that Congress must act with or without the Agency’s help and support if the Forest Service fire program is going to be kept from a total implosion.

Congress must act to support pay & benefit proposals for firefighters with the understanding that sufficient dollars already exist for such proposals through proper fiscal management.

Congress must also act to change the organizational structure of the management of the Forest Service fire program by ensuring that fire personnel, not line officers with little to no fire experience or expertise, be the ones responsible for developing and implementing fire policy and who have the authority & autonomy to control the funding of fire preparedness & suppression dollars as well as fuels reduction dollars so that said dollars are used for the purposes Congress intends.
The FWFSA has offered on numerous occasions to work with the Agency to make the land management Agency fire programs the place to make a wildland firefighting career. We are firm in our belief that the federal wildland firefighting infrastructure can be strengthened through pay & benefit reforms as well as organizational structure reforms that will ultimately save the American taxpayer hundreds of millions of dollars each year in wildfire suppression costs.

The FWFSA would be delighted to appear before any committee to provide factual information on these and other issues facing our Nation’s federal wildland firefighters

Respectfully submitted,

Federal Wildland Fire Service Association


By: Casey Judd, Business Manager

APPENDIX A

FROM A FOREST SERVICE FIREFIGHTER
1. There are 336 total hours in a 14 day assignment. (Cal Fire Captain gets paid for all of them and it seems according to the Forest Service chief he gets credit for working all of them since he gets 24 hours of pay and he works more hours than I do at lower pay). 
2. I can only get 16 hours of pay max per day (that doesn't happen often it's more like 14 to 15 hours) for a possible total of only 224 hours of pay or hours worked.
3. That leaves 112 hours I don't get to count for (Is this where the Chief Kimbell gets her idea that Cal Fire works more hours than Fed Fire?).

Now let’s look at our hourly wages for a minute.

1. Cal Fire Captain (at my Station) gets $21.25 (212 hours a month for a 72 hour work week, 3 days per week, and 2,544 hours per year) an hour for his base salary for a total of $54,060.00 (this does not include his planned overtime amount he receives whether he works any overtime or not).

2. I get $26.73 (160 hours a month, 5 days a week, and 2080 hours per year) an hour for a total of $55,598.40 a year (I don't have any planned overtime).

By these bare facts, it looks like I make more money than the Cal Fire Captain. Now let’s add in his planned overtime money (which he doesn't have to work any more hours to get) and see what he really makes.

The Cal Fire Captain gets $2,119.64 as a second check each month and doesn't have to work extra hours to get it. This number should be added to his base salary to get a more accurate amount. Times the planned overtime amount by 12 months and it comes out to $25,435.68 add that to his annual salary and it now becomes $79,496.36 per year. If you divide this amount by his total yearly hours worked of 2,544 (212 hours per month times 12 months) and his base hourly rate now becomes $31.24 per hour. Now who makes more per hour? Plus he gets about 4 overtime shifts per month (4 days a month of overtime or 1 extra shift per week for a total of 4 days per week) which almost doubles his income. In order for us Feds to work 1 extra shift per week for overtime, we would have to work 6 days a week! Which is normally the case during the fire season. Now who works more hours and days? 

I know we can't look at anything but the raw base salary numbers, but this is the reality! Also the Cal Fire Captain's salary is entry level while mine is almost top step. This is just the beginning. I haven't even added his or my benefits.
APPENDIX B

1) The first rule of data collection is to make sure you are comparing apples to apples, or oranges to oranges.

2) The second rule is that the observations from the data must be re-creatable.

3) If the Forest Service wants to use the national attrition rate as the variable to use in making its decision, let's look how the elements of that variable really stack up factually. 

On today's Video Conference, the Regional Forester, Deputy Regional Forester, and Fire Director kept mentioning the 13% national average for federal attrition. So let’s call that an (apple). The Executive Branch national attrition rate (apple) is 13.47%. The Forest Service national attrition rate (apple) is 35.36%. The Region 5 attrition rate (apple) is 40.85%. The Region 5 Forestry Aid/Technician attrition rate (apple) is 52.31%.

So now let’s compare oranges. The Executive Branch national quit rate (orange) is 4.76%. The Forest Service national quit rate (orange) is 12.34%. The Region 5 quit rate (orange) is 11.64%. The Region 5 Forestry Aid/Technician quit rate (orange) is 14.42%.

Now, just for fun, let’s throw in a curve ball called a pear. 31.10% of all Forestry Aid/Technicians are employed in Region 5. So if you use a stratified (weighted) average (like the Forest Service is so keen to use nowadays in justifying the rise in large fire costs) you will actually get to the root of the problem.

Findings

Attrition (apple)

1. The Forest Service attrition rate is 21.89% over the national average.
2. The Region 5 Forestry Aid/Technician attrition rate is 38.84% over the national average.

Quits (orange)

1. The Forest Service quit rate is 7.58% over the national average.
2. The Region 5 Forestry Aid/Technician quit rate is 9.66% over the national average. It is over 3 times the national average.

General

1. The Forest Service is in a world of hurt unless it recognizes it is losing the best of the best due to poor pay, benefits, and working conditions.



~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~

Ref: Office of Personnel Management (OPM) FedScope

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~

As of September 2007, the combined federal employment within the executive branch was 1,862,404 employees.

For FY 2007, the executive branch had a total of 250,779 separations (13.47%):

-- 62,244 Retirements (3.34%)
-- 88,673 Quits (4.76%)
-- 10,383 Terminated (Discipline/Removal) (0.56%)
-- 55,919 Terminated (Expired Appointment / Other) (3.00%)
-- 29,392 Agency Transfer-Out (1.50%)

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
As of September 2007, the Forest Service had a total of 39,185 employees.

For FY 2007, the Forest Service had a total of 13,857 separations (35.36%):

-- 1,297 Retirements (3.31%)
-- 4,834 Quits (12.34%)
-- 123 Terminated (Discipline/Removal) (0.31%)
-- 7,171 Terminated (Expired Appointment/Other) (18.30%)
-- 367 Agency Transfer-Out (0.94%)

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
As of September 2007, Region 5 had a total of 7,752 employees in California.

For FY 2007, Region 5 had a total of 3,167 separations (40.85%):

-- 225 Retirements (2.90%)
-- 902 Quits (11.64%)
-- 53 Terminated (Discipline/Removal) (0.68%)
-- 1900 Terminated (Expired Appointment/Other) (24.51%)
-- 65 Agency Transfer-Out (0.84%)

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~
As of September 2007, Region 5 had a total of 4,320 employees working within the Forestry Aid/Technician series.

For FY 2007, Region 5 had 2,260 separations within the Forestry Aid/Technician series (52.31%).

-- 70 Retirements (1.62%)
-- 623 Quits (14.42%)
-- 36 Terminated (Discipline/Removal) (0.83)
-- 1488 Terminated (Expired Appointment/Other) (34.44%)
-- 29 Agency Transfer-Out (0.67%)
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