Firefighter Integrated Recruitment Employment System (FIRES)

Selecting Officials & Human Resource Offices Survey


Summary of Responses & Responders

	Organizations Surveyed/Responses
	BIA
	BLM
	FWS
	NPS
	Total Responses

	
	3
	28
	11
	10
	52


	Human Resources / Administration
	BIA
	BLM
	FWS
	NPS
	Total Responses

	
	0
	11
	5
	5
	21


	Selecting Official
	BIA
	BLM
	FWS
	NPS
	Total Responses

	
	3
	17
	6
	5
	31
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JOB ANNOUNCEMENTS

	
	Strongly Agree
	Agree
	Neither Agree nor Disagree
	Disagree
	Strongly Disagree

	1.  The job summary accurately described the position(s) being announced.
	11
	35
	4
	1
	0

	2.  The evaluation criteria for basic qualifications properly described what is required for the job.
	7
	37
	6
	1
	0

	3.  The evaluation criteria for the selective placement factors properly described what is needed for the job.
	7
	35
	7
	2
	0

	4.  The announcement was clear and well written.
	9
	32
	8
	2
	0


For the above items, please tell us what you liked about the announcement or give us suggestions on how we can make it better.
1. I look at an entry level candidate not just for the quals for that position but future leadership potential. Since many of the best leaders have worked up from the bottom then the bottom is where we should focus on hiring the best candidates. I also understand that human resource restriction do not allow us to utilize criteria beyond the minimal necessary requirements for each position. That said it is otherwise a good system but if there is a way to tailor the process to hiring for the future as well as the present it would pay off dividends. Some example criteria; excellent not just average or good work references, demonstrated ability of a similar job and demonstrate that they put some thought and time into applying (not 5 minutes- if this is all it's worth to them what kind of candidate are they?)

2. I would like to see more specific job descriptions

3. The term wildland fire experience is used to describe both prescribed and wildfire experience. A definition is provided within the announcement for wildland fire, but people still get confused with wildland compared to wildfire. Can't we use the phrase "prescribed and or wildfire experience" versus wildland fire experience. It would eliminate the confusion all together. 

4. We hire a lot of entry level positions. People applying for these positions are very confused with all the different terminology. Why do we still use terms like Range Technician in job announcements. Why do we still use Forestry Aid and Forestry Technician when we don't even hire Forestry people. Why do we use GS and GG. And yes I do know the answer to my questions. It is because the government is big and bulky and very resistant or paralyzed by process to change.

5. I submitted a request to change the botany knowledge requirement of the Pacific Northwest on the PD template to botany knowledge of the Ozarks. What came out was a requirement for applicants to have botany knowledge of the Pacific Northwest Ozarks.

6. TF F&A would like to see DOI-FIRE announcements (GS 2-5) include a statement that a valid, current driver\'s license is required. 

7. Everything seemed to be clear and concise this year.

8. I feel that there should be more assessment questions pertaining to the actual duties of the positions. 

9. I would like to see more "S" classes listed so that applicants can list all the classes they have taken. Also I would like to see in the employment history that required fields are inserted so that we do not have to call candidates to get employer telephone numbers or supervisor names.

10. I think the announcement met the criteria we wanted it to.

11. A suggestion that I have received is to ask applicants if they have a current and valid state driver’s license.

12. We send in a PD and crediting plan yet we still get a lot of applicants with no fire experience. There is no explanation of how people rate out.

13. With a new selecting official, there were some questions from him on criteria. He is in the field and unable to respond to the survey, but I said I would convey his thoughts.
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DOI Interagency Announcements

	
	Yes
	No

	5.  My location was included in the DOI Interagency Announcement for Wildland Firefighting positions.
	44
	3

	6.  If your location was not included in the DOI Interagency Announcement would you like to have had it included.
	2
	1


If your location was not included in the DOI Interagency announcement, please tell us why.
1. All of the positions are bundled together-crew-engine-helitack and Fuels it is hard to find people that are interested in a specific position, such as a Wildland Fire module

2. This is another example of confusion. We have jobs that are filled only in Boise but show up on USAJOB searches for Idaho Falls because Idaho Falls is listed on the announcement.

3. Glacier National Park draws a multitude of applicants and it is nice to only look at those applicants that specifically searched out Glacier National Park. It can also be difficult for applicants to know that Glacier is recruiting for fire jobs without our own specific announcement.
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CERTIFICATES/REFERRAL LISTS

For the following please indicate the extent to which you agree or disagree with the following statements:

	
	Strongly Agree
	Agree
	Neither Agree nor Disagree
	Disagree
	Strongly Disagree

	7.  I received a referral list/certificate in a timely manner.
	25
	22
	2
	0
	0

	8.  I was provided with good instructions to access my referral lists/certificates
	24
	19
	4
	1
	0

	9.  If I had problems with accessing my referral lists/certificates, I was able to get assistance in a timely manner.
	19
	12
	5
	0
	1

	10.  I used the “Data Mining” feature available to find applicants who met the criteria I was looking for (i.e. Specific Crews, Availability Dates, etc.)
	2
	10
	9
	2
	1


For the above items, please tell us what you liked about the certificate/referral lists or give us suggestions on how we can make it better.

1. I have never had success with Data Mining. A tutorial would be nice if it actually works. Also, if you could look up specific names it would be a time saver. 

2. I would like to data Mine for a specific name, lots of people call to see where they stand and it is very time consuming to search for a name

3. Still not in alphabetical order. Still only have the ability to search 100 names at a time when there are 4 times that many names.

4. Jobs need to be announced one (1) pay period earlier. Certificates are received the week before Christmas "break" and I've spent the last three years trying to track down applicants & supervisors over the holidays.

5. In the future, please provide instructions on how to complete the selection of applicants that are as good as the instructions were for accessing referral lists/certificates. Thanks!

6. Determine what the glitch was in the system in 2010 that did not bring over the entire resumes so we don't have a reoccurrence. FIRES had to scan all resumes and send them out. 

7. Data Mining didn't cover as much as I would have liked. It would help to search based on qualification or years experience.

8. On the data mine feature I would like to see more of the "S" classes listed so that we could do some more in-depth data mining features. We received our cert lists and the password was wrong and we were able to get the correct password after a few hours. Also our State Office HR wanted something different than what the FIRE JOBS SOPs were so that was one conflicting issue that could of been resolved.

9. Was unaware that I could use this feature for the seasonal hires.

10. I would like to see data mining capable of searching availability dates.

11. Was surprised there was at least one applicant who made a GS-05 cert for fire that had selective factor requiring either FFT1 or at least 180 days of fire experience. Could not find any mention of fire experience, did have a degree but was not a related field. Overall the certs were good, feel that sometimes there were many people who were more qualified/better selections on the GS-04 cert than there were on the GS-05. Not sure if they didn't apply for GS-05 or just weren't rated qualified.

12. The names on the certificate need to be rated, preferably according to the category rating procedures. Since our list included ALL qualified candidates, there were veterans at the top of the list that were minimally qualified and blocked much more qualified candidates.
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	Yes
	No

	11. I was able to make selections from the certificates issued to my location.
	38
	1


If you did not make selections from any of the certificates issued to your area, please provide a brief explanation as to why.  

1. I was aware of an applicant that applied for a GS-5 position. At first he did not rate as a 5, but after the folks who rank candidates took another look at him at my request, they did rank him as a 5. I have no problem with the initial mistake because it was corrected so quickly and easily and the people were real nice to deal with.

2. Applicants often like to "fish" for jobs and are not really interested in working in Idaho Falls. This is a problem above the GS5 level.

3. The lists provided were great, but I had a returning seasonal employee, so I didn't need to select from the certificates.

4. As the HR guy, did not have a need to make selections, just assist selecting officials if needed

5. I had no problems with the cert and was able to navigate through the system with ease
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APPLICANTS

	
	Very Satisfied
	Satisfied
	Neither satisfied nor dissatisfied
	Dissatisfied
	Very dissatisfied

	12.  How satisfied were you with the quality of applicants?
	8
	27
	6
	3
	0

	
	
	
	
	
	

	
	Strongly Agree
	Agree
	Neither Agree nor Disagree
	Disagree
	Strongly Disagree

	13.  The announcements for my location attracted the right applicants.
	6
	27
	10
	1
	0

	
	
	
	
	
	

	
	Far too many
	Too many
	Appropriate number
	Too Few
	Not nearly enough

	14.  Did you receive an appropriate number of qualified applicants from the job announcement?
	7
	5
	29
	2
	0


For the above items, please tell us what you liked about your applicants or provide suggestions on what we can do to make your applicant pool better.

1. The applicants had reasonable fire experience overall, but the top applicants had little or no engine experience. Some of the fire experience from applicants were not easily verifiable due to the fact that they were from volunteer experience or other non primary fire experience. It would really be an advantage to be able to see at least the supposed top ten qualified applicants. It seems that applicants are being graded using a overly specified criteria from HR that should actually be deciphered from the selecting official. Applicants for some positions such as Assistant Fire Engine Operators are going to be (in the near future) held to minimum fire qualification to be in the position (ie.ENOP,ENGB). These qualifications may be obtained with less overall experience, but with more specialized experience. The selecting official should be able to determine the true fire experience of an applicant via fire qualifications and their own judgement deduced from time in those positions.

2. The IHC announcement has funneled many candidates to my location and removed many others that are interested in the location only. Through volume of candidates I am able to find quality candidates.

3. My applicant pool increases slightly every year and that is a good thing. No change necessary.

4. I was delighted with the large pool of well qualified applicants that I had to choose from!

5. These questions can only be answered by the hiring supervisors

6. We had over 800 applicants that applied on our engine certs. The hot shot crew had about 500. This was too many people to go through.

7. Nation wide dose not show me the interest people have in working at my location. Need a way the applicant to show interest in my location.

8. Far too many applicants is usually not a problem, but far too many out of area vets!!!! 

9. I like the number of applicants we recieved I would rather have more than less

10. I didn't review any since I had a returning seasonal.

11. There are still folks getting through that are barely qualified in wildland fire fighting. Structure fire is not the same.

12. Many applicants that we contacted said that they did not apply for our area. Also, applicants that applied nation wide showed up on Taos list but not Farmington\'s or vice versa.
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RESUME CONTENT

For the following please indicate the extent to which you were satisfied with the following aspects of the resumes you received:

	
	Very Satisfied
	Satisfied
	Neither satisfied nor dissatisfied
	Dissatisfied
	Very dissatisfied

	15.  Content (e.g., appropriate headings)
	4
	24
	14
	0
	1

	16.  Organization
	4
	24
	12
	3
	0

	17.  Amount of job-relevant information provided
	5
	16
	15
	16
	1


For the above items, please tell us what you liked about the resumes or provided suggestions on how the resumes could be better.

1. It would be nice to have a standardized application so that information could easily be found by supervisors 

2. I would like to see hours listed. Example: 40 per week. 

3. Some of the resumes need more accurate job descriptions or titles. A very important piece of content would be adding actual days on fires and specific responsibilities on those fires. The applicants need to list which NWCG qualifications they have and describe how much experience they have in those specific positions. 

4. Some resumes contained very little experience meaning only one sentence. This is up to the applicant to provide a sufficient description of their duties performed in various positions.

5. Emphasis on updating information may help. 

6. would like to see IQCS records attached

7. Most of the problems with resumes come from the applicants. They spend about 30 minutes working on a resume. This year the format was not working. Even after the problem was supposed to have been fixed the format in the resume section was poor.

8. Always room for improvement but I think this was very well done overall.

9. Again the N/A is because hiring supervisors will need to answer that question

10. A glitch in the system caused an error in the resumes. All the resumes had a double word that deleted the word that was supposed to be there. This made it very difficult to read that bunch of resume\'s.

11. For many of the applicants that were selected, I felt that their description of duties lacked enough information to determine qualifications and/or grade level of experience. Also, having to call to obtain a copy of supporting documentation, such as transcripts, that were used in determining qualifications, was time consuming.

12. Many of the resumes that we received (especially on Vets) were out of date or the applicant did not put telephone numbers, supervisor names or any description of past work history. We should have required fields that makes the applicant supply all the required information to submit their application. 

13. Most people need training on how to sell themselves!

14. You only get what individuals want to give to us 

15. Having two sets of resumes this year was very burdensome for those actually doing the hiring. I hope this can be mitigated next hiring season.

16. Prompt applicants to give all info requested (wages, dates, etc.) so they will rate properly.

17. Folks generally are too brief. I still liked the old SF171 because it forced you to elaborate a bit more.
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FIRES PROGRAM OFFICE

For the following please indicate the extent to which you were satisfied with the FIRES Program Office.

	
	Very Satisfied
	Satisfied
	Neither satisfied nor dissatisfied
	Dissatisfied
	Very dissatisfied

	18.  The FIRES Program Office returned my phone calls in a timely manner 
	18
	10
	2
	0
	0

	19.  The FIRES Program Office responded to my emails in a timely manner
	18
	11
	2
	0
	0

	20.  The FIRES Program Offices was helpful in resolving my issues and/or answering my questions
	19
	10
	5
	0
	0

	21.  When responding to my questions, the FIRES Program Office provided accurate and good information
	19
	12
	4
	0
	0

	22.  Overall satisfaction the FIRES Program Office
	21
	13
	5
	0
	0


For the above items, please tell us what you liked about the FIRES Program Office or give us suggestions on what we can do better.
1. This is a great team

2. Quick return email. 

3. we had good support from HR. the main problem with the hiring is at a higher level than Human Resources(i.e. applicant rating, number of viewable applicants). 

4. I think everyone in this office strives for customer satisfaction. Although I still have some opinions on improvement the system has improved 300% over a few years back. Thanks

5. The FIRES office were very quick to respond by E-mail and Phone

6. Folks in this office were very nice to deal with.

7. Neither Satisfied nor Dissatisfied

8. Cindy, you are your staff do a great job with what you have to work with. My issues generaly stem from problems that you have little control over.

9. Cindy Pogue and Stephanie Kreger are extremely knowledgeable and very helpful. Customer service is excellent

10. Process went really well this year.

11. I received many, many calls from applicants who were confused after receiving an email notification from the DOI FIRES office indicating that they were referred but if they were interested in the position they should call me to let me know. I did not personally see any of these emails, and am only taking into consideration what was told to me by the applicants, but it would be nice to reword the emails sent to the applicants referred. Maybe stating that they were referred, and no action is necessary on their part, but that if any of their contact information is changed (ie., telephone numbers, address, email address, etc.), or if they no longer wish to be considered, then to contact me to let me know. Maybe this would cut down on the telephone calls that are received.

12. I had to contact the FIRES Program several times and all phone calls were returned promptly and all the times I called during normal work hours a live person picked up and ensured my questions were answered. Great Customer Service, hard to find in the federal government. KEEP UP THE GOOD WORK.

13. I greatly appreciate Stephanie Kreger's timely response to questions.

14. Not much contact directly with the FIRES Program Office. Usually deal with our State Office.

15. I did not have to deal with the FIRES program at the selecting end of the process.

16. The Fire HR personnel in my Regional Office is very helpful and prompt at returning or answering my questions or calls.

17. This is only my second season running the seasonal hiring for Montana and I am extremely pleased with the response, assistance provided from FIRES. In particular, Stefanie has been outstanding!

18. We were forced to work through our HR folks in Portland. I never had any contact with the FIRES program office.
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Fire Jobs Website/Information

www.firejobs.doi.gov
For the following please indicate the extent to which you were satisfied with the Fire Jobs Website and the information provided for applicants, human resources and selecting officials.

	
	Very Satisfied
	Satisfied
	Neither satisfied nor dissatisfied
	Dissatisfied
	Very dissatisfied

	23. The Fire Jobs website “How to Apply” instructions for applicants
	8
	25
	9
	0
	0

	24. The Fire Jobs website general information for applicants in the areas of:  Fire Contacts, Frequently Asked Questions, and Searching for Jobs
	6
	24
	10
	0
	0

	25. Human Resources/Selecting Official page containing the Standard Operating Procedures 
	9
	27
	11
	0
	0

	26. Human Resources/Selecting Official page providing instructions for making selections
	11
	26
	9
	0
	0

	27. Human Resources/Selecting Official page providing “Tips & Tools”
	9
	26
	11
	0
	0

	28. Human Resources/Selecting Official page providing on-line announcement and certificate requests
	10
	26
	10
	0
	0

	29. Overall satisfaction the Fire Jobs website
	8
	27
	7
	0
	0


For the above items, please tell us what you liked about the Fire Jobs Website or give us suggestions on how we can make it better.
1. I like it the way it is.

2. I thought most things went really smooth. A couple issues with a few applicants not on the certs but other than that it was great. 

3. Process was a bit confusing - send only to FIRES through firejobs or work through HR Specialist?? Also, I was confused with the "Position Information". I failed to fill it out several times because I thought it applied to requesting new announcements, not certificates. I understand now and why we need it. Don't know if I was the only one confused about this. 

4. Ensure local units are updating contact information and local webpage information on website.

5. The only improvements were stated above

6. There were no problems
7. Even though we have a very, very, large applicant pool, our certificates are received in a matter of days after the early consideration date.
[image: image11.png]60%

60%

23.The Fire Jobs website
“How to Apply” instructions
for applicants

24.The Fire Jobs website
general information for
applicantsin the areas of:
Fire Contacts, Frequently
Asked Questions, and
Searching for Jobs

 Very Satisfied
m Satisfied

 Neither satisfied nor dissatisfied
m Dissatisfied

m Very dissatisfied






[image: image12]
Other Comments and Suggestions
What worked best with the automated application system?
1. The simplicity and ease of getting applicants as well as the submission process.

2. Timely, IHC specific announcement, excellent custumer service 

3. Quick acess to Resumes

4. Fast turn-around and strong pool of applicants.

5. Much shorter this year - combined some things - very good. 

6. Very satisfied with the number of applicants.

7. Timeliness of the process was great!

8. The ability to hire someone off a list and to be able to go back and hire someone else off the same list if another vacany came open or someone called back and said they took another job

9. Standard format.

10. It seemed to work out nicely

11. The Data Mining and universal format of all the resumes/applications.

12. Certs

13. I would like to see the e-mail that is sent to all qualified applicants re-written, as I receive a numerous amount of phones calls from applicants, indicating that they received an e-mail that they were qualified, and what do they need to do next. Most of the applicants, think they have a job.

14. Could easily view applicant info

15. Electronic certs are becoming more and more user friendly to both the Selecting Official and applicants.

16. It was pretty quick, got a lot of very good applicants

Comments and/or suggestions for improvements
1. Permanent applicants are being rated too closely for the positions. That determination should be left to the selecting official that actully has experience and background in the area they are hiring for. The seasonals should be prompted in the application process to list their actual dates of employment instead of just months. The seasonals should also be advised to list any time on fires as well as nwcg positions with a description of their work in that position.

2. Many candidates feel the need to contact the individual selecting officials once they receive their confirmation email. I would like it to be emphasized that they do not need to do anything else at that point. We are getting saturated with phone calls and emails at a busy time. Maybe the confirmation email could state that the selecting official will contact them if necessary. Ability to search for names on certificate.

3. I could not open certs when I used the print detail, some problems with the pop-up blocker would not allow me to bring up a official cert for signitures. I would like announcement to be job specific, I spent a lot of time dealing with preferential candidates(Vets) that were not even interested in a position in my job catagory (handcrews).

4. The e-mails sent to applicants are still confusing them. I have mixed emotions about this. The e-mail leads applicants to beleive they have made it all the way to my desk and are being considered for the job when in reality they are only 1 of 800 applicants competing for a job. I am still getting phone calls from people thinking they are being considered for a job.

5. Still very confusing for applicants i.e., registration-indicative information, resume, etc. After completing this, they still think they are done. Perhaps a fix can be entered to automatically take them to the first page of the application process. Applicants are still confused with faxing/uploading - we receive lots of calls because they don\'t know if they are suppose to fax something in or not??? No suggestion other than to reread this portion to determine if it can be written more clearly (possibly not and it is just something we will have to work with. 

6. This is always organized and timely. Thanks.

7. Keep up the good work.

8. The auto generated e-mail showing me as a contact for our district was a huge work distraction. As I mentioned earlier the amount of phone calls I received from people getting the e-mails stating they were on the list was huge. I would recommend that there be a automated 1-800 number that explains that they are on the list, but do not need to contact the hiring official. I must of had 600 calls that I felt needed to respond too! This was a problem.

9. I received many, many calls from applicants who were confused after receiving an email notification from the DOI FIRES office indicating that they were referred but if they were interested in the position they should call me to let me know. I did not personally see any of these emails, and am only taking into consideration what was told to me by the applicants, but it would be nice to reword the emails sent to the applicants referred. Maybe stating that they were referred, and no action is necessary on their part, but that if any of their contact information is changed (ie., telephone numbers, address, email address, etc.), or if they no longer wish to be considered, then to contact me to let me know. Maybe this would cut down on the telephone calls that are received.

10. Make sure that the FIRE JOBS Program and State Offices are on the same page on directions and protocols. 

11. List names alphabetically.

12. The more you use it the easier I believe it will be to use. This was my first experience with this program and it went well. 

13. Would it be possible to receive the higher grade (GS-7,6,5) certs first and then work towards the lower grade certs? Reason being is that we may potentially hire supervisor types from the higher grade certs thus having the need to hire additional non-supervisor types. It may make sense to hire the supervisors first then the non-supervisors as required.

14. Encourage applicants to elaborate more on the resume. It is ok to do more than the minimum.

15. One of the screening criteria from past annoucements was a current driver's liscense or could get one- not on this announcement- Why?
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