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Welcome 

Your control panel 
should be on the 
top right corner of 
your screen.  If 
you cannot see all 
sections of the 
control panel, 
please message us 
now through chat. 

If using any phone to call 
in, please click on the 
telephone button. When 
activated the button will 
turn GREEN. 

Ask questions 
or submit 
responses 

View Materials 

Uncheck ‘Auto-
Hide the Control 
Panel’ in the 
View tab 

Select the 
correct audio 
option 
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Please adjust your computer’s speaker volume during this time.   
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Guidelines 

• If you experience technical difficulties, please bring 

it to the attention of the Organizer through chat.  

 

• Technical quality is directly related to the speed of 

your internet connection. 

 

• Submit questions or comments through the chat 

box.   
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Meet the Team 

Moderator: 
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Organizers: 
Odessa Kawai  

Kami Higa 

Johnny Brewington 



Johnny Brewington 
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Meet the Moderator 
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• Vice-president at City of East Cleveland Civil 
Service Commission 

 
• 31 years in City of Cleveland Division of Fire -  

• Retired Battalion Chief for the Cleveland 
Division of Fire (Ohio) 

• Retired Community Risk 
Reduction/EEO/Recruitment Officer 

 
• Served as the Seventh President for the 

International Association of Black Professional 
Fire Fighters (2002 – 2008) 
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Oliver Family 
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In our extended family:  Brother-in-law Ed Rusin and Jake Van hook (wife’s brother and nephew)  

Left: Brithany McGinty (Daughter) 
Fire Engineer, 11 years PFD  

Robert  Oliver Sr. (Father)  
Retired Deputy Fire Chief  
34 year in Phoenix Fire Dept (PFD) 

Rob Oliver Jr. (Oldest son)  
Paramedic Firefighter,  
20 years PFD  

Right: Baegan Rogers (Daughter) 
currently testing for PFD 

Center: Bobby McGinty (Son-in-Law) 
Fire Engineer, 11 years PFD  
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Cormier Family 
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Floyd Joseph Cormier Sr. (Grandfather) served 
in the Oakland, CA fire department from 1949-
1977(28 years).  He held the rank of firefighter 
throughout his career.  He saw the integration 
of the fire department. 
 
 Floyd Joseph Cormier Jr. (Father) rose to the 
highest level in his organization and retired as 
the Fire Chief of the Richmond, CA fire 
department.  His 31 year career (1964-1995). 
  
Keith Joseph Cormier (son) is currently a 
Battalion Chief in the Contra Costa County Fire 
Protection District whose headquarters are in 
Pleasant Hill, CA.  He was hired in 1988. 



Objectives 

• The “imagined” life VS the “actual” life of an African American 
firefighter 

• Becoming an African American “multi-generational” fire 
service family 

• Creating the Opportunities 
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Legacy Profession 



9 

Imagined vs Actual Life  

in the Fire service 
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The idea you had of becoming a fire fighter versus  the actual life you have as a fire fighter 

• Brithany: Believed that the fire service would be very family 
oriented, found that it wasn’t as family oriented as it seemed, 
there was some ‘normal’ things to be expected like 
backstabbing. 

• When Brit started testing she realized that the FD had their own 
version of ‘family oriented’ 

• Keith: Experience was about the same as Brit; he was able to 
look at it from two different sides, he imagined that the job 
would be very fulfilling and great for raising a family 

• Keith was a little surprised at the amount of competition that he 
experienced  
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Becoming a “Multi-Generational”  
Fire Service Family 
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• Non-traditional recruitment strategies 
• Recruitment with-in department 
• Indirect and direct  recruitment messages 

• Self aware of what is being said 
• Support 
• Advocate 
• Being aware of Culture differences 
• Skillset 
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Q&A 
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• How did your family become multi-generational? 
• Keith: It was really an inheritance since his grandfather and father were both in 

the fire department.  The lifestyle they led appealed to Keith and the fact that 
they had successful and meaningful career really led Keith 

• Brit: She always wanted to be a firefighter and was able to see the benefits of 
the lifestyle firefighters lived really helped her 

•   Recruitment from within department 
• Keith: Really did not affect his decision; he had no specific department he 

wanted to test for, he just didn’t want to work in the same department as his 
father 

•  Recruitment Messaging 
• Keith: In African-American families they really do not tell their children that 

becoming part of the fire department is an inheritance like in Caucasian families.  
He recommends that you really let the younger generation know that they can 
follow in your footsteps  

• Brit: Bring your family to the department to show them the job to give them 
exposure 
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Q&A 
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• Multi-generational Recruitment Messaging 
• Keith: Again, reach out and let the families know that we would like to recruit 

your family members to the department 
• Brit: Send out firefighters who look like ‘them’ out into the community to recruit.  

Visual aids and positive re-enforcement  
•  Pressures or expectations that you perceived? 

• Keith: Definite pressures, especially when he reached the interview stage, wince 
his family name was well known.  It helped him to work hard to achieve what he 
wanted.   

•  Did having a family member who was a company officer put additional pressure on 
you, compared to a Caucasian counterpart? 
• Brit: Yes, especially as a female, there was additional pressure.  She would 

definitely encourage others to become a firefighter and would use her 
experience to help them through the process. 

• Keith: There was pressures, but the results were worth it.  He would encourage 
anyone to do the same. 
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Q&A 
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• Points of Summary: 
• Keith: He encourages all people in the fire service to recruit, from their family or 

within their community.  Make sure that you always come home and tell others 
about the positive aspects of the job.   

• Let everyone know that you love your job.  Showing how much you love your job 
is one of the best recruitment messages, whether your recruiting from within 
your family or your community. 
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Creating Opportunities 
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• Benefits 
• Steady job, career with multiple potentials, teamwork 

• Exposure – direct through family members 
• Open access to the fire service 

• Influence/Motivation  
• Stories 
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Q&A 
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• Benefits 
• Keith: He saw the positive impact that being a firefighter had on his father and his 

grandfather.  You are able to help your community, you have a steady job and it leads 
you to have a healthy lifestyle 

• There are many promotional opportunities and different career paths available 
•  Gregory Smith: What technique do you use to convince African Americans that this is 

something they should consider? 
• Keith: Exposure.  You are not going to get everyone you recruit, but if you expose 

them to the fire department they will be able to make an informed decision to see if 
they want to pursue  a career in the fire service. 

•  Greg Smith’s Recruitment Concept: 
• Have a member of the under-represented minorities come together as part of a 

recruitment team 
• They were able to expose potential recruits to all of the positive aspects of the job 

and they were able to reach the high numbers they wanted 
• Due to budget issues, the group was disbanded even though they were very 

successful.  Now they are losing the current African American members due to 
attrition  

• It does take time and money to recruit.  
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Q&A 
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• Duane Dodwel’s Question: Why do African-Americans not actively recruit from within their 
own family into this profession?  
• If you won’t recruit your own family members into the profession, how do you expect 

to go into the community to recruit African-Americans into the profession? 
• Bob always shared his positive experiences and made sure to tell his children that his 

job was about serving others.  The message you tell your children is very important. 
• Not many people have an inherent love for the profession.  A lot of time it’s about 

getting the people into the process and helping them through it and they will develop 
a deep love for the profession as they get more exposure.   

•  Darrien Penix’s Comment: 
• He never wanted to be a firefighter, but grew to love it.  The realities of the dangers 

really hit home and he wrestled with deciding if he wanted  his children to be part of 
the profession.  He always shows interested family/community members the life of a 
firefighter when he is recruiting. 

• Prepare your recruits for the reality of the job.  Tell them that there are dangers 
associated with it, but the positive aspects are much greater. 
 



17 

Q&A 
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• Susanna’s Question: How do I engage persons who are so disheartened, fed up, call it what you will, with their 
organization that they don’t want to bring others into it?  They are negative recruiters.  How do I overcome 20+ 
years of what they have had to live with to aid in changing our culture for future members? 

• Keith: You need to have your hiring authority committed to recruitment in addition to time and money.  
Not having the backing of the hiring authority can be very disheartening and frustrating.  He was able to 
get a minister to help recruit members to the fire service and he was able to get department members to 
recruit as well. 

• JB: There are other entities that are successful recruiters.  If you get into the door with them/partner with 
them they can help you with recruiting 

• Bob: How do you get past the ‘stories/wounds’ and turn them into lessons and words of wisdom for new 
recruits?   

• Carol’s Question: Does anyone have a plan in place for Retention? 
• Bob: The retired firefighters get together and have formed a support system for current firefighters to help 

them with the promotional process, etc 
• Keith does not have a ‘plan’ in place, but he does make sure that the retention process is fair and he keeps 

his eye on the new recruits 
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Closing Comments 
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• JB: Data is crucial.  Many departments do not know how many African-American multi-
generational families are in their department.  You cannot tap into that resource if you 
do not have a good data set.  

• Keith: He hopes his insights have been helpful for the audience who are trying to 
recruit new multi-generational recruits 

• Bob: Don’t bar your recruitment efforts from your family/community even if you have 
bad experiences.  Turn the bad experiences into lessons so you can continue to bring in 
inclusive and diverse recruits. 



Next Webinar 

Registration opens Monday March 10, 2014 
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Our next webinar is on 
Wednesday, March. 26, 2013, 10am-11am PDT 

Benefits of Women in the Fire Service 
 facilitated by Fire Chief jona olsson 



Thank You! 

• Thank you to all of the panelists and attendees for participating 
in today’s webinar! 
 

• Please take the time to answer our 5 question evaluation. 

 

20 © 2012-2014, FIRE 20/20 

Sponsored by:  

With support from: 


