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Subject:  Executive Summary—Prescott Fire Department Organizational Assessment 

 
Holger/Tom--my thanks to both of you for the time and leadership support during the month of 
June for our set of stakeholder input sessions including this week’s PFD Leadership Workshop 
and the validation survey to the internal team members on the Mission/Vision/Values work. 
 
I think this has been a very well received series of sessions and clearly signals that change is 
underway at the Prescott Fire Department.  Sometimes an organization is ready for change but 
the leadership is not;  sometimes the leadership is ready for change but the organization is not.  I 
don’t think that Prescott Fire could ask for a better alignment than you have right now with your 
desire for change at the leadership level and an organization that is ready to move forward. 
 
This document will summarize the results of our various stakeholder activities and will provide 
recommendations on key elements that describe the organization and its identity moving forward 
including the mission/vision/values, the cultural attributes, elements of a compelling future vision, 
a draft core purpose statement and some thought on your messaging of the activities in July. 
 
The set of sessions conducted were as follows: 
 

✓ Internal stakeholder online sessions, June 7-9.  3 facilitated sessions conducted with 58 
participants;  survey access extended to anyone not able to join the live sessions and 2 
additional participants completed feedback for 60 total participants; 

✓ Community stakeholder session facilitated on June 20 at the Prescott Council Chambers 
in a public-forum style with our center capturing key themes and Holger adding context 
and handling additional open questions.  About 15 members of the public attended 
including the Mayor and an additional Council member.  Cindy Barks from The Daily 
Courier also attended and conducted a follow-up interview with the Chief that led to a 
very positive front page story published in the Courier on June 23; 

✓ An online community stakeholder session focused on business and agency organizations 
was conducted on June 21.  8 participants on the session with an additional participant 
providing feedback on the survey access that was extended for a total of 9 participants; 

✓ A City department peer session was conducted on June 22 with 18 participants that 
provided perspective from the City of Prescott government. 
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The formatted input documents were provided to you via digital format as well as a bound version 
of the base input sessions.  All told, this was just over 100 stakeholders that provided their input 
on the Prescott Fire Department today and how the organization could evolve in the future.  I 
encourage you to browse through the bound document, there is great context and candor 
provided by the participants and they like what they are seeing from the two of you. 
 
Two additional activities were then conducted to review the input work as follows: 
 

✓ The PFD Leadership Workshop was conducted on Monday, June 27, in person at the 
Prescott Centennial Center.  12 leadership team members provided their input via a 
blend of the Advanced Strategy Lab platform and open discussion to develop the 
recommendations on Mission/Vision/Values and organizational identity.  The results of 
that session were provided back to you in digital format and the session was extremely 
well received; 

✓ Based on the Workshop input, revised Mission/Vision/Values statements and 
organizational identity attributes were then made available to the PFD internal 
stakeholders  for their review and comment as a ‘validation survey’.  The results of that 
survey have been provided in digital format and are also highlighted in this summary 
document.  20 internal team members completed the ‘validation survey’ which represents 
25% of the team members—that is reasonable sample size for the survey. 

 
My recommended Mission/Vision/Values statements and the other organizational descriptors are 
all based on the series of input sessions and activities.  Overall, there is very positive buy-in to 
the process and to the resulting statements but it is essential that any final language and 
statements are the result of your careful review and consideration as you, as the PFD leaders, 
should be the final arbiters and feel like this language is the right language to help you guide the 
organization forward and resonates with you personally. 
 
On a personal note, I want to thank you for the opportunity to be part of the organizational 
planning and for the access to all of your team and community members that we interacted with.  
This is an organization with immense pride and yet clear that their very community is changing at 
a rapid pace and the NEW Prescott Fire Department can and will meet the challenge of that 
change and provide the needed fire and emergency services to the community. 
 
I look forward to your review of this document and the opportunity to watch the Prescott Fire 
Department evolve in the future. 
 
 
 
Douglas S. Griffen 
Advanced Strategy Center 
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THE ADVANCED STRATEGY LAB 
PRESCOTT FIRE DEPARTMENT ORGANIZATIONAL ASSESSMENTS 
SESSIONS FACILITATED BY THE ADVANCED STRATEGY CENTER 
 
SESSIONS CONDUCTED ONLINE/IN-PERSON JUNE 7-JUNE 30 
SUMMARY REPORT AND FINDINGS 
 
The Advanced Strategy Center (ASC) in Scottsdale, Arizona, was pleased to be asked by the 
Prescott Fire Department (PFD) to facilitate a series of interactions and assessments with 
internal, community and City stakeholders to gain a perspective on the Prescott Fire Department 
today and how the organization and its identity will need to change in the future. 
 
This document will review key findings and recommendations in the following areas: 
 

✓ The Prescott Fire Department today—the positive aspects, the concerning aspects and 
the overall assessment; 

✓ The changes occurring in the Prescott community and region and the degree to which 
PFD is ready for that level of change; 
 

✓ Envisioning the Prescott Fire Department in the future and resetting the organization 
identity for the future: 
 

• The PDF Mission:  What we are assigned to do; 

• The PDF Vision:  What we aspire to be; 

• The PFD Values to guide our people and our organization; 

• Attributes of our desired PFD organizational culture; 

• Elements of a compelling future state for the organization; 

• Organization Identity:  What describes us as an organization 

• The PFD Core Purpose:  How we impact the lives of our stakeholders. 
 
1.0 Input on The Prescott Fire Department Today 
One of our initial question series in our sessions what to get a candid snapshot of the Prescott 
Fire Department—what was in our favor (the positives) and what was in the way (the concerns): 
 
Question:  Think broadly about the organization--its people, mission, heritage, workplace, 
operations and how the community and our regional partners see us.  What are the positives 
about the PFD as an organization today?  What's in our favor? 
 
The following is an overall summary of some of the key themes that emerged: 
 

No. Idea 

1. The resiliency of our team members--they can be counted on 

2. Our overall professionalism 

3. Our level of work ethic 

4. We identify as a family 

5. Our ability to work well with other departments and agencies 

6. There is a proud heritage and level of tradition at PFD 

7. We are terrific problem solvers--on process, on the scenes, on dilemmas that present 
themselves 
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8. We genuinely care about this community and its safety 

9. We are efficient with the people and resources we have 

10. We are service focused 

11. Our people are proud to be part of this organization 

12. We will match our skills and expertise against anyone out there 

13. We are acknowledged by our community as a positive and essential organization 

14. We have an intangible that mattes every day--we have HEART 

15. There is a good sense of respect and freedom as professionals to do our jobs 

 
PFD is a pretty exclusive club—highly skilled people that make a difference every day to the 
community.  Strong traditions, strong values, service driven and a culture that emphasizes that 
they are not just an organization, they are a family that can depend on each other.  Consummate 
professionals that know they represent a standard of excellence on every call. 
 
Still looking at the current state of the organization, we asked about the concerns: 
 
Question:  Still thinking about the PFD as an organization--its people, mission, heritage, 
workplace, operations and how the community and our regional partners see us,  what are the 
concerns about the PFD as an organization today?  What's in our way? 
 
The following is an overall summary of some of the key themes that emerged: 
 

No. Idea 

1. Our present level of funding and resources 

2. Our inability to keep up with the level of community/regional growth 

3. Pay scale equity with other professional fire departments in the state 

4. Our recruiting efforts and whether we can attract the needed personnel in the future 

5. Some of our facilities and equipment are outdated 

6. Lack of adequate training facilities 

7. Whether we have the needed support at the City level for our future 

8. The long term effects of funding restrictions--a heritage of doing more with less 

9. Lack of clear and consistent policies in some areas 

10. Our willingness to become a more nimble and adaptable organization 

11. Whether our current culture is positioned to provide the support/growth for new hires 

12. We seem to be in react mode rather than getting ahead of the curve on issues and planning 

13. AMR response and staffing issues 

14. Our compensation is not keeping pace with the cost of living in Prescott/Region 

15. The potential for burnout/mental health impact from workload 
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This is a group that has been holding the line despite significant resource challenges, workload 
balance, a rising cost of living and a genuine concern on whether the City/community will back 
them with the funding and support needed to keep up with the growth of the region. 
 
But despite the concerns, the assessment of the current state of the organization, from all 
stakeholders, leans positive—that we have a strong organizational base in place but it must move 
forward to address the set of current concerns and also the challenge of a growing community. 
 
(internal stakeholders) 

No. Items Times Selected 

1. The positives somewhat outweigh the negatives 20 (34%) 

2. The positives far outweigh the negatives 17 (29%) 

3. The negatives somewhat outweigh the positives 10 (17%) 

4. The positives and negatives balance out 8 (14%) 

5. The negatives far outweigh the positives 4 (7%) 

 
(community stakeholders) 

No. Items Times Selected 

1. The positives somewhat outweigh the negatives 4 (50%) 

2. The positives far outweigh the negatives 3 (38%) 

3. The positives and negatives balance out 1 (13%) 

4. The negatives somewhat outweigh the positives 0 (0%) 

5. The negatives far outweigh the positives 0 (0%) 

 
(city stakeholders) 

No. Items Times Selected 

1. The positives somewhat outweigh the negatives 7 (54%) 

2. The positives far outweigh the negatives 4 (31%) 

3. The positives and negatives balance out 1 (8%) 

4. The negatives somewhat outweigh the positives 1 (8%) 

5. The negatives far outweigh the positives 0 (0%) 

 
 
KEY FINDING:  At the end of the day, these are people who will answer the call and fulfill the 
fundamental mission of providing the fire/emergency services that keep the community safe.  But 
their goodwill has been stretched thin by a resource model that has not kept pace for the current 
environment and is insufficient for the growth of the community.  Their outlook is temporarily 
buoyed  by the arrival of new leadership and a collaborative approach to rethinking the 
organization for that future.  But the progress on that future will need to be tangible to reinforce 
that PFD is making the investments in facilities, systems and people to align with the desired 
organizational vision and identity for the future. 
 
 
2.0 The Changes Ahead for the Community/Region 
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Prescott has been discovered.  What the people who have lived here for years have known about 
the community/geography, its lifestyle, people and relative affordability is now out in the open.  
The genie is out of the bottle and there might be some speed bumps ahead, but you are not 
going to slow down its long-term growth. 
 
Question:  One of our premises for this organization assessment is that Prescott itself is 
changing and we need to make sure our organization can respond to that change in the future.  
How do you see Prescott and the surrounding region changing during the rest of this decade--
now through the end of 2029?   
 
The following is a general summary of the responses: 
 

No. Idea 

1. The level of population growth in the community 

2. The increased wildfire risk 

3. Increased cost of living/cost of housing putting pressure on the community 

4. Political landscape is getting more diverse 

5. The level of traffic congestion and its impact to risk/response 

6. Escalation of call volumes 

7. Increase in median age (more care homes, older population) 

8. Growth of the Prescott Airport 

9. Demand for and usage of water will increase 

10. Growth in the community could cause tradition/family orientation to fade (hometown feel) 

11. Huge requirement for infrastructure growth 

12. People coming into our City/Region may have a different level of expectation for services 
and reach 

13. The potential of a boom/bust cycle ahead where we could face an economic downturn 

14. Community risk factors getting more complex 

15. Increased risk in wildland/urban interface 

 
Look, this is massive change for Prescott and the region and it is well underway.  And it has 
serious implications for PFD and its ability to provide services to the community in the future.  
Here are some verbatim comments from the internal stakeholders about the impact:  
 

• “Lack of resources/personnel/funding. Call volume increasing and putting a larger strain 
on personnel then already is. Lack of recruitment due to lack of pay, unable to afford to 
live because of the increased cost of living.” 

• “Our department is currently at capacity to provide the services that are deemed 
appropriate for our community. We will be unable to continue to provide those services 
with our current model and staffing.” 

• “It doesn't seem that the transport system we have now is sustainable.” 

• “Unless staffing and station levels addressed by the city and in joint with our partners 
companies will be completely over worked across the board not just downtown.” 
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• “We will see our budget and personnel needs explode.  We are already very far behind.  
With the new growth it will be very hard to get on par to needs now and then with growth.  
We have ignored the needs to grow for too long.” 

• “Prescott is growing at a high rate of speed and our department has not grown in the 26 
years I have been here, we actually have less staffing then when I started.  We have 
been very fortunate to manage the influx of people and services they require.  Luck 
doesn't last forever.” 

 
KEY FINDING:  The challenge for PFD is that they are playing catch-up relative to the current 
environment in terms of resource, facilities, compensation and planning.  The future environment 
is already arriving which means that PFD has to execute at a faster rate that the rate of change 
happening in the community.  That means that the leadership style, values and culture have to  
support a willingness and ability to change.  The good news, as we saw in the outlook of the PFD 
people about how they see the current state of the organization, is that they are ready (way past 
ready) for that change.  This indeed creates the need and the opportunity to advance a new 
organizational identity for PFD—embodied with a refreshed mission, vision, values, culture and 
sense of that this organization could really look like in the future.   
 
 
3.0 The PFD Mission for the Future 
A mission statement matters—it is a clear statement of what we are assigned to do as an 
organization.  The current mission statement (Compassionately serving the needs of our diverse 
community) was developed in 2019 and is a noble statement.  But, for the most part, it did not 
fully resonate as the right mission statement for the future.  Community and compassion were 
well regarded, but it seemed a little generic overall. 
 
The proposed mission statement, shared at the leadership workshop in June 27 was as follows: 
 
PROPOSED PFD MISSION V1:  To provide our community, now and in the future, with the 
needed fire and emergency services with unsurpassed passion and skill. 
 
Definitely better, more specific to PFD (fire and emergency serviced) while still retaining the focus 
on compassion and community.  But, the feedback from the leadership team suggested that the 
statement could be streamlined further.  The proposed statement presented to the internal 
stakeholders in our validation survey was as follows: 
 
PROPOSED PFD MISSION V2:  To provide our growing community with the needed fire and 
emergency services, delivered with skill, passion and commitment. 
 
Once again, in the right vicinity.  The feedback in our validation survey suggested removing the 
qualifier on community (we execute the mission regardless of whether the community is growing) 
and that emergency services is inclusive of fire.  And make it shorter.  And, knowing that we will 
never get everyone to agree with a mission statement language, the following is the 
recommended revision: 
 
PROPOSED PFD MISSION V3:  To provide our community with emergency services, delivered 
with skill and passion. 
 
 
KEY FINDING:  We will live it to the Chief/Deputy Chief for final curation/language. The general 
feedback spirit from the internal stakeholders is to keep the mission simple—emergency services, 
community context, delivered with skill and (passion/heart/compassion). 
 
 
4.0 The PFD Vision for the Future 
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Our approach for visioning for PFD was to look at elements of a compelling future state (what we 
might look like at the end of this decade if we evolve/progress the way that we would like), and 
also to develop a short vision statement, what we aspire to be. 
 
The proposed vision statement, shared at the leadership workshop in June 27 was as follows: 
 
PROPOSED PFD VISION V1:  We aspire to be one of the premier fire departments for our size in 
the Western United States--admired by our peers, beloved by our community, a true partner with 
the City of Prescott and our regional agencies and continuing a family culture for our people. 

The feedback (7.09 assessment) from the leadership team was positive on the spirit of the 
statement, but had some very specific points:  we are a representative of the City, not a partner;  
less qualifiers around our size and ‘one of the premier’ (why not the best?); a little shorter on how 
we are perceived.  The following is the revision that we used in the validation survey on June 28-
30: 
 
PROPOSED PFD VISION V2:  We aspire to be the most respected fire department for our size in 
the Western United States--admired by our peers, valued by our community and sustaining a 
family culture for our people. 

The feedback from the validation survey (7.50) was positive on many elements, but still a desire 
to trim some of the qualifiers (why just our size) but the general emphasis on peer respect, 
community value and family culture seemed solid.  There are pros/cons on the context of the 
West…in our discussions with the leadership team the reference to the West was well received 
and there is a Western heritage overall for Prescott as a community.  Best in the West comes to 
mind…some may find that to be bravado (we are more humble), but some may find that to be 
inspiring.  That’s our vision—best in what we do.  Here is the recommended version for revision: 
 
PROPOSED PFD VISION V3:  We aspire to be the most respected fire department in the West—
admired by our peers, valued by our community and sustaining a family culture for our people. 
 
 
KEY FINDING:  Again, I will leave the final curation to the Chief and Deputy Chief, but the vision 
is not just for those that are here today, it is also relevant for the next generation that will join 
PFD.  Best in the West is a seriously high standard—you can align that with training, procedures, 
equipment, community engagement, regional coordination, etc.  The core elements of 
respect/admiration by your peers, the community engagement and preservation of the family 
culture all seem to connect.  This vision, regardless of final language, will need to be guided by 
the values and cultural components to be viewed as credible.  Next up:  PFD values. 
 
 
5.0 The PFD Values for the Future 
In many respects, the identification and assessment of values was more straight forward.  
Firefighting is a values driven profession.  You depend on the values with the men and women 
next to you every day.  Our base question for the internal sessions on June 7-9 was as follows: 
 

Question: Values are an important part of an organization's workplace/culture.  They set the 

standard for who we are and how get things done.  Whether they are in place today or not, what 
are the most important values for you personally to be part of the PFD organization and culture in 
the future? 
 
With that context, our summary from the internal sessions focused on a set of 10 values where 
our participants were asked to select their top 5: 
 

No. Item Times Selected 
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1. Integrity 50 (88%) 

2. Professionalism 42 (74%) 

3. Family oriented 39 (68%) 

4. Work ethic/commitment 38 (67%) 

5. Mutual respect 27 (47%) 

6. Humility 22 (39%) 

7. Forward thinking/innovative 22 (39%) 

8. Compassionate 20 (35%) 

9. Service oriented 18 (32%) 

10. Flexibility 7 (12%) 

 
We then moved a set forward for review by the leadership team and then put that resulting set of 
8 in front of the internal team in the June 28-30 validation survey.  The set reviewed with the 
leadership team at the 6/27 workshop is shown below: 
 

No. Idea 

1. Integrity 

2. Mutual respect 

3. Professionalism 

4. Work Ethic/Commitment 

5. Humility 

6. Compassion 

7. We operate as a family 

8. Respect for the past, an eye on the future 

9. Skill and competence 

10. Drive to be better every day 

 
 
The summary from the validation survey, based on level of agreement (5 point scale, strongly 
agree through strongly disagree) is shown below for the 8 values we moved forward: 
 

1. Integrity 4.80 

2. Professionalism 4.50 

3. Mutual Respect 4.45 

4. Compassion 4.45 

5. Commitment 4.40 

6. Competence 4.40 
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7. Humility 4.25 

8. Constant Improvement 4.10 

 
There is a bit of an art form on values—too few and it doesn’t tell the right story of the people and 
their characteristics; too many and it feels like you want everything and you are not calling out the 
special qualities that we want for PFD.  You also want to be able to define what you mean in 
these days and times for each value.  Some things are really a cultural descriptor (family 
orientation).  One way to thing about the values is that these are qualities that let us get the job 
done the way we want it done.   
 
 
KEY FINDING:  I think the top 7 in the validation survey above are the right core values and 
speak to the quality of the people and how you want the job done and the mission delivered.  I 
also thing this notion of forward looking, innovation, constant (or continual) improvement is an 
element that would serve you well as it represents a bridge to the future—don’t be stuck in the 
past, don’t do it this way just because we always have.  You may need to debate what the right 
descriptor is of that value but I think it would be well received and it is also an important message.   
 
 
6.0 Describing the Desired PFD Culture 
Values are part of the culture, but the culture is more than the values.  It’s the behaviors, the 
norms, the unwritten rules that guide the people and the organization.  The culture can and 
should be influenced by tradition, but not be bound by it.  A culture should retain your best people 
and attract the next generation. They are, at the end of the day, the clubhouse rules. 
 
Our base question in the June 7-9 sessions on desired culture was as follows: 
 
Question:  How would you describe the PFD workplace culture as you feel it should be to 
support our organization in the future—the kind of culture that will attract, grow and retain our 
professionals and give them a great sense of organizational pride? 
 
Based on the feedback from the internal sessions we review as set of ten cultural 
elements/descriptors at the leadership workshop: 
 

No. Idea 

1. A culture of accountability 

2. Hard working, everyone pulls their weight 

3. A feeling of family--you are part of something special 

4. Give us a problem and we will solve it together 

5. We know that we make a difference 

6. There is a sense of pride in everything we do 

7. Everyone here is welcome and everyone here matters 

8. Everyone here is a leader and that leadership gets tested every day 

9. Just because it works doesn't mean we can't make it better 

10. We know--and value--that we are role models for our community 
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With some minor edits, we moved the set to the validation survey and asked the internal 
participants to indicate their level of agreement (5 point scale, strongly agree through strongly 
disagree) on the cultural elements: 
 

1. There is a sense of pride in everything we do 4.60 

2. A feeling of family--you are part of something special 4.55 

3. A culture of accountability 4.55 

4. Hard working, everyone pulls their weight 4.45 

5. We know--and value--that we are role models for our community 4.30 

6. We make a difference every day 4.25 

7. Give us a problem and we will solve it together 4.20 

8. Everyone here is welcome and everyone here matters 4.15 

9. Even if something works, we look to make it better 4.00 

10. Everyone has the opportunity to lead 3.80 

 
The top 8 seem to resonate comfortably as part of our culture.  I think ‘making it better’ is 
somethings that is a desired element, but there may be a sense that we can’t always make it as 
good as we want if we don’t have the resources we need…but that’s a different discussion.  The 
language around leadership is interesting:  not everyone wants to be a leader, but everyone can  
be a leader.  Some slight wordsmithing on the desired context for leadership may be in order. 
 
 
KEY FINDING:  PFD has a strong/distinct culture and the majority of the elements serve you well 
and should be sustained for the future.  Review the list and see if they feel right at attractors for 
the next generation and any language edits.  The value around leadership is important, it just 
needs to be placed in the right context within the culture. 
 
 
7.0 The Elements of a Compelling Future State 
In our set of internal sessions on June 7-9, we asked about what PFD could look like in 2030: 
 
Question:  Assuming our desired values are in place, our culture is where we want it to be and 
that we are aligned with the needs/expectations for our community, what’s your vision for PFD in 
2030?  What are the elements of a compelling vision for you? 
 
Based on that feedback we moved a set of elements into our leadership workshop as follows: 
 

No. Idea 

1. A 'destination' department for the next generation of firefighters 

2. A model partnership between Prescott Fire Department and the City of Prescott 

3. A partner in the region for the coordination of emergency services with other agencies 

4. One of the best training facilities and programs in the country 

5. A leader in supporting the overall health of our people 

6. Progressive on planning and equipment needs, but maintaining a family/community culture 
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7. Proactive leadership, forward thinking with the needs of the needs of our community 

8. A data driven funding model that gives us the right equipment/facilities at the right time in the 
right places 

9. Well compensated people with wide open career paths and opportunity 

10. Purpose driven, we make a difference in the lives of the people in our community 

 
With minor edits we then posed the elements to the internal team in the validation survey and 
asked them to indicate their level of agreement on the elements (5 point scale, strongly agree 
through strongly disagree) and assessed them as follows: 
 

1. Proactive leadership, forward thinking with the needs of the needs of 
our community 

4.75 

2. A leader in supporting the overall health of our people 4.75 

3. A modern and well-resourced training facility 4.75 

4. Well compensated people with wide open career paths and opportunity 4.70 

5. Progressive on planning and equipment needs, but maintaining a 
family/community culture 

4.70 

6. A partner in the region for the coordination of emergency services with 
other agencies 

4.65 

7. A data driven funding model that gives us the right equipment/facilities 
at the right time in the right places 

4.45 

8. Purpose-driven, we make a difference in the lives of the people in our 
community 

4.45 

9. A 'destination' department for the next generation of firefighters 4.40 

10. A model relationship between Prescott Fire Department and the City of 
Prescott 

4.20 

 
 
KEY FINDING:  These elements all resonated well.  They really add detail to what ‘the most 
respected fire department in the West’ might look like in the future.  The strategic plan will need to 
create the action plans to get there, but this is picture of the future that is very attractive to the 
workforce today and would be well positioned for the next generation as well. 
 
 
8.0 Our Future Identity 
All of this leads to what the future identity would be for the Prescott Fire Department—it creates a 
desired reputation but needs to be backed by action and evidence evert day: 
 

No. Idea 

1. We are an accountable organization 

2. We are a transparent and open organization 

3. We are a collaborative and partner driven organization 

4. We are a leadership-led organization 
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5. We are an agile organization 

6. We are a community-first organization 

7. We are a family-based organization 

8. We are a heritage based organization but with an eye on the future 

9. We are a responsive organization 

10. We are a passionate organization about what we do and why we matter 

11. We are a listening organization 

12. We are a skilled organization that knows how to execute 

13. We are a fiscally responsible organization 

14. We are an innovative organization, open to change 

15. We are a gritty organization 

 
We did not move these into the validation survey but did review and discuss them at the 
leadership workshop.  12/15 were rated at 4.0+ on the 5 point agreement scale and the three that 
were slightly lower (agile, listening and heritage based) were more definitional—the right vicinity 
but perhaps not be exact language desired. 
 
 
KEY FINDING:  All of the descriptors really point to the idea of a new Prescott Fire Department 
that values its history and heritage but is ready to move on as a leadership driven organization, 
forward thinking, progressive, open/transparent, accountable and community focused. 
 
 
9.0 Our Core Purpose 
One of the final areas that we looked at was the concept of core purpose—the difference, 
ultimately, that we make in the lives of our stakeholders.  In this case, the stakeholders are the 
citizens and members of the Prescott community.  It’s a very fundamental question:  do we make 
a tangible difference in their lives as a result of our mission and how we execute that mission?  
 
The answer, of course, is yes.  PFD is a purpose-driven organization, in many respects a higher 
calling that attracts people that are incredibly committed and service oriented.  Being clear, 
though, on that purpose is tricky and one that will require more discussions.  The fundamental 
idea is that Prescott Fire Department, via its focus and delivery of essential emergency services, 
creates a more safe community in which you can visit, work and live.  That in turn creates a 
peace of mind for the community—PFD will always be there when I need them and they are 
always thinking about how to keep our community safe. 
 
The proposed core purpose statement, shared at the leadership workshop in June 27 was as 
follows: 
 
PROPOSED PFD CORE PURPOSE V1:  “To help create a safe and enduring community for you 
and your family."   
 
Overall, well received and focused on safety/community, but we edited the statement to give it 
more of a community member feel: 
 
PROPOSED PFD CORE PURPOSE V2:  “Knowing that you live in a safe and protected 
community.” 
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Our feedback from the validation survey was 6.85, heading in the right direction, but more work 
needs to be done to arrive at an ‘ownable’ core purpose. 
 
 
KEY FINDING:  Purpose is a powerful concept but will require more education to differentiate 
purpose from mission and to see the real difference, over time and with the right resources, that 
the PFD makes in the lives of our community members.  It is, at the end of the day, to support 
that safe environment, to know that you are protected.  My recommendation, for now, is to focus 
on the M/V/V and organization identity clarity.  We can add purpose into the mix downstream. 
 
 
10.0 The Messages That Matter:  Communicating This Phase 
Once we review and finalize the mission/vision/values/culture components, it will be important to 
communicate the results of the input sessions in terms of what the future of Prescott Fire 
Department looks like.  It will set the stage for the strategic planning, and it says that we are an 
organization that is changing and getting set for a growing community and a better future for our 
people.  
 
In both our leadership workshop as well as our validation survey we asked our participants about 
the messages that need to be communicated after this first phase.  Some of the key themes are 
as follows: 
 

✓ THE PROCESS MATTERS:  We have begun a serious change management process for 
PFD to redefine our organization and its support for the future.  We are committed to the 
process and committed to all of you being part of the process; 

 
✓ YOU HAVE HELD THE LINE:  The only reason we can move forward is that you have 

held the line and done your jobs in a extremely challenging environment.  Thank you for 
that, but we know that we have to change that environment for you and for the 
community; 
 

✓ WE WILL GROW WITH THE COMMUNITY:  Prescott and this region are growing, and 
growing for good reasons.  It’s a desirable place to be.  We will grow with the community 
and be a leader in providing the safe environment our community needs; 
 

✓ HONOR THE PAST, MOVE TO THE FUTURE:  We have proud people and proud 
tradition/heritage.  We will always honor that, but we have to reset the future.  We need to 
be willing to rethink nearly everything about what we do to serve this community in the 
future.  We need you to be that future; 
 

✓ VALUE OUR VALUES:  We are a values-based organization and we operate as a family.  
Our values and our culture are the foundation for our future. As we move forward, we will 
stay true to the values and attract like minded people that have the same commitment. 
 

 
PFD has taken an important first step in redefining the organization and the future.  It is a shared 
future and the internal team needs to feel that they will be helping to define that future identity and 
the strategies right along side with the leadership.  Communicating the results of this first phase 
will set the stage for the next phase and this organization is clearly ready for that.  At every point 
possible, show evidence of the City support, tangible resource investment and community buy-in.   
 
The organization is ready for the leadership that you are bringing. 
 
Douglas S. Griffen 
Advanced Strategy Center 
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