
 
   

    
    

     
      

 

 

    

  
 

    
 

  
 

  
    
     
    

 
       

 
  

    
    
    

 
  

 
   

 
  
 
 
 
 

NORTH COLLIER FIRE CONTROL AND RESCUE DISTRICT 

BOARD OF FIRE COMMISSIONERS’ SPECIAL MEETING 
TO INTERVIEW APPLICANTS FOR FIRE CHIEF 

Monday, March 18, 2019  8:00 A.M. 
1885 Veterans Park Drive  Naples, FL 34109 

AGENDA (FINAL) 

1. CALL TO ORDER 

2. PLEDGE OF ALLEGIANCE 

3. CANDIDATE INTERVIEWS 
A. Jorge Aguilera (8:00 A.M.) 
B. Salvatore D’Angelo (9:15 A.M.) 
C. Peter DiMaria (10:30 A.M.) 

4. LUNCH BREAK (11:30 A.M. – 1:00 P.M.) 

5. CANDIDATE INTERVIEWS 
A. Allan Graves (1:00 P.M.) 
B. David Rathbun (2:15 P.M.) 
C. Eloy Ricardo (3:30 P.M.) 

6. BOARD CONSENSUS EVALUATION 

7. COMMENTS BY COMMISSION AND PUBLIC 

8. ADJOURNMENT 
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FIRE CHIEF CANDIDATE INTERVIEW SCHEDULE 
MARCH 18, 2019 

Candidates appear in alphabetical order. 

7:30  a.m.     Commissioners’  Briefing  

8:00  a.m.     Jorge Aguilera  

9:00  a.m.     Break  

9:15  a.m. –  10:  15  a.m.   Salvatore  D’Angelo  

10:15  a.m. –  10:30  a.m.   Break  

10: 30  a.m.  –  11:30  a.m.   Peter  DiMaria  

11:30  a.m. –  1:  00  p.m.   Lunch  Break  

1:00  p.m. –  2:  00  p.m.    Allan  Graves  

2:00  p.m.  –  2:15 p.m.    Break  

2:15  p.m.  –  3:15 p.m.    David  Rathbun  

3:15  p.m.  –  3:30 p.m.    Break  
 
3:30  p.m.  –  4:30 p.m.    Eloy Ricardo  

4:30  pm.     Evaluation  Session  
 



  

North Collier Fire Control and Rescue District 

Process for Oral Interview for the Position of Fire Chief 

March 18, 2019 
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PROCESS OVERVIEW 

Interview Questioning 

Each candidate will appear before the Board of Fire Commissioners. Each Commissioner will ask 
each candidate one or two questions from the set of questions pre-determined by the Board 
(“Question Pool”). The question(s) selected by each Commissioner will be done so individually 
and will not be disclosed prior to the interviews. The questions asked to each candidate will be 
the same and will be established at the interview of the first candidate since that will be the 
first time staff and the Commissioners will know the questions each Commissioner has selected 
from the Question Pool. If a Commissioner has selected a question to ask that is asked by 
another Commissioner prior to his/her turn to ask questions, another question must be 
selected from the Question Pool. Follow-up questions relating to the candidate's answers may 
be asked by the Board members, but new questions may not be introduced. 

Interview Time Parameters 

The process will be strictly timed and candidates will be instructed that they must stay within 
the time limitations. The Board will elect a time-keeper who will ensure that time constraints 
are met. At the end of each interview, the Board will have a time set aside for scoring. 

The candidates will be facilitated by staff to ensure they are at the appropriate place at the 
specified time. Staff, with the assistance and cooperation of the Board, will be responsible for 
keeping the process on schedule. 

Candidate Waiting Room 

A room will be provided for candidates to await their interview time should they arrive early. 
While the interviews are conducted at a public meeting and the candidates cannot be 
prohibited from attending other candidate’s interviews, an alternative place will be provided 
for those to wait who wish to exhibit professional courtesy by not attending other candidate’s 
interviews. 

Scoring (Individual Board Members) 

At the end of each interview, each Board member will score each candidate individually on a 
set area of criteria. Numerical scores from 1-10 will be given, based upon the candidate's 
performance in each area. 

Each Board member will be asked to make notes on each candidate during the interview 
process for use during the Board Consensus Session. These are notes that are not included in 
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the Board’s ratings, but are rather observations made by Board members as they see each 
candidate during the day. 

Scoring (Board Consensus) 

At the conclusion of the six interviews is a Board Consensus Session which allows the Board to 
come together as a group and discuss their observations and to discuss the strong points and 
the areas where improvement could be made for each candidate. 

At this Session, the Board may also wish to arrive at a ‘consensus’ score for each of the 
candidates in each of the criteria areas. A consensus score is a final score derived from the 
compilation of the individual Board Member scores. 

This process will aid the Board of Fire Commissioners in making a final hiring decision.  
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INTERVIEW GUIDELINES 

The following is provided as suggested interview guidelines that are in keeping with accepted 
principles for conducting employee interviews. Adhering to these guidelines will help ensure a 
fair, equal and defensible interview process. 

1. A statement should be read to each candidate by the BOFC moderator, e.g.: 
“Welcome to the interview process. You will be asked an established set of 
questions by the Board of Fire Commissioners interview panel. Each candidate will 
be asked the same questions, although Board members may ask follow-up questions 
to clarify your answers. Please be as clear, complete and concise as possible. You will 
have a total of 60 minutes to respond to the questions, so your time to respond to 
each question will be limited. Do you have any questions before we begin?” 

2. Ask each candidate the same questions. DO NOT introduce new questions, although 
you may ask follow-up questions based upon the candidate’s answers. Try not to 
take up too much of the candidate’s time with complicated follow-ups. 

3. Appoint a time keeper from the BOFC to keep the candidate appraised of the time 
remaining in the process. Do not allow a candidate to exceed the specified time, 
except to complete his/her answer to a question. Part of the process is to evaluate 
their ability to be complete and concise and to manage their time. 

4. DO NOT ask questions which will elicit personal information of a protected nature. 
For example, age, sexual preference, marital status, religious preference. 

5. Try not to ask “closed ended” questions, i.e. “yes” “no” questions. If such questions 
are used, ask “why” or “why not” in order to elicit responses that will give you the 
candidate’s opinion, philosophy, etc. 

6. Keep the rotation of questions consistent with each candidate. 

7. Limit the number of questions to the time available. As a rule-of-thumb, allow 3-5 
minutes per question – depending upon the complexity of the question(s) being 
asked. 

8. Take notes during the interview. It may be difficult for Commissioners to recall 
specific answers and behaviors at a later time. 

9. Leave time for discussion and evaluation at the conclusion of the interviews. A group 
discussion/consensus process should take place at the completion of all the 
interviews based upon each Commissioner’s notes and scoring. 
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10. Keep your documents. Save all notes and scoring documents so you have a record of 
the process for possible feedback to the candidates and for any issues that may later 
surface as a result of the process. These notes are also kept by the District for public 
record keeping purposes. 

11. Put the candidates at ease. Ensure that you provide a comfortable, uninterrupted 
setting where all Commissioners can observe the candidate and where the 
candidate will have eye contact with each Commissioner. Candidates will naturally 
be under enough self-induced stress – added stress will only detract from their 
performance. 

12. Avoid personal comments and activities. The objective is a valid, fair and equal 
interview process where each candidate is treated the same. The Board should avoid 
any real, or perceived, favoritism or unequal treatment of candidates. 

13. Allow the candidate the opportunity to ask questions they may have and to offer a 
“wrap-up” statement at the end of the interview process. 

14. Advise the candidate of the next step(s) in the process and the approximate 
timeline. 
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PERFORMANCE DIMENSIONS 

1. Communications 

A. Written Communication 
Ability to express ideas and information clearly and correctly in writing; ability to read 
lengthy, complicated written material with acceptable efficiency and comprehension. 
Ability to be understood on a technical and non-technical level. Ability to properly fill-
out standard fire service forms.  Ability to use written communications effectively. 

B. Verbal  Communication 

Ability  to verbally  present  ideas  and  information  in  a  clear and  concise manner,  which  is  
appropriate to the audience and  which  has the desired  impact.  Ability to  communicate  
verbally in  an  effective  manner.   Ability to  modulate  the  tone  of  voice in  order  to  
contribute to the effectiveness of  a  presentation.  

2. Situation  Analysis  - Organization  and  Planning 

Ability  to  obtain,  analyze and  evaluate  information.   Ability to  organize and  present 
information.  Ability to anticipate  problems  and  questions, responding in  an  appropriate 
manner. 

3. Supervision  and  Leadership 

Ability  to motivate  and  convince  people  to  take  action.  Ability to  leave  positive  image 
with  people. 

4. Interpersonal  Relations 

Ability to establish  rapport  with  people.  Ability to promote cooperation.   Ability to  be 
responsive  to individual needs. 

5. Stress Tolerance 

Ability to  handle  conflict  while maintaining composure  and  self-control. 
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UNDERSTANDING THE DIMENSIONS 

1. Communications 

A. Oral Communications 

Ability to speak in a clear, accurate and understandable manner. The ability to convey 
information, ideas, tasks, directives, conditions and needs to groups or individuals. 
Included are non-verbal, para-verbal, gestures and facial expressions. Ability to listen to 
others and help them clarify their statement. This dimension relates to the participant's 
ability to convey thought in both extemporaneous and planned speech. 

When evalu ating  this dimension d id  the  candidate:  
- Speak  frequently? 
- Speak  loud enough  or  too  loud? 
- Communicate  in  an  organized  understandable  manner  or  did  others ask  for

clarification? 
- Hold the other's attention  and  did  they listen? 
- Have distracting habits - "uh", "you k now", distracting body  language? 
- Speak  briefly a nd  concisely? 
- Have good  attending skills, posture  and  facial congruence? 
- Use gestures or  aids? 
- Communicate  a clear message? 
- Ramble? 
- Use good  grammar? 

 

B. Written Communications 

Ability to express ideas and information clearly and correctly in writing, ability to read 
lengthy, complicated written material with acceptable efficiency and comprehension. 
Ability to be understood on a technical and non-technical level. Ability to properly fill-
out standard fire department forms. Ability to use written communications correctly. 

When evaluating this dimension did the candidate: 
- Use non-distracting writing? 
- Use correct spelling? 
- Write briefly and concisely? 
- Express a message or did it need clarification? 
- Ramble? 
- Use good grammar? 
- Organize the material with a beginning body and summary? 
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2. Situation Analysis, Organization and Planning 

Ability to identify problems, secure relevant information from both oral and written 
sources, identify possible causes of problems and analyze and interpret information in 
complex situations involving conflicting demands, needs or priorities. Ability to develop 
a course of action for self and others and develop the best use of resources. 

This dimension evaluates the participant's ability to weigh both obvious information and 
information that is less obvious. 

When evalu ating  this dimension d id  the  candidate:  
- Jump  to conclusions? 
- Identify information  needed b ut  not  available? 
- Use information  that  was available? 
- Consider  all alternatives or  support  one position? 
- Use information  gained  from  participants? 
- Overlook  or  ignore  relevant  information? 
- Establish  an  appropriate and  attainable goal  considering  the time available? 
- Establish  priorities? 

3. Supervision and Leadership 

The ability to get ideas accepted, and to direct individuals and groups toward a specific goal 
or objective. The ability to control and influence individuals to focus on a particular issue, 
or arrive at a solution. 

Leaders are able to get people to do what they wish them to do because it simply seems the 
right thing to do. This is a special mixture of sensitivity, assertiveness, persuasiveness, and 
tenacity that gets things done. 

When evaluating this dimension did the candidate: 
- Appear self-confident? 
- Have an impact on others? 
- Become the leader, did others "check-in"? 
- Give recognition to others? 
- Help others maintain focus on issues? 
- Display positive productive behaviors? 
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4. Interpersonal Relations 

Ability to perceive and react to the needs of others. The ability to be tactful, diplomatic 
and polite and be attentive to the feelings and thoughts of others, accepting what 
others have to say and perceiving the impact of self on others. 

There are always emotional issues involved in any conflict. A successful style will allow 
the participant to deal with the emotional aspects of the conflict, by showing kindness 
and support to the individual while being tough on the problem. This style will reduce 
the conflict with the technical issues. They should improve, or at least not worsen, the 
relationship with the individuals in conflict. 

When evaluating this dimension did the candidate: 
- Show concern for the feelings of others? 
- Tolerate disagreement? 
- Permit/encourage others to speak? 
- Appear to listen? 
- Show concern about the impact of their acts on others? 
- Accept the input of others- or ignore/reject it? 
- Use negative body language? 
- Assist others who were having difficulties? 
- Help others express themselves? 
- De-value others? 

5. Stress Tolerance 

Stability and consistency of performance under pressure, opposition and confusion. The 
ability to remain calm and to function under pressure. 

When evaluating this dimension did the candidate: 
- Remain outwardly calm? 
- Control temper? 
- Remain consistent after disagreement? 
- Show performance deterioration when time was short? 
- Show body nervousness? 
- Become angry? 
- Show impatience for others? 
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RATING SHEET (For use by individual Board Members) 

Board Member: ______________________ _______ 

Candidate: _ _____ 

Instructions: 
Using the scale below, please rate each aspect of the category by placing the appropriate 
number in the space provided. Rate the candidate from 1 to 10 based on performance in each 
area.  (Half numbers are acceptable, e.g. 7 .5) 

Outstanding 10 
Exceeds Expectations 8 – 9 
Meets Expectations 7 
Needs Improvement 5 – 6 
Unsatisfactory 1 - 4 

1. Oral Communications ______ 
A. Ability to communicate orally in a clear and concise manner. 
B. Ability to communicate orally in an effective manner. 
C. Modulation and tone of voice contributes to effectiveness. 

2. Situation Analysis - Organization and Planning ______ 
A. Ability to organize and present information. 
B. Ability to anticipate and answer questions in a satisfactory manner. 

3. Supervision and Leadership ______ 
A. Ability to motivate and convince people to take action. 
B. Ability to leave positive image with people. 

4. Interpersonal Relations ______ 
A. Stance, gestures (if any) contribution and effectiveness of presentation. 
B. Ability to establish rapport with audience. 
C. Retains composure and self-control. 
D. Promotes cooperation. 
E. Responsive to individual needs. 

5. Stress Tolerance ______ 
A. Ability to retain composure and self-control. 
B. Ability to handle conflict. 
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General Comments: 

Strength or Positive Attributes: 

Area for Improvement or Professional Growth: 
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RATING SHEET (Board Consensus) 

Candidate: _ _____ 

Instructions: 
Rate each aspect of the exercise by placing the appropriate number in the space provided.  Rate 
the candidate from 1 to 10 based on performance in each area. (Half numbers are acceptable, 
e.g. 7.5) 

Outstanding 10 
Exceeds Expectations 8 – 9 
Meets Expectations 7 
Needs Improvement 5 – 6 
Unsatisfactory 1 - 4 

1. Oral Communications ______ 

2. Situation Analysis - Organization and Planning ______ 

3. Supervision and Leadership ______ 

4. Interpersonal Relations ______ 

5. Stress Tolerance ______ 
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INTERVIEW SCHEDULE  

Candidates appear in alphabetical order. 

7:30 a.m. Commissioners’  Briefing  

8:00 a.m. –  9:00 a.m. Applicant #1 

9:00  a.m. –  9:15  a.m.  Break  

9:15  a.m. –  10:  15  a.m.  Applicant #2 

10:15  a.m. –  10:30  a.m.  Break  

10: 30  a.m. –  11:30  a.m. Applicant #3 

11:30  a.m. –  1:  00  p.m.  Lunch  Break  

1:00  p.m.  –  2:  00  p.m.   Applicant #4 

2:00  p.m.  –  2:15 p.m.  Break  

2:15  p.m.  –  3:15 p.m.  Applicant #5 

3:15  p.m.  –  3:30 p.m.  Break  

3:30  p.m.  –  4:30 p.m.  Applicant #6 

4:30  pm.  Evaluation  Session  



      
   

  

     

   
   

  

      
 

    

  
  

    
  

  
  

    

  
     

   

   

    

North Collier Fire Control and Rescue District Question Pool 
for Interviews for Fire Chief Position 

1. Tell us what your top three (3) priorities will be if you are appointed to this fire chief 
position. 

2. Management staff and subordinates must work as a team within the District and with 
other agencies. Discuss your thoughts and plans about team building and team play, 
both internally and externally. What are some specific issues that must be dealt with 
when building a team and how will you handle those issues? 

3. What does the District have to gain from the formation of partnerships with other 
agencies on projects, programs or operations? 

4. What is your experience in the areas of consolidations and mergers? 

5. As the new fire chief, you will have responsibility and involvement in the collective 
bargaining process. Without relating any confidential or exempt information regarding 
prior bargaining experience, please tell us about your experience in general as a 
manager dealing with contract issues and negotiations with bargaining units. 

6. When an employee’s performance is below expectations, we often work with the 
employee through evaluations, training and other non-disciplinary means. Describe 
methods you have used in the past to improve problem employee performance. What is 
your philosophy and methodology in the use of employee performance evaluations? 

7. What specific experience and training do you have in the area of Incident Command? 
What roles have you played in this area and are you equally confident in your abilities in 
EMS, fire, and other incidents? How do you view the role of fire chief in Incident 
Command? 

8. What do you feel are the most important personal characteristics of a successful fire 
chief? 

9. Excellent customer service is an important part of this agency's philosophy. What does 
good customer service mean to you? Describe any general areas in which you feel 
customer service can be improved. Tell us what should be done and how you would 
accomplish it. 

Page 1 of 4 



    

  

 
  

  
    

  
    

  

 

   
  

 

 

 

       

               
 

                

   

  

Question Pool for March 18, 2019 Interviews for Fire Chief Position 

10. Tell us a little about your current or most recent position. What were/are your major 
duties and tell us what aspects of the job you enjoy(ed) the most? Which aspects of the 
job do/did you enjoy the least? 

11. Describe your leadership style and approach. 

12. Describe how you motivate people and how you balance managing your staff and 
internal responsibilities, responding to customers, and managing external concerns. 

13. What special skills, talents and abilities do you possess that make you ideal for this 
position? What have you done to prepare yourself for this position? 

14. What have you learned from past mistakes? Please reference the past mistakes. 

15. Describe a difficult decision you had to make. 

16. Describe the most creative work-related project you have completed. 

17. Describe a time when you were faced with problems or stresses at work that tested 
your coping skills.  What did you do to handle the situation? 

18. What are your biggest strengths for Fire chief? 

19. What is your greatest weakness? 

20. What are your long-term career goals for Fire chief? 

21. What are key tasks for a Fire Chief? 

22. What have you learned from your previous jobs that would aide you in the position of 
Fire Chief? 

23. Please tell us what you feel are the top 3 mistakes that a Fire Chief can make. 

24. Please describe your education, experience and training as they relate to the position of 
Fire Chief. 

25. Describe your experience in dealing with outside agencies. How will these experiences 
make you a better Fire Chief? 

Page 2 of 4 



    

  

  
  

 
 

  

 
  

  

 
 

    

  
 

 

  

 

  

 

 

   

 

      

Question Pool for March 18, 2019 Interviews for Fire Chief Position 

26. What was the most challenging assignment that you have ever worked? What did you 
learn from it and how will this experience make you a better Fire Chief? 

27. Are you prepared to make the uncomfortable decisions that accompany the position? 
Please give an example of a decision you made that was unpopular with the work group. 

28. Please explain the Firefighter Bill of Rights and how it impacts you as the Fire Chief. 

29. It is a quiet Sunday afternoon when you receive a phone call from dispatch stating that a 
member of your fire department has been arrested for misdemeanor driving under the 
influence. How would you handle this situation? 

30. What will you do to enhance relationships between management and operations? 

31. Describe your experience in working with city and county departments outside of the 
fire department. How will this make you a better officer? 

32. What unique characteristic would you bring to this position? 

33. Accountability is an important role of each employee of this District. How would you 
ensure that personnel as a whole understand the importance of accountability? How 
would you ensure that each employee is accountable for their position? 

34. What special projects, committees, or programs have you been involved with? What 
was your role on them and what was accomplished during your tenure? 

35. Why are licenses, certifications, training and continuing education important? 

36. What do you feel is the role of public relations within a fire organization? Is it 
important? 

37. What type of leader are you and how are you going to implement your leadership style? 

38. Please share with the panel what sets you apart from all of the other candidates. 

39. Describe three valuable traits a Fire Chief should possess and how these traits relate to 
you. 

40. What is the most rewarding call you have been a part of? What did you do? 

41. When you have a difficult decision to make, what is your thought process and why? 

Page 3 of 4 



    

  

   

        

  

    

  

  

    

 

    

 

    
 

    
  

    

 

Question Pool for March 18, 2019 Interviews for Fire Chief Position 

42. Define ethics and how they relate to how you conduct yourself? 

43. What do you see as the greatest problem facing a fire district in general? What do you 
see as the greatest problem facing North Collier Fire? 

44. What do you know about the North Collier Fire Control and Rescue District? 

45. What do you feel are the main roles and responsibilities of Fire Chief for North Collier 
Fire? 

46. What style of leadership have you adopted? 

47. How do you motivate others to perform? 

48. How do you go about resolving conflict? 

49. What would your subordinates at current and former employers say about you and 
why? 

66. What do you say when you don't know an answer to a question? 

67. Give an example in which you had to work as part of a team in order to achieve a 
common goal. 

68. Why is teamwork so important in the fire service? 

69. What type of person would you find it most difficult to work with? 

70. You notice one day, as you are walking through one of your fire stations, that there 
seems to be negative undercurrents coming from subordinates. You observe people 
talking together, in whispers, not being productive. Tell the Board how you would 
approach the situation and what objectives you would focus on. 

71. What is the most important service we provide to the public? Why do you feel it is most 
important? 

72. Do you have any questions of us or is there anything you would like to add? 
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