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DEVOTED: Volunteer firefighter Greg Hunter, 83, has been 

protecting his community for more than 60 years.  

           Photo: Jordan Philp 

– South Burnett Times 
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Abstract 
The number of volunteers in the emergency services of the South Central Mountains (SCM) region of 

Pennsylvania continues to decline. As the number of recruits is reportedly diminishing (as noted in a 

longitudinal research series and field interviews) and the available pool of trained volunteers ages rapidly, 

emergency service organizational leadership is faced with the need to examine how it motivates citizens 

to join their organizations as well as how to retain them. This thesis examines survey data of regional 

emergency service volunteers and has determined a whole of community effort (fully-integrated among 

the local community, county, state and nation) is urgently needed to help organizational leadership gain 

capacity to overcome the challenges currently inhibiting effective recruitment and retention of 

emergency service volunteers. Finally, this research offers concluding evidence regarding a perceived 

“volunteer famine” suspected to be occurring in the SCM region of Pennsylvania’s emergency services.  
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Introduction 
In the rural SCM region of Pennsylvania, community responses to emergency conditions (fires, floods, 

medical alarms, etc.) are predominantly accomplished by volunteer emergency service organizations. 

These organizations are comprised of individuals of nearly every age and demographic background who 

generally share a common desire to help others through community service. 

 

In 2008, I began studying the emergency service volunteer condition and produced a report that informs 

on conditions at the time of the study, and gives a broad perspective of the volunteers’ motives and 

personal perspectives about their volunteer experience.  This study was conducted not only as a 

response to the lack of data regarding the rural emergency service volunteers as individuals, but also to 

answer a question that is gathering an increasing amount of attention both regionally and nationally. Is 

there going to be a famine of volunteers to respond to disasters in the future or are they a dying breed? 

This study was constructed to examine the ages of the volunteer population, their levels of experience 

in the emergency services, and the availability of replacement volunteers who will be responsible for the 

longevity of these organizations. These were compared to develop a framework to gauge whether there 

were more volunteers in a position to retire from the service than there were entering into the service 

to replace them. 

 

Since 2008, I have collected five years of longitudinal survey data to develop a temporally-relevant 

dataset, which inferences on trends and potential future projections can be made regarding the future 

progression of the volunteer body (age, experience, attrition, etc.)  This thesis includes a broadened 

literature review which seeks to address not only Pennsylvania’s conditions, but those of other volunteer 

emergency services in America.  Limited information is available in literature that truly addresses the 

emergency service volunteer experience; however the materials available sufficiently describe the 

historical context and relevant tangential information needed to envision the volunteer environment as 

a whole.  Finally, qualitative impressions, interviews, and other artifacts have been examined to gauge 

sentiment regarding the current and future prospects for the volunteer emergency services – most 

especially from the viewpoint of the practitioners. 

 

My desire is that this research will inform not only the body of volunteers currently serving, but more 

importantly, inform and motivate community leaders and the general public to act with purpose and 

informed, judicious, and necessary haste to strengthen and support the very volunteers who give so 

much to help so many.  These volunteer organizations are approaching their very limit of ability to fulfill 

their mission, and without swift and unrestrained support, their very existence, in some cases, is in real 

jeopardy.  Their sacrifices can be best honored by their communities coming together to help them bear 

the burden of service – before they are crushed by the weight of current and coming burdens. 
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The Problem 
“I’m not sure how much longer I can do this” (Huffman, 2014).  This statement by a volunteer emergency 

medical technician in their 60’s accurately captures a core concern driving this study: Are the volunteer 

emergency services, particularly in the SCM region of Pennsylvania, at risk of a catastrophic staffing 

famine due to aging and insufficient manpower to operate their departments?  This thesis is based on 

five years of qualitative and quantitative data collected from emergency service volunteers from this 

region of Pennsylvania from 2008 to present, focusing particularly on Huntingdon County, to help answer 

this question, among others.  Particular emphasis on trends that may predict future conditions will help 

develop a picture of the past, present, and future path for the volunteer services in this area.  

Additionally, the views of current emergency service volunteers held regarding the future survivability 

of the current model of volunteer service, as well as their views on what an alternate future might look 

like, are considered as well.  The realization that the volunteer services face “significant challenges in the 

very near future” demonstrates that an appropriate early warning was given prior to the current 

observed conditions (Pennsylvania Emergency Management Agency, 2002). 

 

The viability of the volunteer human resource base for the emergency service community in the SCM 
region of Pennsylvania (as a microcosm of a larger volunteer community of similarly-situated 
communities across the nation) is perceived to be at risk of catastrophic failure due to a growing shortage 
of new volunteers.  This project is primarily designed to identify any objective justification for this 
perception, analyze available data to project any trends which may help understand future conditions 
and identify any data from surveys of emergency service volunteers that may help explain the conditions, 
as well as what might help improve conditions if warranted.   Information from finances, demography, 
and the broader emergency service industrial sector will be examined to provide context and inferences 
for the conditions observed.  Former PA State Fire Commissioner Ed Mann is cited as noting that the 
number of volunteer firefighters has dropped from 300,000 in the 1970’s to under 50,000 today (Hedes, 
2015).  This, among other examples, are considered in the context of the SCM region. 
 
Another problem stated is that there are insufficient tools and resources available to effectively recruit 
and retain volunteers in the emergency services.  A secondary analysis looks at organizations that are 
both thriving, as well as those that are suffering human resource shortages in order to identify any 
qualitative or quantitative data that could support strategies and tactics to address these difficulties.  
Actions taken using strategies outlined in prior related research are subjectively evaluated to determine 
their relative effectiveness. 
 

The cost to operate a volunteer emergency service organization has increased over time, and at a rate 

greater than financial support has matched from traditional sources.  Emergency service volunteers are 

being pressured to become professional fundraisers, and in the majority of cases, are spending more 

time fundraising than they are planning, training, and serving their primary mission.  A review of financial 

costs and resources, existing and proposed, will be evaluated in relationship to the challenges of staying 

in business these services face. 
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Additionally, there is a need and desire for some members of the “civilian” community (those who are 

not members of an organization, or who have never served in such a capacity during a disaster response) 

to understand the volunteer as a person, to both conceptualize and appreciate their experiences and 

sacrifices. This study presents an introspective view into volunteers on an individual level, and presents 

an opportunity for the under-informed to gain invaluable perspective into the lives of the volunteers 

who risk their lives every day for those who they do not even know, with most doing so for a selfless and 

altruistic reason. 
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Methodology 
This qualitative and quantitative study utilizes an Institutional Review Board approved web-based 
interview survey technique to safeguard, distribute, and receive feedback on the perceptions, opinions, 
and recommendations of participants on individual knowledge on the volunteer emergency 
services.  Approximately, 400 participants were sought for this survey to provide a representative or 
generalized sampling of the body of participants in central PA emergency services.  For the purpose of 
this study, the South Central Mountains Regional Task Force (SCMRTF) geographic boundaries are used 
to define the study area, with the exception that Snyder County has been removed due to their 
location.  In addition, approximately 20 qualitative interviews were conducted by a support team of 
research students at Juniata College to gather information on views of the volunteer service issues, 
effectiveness of strategies employed so far, and remaining unmet needs to strengthen the service.  The 
separate interviews of emergency service and municipal leaders was conducted at blind to this thesis 
author in order to preserve the presumption that no bias could enter the interview process.  The study 
also seeks to identify additional questions for recommended future studies on volunteerism for the 
emergency services sector in this and other locations.   
 
The 2015 survey is estimated to have ultimately reached approximately 400 individual responders across 
the studied region, which yielded a total of 222 completed surveys.  Of the 222, 104 were from 
Huntingdon County (46.8 percent of the received total) and the remaining distribution is as follows:  
 

Bedford 17 7.7 percent 

Blair 19 8.6 percent 

Centre 12 5.4 percent 

Fulton 1 0.5 percent 

Mifflin 8 3.6 percent 

Juniata 2 0.9 percent 

Other (See Graphic to the Right) 59 26.1 percent 

 

Considering Huntingdon County has an estimated 350 total 

unique individual volunteers (many serve in multiple roles in 

multiple disciplines), the sample return represents 

approximately 30 percent of the total body of volunteers and 

is considered representative of Huntingdon County.  The 

return of 56 for the SCM region represents about four percent 

of the approximately 1,600 unique volunteers that span this 

region.  This percentage cannot be considered representative 

for the region; however it does represent a snapshot in time 

of the sentiment and experiences of some responders across 

the SCM region. 

Allegheny 1 0.5%

Beaver 1 0.5%

Cambria 5 2.3%

Cameron 1 0.5%

Chester 1 0.5%

Clearfield 1 0.5%

Clinton 6 2.7%

Cumberland 1 0.5%

Dauphin 4 1.8%

Elk 1 0.5%

Hancock, OH 1 0.5%

Indiana 1 0.5%

Lancaster 1 0.5%

Lebanon 1 0.5%

Lehigh 1 0.5%

Lycoming 1 0.5%

Montour 1 0.5%

Northampton 1 0.5%

Schuylkill 15 6.8%

Snyder 1 0.5%

Somorset 9 4.1%

Union 1 0.5%

Westmoreland 4 1.8%
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Combining all years of data, there are 759 unique survey responses collected that span from 2008 to 

2015; specifically five years (2008, 2009, 2011, 2013, 2015) where surveys were conducted over a span 

of eight total years.  Since the survey data is anonymized, it is impossible to determine if the same 

volunteer answered a survey in each calendar year; however cumulative data and sentiment over the 

study period is ultimately representative of this eight year period in time for many of the volunteers 

across the majority of the SCM region.  Additionally, the data is absolutely representative of Huntingdon 

County.

 

The survey was conducted via web-based survey instrument interview of purposively selected potential 

participants answering pre-determined questions. This instrument may reach the interviewee via email 

or direct messaging through social media, as well as traditional printed forms of communication (mail, 

fax.) The use of the Internet provides a wealth of structure and some advantages to this study as it 

provides a means for the researcher to collect data from a remote area and to communicate across 

boundaries both physical and spatial (Marshall and Rossman, 2011).  Further, Marshall and Rossman 

(2011) state, “When the Internet is conceptualized as a tool, researchers may conduct and distribute e-

mail or Web-based surveys to interview participants either synchronously in chat rooms or 

asynchronously via emails… (p. 25).” Thus, according to Marshall and Rossman (2011), the method of 

conducting the web-based survey instrument interview method is a valid means to collecting qualitative 
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data, in addition to quantitative data.  Participants eligible to respond are between 14 years (this is the 

lower limit of junior volunteer responders) and 95 years of age (this is an arbitrary ceiling). 
 

This study primarily seeks to examine the state of volunteerism in emergency and disaster services by 
analyzing data from participant responses focused on the ‘Volunteer in Emergency Service 
Environment.’  The study also seeks to assess participant sentiment.  The data has been classed into 
demographic, service history, values, expectations, and unfulfilled needs and/or desires.  Finally, 
participants provided feedback as to what strategies, in their view, are needed to make any adjustments 
they view are necessary in the volunteer emergency services. 
 

This framework has been designed to identify the current state of volunteerism in emergency service 
environment, as well as any cumulative data that identifies trends that exist. Based on the responses, 
the state of the volunteer human resources in the emergency service enterprise can be assessed – that 
is, based on each of the respondents’ personal profile of experience and their perspective of the 
environment and development paradigm, one can conclude if there is a potential strain on staffing that 
impacts the survivability of rural volunteer emergency services in the studied region.  Subsequently, 
based on the sample population size representing practitioners in the volunteer emergency service 
enterprise, this analysis will allow the researcher to best understand the state of human resource strain 
in the volunteer emergency service enterprise for similarly-situated communities. 
 

The detailed analysis of the aforementioned data was conducted through the use of Microsoft Excel and 

Minitab.  These programs are two of many computer based tools used to conduct qualitative and 

quantitative data analysis.  By inputting the raw data received into these programs the researcher is 

allowed to code the data via an automated approach.  This approach allows similar data from each of 

the interviewees to be connected to a single representative node to later display possible similarity in 

responses.  These programs identify the trends in participant response to develop a more clearly defined 

holistic picture of the investigated phenomenon derived from the participant responses. 
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Demographic Background 
To understand the rural emergency service volunteer, it is important to understand the demographic 

background of the survey population studied. In this study, the majority of the volunteer community 

studied can be described as white, middle aged, low to middle income individuals who are 

predominantly conservative in nature. This background has remained consistent over time since the first 

examination in 2008.  The graphical representations below show the key information gathered in the 

study. 

 

Gender 

 

 

Across the region, about 1/5 of all responders are female and about 4/5 are male.  These figures are 

relatively stable across this time period, therefore are likely to remain stable in the near future.  In a 

2006 study on volunteer fire recruitment and retention in rural Pennsylvania conducted by the Center 

for Rural Pennsylvania, 91 percent of Pennsylvania’s volunteer firefighters were male.  When 

respondents were asked about their views on female firefighters, 88 percent said they should be 

accepted as active members and 86 percent felt that these female volunteers could do an “excellent” 

job (D'Intino, May, 2006).  No particular determinations can be made simply on the breakdown of the 

gender of respondents, other than this supports the perception that currently there are more male 

emergency service volunteers in this region than there are female.  There was no specific research 

identified to address gender and volunteerism in the emergency services; however research on age and 

motives for volunteering has suggested that “whereas rates of volunteering did not differ for boys and 

girls when this panel was in high school, as young adults men were substantially less likely to volunteer 

than women” (Oesterle, 2004).   

22%
18%

22%
16%

22%

72%

82%
78%
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Age 

Of the 759 responses, 747 provided their age.  The overall median age 

for all survey responses is 41, with the youngest being 14 and the oldest 

being an impressive 95 years old.  When considering that firefighters who 

make this career their paid profession are typically eligible to retire with 

20 years of service, and assuming their career starts at age 25 (the span 

of distribution of the volunteers should present between approximately 

18 and 55 years of age).  However, the bulk (one standard deviation 

above and below the median represents 68.2 percent of the sample) of 

the respondents fall between 27.8 and 54.2 years of age.  Nationally, 

firefighting statistics show the following age group distribution: Age 16-

19 (3 percent), Age 20-29 (21 percent), Age 30-39 (28 percent), Age 40-49 (26 percent), Age 50-59 (16 

percent), Age 60 and over (6 percent) (FireRescue1 Staff, 2011).   

 

 

 

 

 

Age

Mean 41.6

Standard Error 0.48

Median 41

Mode 37

Standard Deviation 13.2

Range 81

Minimum 14

Maximum 95

Count 747
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Experience 
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Age and Experience Combined 

When considering the median age of responders is slowly creeping up (less than 1 percent over the study 

period), it is reasonable to suggest that this is a relatively constant number which continues to age rather 

than recede over time.   
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Income 

 

Across our region, only ¼ of all volunteers make more than $50,000 per year, and many would be 

classified as living in poverty.  Considering the average median income across all Huntingdon County 

municipalities from 2009-2012 is $51,173.27, about 75 percent of all volunteers earn less than the 

median income. 

Less than $15,000
12%

$15,000 - $30,000
24%

$30,000 - $50,000
39%

More than $50,000
25%

Distribution of Income for Volunteers - All Years Combined
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In comparison to our region, Huntingdon County has an income bracket distribution that leans more 

centrally towards to those in the middle-lower income brackets than those in the highest.  Yet in parity 

with the region, the vast majority of responders across the SCM region are earning less than $50,000 per 

year.  A key observation in interviews and observations of the volunteer services shows that a great deal 

of financial, time, and personal commitment is already asked of a volunteer, yet those with lesser 

financial means are bearing a significant burden of the personal and performance costs to provide these 

emergency services.  The costs to individual volunteers, some of whom have to pay out-of-pocket can 

be significant; potentially surpassing $4,000 for a training track to become certified in just one of the 

disciplines, for example.   
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The vast majority, 77 percent, of volunteers report that they spend their own money in order to 

volunteer.  Only 10 percent report otherwise and 13 percent are neutral.  This is a crucial figure: this 

confirms that there is a cost to volunteer above and beyond the investment of time.  The amount varies, 

but this reinforces that almost every volunteer is giving more than time to serve their communities. 

 

Those who choose to volunteer in the emergency services do so with an understanding of the 

importance of their actions, the community need, and the sacrifice that must be personally realized. Due 

to training and certification requirements, volunteers must work even harder than paid emergency 

service employees to serve in an active capacity because they must take their training outside of normal 

work and family hours without compensation.  
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While it is reasonable to suggest that about 1/2 of all volunteers in this region appear to be in a position 

to financially afford the cost of meeting basic family and personal needs, the cost of volunteering can 

present a significant strain on their personal economic welfare. Understanding the drivers that motivate 

individuals to volunteer, discussed in detail later in this study, will help to explain why individuals may 

place themselves in positions of economic disadvantage to serve their community. It is reasonable to 

suggest that a majority of rural emergency service volunteers have a sufficiently stable income to afford 

the cost (time, actual direct expenses, etc.) of volunteering their services in an organization. It is also 

reasonable to suggest that, based on the increasing cost of living and the downturn in manufacturing 

jobs and employment rates regionally (although this is a uniform condition across the SCM region), more 

volunteers will find themselves in less stable positions of economic viability should the economy 

continue to decline.  To be specific, in Huntingdon County, a number of major manufacturing employers 

have either shut down or downsized manpower since the beginning of the study.  While initially local 

services noticed a boost in personnel availability during the unemployment period, as volunteers found 

out of area employment or return to school, the available volunteer manpower pool diminishes.  

Without stable employment 

locally, the available time to 

volunteer will continue to 

decline among active 

volunteers as multiple and 

non-local jobs drive them to 

devote more time to work. 

 

Much discussion regarding 

the economy has driven the 

question: has the economy 

affected responders’ ability 

to volunteer in a negative 

way.  Based on the 2015 

data, 49 percent report a 

negative impact, 23 percent disagree, and 29 percent reporting a neutral sentiment.  This indicates that 

almost half of all volunteer responders feel that the economy has impeded their ability to volunteer in 

their emergency service organization.  Looking objectively, almost 1/2 of all volunteers should be able 

to volunteer more time if the economy, as they perceive it, would improve.  This presents a clear call to 

action for community leaders, especially those in the business of economic development and 

sustainment: it is important for you to calculate the impact on volunteer-based community services 

when considering the viability and capacity of local economies.  The loss of a volunteer fire service, for 

example, could be a direct consequence of losing a major employer.  This would cascade into greater 

cost demands on a populace that would have a decreased amount of resources.  A slippery-slope 
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condition could amplify and drive further economic hardship should this type of condition emerge and 

be left unresolved. 

An additional call for further research presents this question: What impact does the manufacturing 

industry (commonly anecdotally cited as the anchor that allows people to more easily volunteer) have, 

directly and indirectly, on the retention and recruitment of emergency service volunteers.  It has been 

suggested that ‘as manufacturing dies, so does the ability for people to volunteer liberally.’  Further 

research is needed to validate this claim and develop an estimation of the impact that these jobs have 

on the volunteer emergency service workforce.  
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Education 

The majority of rural emergency service volunteers have at least a high school diploma, and 59 percent 

of the total survey population for all years has completed some level of post-secondary education. In 

2008, this number was 48 percent, therefore it appears that more emergency service volunteers are 

attaining higher levels of education than they have in the past.  Within a more competitive job market, 

higher education is a significant component in competitiveness of candidates; this presents both positive 

and negative aspects for the emergency services.  A positive is that the volunteer body has upward 

orientation regarding education and this serves to improve the potential quality of leadership and 

capacity from within the services.  A negative aspect may be that due to the costs of repaying higher 

education, migration outside of our region for better paying jobs may be necessary.  Interestingly, the 

distribution of education levels are greater within Huntingdon County respondents compared to all 

regions, which shows a slightly higher drift towards more volunteers who have higher education.  There 

is no interview or anecdotal information to expand on this condition.  More interestingly, Huntingdon 

County presented zero responses with less than a grade 12 equivalent education, an important drop 

from previous years.  This leads to an important question that anecdotal information leads this 

investigator to suspect may indicate that the increased volume and intensity of academic rigor required 
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to meet emerging training requirements (certification courses particularly) may be driving out potential 

candidates who may not have the accumulated academic skills to succeed independently in the curricula.  

For example, just the mere presentation of the 1664-page International Fire Service Training Association 

Essentials of Fire Fighting and Fire Department Operations textbook is daunting in volume alone, and 

based on personal experience and anecdotal information, some of the material is challenging to fully 

assimilate.  Anecdotal information alone is inadequate to address this question, therefore a 

recommendation for future research is to evaluate the impact of emerging training and certification 

curricula on the recruitment, retention and advancement of volunteer emergency service volunteers. 

Pennsylvania Fire Service Certification Program 

In 2008 the program became dually accredited, now carrying accreditations from the two largest 

accrediting agencies recognized nationally and internationally by the fire service.  According to Office of 

the Pennsylvania State Fire Commissioner, the spike in the certification for 2006 was related to 

Department of Defense contracts which led to the delivery of numerous certifications.  After those 

contracts expired the actual numbers of responders certified annually leveled off, but were still 

increasing from previous years (Young-Brungard, 2015).  In 2009 there was another spike in the 

certifications due to the requirement of certification being added to the state grant program. 

 

Over the past few years there has been a decrease in the number of total certifications which could be 

due to reasons such as budgets, volunteer limited time to train and/or certify, cost of certification, and 

lack of knowledge on the certification process and the benefits of being certified (Young-Brungard, 2015).   

Nonetheless, 51,792 total certifications have been awarded to firefighters since the program’s inception 

in 1984.  The vast majority of the certifications were awarded in the years following the September 11, 

2001 terror attacks.  According to the Pennsylvania State Fire Academy, they are continuing to work with 

agencies and individuals to promote certification and encourage individuals to get certified.  They are 

interacting with other program areas and agencies through special projects requiring individuals to 

obtain certification and the national credentialing process, which will hopefully increase the number of 

individuals certified (Young-Brungard, 2015). 
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Political Leaning 

 

The majority of respondents indicate that their political leanings are conservative in nature. This 

correlates to the knowledge that the majority of registered voters in SCM region of Pennsylvania are 

Republican.   
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Key Projections 

 

In 2008 when this study began, the concern expressed was that the population of responders was 

ultimately getting older and less new personnel were coming in than there were older members retiring 

from active service.  Each metric for each region is studied using a linear forecast model and this forecast 

shows that by 2025, if the current trend is left unabated, a significant increase in the average age and 

years of experience for emergency service volunteers will be realized.  Based on calculations, the average 

annual age of SCM regional volunteers will have increased by 13 percent and the Huntingdon County 

volunteers by 19 percent in 2025 from the 2008 study starting point.  This indicates an annual growth 

rate increase of 2 percent (SCM) and 4 percent 

(Huntingdon) respectively each year.   

 

The average experience of SCM regional 

volunteers will have increased by 34 percent, 

and Huntingdon County volunteers by 20 

percent in 2025 from the 2008 study starting 

point.  This trend left unabated will be difficult, 

if not impossible, to tolerate given the data 

showing that the volunteer emergency services 

are already heavily strained.   

  
Annual Growth 

Rate 

Percent Increase 
From 2008-2015   In Years 

Percent 
Per Year 

Ave Age All 
Responses 0.36 2  13 

Ave Exp All 
Responses 0.57 4  34 

Ave Age 
Huntingdon 
County 0.64 4  19 

Ave Exp 
Huntingdon 
County 0.46 3  30 
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For the entire body of survey responses across all regions, there are many more volunteers who are at 

greater risk to ‘retire’ from the volunteer services than there are fresh, non-veteran recruits to fill their 

shoes as they leave.  Those titled “At Risk to Retire” represent the highest risk category for potential 

retirement: volunteers who are older than the original study’s median age of 40 (the cumulative median 

age for all years is 41) and who also have more than 20 cumulative years of experience in serving their 

organization.  Based on numerous interviews and anecdotal conversations over the course of this 

research, there is concurrence that these metrics are appropriate to describe a volunteer who has served 

the equivalent ‘career’ term of service as a paid firefighter and whose risk of physical stress and/or injury 

is higher than it was previously when completing arduous physical tasks.  While somewhat subjective 

and arbitrary, these metrics applied over time, at least provide a normalized baseline to which the overall 

manpower condition of the volunteer workforce can be measured against. 

Looking at the trend line, it is apparent that the increase in the number of mature responders is far 

outpacing the ingress of fresh volunteers.  Left unchanged, it is reasonable to postulate that in five years 

there will be more volunteers experiencing ‘burn out’ conditions, where participation is no longer 

2020 
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desirable or tolerable due to overburden and dissatisfaction, leading to termination of service. In 

addition, there will likely be an insufficient number of ‘worker bees,’ younger responders who are able 

to bear the bulk of physically-straining tasks available on incident scenes to accomplish missions.   

With the number of responders at risk of retirement more than doubling since the study inception, and 

with a decline in the number of new recruits meeting the ingress needs, there is an incalculable chance 

that a mass retirement of over-strained mature volunteers could cause a catastrophic collapse of the 

manpower pool at a rate faster than forecasted.  Of course, should aggressive measures to recruit, retain 

and empower fresh manpower be implemented and succeed, this trend could be slowed or reversed.  It 

is important to consider that a certified emergency service volunteer is not created in haste, and the 

experiential learning and mentoring of mature volunteers is mission-critical to the successful on-

boarding of new recruits.  Therefore, there is a limited window to act within and it is apparent that it is 

closing swiftly. 

In comparison to other regions, Huntingdon County is in the midst of an absolute volunteer crisis should 

conditions not change dramatically.  While it is improbable that there will be no fresh volunteers entering 

the service in the future, there are many reasons why young adults may not be able to volunteer in our 

communities: low employment opportunities and/or long distance travel to find work, economic strain 

requiring multiple income sources to sustain a family and an ever-increasing cost to become a certified 

volunteer to name a few.  Considering the divergence of the forecast for incoming recruits and the 
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increasing number of volunteers who are maturing in their age and experience, immediate effective 

action is required to reverse this trend.  With over half of the volunteer body over 40 years of age, and 

over 40 percent of the same possessing over 20 years of experience, there is clear cause to act decisively 

before the most experienced and committed volunteers experience irreparable burn out.   
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Service Area Populations 

 

Ninety-five percent of volunteer firefighters are working at fire departments that protect a population 

of less than 25,000, and more than 50 percent of volunteers are located in small, rural departments that 

protect a population of less than 2,500 (FireRescue1 Staff, 2011).  In 2004, there were about 957 rural 

fire companies in Pennsylvania, rural defined as located in a county where more than 50 percent of the 

population was defined as rural in the 1990 Census (D'Intino, May, 2006).  Huntingdon County was 

classified as 69 percent rural in 2012 (City-Data, 2013), thus classifying all emergency services within the 

county as rural according to the definition used by the Center for Rural Pennsylvania (D'Intino, May, 

2006).   

The significance of an emergency service organization serving a community base of less than 3,000 

people can be captured in a matter of cost.  From 2009-2012, the average municipal tax base spending 

on fire services alone was $12.98 per person, per year.  If you assign that cost to a population of 3,000, 

the maximum contribution the average rural fire service serving less than 3,000 residents would receive 

from their municipality would be $38,940 per year.  Considering it costs nearly $10,000 to equip and 

field one firefighter for duty (Solobay, 2015), it would take years of investment to field one working basic 

response force if no other revenue sources were available.  Further considering the increasing cost of 
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apparatus, operational costs of maintaining the station equipment, etc., there is little wonder why small, 

rural emergency service organizations experience direct and sharp economic pain. 

The capacity of municipal governments in Huntingdon County, as an example for others, bears 

examination.  Only two municipalities exceed the 3,000 resident threshold, and most of the 

municipalities actually have less than 1,000 residents.  This severely limits their ability to individually 

generate significant financial resources to support their emergency services.  Some small communities’ 

residents have a significantly reduced capacity to afford greater taxation due to their lower median 

incomes.  For example, in one community, the average median income from 2009-2012 was $26,606.75, 

suggesting that many in that community, if not in many similar communities are living in poverty.   
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Faith and Religion 
Of the respondents surveyed, 46.8 percent indicated they did not have a faith or chose to not respond 

to the question.  Although no clear information can be drawn to suggest there is a religion that is more 

influential than others in determining volunteerism in emergency services, it is clear that almost half of 

the respondents chose not to answer this question. There are many implications that could be made 

from this, but one that is reasonable is that religion (or lack of membership in an organized religion) has 

no particular measurable relevance on predicting whether someone will or will not volunteer in an 

emergency service organization. Also, it is apparent that about half of the volunteers surveyed are 

required to commit a portion of their available free time to activities related to their faith (i.e. attendance 

at services.) This presents yet another draw on the availability of the volunteer. Also, engaging in this 

type of activity further demonstrates the volunteers’ preference towards community and service-

oriented participation. 

 

Religion does have a contribution to volunteer work.  Research states that people who are more religious 

and attend church regularly are more likely to volunteer due to their imposed or developed values 

(Wilson and Janoski, 1995).  “Involvement in the social life of a congregation increases the degree of 

integration of the individual into the religious community.  It multiplies the opportunities to come into 

contact with others who are already engaged in volunteer work” (Wilson and Janoski, 1995).  Notably, 

religious or spiritual reasons seldom stand alone as an explanation why people volunteer (Perry, Brudney, 

Coursey, and Littlepage, 2008).  There is a correlation with a single religion, although it is not the only 

reason people volunteer.  Family, socialization, gender, income and race each influence the probability 

that a person will choose to volunteer (Perry, Brudney, Coursey, and Littlepage, 2008).  In a more focused 

view, one study concludes that individuals who were more religious and wealthy were more likely to 

volunteer than those who were not, as were those that were the more educated (Shye, 2010).  When 

considering the financial and educational background information of volunteers regionally, it is not 

possible to apply this conclusion into the local environment.  While these factors demonstrate influence 

upon the probability one will volunteer based on affordability and inculcated values, sufficient numbers 

of individuals who are not wealthy and who do not profess a faith/religious affiliation volunteer 

regionally - this infers that there are other effective drivers that influence non-wealthy, non-religious 

responders regionally. 
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There is a positive correlation between marriage status and prevalence of volunteerism as well as 
increased marriage happiness and stability among couples who volunteer (Smith, 2010).  Regionally, in 
2015, the majority of responders were married, and this was also the case in 2008, therefore married 
responders make up the majority of the volunteer base regionally.  In couples where either one or both 
spouse volunteers, there is an increased prevalence of religious conviction in conjunction with motive to 
volunteer (Smith, 2010).   

Marital Status 2015 (Left) and 2008 (Right): 

 

Married 129 58.1 percent 

Single 93 41.9 percent 

 

Research indicates that there is a heavy correlation between religious influence and volunteerism, and 

a decline in structured religion is a potential contributing influence to a decline in volunteerism (Hustinx 

and Lammertyn, 2009).  While there is no information in the study to confirm any trend of increase or 

decrease in structured religion in the SCM region, the number of respondents who did not report a faith 

decreased slightly since 2008, indicating that the population of volunteers are relatively steady in their 

reported faith participation and thus this should not be a major contributor to volunteerism choices in 

this region.   

Research suggests that as the number of those with a perception of God as judgmental lowers, the odds 

of followers reporting secular volunteer work increases.  This means that those who are most willing to 

engage in external (to the church) volunteer work are those who have a less judgmental image of God 

(Mencken, 2013).  Further, this research suggests that religious people are more apt to volunteer for 

their communities than are secular people as embeddedness in moral communities is an important 

determinant of volunteering (Mencken, 2013).   

Considering this current research data cannot validate a number of these claims directly, the key 

takeaway for emergency service leadership is that engaging the faith-based community in a direct way 

has real potential for increasing the pool of available volunteers to recruit from. 
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Race 
Select your race: 

 

White, Non-Hispanic 220 99.1 percent 

Black 0 0 percent 

Hispanic 0 0 percent 

Asian 0 0 percent 

Two or more races 1 0.5 percent 

Other 1 0.5 percent 

White, non-Hispanic individuals make up almost the entire survey return.  While seeming to be a very 

questionable proportion, note that 98.96 percent of the entire SCM region is also white, non-Hispanic 

(StatsAmerica, 2015).  Research has shown that there is not a difference between the races for desire to 

volunteer among individuals (Musick, 2000), therefore comparing the demographics and assuming all 

other conditions are equal, there is no basis to suspect that there is any reason individuals who desire 

to volunteer who are not white or are Hispanic would find a barrier to volunteering. 
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Family Environments 

Responders Who Have Children - 2015: 

 

I have children 146 65.8 percent 

I have no child 76 34.2 percent 

In 2015, 34.2 percent of responders did not have children, whereas in 2008, that percentage was 23.3 

percent.  While survey data does not provide a direct reason why this condition exists, linkage can be 

inferred to information received of respondents and interviewees suggesting that volunteers needing to 

work out of the area, work multiple jobs and the related impact on family time may be driving volunteers 

with children away from active service.   

In conjunction with the familial aspects of marriage, the commitment to dependent children must be 

considered by leadership as well, considering the majority of respondents have children.  The needs of 

children often are more significant and pressing than those of a spouse, and the stress of determining 

who receives what amount of available free time is a burden on the volunteer.  Leadership should 

understand that such stress has a detrimental impact on the individual volunteer, and steps should be 

taken to relieve as much of this pressure as possible.  One effective method, when appropriate, that has 

been identified by many organizations is to include the family in the volunteer organization "experience.”  

Inclusiveness, in addition to structured family-oriented activities, has been reported to aid in reducing 

the stress of volunteering in the emergency services (that is a summation of various anonymous 

interviews.) 
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Living Conditions and Ownership 

 

About 4/5 of all volunteers own their home, and the vast majority live in a single family dwelling.  This 

may be indicative that home ownership is a correlated value emergency service volunteers espouse, and 

likely correlates to the number of respondents who are married and/or have children. Also, it is 

reasonable to infer that most of the respondents are financially secure enough to afford both home 

ownership and volunteering on the income they reported; however economic environmental variables 

challenge the presumption this is condition will remain constant. 
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Time Use 

 
Emergency service volunteers, by virtue of their participation, distribute their weekly time differently 

than those who do not volunteer.  For the reader, it would be valuable to look at each category and ask 

yourself: how much time do you devote to each category?  Volunteers contribute, on average, about 15 

percent of their week (or essentially 15 percent of their entire life during the years they serve) without 

compensation.  While these are averages, there are extremes within each category.  It is important to 

understand that 24 percent of all respondents reported that their organizations do not fundraise at all 

when considering that some volunteers reportedly spend as much as 50 hours per week fundraising – 

this is more than a full time job for those who do.  79 percent of all volunteers who do engage in 

fundraising spend 20 or more hours each week fundraising.  This strongly reinforces the expressed 

concerns that fundraising is one of the major impediments to recruitment and retention (D'Intino, May, 

2006).  In an interview with PA Senator John Eichelberger, he expressed that the most important thing 

the PA legislature can do to help volunteer emergency services is provide more funds to reduce the need 

for such a significant time expenditure on fundraising activities (Eichelberger, 2015).   
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Which of the following is most true about your volunteer organization: 

 

Our members spend more time on preparing for our mission by training, exercising and 

planning than we do fundraising. 

83 37.4 

percent 

Our members spend more time fundraising than we do preparing for our mission by training, 

exercising and planning. 

115 51.8 

percent 

We do not conduct fundraisers at all. 24 10.8 

percent 

A key observation indicates that about 52 percent of volunteers spent more time in 2015 engaged in 

fundraising than on preparing for their mission.  Multiple interviewees indicated that they have 

begrudgingly recognized that they have become ‘professional fundraisers,’ and are feeling ‘burned out’ 

due to the oppressive demands, in some organizations, to raise enough funds to stay in operation.  

Alternative duties such as fundraising activities are noted as detractors in that they are mandatory and 

can push a volunteer to lose sleep, and lead to dissatisfaction with the volunteer experience.  Firehouse 

politics and fundraising requirements are noted as the main reasons why volunteer firefighters quit.  

Particularly, chicken barbeques and bingo were noted as dissatisfying activities (Hedes, 2015). 

Fire service leaders identified that fundraising efforts represent one of the most significant deterrents 

to keeping and bringing on new volunteers.  “They are spending entirely too much time doing fundraising, 

and they are not doing things they want to do as a firefighter” … “you are doing more fundraising, and 

you are doing it with fewer people” according to Ed Mann, Former Pennsylvania State Fire Commissioner 

(Brown, 2014).  Mann describes one particular common fundraising activity, bingo, as becoming a weekly 

instead of an every few month’s activity for responders of today (Brown, 2014). Statewide, 60 percent 

or more of the volunteers’ time being spent on fundraising, along with difficulties with generating 

income and improper management of equipment are noted as serious challenges (Shafroth, 2014).   
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Employment Status 

 

Emergency service volunteers are commonly found with their primary employment in government, with 

other, healthcare, manufacturing and service industries making up most of the rest.  Compared to the 

total survey period of 2008-2015, government, healthcare, self-employment, social services and 

unemployed / laid off rose, while service industry, retail, education, manufacturing and other industries 

dropped.  Knowing that manufacturing is an industry that historically contributes a great deal to the 

responder base, any recession in employment is bound to hurt available manpower.   
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Most volunteers have at least one job, but 5 percent of all volunteers have the equivalent of more than 

one full time job.  Depending on how a job is classified, 35 hours per week may be classified as a full time 

job. 

Of important note, 32 percent of all responders in 2015 report that they have at least one full time job 

and at least one additional part time job to supplement their income.  Nine respondents submitted that 

they have more than two additional supplementary part-time jobs.  The significance is that volunteers 

are not just competing for some family time and one job when considering how much they can/should 

volunteer – some are managing as many as four jobs.  An analysis of what these nine individuals actually 

volunteer versus what they feel is the amount of time someone should volunteer revealed that these 

nine spent an average of 14.9 hours each week volunteering while they believed, on average, that 11.7 

hours was the number active volunteers should be able to give each week to their department.  This 

raises concern that those who are under the most stress by their employment requirements are driven 

to give more time than even they feel is appropriate to their department.   

It is unlikely that this level of effort can be sustained for a long period of time, and it is further probable 

that the accumulated stress of their engagement in business activities (including volunteering) will have 

a very detrimental impact on their family and personal lives as well as their health.  To amplify, these 

volunteers on average spent 21.7 hours with their families as quality time, 12.1 hours for 

personal/leisure time (with one reporting a zero hours balance in this category) and an average of 37.7 

hours sleeping.   
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To help place this into perspective, the average American sleeps 9 hours each day (Ingraham, 2014). This 

means that these responders are sleeping, on average, 33 percent less than most Americans.  Study after 

study has revealed that people who sleep poorly are at greater risk for a number of diseases and health 

problems (Harvard Medical School, 2015).  Lack of sleep exacts a toll on perception and judgment. In the 

workplace, its effects can be seen in reduced efficiency and productivity, errors, and accidents. 

Sometimes the effects can even be deadly, as in the case of drowsy driving fatalities (Harvard Medical 

School, 2015).  With some of our public safety volunteers being pressured to operate with as much as 

1/3 less sleep than the average person gets, and the known consequences of sleep deprivation adding 

to the responder and consumer risk, time is just as much a valuable commodity as is money to volunteers.  

Specifically, these volunteers on average spent almost 5 hours each week fundraising, but if they did not 

have to participate in fundraisers then that time could be reinvested in their health – and thus improve 

the quality of the services they ultimately deliver.   

The vast majority of responders are not permitted to leave work to support their emergency service, or 

are only allotted less than 5 hours per month.  There are some employers who do permit a significant 

number of hours, yet of those who permit more than 30 hours of time away from work, 14 percent of 

these respondents indicated that they are either unemployed, a student, laid off, or self-employed.  

There are still some employers who are able and willing to be extremely generous with their responder-

employees, and their contribution should be applauded and appreciated.  For the vast majority that do 

not permit this type of community support, this information presents additional perspective to consider 

when evaluating ways business and industry can more effectively partner with their communities. 
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While many employers do not permit a great deal of time away to volunteer, interestingly 51 percent of 

the volunteers express sentiment that their employer supports their activities.  Future research should 

consider this relationship more carefully and seek to develop a better means to evaluate what support 

should look like and what drives this sentiment. 
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Transitioning from Volunteer to Paid Emergency Services  

 

The survey asked respondents if they agreed with the following statement: Full-time paid emergency 

services in my community is the most likely future for our community in the next 10 years.  Thirty-one 

percent of responders agree or strongly agree that their communities can afford the transition, while 46 

percent of responders disagreed or strongly disagreed.  Of those that agreed or strongly agreed, 53 

percent served a community with less than 3,000 residents and 72 percent made less than $50,000 per 

year in income.  This suggests that most responders do not believe their community can afford to 

transition to full-time paid emergency services, but for those that do believe it’s possible, most find 

themselves under the median income for Huntingdon County (the majority of those fitting this category 

were from Huntingdon County.)   
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When asked why you feel this way, respondents provided a broad variety of reasons that drove their 

perspective.  Each responder’s sentiment was classed into a major thematic area to describe their 

collective concerns and impressions.   

The vast majority of respondents who shared specific sentiment comments indicated that their 

community could not afford paid services nor could they afford an increase in taxation that would 

necessarily accompany the change.  Along with that, communities being too small and a lack of support 

from elected officials were the most common explanations for those that believed the future does not 

include full-time paid services.  A handful of respondents indicated that enough manpower exists 

currently, but not all of those respondents were from the SCM region.   

For those that do believe it will happen, they expressed that it will be necessary because: there are not 

enough volunteers currently available to accomplish the job, there are not enough new members coming 

into the service, economic and employment considerations challenge their ability to participate, the 

spirit and commitment required (time, effort) is not a high enough priority to drive enough people to 

serve and a general lack of willingness to give time without some compensation.  Training and 

fundraising requirements were also mentioned, as well as internal issues such as the quality of leadership 

and the ethics of organizational officers further impacted the belief that full-time paid emergency 

services are a probable future outcome.   

One element is evident: there is a clear difference in beliefs among volunteers as to whether the future 

of the volunteer services is secure, and that there are a significant number of thematic areas where 

concurrence indicates important considerations and challenges exist.  These considerations and 
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challenges vary in their ability to easily be changed, but some areas such as ethics, leadership and the 

amount of quality community support are all areas where constructive action can yield improvement 

that ultimately reduces barriers to recruiting and retaining volunteers.  Some considerations are 

expensive to take action upon, while others such as increasing community support merely cost time, 

effort and the personal willingness to actively build bridges into the hearts and minds of the public served. 
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Attrition and Ingress of Volunteers into the Workforce 
 I feel that we have enough fresh volunteers entering our organization to compensate for 
natural attrition: 

 

 

Just over 67 percent of volunteers state that they believe there are enough fresh volunteers entering 

into the service to help sustain the future of the organization, while just over 18 percent feel there are 

enough coming in to meet the needs.  Overwhelmingly, the sentiment indicates concern for the future 

of the available manpower pool from within the current workforce.  With such a strong sentiment 

correlating the statistical observations that there are less fresh volunteers entering than there are 

experienced ones in a position to retire from service, it is appropriate to suggest that this is a valid and 

critical observation which, left unabated, has the potential to generate extreme or catastrophic impact 

to the capacities of volunteer emergency services by 2020.   

 

Outlook for the Future of the Volunteer Workforce 
Based on your department's history and the environment in which you operate today, 
would you describe the outlook of having a strong body of volunteers readily available to 
answer calls as: 

  

 

Respondents are split – 43 percent have a promising view and 43 percent have a less promising view of 

the future availability of a strong pool of volunteers in the emergency services.  Ideally, the majority 

would see this as promising, but the split is cause to pause and consider that there is a very diverse view 

Strongly Agree 12 5.4 percent 

Agree 29 13.1 percent 

Neutral 32 14.4 percent 

Disagree 94 42.3 percent 

Strongly Disagree 55 24.8 percent 

Very Promising 24 10.8 percent 

Somewhat Promising 71 32 percent 

Neutral 31 14 percent 

Somewhat Not Promising 59 26.6 percent 

Not Very Promising 37 16.7 percent 
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of what the future holds for volunteers.  Of the respondents who feel the future is promising and also 

believe that there are enough fresh volunteers entering the service (16 percent of all respondents,) 58 

percent of those responses came from outside of Huntingdon County.  This means that only 14 percent 

of Huntingdon County responders view the future outlook of our volunteer base favorably and also 

believe there are enough fresh volunteers entering to sustain their future.   

A critical perspective of this finding is that, not only do the vast majority of Huntingdon County 

volunteers see a bleak future for manpower, the impact of this sentiment on their overall morale is 

another distraction / weight they bear in their service.  Multiple interviewees suggested that their 

negative outlook on the future of the workforce causes them stress and/or dissatisfaction.  It is 

imperative to consider the perspectives of the workforce participants in calculating the significance and 

urgency of the perceived ‘need for action.’  In just this local case, there is appropriate evidence to 

conclude that the sentiment of the workforce reinforces the statistical findings that indicate the impacts 

of volunteer manpower issues are worsening both directly and indirectly across the workforce. 
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Insights into the Disciplines 
Emergency Medical Services 
Currently only 25 percent of all licensed Emergency Medical Service (EMS) agencies (prior to the newest 

version of the EMS Systems Act where Quick Response Service (QRS) agencies became licensed EMS 

agencies) are listed by their application to the Pennsylvania Department of Health as 100 percent 

Volunteer.   This represents about 225 services and doesn’t include information such as if there is a 

volunteer incentive program, or other reward for service (Rhone, 2015).  Current limitations to available 

data query systems restrict the ability to determine how many of the 54,000 certified providers 

(Emergency Medical Responders, Emergency Medical Technician (EMTs), Advanced EMTs, Paramedics, 

Prehospital RN, Prehospital Physician Extenders, and Pre-Hospital Physicians) are active (actually are 

providing services in the field) which makes it impossible to gauge how many volunteers are actually in 

the field (Rhone, 2015).   

 
Source: Pennsylvania Department of Health (Rhone, 2015) 

The number of EMS services are trending to grow through 2020 steadily. This is likely in response to the 

steady increase in patient contacts / calls for service shown below demonstrated in patient care reports. 
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Source: Pennsylvania Department of Health (Rhone, 2015) 

 

Source: Pennsylvania Department of Health (Rhone, 2015) 

A key concern looking at Pennsylvania’s emergency medical services system is that the demand for EMS 

response and service is forecast to increase, and more practitioners will be needed to meet this 

expectation, yet in rural areas such as the SCM region the volume of available emergency medical 

volunteers is not in a position to keep pace with the demand.  While a transition to paid positions could 

potentially create good jobs, in communities where this transition has not or cannot easily happen, the 

strain on the volunteer system will undoubtedly become increasingly heavier to bear. 

For Huntingdon County, it is estimated that there are approximately 70 volunteers providing all-

volunteer emergency medical services across the county.  Some of these volunteers are cross-counted 

as also providing emergency medical services through various fire departments’ QRS elements.  In the 

minimal case, one ambulance service was reportedly operating with only six active personnel – certainly 
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an insufficient manpower pool when considering the potential need for depth and longevity in 

operations. 

 

Medical calls are increasing.  EMS responses above represent an ambulance response, and QRS 

responses include the fire departments’ and one private QRS’s activations.  There is a sufficient statistical 

history generated using the Huntingdon County 911 CAD (computer-aided dispatching records system) 

to project that medical calls will increase, on average, from around 4,600 in 2009 to around 6,000 in 

2020.  Sufficient records for QRS services were not available to make a calculation on their future 

projected volume.  With a small pool of available manpower, and only a handful of new emergency 

medical technicians entering the services locally each year, volunteers will inevitably become 

overwhelmed.   

To put it in perspective, in 2014, the available pool of volunteers would take an average of 93 calls per 

responder if everyone pulled an equal share between paid and volunteer personnel.  When considering 

an average 4 hour minimum commitment to handle a call (unit preparation, response, on-scene 

operations, transport, paperwork and restocking the unit to return to service,) an ‘average’ EMS 

responder commits 372 hours annually to patient care activities.  Since overall it takes at least 3 hours 

of non-response activity (fundraising, physical maintenance, planning, training, etc.) for every hour of 

volunteer service-based response activity (based on interview information,) it is logical to deduce that 

the ‘average’ volunteer EMS responder thus spends at least 1,488 hours annually providing voluntary 

service to their communities.  Considering the average wage of a Pennsylvania EMT is $14.64 per hour 

(Test Conquest, 2015) and there were at a minimum 104,064 hours of EMS service provided in 2014 in 

Huntingdon County, responders provided their communities a minimum value of $1,523,097 worth of 

service value for that year.  Since volunteers are no longer able to keep up with demand in Huntingdon 

County, a variety of paid (full and part time,) and combination EMS arrangements have emerged.  It is 
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reasonable to estimate that at least 50 percent of all EMS calls in 2014 included a volunteer responder 

to complete the mission, it is appropriate to suggest that Huntingdon County emergency medical service 

volunteers still provide at least 3/4 of a million dollars annually in gratis services. 

Since volunteers are no longer able to keep up with demand in Huntingdon County, a variety of paid (full 

and part time,) and combination ambulance service arrangements have emerged.  In 2008, there was 

one full-time all-paid paramedic service with a combination paid and volunteer EMT and driver cadre, 

one part time combination paramedic and BLS (EMT and Emergency Medical Responder level-trained 

operator crews) service, and the remaining (7) were all volunteer.  Today, there are only 3 all-volunteer 

services (some of which have incentive programs) and the remainder are combination services or all-

paid, including one additional all-paid paramedic service.  EMS calls generate revenue opportunities 

(albeit limited) while many fire service activations do not generate opportunities for revenue.  In cases 

where there are revenue opportunities (i.e. motor vehicle crash,) typically a flat fee of $500 may be 

collectible (after the cost of collection services in many cases, this is reduced.)  Considering the cost to 

manage a traffic incident scene (it may require detours, multiple apparatus, expendable supplies and 

extended run-time operation of apparatus) this fee (which is not universally collected) fails to meet the 

cost of providing the services in many cases.  Therefore, EMS services have a somewhat easier 

environment in which to employ, at the least, a daytime crew to ensure appropriate patient care is 

offered.  Further, increased integration of EMS with local and tax-funded medical centers for financial 

purposes provides yet another potential advantage pathway (The Joint Committee on Rural Emergency 

Care, 2010).  In contrast, fire services are not provided a steady revenue source, at least in general in the 

SCM region, to manage the ongoing cost of paid combination or all-paid services.   
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Huntingdon County Ambulance Service Coverage Areas   Source: Huntingdon County Mapping Department 
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In locations similar to ours, researchers state that there is a ‘debilitating’ shortage of available emergency 

medical volunteers in the area of New York State.  The research notes that some areas only have two to 

three available first responders, with patients waiting at least 30 minutes for help (Reynolds, 2015).  

Exploration and focus on paid crews as a last and only option is presented as a necessity to serve the 

needs of the public.  Time devotion for training is noted as a challenge.  The advantage of having paid 

EMS being available 24/7 is classified as a necessary change. “Most people aren’t in the volunteering 

mood the way they used to be,” said Ken Wiggins, Chief Operating Officer of New Berlin Ambulance in 

NY.  “Those that do volunteer get burned out” Wiggins said while determining the lack of volunteers as 

a “decline in the spirit of service” (Reynolds, 2015).  Yet, for those in their area still volunteering, the 

experience is described as “exciting” and “extremely interesting,” with the knowledge that they are 

helping others in their community described as “rewarding” (Reynolds, 2015).   

When considering the experiences of others, lessons need to be learned early and action to prevent this 

condition from evolving is necessary.  Thirty minutes is an unacceptable minimum wait during cardiac 

emergencies as an example, and public trust in responders is diminished with these delays.  In 

Huntingdon County, the 911 center, emergency medical personnel and a local contractor formed a 

working group to generate a simple but highly effective solution to reporting duty crews and permitting 

911 dispatchers to more easily identify and send the closest available ambulance and/or paramedic 

service on calls.  This is a voluntary-participation program (with 100 percent participation) and has been 

in effect since late 2014.  Since this time, response times and patient contact times have been cut 

dramatically, in most cases by half.  While this does not address the volunteers filling the seats, it does 

permit not only the most effective usage of available manpower, but also alerts other EMS volunteers 

who may not be on duty to prepare to respond when multiple units are drawn into service.  As discussed 

throughout this thesis, no one solution exists to the volunteer service challenges; however a thoughtful 

combination of approaches viewed in a holistic, whole of community sense appear to demonstrate the 

greatest merit for successful implementation.   

In the article: Aging EMT's, less volunteers is a growing problem for rural EMS, the author captures the 

conditions affecting emergency medical service volunteers in rural Selby County, Illinois.  He notes less 

recruits in recent times which he feels could put his communities at risk when veteran EMT’s retire.  In 

one case, an ambulance protection district reported 12 serving EMTs with five of those over 60 years of 

age.  One older EMT stated they “are starting to lose arm strength … it is harder for me to lift the cots;” 

while another states “I’m not sure how much longer I can do this” (Huffman, 2014).  In the case of their 

locality, due to response times, family members of victims are driving them personally to hospitals 

because of service delays.  The author debunks public assumptions that responders will arrive within 

minutes in rural areas.  The author claims that the regulatory requirements and a loss of volunteers 

“underscores a systemic failure to provide health care in rural areas, especially to lower-income 

residents” (Huffman, 2014).   

This final point drives the question: what can the broader public health community do to prop up the 

heavily-impacted volunteer EMS services in the SCM region?  Occasionally, medical systems are 

providing resources, in other instances personnel, and in some cases they are replacing the traditional 
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volunteer EMS resources completely.  Community Paramedicine is a novel and growing field in health 

care that may hold potential for our region.  In this new field, EMTs and Paramedics operate in expanded 

roles, and/or combine with other health discipline personnel (nurses, MA/PA, etc.) to bring services such 

as telemedicine, home healthcare, specialty consultation, etc. to individuals in remote locations or to 

people who have barriers to healthcare access.  While it is foreseeable that there could be a need to 

provide more paid crews, it is unlikely that volunteer EMS provision will vanish completely – at least in 

Huntingdon County.  The most economical and logical ways to partner between the system and its EMS 

services need to be discussed and where feasible, implemented within the communities.  Ultimately, if 

the volunteer EMS system is to survive and provide the best possible timely patient care, it will require 

more support than it receives currently. 
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Fire Services 
Currently, fire services have reduced in size from about 300,000 in the 1970’s to under 50,000 currently 

(Hedes, 2015).  What is suspect, but remains unknown within this number is the percentage of 

volunteers who are a member of more than one fire service concurrently, thus being counted more than 

one time.  Ultimately, a number of key metrics that might be very helpful in understanding the impacts 

upon responders by region and by level of training are not available, primarily because they do not exist 

in reporting systems and/or end users are not providing enough information to complete the total 

picture.  Data available on a statewide level is improving, but this research cannot precisely identify how 

many volunteer firefighters individually should be counted currently; however professional observations 

by the author confirm that there are firefighters who belong to more than one department at the same 

time within the field, increasing the probability that there may be significantly less than 50,000 active 

volunteer firefighters in Pennsylvania’s manpower pool.  Additionally, it is also impossible to gauge how 

many responders maintain an active versus an alternative status (a classification for less active or 

auxiliary personnel). When considering the critical mass of available personnel to actively respond to 

emergencies, if one could extrapolate out responders who are not active, the number of active 

firefighters would likely further reduce.  Summarizing this condition, it is appropriate to suggest that 

more research is needed to confirm whether the current manpower pool available statewide is actually 

lower than estimated based on these additional information metrics. 

Decreases in resources and funding are causing many volunteer departments to struggle and have 

“seriously strained” volunteer services across the entire country.  Severe staffing and funding shortages 

are preventing departments from making satisfactory responses or properly equipping their responders.  

Safety issues for residents and responders are identified as resulting from responding to calls without 

enough personnel (short) and failing to issue appropriate and/or sufficient personal protective 

equipment. A steady decrease of around 8,000 volunteers per year in Pennsylvania since 1975 is 

identified by former PA State Fire Commissioner Ed Mann, yet it is noted that reliance on volunteer 

departments by municipalities has not waned (Mikulan, 2014.)   

Key metrics of the firefighting discipline include: 

 The number of volunteer firefighters has dropped around 11 percent nationwide since the mid 

1980’s 

 The number of career (paid) firefighters has grown more than 50 percent in the same period 

 Volunteers save more than $139.8 billion annually in taxpayer costs 

 Self-Contained Breathing Apparatus (SCBA) have increased from $900 in the 1980’s to over 

$5,000 

 On average, fire apparatus cost $400,000 more than they did 30 years ago 

 Volunteers spend 60 percent of their work time fundraising, which is cited as one of the biggest 

deterrents to retention 
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 Since 1986, the number of fire-related calls for all firefighters (volunteer and paid) has dropped 

by more than 3.6 million – in 2012 only five percent of all calls were for actual fires 

 In the same time frame, the total number of fire department responses has jumped by 167 

percent in 26 years, fueled largely by medical responses that have gone up by 15.2 million. 

 In 2013, 97 firefighters died in the line of duty, and thousands more were injured (Brown, 2014). 

According to the Pennsylvania State Fire Commissioner Tim Solobay, some of the most significant 

challenges to effective retention and recruitment in the fire services are the dangers of the job, families 

who need to maintain dual incomes, the time needs of children today, training requirements and the 

number one challenge: fundraising (Solobay, 2015).  The value of time as a commodity continues to 

emerge from every perspective offered, but it is clear that most of the biggest challenges involve the 

amount of time a volunteer has to give and how that time is used by the organization.  With significant 

time being invested in fundraising activities, which are in many cases insufficient to meet the costs 

services are incurring to survive let alone grow at the pace of the public’s expectations, the time spent 

fundraising could more readily be reinvested by volunteers into training and service provision if 

Commissioner Solobay’s primary concern was addressed with supportive funding programs.  This is an 

issue of pay now or pay later: if investment is not spent (at a comparatively lower level) to preserve the 

volunteer system, a transition to a paid system will necessarily occur and the cost will be astounding. 

Other prominent figures in the fire services have also shared their key concerns, such as: 

 A broadening in the scope of duties to include medical emergencies, water rescues, vehicle 

entrapments, hazardous materials responses and drug overdoses, 

 The human ability of the volunteer to meet expectations, noting that too much is being asked in 

regards to concurrent duties of fundraising, training and response, 

 Training for novel threats such as terrorist attacks, improvised explosive devices, malfunctioning 

solar panels and wind turbines, ethanol, natural gas, pipeline and crude emergencies, electric 

and hydrogen-powered vehicle accidents has strained the ability of responders to adapt and 

placed undesirable expectations / requirements on those who joined just to fight fires (Brown, 

2014). 

Challenges of increasing demands and dwindling resources are noted as causing members to burn out 

and the departments themselves to scramble for resources to meet new challenges.  According to Mann, 

the fire service is at its most critical point and that there are too many fire companies in PA (Mikulan, 

2014).  To add to the complexity, there is no statute or consistent statutory definition and standards for 

Pennsylvania’s fire services, unlike there are for the state’s emergency medical services.  Pennsylvania 

has a patchwork of laws that govern the fire service (State Fire Commissioner Act, Municipalities 

Planning code and the PA Workers Compensation Law) yet the lack of standards is causing and permitting 

individual fire services to establish their own.  Interestingly, in some municipalities, more than one fire 

department may have authority and jurisdiction yet may not conform to the same training standards 

(Mikulan, 2014).   
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Testimony at the PA Senate Veterans Affairs and Emergency Preparedness Committee and the Majority 

Policy Committee on October 25, 2013 affirms that the challenges facing the volunteer emergency 

services has reached a critical mass, and should be termed as having reached an “emergency” status 

(Senate Veterans Affairs and Emergency Preparedness Committee, 2013).  Termed the “perfect storm,” 

the 75 percent drop in volunteers and the increase in call volume and complexity since the 1970’s has 

become a prominent issue to state elected leaders.  A number of previous studies identify many of the 

problems facing the volunteer services, and the difficulty of finding the will and resources to implement 

change is highlighted as an ongoing challenge (Senate Veternans Affairs and Emergency Preparedness 

Committee, 2013).   
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Over a five year period, all municipalities combined provided just under $3 million dollars in taxation-

based investment in their fire services.  There are 16 fire departments with a total of 18 stations 

(including Huntingdon Regional stations) in Huntingdon County.  Each station has at least three 

apparatus (vehicles,) but combined there are 101 fire apparatus in Huntingdon County minus ATV/UTV, 

watercraft and fire police vehicles.  To put this in perspective, a ladder truck can cost well above $800k, 

which suggests that even if only one ladder unit was purchased in 2011 for only one department, all of 

the money invested by all municipalities countywide still would not pay for even one apparatus.  

Considering the costs of maintaining this fleet, the stations, the personal protective equipment and all 

other necessary operational 

expenses – the taxation based 

granted community resources are 

strikingly insufficient to meet the 

needs of even one station, let 

alone all of them.  Hence, the drive 

to continuously fundraise is 

relentless and based on the 

countywide value of the whole fire 

service, fundraising is the 

volunteers’ lifeline to survival.   

Today, costs are approaching 

$10,000 to properly outfit one 

firefighter to do their job (Solobay, 

2015).  Considering that not every 

fire service can afford to buy all necessary gear for every responder, some of these costs are actually 

absorbed by volunteers.  Once equipped, this gear and equipment must be maintained and continue to 

meet standards for performance and protection throughout the life cycle of the gear.  Some additional 

considerations include the life cycle of this gear, with some items requiring replacement every 10 years.  

This means that not only is the initial equipping of a firefighter a significant expense, each outfit is subject 

to repair, maintenance and replacement every 10-15 years in a cyclical fashion.  It is not hard to 

understand why the costs of survival seems unbearable – especially in economically disadvantaged 

regions such as a large portion of the SCM region. 

Additionally, Commissioner Solobay noted that legislative priorities for his administration include 

pursuing a municipal tax waiver for volunteer responders, implementing residential sprinkler systems in 

new construction and the implementation of more online training and education programs – this would 

include portions of the essentials of firefighting program (Solobay, 2015).  With some of the training 

eligible for convenience-based online participation, it is likely that more volunteers will find it possible 

to meet the time expectations as this eliminates some travel costs.  While not all training can be delivered 

online, even a small percentage reduction is likely to benefit the volunteer responders greatly. 

 

        Source: (Hall Jr., 2014), and (Brown, Andrew and Urbina, Ian, 2014) 
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According to a study of 30 western PA firefighters, paid departments, shutting down stations, more 

fundraising and internal/external reviews of departments are the only alternatives to consolidation in 

their area.  Former Commissioner Mann further noted that there is a possibility that there may be 

financial incentives for consolidation in the future in PA (Mikulan, 2014).  Consolidation is a politically 

and emotionally charged topic among the fire services, and it has occurred in Huntingdon County.  Three 

departments that cover five political subdivisions merged to form one regional department which is 

approaching nearly five years in service.  Many challenges existed and still exist; however this 

department is handling a significant call volume and turning out good manpower numbers for most of 

the calls (although daytime manpower, as for everyone, is a major concern.)  Since the department is 

relatively young, time will tell whether this was the best choice for all involved, but it is important to 

note that consolidation is reaching into the rural SCM region currently.  For those considering this 

measure, a method to evaluate the health and capability of fire services is needed to help departments 

determine their viability for consolidation.  Some areas to focus on are inventories, qualifications, 

locations, financial status and incident responses; all of which need to be considered in the context of 

their geography in order to determine the viability of consolidation (Mikulan, 2014.) 

 

A survey of 701 volunteer firefighters was conducted by the Center for Rural Pennsylvania in 2006 to 

establish a comprehensive picture of the fire service across Pennsylvania.  The study offers a definition 

of rural in the context of the fire service as located in a county where more than 50 percent of the 

population is defined as rural according to the census.  The SCM region meets this criterion.  In 2004, 

there were 957 rural fire companies which equated to 39 percent of the total statewide of 2,449 

volunteer fire companies (D’Intino, 2006).  This comprehensive study reported a 99 percent rate of 

return, therefore its results are exceptionally reliable.  The study covers a brief history of volunteer 

firefighting, decline in volunteers, as well as today’s volunteer fire companies and benefits provided to 

them / their members.   
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Surveys of 35 fire chiefs and the volunteer firefighters are described in topic areas such as a descriptive 

profile, the volunteer experience, retention, responding to calls, safety, recruitment and incentives.  Fire 

officials are surveyed on topics such as current critical issues, firefighter training, recognition, incentives 

for volunteers, recruitment, retention and conclusions drawn from the data.  Interestingly, all surveyed 

stated that volunteer fire companies and their volunteers desire public recognition and appreciation, but 

the author states that little is known about their impact on volunteer retention and recruitment (D’Intino, 

2006).  To further inform this study area, data from 2008 addresses the feeling of appreciation both from 

inside the service and from 

outside in the community. 

The majority of volunteers 

(about 75 percent) feels 

appreciated by their 

emergency service 

organization. This is 

important because if they 

do not feel appreciated by 

the organization they are 

serving, it is likely that they 

will not continue to serve it 

for long. There are always 

individuals who do not feel 

appreciated, for whatever 

reason, however it is important for leadership to understand who those individuals are and to find ways 

of reducing this perception in order to increase retention rates. It is reasonable to state that one reason 

that people volunteer in the emergency services, and stay there, is because they do feel appreciated for 

their investments of time and effort.  
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Equally important to volunteers is the perception that their efforts are appreciated by the community 

they are serving. Remember, the motivations to volunteer are highly skewed towards helping members 

of the community over the other potential reasons to volunteer. Individual satisfaction depends on the 

fulfillment of their desires and 

goals, but also is impacted by 

the “return” on the investment, 

meaning a sense that they 

have done a good job which 

was truly appreciated by those 

they did it for. 67.8 percent of 

volunteers feel appreciated 

(agree or strongly agree) by 

the community they serve; 

almost 6 percent less than feel 

appreciated by their 

organization. It is sometimes 

difficult for a community to 

show appreciation to its 

volunteers; however public 

events, media campaigns and ceremonial gratuities by higher-level elected officials are common 

practices for showing community appreciation. There is a perception among some volunteers (noted in 

field discussions) that their community only cares about them when there is a crisis. This feeling may be 

represented in the neutral and disagreement areas. Considering that approximately 1/3 of the 

volunteers felt this diminished level of appreciation, it is advisable for elected leaders in rural 

communities served by volunteers to actively seek more effective ways to communicate their 

appreciation to all volunteers in the emergency service organizations.  Promised recognition increased 

expectations of social approval and the number of hours donated only when the group need was high 

(Fisher and Ackerman, 1998), yet is still worth consideration when understanding the importance of 

recognition and approval to some volunteers. 

Eight conclusions are outlined in the 2006 study in the form of policy consideration recommendations 

that cover everything from administration and finance to integration of emergency service training into 

school curriculum.  It is not clear how much progress has been made in each of the policy areas from a 

statewide point of view, but from observation and anecdotal information, few of the recommendations 

are visibly progressing in our communities.  Recommendations for future legislative action should a 

review of statewide and local-level progress and implementation evaluation of these conclusive policy 

recommendations.  Measurable progress, or reasoning why progress could not be adequately achieved 

may help inform future policy recommendations and considerations.  Additionally, a cross-walk of novel 

and emerging successful policy-oriented initiatives in the broader response community should be 

identified and evaluated for potential emulation and/or expansion.   
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Of those policies, regionally, a group of 32 fire departments jointly applied and received the largest FEMA 

SAFER grant awarded for recruitment and retention of volunteer firefighters in history (Kane, 911 

Enterprise Marketing Solutions (911 EMS) is the 9-1-1 for volunteer fire departments who need help 

finding new firefighters, 2014).  This grant’s focus spreads across the SCM region and resulted in forming 

the Allegheny Mountain Firefighters Initiative.  These fire companies consistently report difficulty in 

summoning enough firefighters to respond to alarms, especially in daylight hours when many active 

members are at work. It is not uncommon for AMFI member companies to have only three or four 

firefighters respond to alarms in daylight hours (Kane, 2015).  This initiative has been instrumental in 

aiding departments retain and recruit volunteer firefighters, yet due to its lack of maturity, its actual 

impact cannot yet be evaluated.  The initiative does convey some important concerns from the SCM 

region, highlighted below: 

The AMFI member companies have an average of 31 members. Companies consistently report 

difficulty in summoning enough firefighters to respond to alarms, especially in daylight hours 

when many active members are at work. It is not uncommon for AMFI member companies to 

have only three or four firefighters respond to alarms in daylight hours. This situation was noted 

among both companies with low membership numbers and also among companies with higher 

than average membership. It is readily apparent that low responder turnout increases the risk of 

fatality and serious injury among both firefighters and civilians. The risk of significant property 

loss is also increased. 

In order to meet NFPA 1720 on minimum response and time on scene, AMFI member companies 

routinely need the assistance of four or five neighboring companies. Companies located in more 

rural areas report even greater difficulty achieving compliance with NFPA 1720 because of travel 

time from station to the scene of an alarm.  Due to these staffing concerns, automatic and mutual 

aid has become a way of life in the four counties.  Even automatic fire alarm calls routinely involve 

two or three companies. Officers admit they might need only two or three pieces of apparatus to 

fight a fire, but must request twice that many or more in order to have sufficient personnel to 

mount an interior attack. 

Risks associated with this high number of automatic and mutual aid alarms include a greater 

number of firefighters from multiple companies being exposed to the risks inherent in any fire or 

rescue alarm. Risks also include the possibility of apparatus becoming involved in a traffic accident 

while en route to an alarm. Operating costs are increased as an increased number of responses 

increases fuel consumption and the normal wear and tear on apparatus, equipment, and supplies. 

In order to meet OSHA Standard 1910.134(g), firefighters in the region say they need more time 

to get enough firefighters on scene to mount an interior attack. In daylight hours, that standard 

becomes even more difficult to meet. 

Because of the rural nature of much of the region, firefighters spend a disproportionate amount 

of time commuting to and from work. Also, the depressed economy has forced many members to 

work second jobs to help make ends meet. Longtime fire service leaders also believe that many 
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local employers are unwilling to allow workers to leave their jobs to answer alarms. Even firms 

with a reputation for allowing workers to leave to answer an alarm are now less lenient. These 

leaders say employers were more able to absorb the lost time and productivity in the past. 

Surveys of the 32 member companies found that less than 40 percent of active firefighters in the 

region are certified to NFPA Standard 1001 Firefighter-I and less than 20 percent to Firefighter-II. 

An informal assessment of member companies identified time constraints, cost, and other 

commitments as the primary barriers to earning certifications. As with emergency response, time 

spent commuting to work and increased need for second jobs translate into less time to devote 

to department training (Kane, 2015). 

This extended excerpt accurately explains some of the major challenges and concerns of our region’s fire 

services, and also reinforces the importance of making the experience of volunteering simpler for the 

participants.  The initiative pursues policy consideration number eight from the 2006 study by offering 

the following summarized benefits to new recruits who become certified volunteer firefighters: 

1. Health Insurance 

2. Tuition Reimbursement ($10,000) 

3. Lost Wage Reimbursement 

4. New Turnout Gear 

5. Childcare for Training 

6. Privately-Owned Vehicle Gas Cards 

7. Length of Service 

8. Training Materials 

9. Life Insurance 

10. Physical Exams 

This program, among others should be carefully evaluated as they mature to ensure continuity of 

learning in the context of the locality and environment where they were executed.   
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Fire service call volume is relatively steady, yet increasing at least in Huntingdon County at an overall 

steady rate into the future.  While many conditions can lead to changes in call volumes (population 

changes, demographic makeup shifts, etc.) it appears that the contribution of population will only 

increase over time for Huntingdon County into the formula of how many calls a jurisdiction can expect 

to receive. 

 

Source: 2015 Huntingdon County-wide Hazard Mitigation Plan 

For 2015, Huntingdon County is experiencing a rather significant uptick in fire call volume, with incidents 

exceeding 950 as of May 1.  This suggests that, if the volume continues, 2015 will end with 2850 fire calls, 

which would represent a statistically-significant increase of more than double any year’s volume in 

recorded history.  Within a number of interviews, responders indicated that the calls seem to be way up, 

and are really pushing the services’ manpower to keep up with the volume.  This suggests that continued 
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monitoring of this demand is necessary, and further explains the sentiment from volunteer responders 

that their time contributed is approaching an overwhelming demand.    

Overall, all SCM emergency volunteers spent an average of 17.4 hours per week volunteering according 

to the data, whereas fire service volunteers averaged 18.6 hours per week per person.  This variance 

suggests that the fire service has an increased demand in comparison with other disciplines, and it also 

shows in fundraising as firefighters spend 24 percent more time, on average, committed to fundraising 

in comparison to the average of all other disciplines. 

Pennsylvania relies more on volunteers than any other state in the fire services.  Increased costs of 

emergency vehicles and equipment has caused volunteer departments to forage for new ways to raise 

money and reduce costs (Brown, 2014).  $44 million in low-interest loans were approved for fire 

departments in Pennsylvania from 2011-2014, while in the same period $140 million in grants were 

dispensed by the PA Fire Commissioner’s Office.  A comparison of loan values approved highlights the 

increasing cost of equipping the services; in 1970 the average loan for a fire truck was $24,169 but 

jumped to $111,500 in 2010, and the average loan for firefighting equipment has jumped from $6,996 

to $100,000 (Brown, 2014).  These financial programs are described as ‘lifelines,’ allowing fire services 

to have the equipment needed to do their job as effectively as possible (Brown, 2014).   

Strategies such as shared-cost purchases for equipment, training and insurance, as well as consolidation 

are noted as adaptation strategies organically evolving from the fire service.  Joint response agreements 

are becoming more prevalent, which can increase the potential of adequate staffing and potentially 

reduce the amount of equipment required for purchase by a participating fire department.  Fire taxation 

as a percentage of property taxes is described as a direction that necessity is dictating for some, citing 

that local government must be a support source when circumstances require additional finances (Brown, 

2014).   

“If you are a fire department that does not receive any appropriation or tax revenue from your local 

government, you’re raising all that money with chicken barbeques, spaghetti dinners, bingo games, 

street fairs, car washes and gun raffles” according to former PA State Fire Commissioner Ed Mann (Brown, 

2014).  Fire service leaders identified that fundraising efforts represent one of the most significant 

deterrents to keeping and bringing on new volunteers.  Statistics are provided showing that Pennsylvania 

has around 2,300 volunteer fire departments of which 96 percent are volunteer as of 2014. Former 

Commissioner Mann cites two reasons why people quit fire services: petty politics or a lack of leadership 

and that volunteers are asked to do too many things that have nothing to do with emergency response 

(Brown, 2014).  “They are spending entirely too much time doing fundraising, and they are not doing 

things they want to do as a firefighter” … “you are doing more fundraising, and you are doing it with 

fewer people” (Brown, 2014).  Mann describes one particular common fundraising activity, bingo, as 

becoming a weekly instead of an every few month’s activity for responders of today.   
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Huntingdon County Fire Service Coverage Areas    Source: Huntingdon County Mapping Department 
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Emergency Management 
There is minimal data available to address emergency management volunteers, as there is not a central 

repository that collects this data over time.  For Huntingdon County, the membership level has ebbed 

and flowed greatly based on administrative policies.  For example, certain policies implemented in 2003 

cut the volunteer force in half, but it regrew and expanded by a large number until new ethics and 

performance (training/professional) requirements cut the staff in about half again in 2012.  Since then, 

the staffing numbers have refilled and the body of available volunteers that are qualified to conduct 

operations has grown, yet the number of volunteers who could commit a large amount of time has 

dropped.  It is presumed that training requirements have deterred some volunteers, which drove us to 

reclassify positions so that not every general volunteer has to have the same training for their mission 

set.  For example, volunteers who drive apparatus and move resources/equipment/material only may 

select a limited training track, whereas personnel who serve in a technical hazardous materials role must 

maintain a more aggressive training schedule.  This adjustment has improved our ability to field 

volunteers, yet is not a complete solution. 

Not every county or municipality uses volunteers to provide emergency management services.  Looking 

at the SCM region, only Huntingdon County maintains a broad volunteer complement, and only one 

other county uses volunteers for staffing purposes.  It is not clear why this variance exists, nor were any 

explicit explanations available to inform the research why the variance continues; however in discussions 

with one county it was presented that reliance on volunteers for the critical and statutorily-obligated 

services required of county emergency management agencies is not a risk that is acceptable when 

considering a staffing failure’s potentially-catastrophic consequences for a county government.   

As of May 2015, new certification standards for emergency management staff and coordinators (paid 

and volunteer) were issued and include a substantial time commitment to achieve.  For paid staff, this is 

more manageable than for the majority volunteer body of municipal coordinators.  Fortunately, much 

of the training can be completed online in a convenience learning environment, which allows emergency 

management staff to become well prepared to execute their responsibilities while permitting the 

training to happen at a lower cost and at their own pace.     

In an interview with Richard Flinn, a career professional in all levels of emergency management and 

other disciplines of emergency service who currently serves as the Director for the Pennsylvania 

Emergency Management Agency, he describes leadership as the key to success based on his study of 

emergency management systems.  His personal views place heavy emphasis on the importance of those 

serving improving their personal leadership capacity and striving to buck apathy, which is more 

commonly encountered than it should be.  He recognized the need for more volunteers within the 

emergency management system, but also expressed a personal view that counties and municipal 

governments need to be supportive and take appropriate actions to ensure the system is properly 

resourced on a local level also.  His views of the importance of prioritizing public safety resonate with 

those serving in this discipline, as a number of interviewees emphasized the criticality of prioritizing 

public safety in all levels of community leadership.  He also recognized that laws without enforcement 
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are not effective, and expressed that incentive programs hold the greatest potential merit for influencing 

communities to improve their emergency management systems.  Notably, he described his hope that a 

‘recognition of the best’ program might help to encourage a vigorous effort among emergency 

management organizations to achieve their maximum potential (Flinn, 2015). 

Resulting from anonymous interviews with emergency management coordinators across Huntingdon 

County conducted by the Juniata College student research team, it was discovered that there is a rather 

sense of desperate conditions across the county in regards to manpower and capacity.  “Very few new 

volunteers.  The past ten years has been the start of the decline.” The greater financial focus hurts 

volunteering, and “Volunteers have a hard time dedicating the time.”  Of newer recruits, some are 

coming in as old as their 50’s, but only volunteering for tasks that are not physically strenuous.  On 

volunteer retention:  

 “As long as they stay in the area, they keep volunteering.” 

 “Between 60-70 percent of the people out here are retired. And most of them don’t come out 

and volunteer and retire.”   

 “Training was 40-60 hours and now it’s 160.”  It’s understandable why they wouldn’t be able to 

retain. 

When talking with volunteers, they rate the general stress of volunteering a 4 or 5 (out of a possible 10,) 

and have called stress a ‘killer’ that you have to deal with.  They expressed concerns of the public’s 

changing expectations over time: 

 “People are less aware, recruiting is difficult as is keeping people. Community attachment - that 

is missing.”  

 “Loaded: I cover Raystown, major marinas, and campground, local side is they appreciate it and 

love it. People that come in appreciate it but ask why they weren’t there faster.” 

 “In my opinion (things have) change(d) greatly: through training and being televised and certain 

things being seen they (the public) expect more than what they can give regardless of training 

and other things. Every call is different and every call is not the same. Public sees they’re going 

to do the job regardless of the circumstances.” 

*Note: interviewee quotes are precise, and as such, contextual information is added in parenthesis by the 

author where practical.  Grammar and syntax have been preserved from the quotes.”  
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Search and Rescue 
Since the 2008 study, the Huntingdon County Sheriff’s Search and Rescue Posse and the Huntingdon 

County Animal Response Team have ceased operations and folded.  In the case of the animal rescue 

team, training requirements set by the state team were unacceptable, and ultimately led the nearly 30 

members to quit abruptly.  In the case of the Posse, a steady decline in dedicated volunteers coupled 

with the administrative challenges of maintaining a body of certified and capable staff able to complete 

a response brought this organization to an end.  The responsibilities for these organizations filter back 

to the county emergency management agency and onto the fire and emergency medical services by 

virtue of our missions and responsibilities.   

The loss of these volunteer organizations is significant; other responders must increase their capacity to 

be even minimally-proficient in these operations, and also must find a way to fill these holes without any 

more funding resources.  For readers who believe that volunteer services will just continue perpetually 

in the face of adversity, these two organizations stand as prominent local examples that collapse of an 

organization can and will happen under the burdens we face.  Traditional resources familiar to our 

response community, such as search managers, equine search units, experienced field operators and 

equipped responders to manage animal emergencies are no longer available.  These services cannot be 

adequately replaced by any other discipline or single agency, thus, the outlook for the citizens of our 

community to have access to these important services is not promising. 
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Volunteer Organizations Active in Disaster 
Only one VOAD provided a manpower and capability survey return during this research, and their 

information indicates that their manpower levels have dropped 35 percent since 2011.  They listed their 

key challenges as 1) not being viewed as a first responder organization, 2) recruiting young-through-

college aged volunteers and 3) engaging volunteers throughout the year during non-disaster times.  They 

listed their key strengths as being part of a broader-scale non-profit organization, being easy to apply to 

and having free and easy training with online options available.  They note that their most effective 

strategy to retain and recruit volunteers is working with other VOADS and community groups, yet this 

has had limited success.  There is serious concern that VOADS counted on in major disasters (such as the 

American Red Cross) for provision of critical support to individuals (mass care and feeding, shelter, etc.) 

may not be able to fulfill a protracted mission without pulling large numbers of forces from outside their 

operating region (such as national service volunteer draws.)  This adds to their operating expenses and 

increases the time between the request for help and the help arriving. 
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Strategies for Improving Retention and Recruitment 
To begin looking at this issue, a look at data collected in the survey will help frame the priorities of 

volunteers in the SCM region.  Each responder was asked to rank six simplified categories of incentives 

in the order of preference priority to them, and/or provide an ‘other’ option.  421 respondents out of 

759 (or 56 percent) answered the question in the correct format for prioritization, therefore the priority 

below is based on just over half of the total number surveyed.  Their ranked priorities are: 

1. EMPLOYER TAX INCENTIVES 

2. FUNDING FOR HIGHER EDUCATION (any post-secondary advanced education or training 

program) 

3. MONETARY HONORARIUM / STIPEND 

4. EQUIPMENT OR OTHER GIFT / STIPEND (non-monetary) 

5. INDIVIDUAL TAX INCENTIVES 

6. BACKFILL COMPENSATION TO YOUR EMPLOYER FOR MISSED WORK HOURS (to prevent personal 

loss of pay) 

7. OTHER 

Of the ‘other’ incentives selected (many of which were top priorities for the submitters), common 

themes include: 

 Retirement plan through the state or other level of government 

 Length of Service Award Program (LOSAP) 

 Better communications and dispatch procedures 

 More/better training opportunities 

 Free training 

 Allow more gambling income (raising the small games of chance limits for accumulated revenue, 

and changing certain fundraisers like poker tournaments into ‘games of skill’ instead of games of 

chance, allowing more revenue to be raised with less effort) 

 Genuine thankfulness from supervisors 

 Better buildings/equipment/facilities 

 Statutorily force employers to allow employees to respond from work 

 Limited paid time off from work in order to receive mandatory training for emergency services 

 Equipment and uniform allowance 

 Access to exercise equipment 

 Federal and State tax relief for all volunteers for services rendered 

 Increase the mileage allowance from .13 to federal standard, or pay a gas allowance 

 Increase community visibility to increase opportunities for appreciation to be demonstrated 

 Family healthcare, life and disability insurance 

 More unrestricted funding (grants, allocations) to the emergency services to reduce the time 

required for fundraising activities 
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 Increase the volunteer recognition activities 

 Treat volunteers more fairly in departments with mixed missions (fire/ems in same station) 

 Chiefs and their officers become required to be certified to increase professionalism 

 Issue college credits for local level training 

 More involvement from all levels of government in generating funding 

 Add a paid driver and officer during daylight hours 

 Reduce state mandated training requirements 

 Pay volunteers while they complete required training hours and courses for certification 

 Incentives for employers to allow volunteers to attend training during work hours 

 Add sprinklers to new construction homes to reduce the number of serious calls  

 Increase the portion of training that can be completed on-line to accommodate schedules 

 Waiver of vehicle registration fees / license renewal fees 

 Increase funding for retention and recruitment programs 

 Provide education assistance for the children of volunteers (financial aid) 

 Eliminate the cost to achieve professional credentials (fees to certify) 

 Reduced prices or promotional specials for volunteers at community facilities (reduced price gym 

membership, reduced admission for parks, etc.) 

 Paid on-call or per-call stipends, as well as possibly by certification or training level completed 

(specifying further on the monetary stipend priority) 

 Conduct criminal and other relevant background checks on emergency service personnel 

 Civil service preference points for those who volunteer for a period of time 

 Improve the quality and capacity of leadership 

 Vacation certificates 

 A combination of anything previous. 

Considering the survey instrument did not account for many of these novel ‘other’ incentives, it is 

possible that any one or number of them could emerge as a higher common priority.  One thing is clear, 

there are many opportunities described above that community leaders and other community partners 

can improve upon.  Some of these areas are challenging, and some are simple, but their presence in this 

list suggests that each item represents a path to meet volunteer needs and ambitions in a form that they 

state are preferred.   

Ed Mann, former PA State Fire Commissioner, has repeatedly warned that a “public safety crisis” is 

looming and has informed elected leaders that they “simply cannot sit by and do nothing at all” (Senate 

Veterans Affairs and Emergency Preparedness Committee, 2013).  A holistic approach is recommended 

to solving this crisis, adding that more cooperation, local leadership and a personal willingness to work 

together in concert with a working group to integrate strategies to legislation is indicated.  Looking at 

the list, local businesses have the ability to determine if they can help by either some discounts, or 

perhaps offering a small number of fitness memberships to be ‘shared’ by emergency service station 

members – this improves health and promotes excellent word-of-mouth marketing by participants.  
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Other items such as tax breaks, fee waivers and retirement programs require legislative action.  Based 

on a 2013 special report from the Pennsylvania Senate Veterans Affairs and Emergency Preparedness 

Committee, a list of current Pennsylvania legislative initiatives in progress include: 

• House Bill 171 (Burns) would give $2 million to the Pennsylvania Higher Education Assistance Agency 
(PHEAA) for a recruitment scholarship program for volunteer fire companies.  

• House Bill 280 (Matt Baker) provides a tax credit of up to $500 for firefighters who buy equipment with 

their own personal funds.  

• House Bill 379 (Goodman) allows municipalities or school districts that levy an earned income tax to 

pass a resolution giving a tax credit to active volunteer firefighters. Counties can also give a tax credit 

against property taxes, which should be no more than 20 percent of the firefighter’s tax liability.  

• House Bill 535 (Kortz) allows municipalities to enact a tax credit against active volunteers’ earned 

income and property tax liability as a financial incentive. The tax credit can be no more than 20 percent 

of the firefighter’s tax liability.  

• House Bill 574 (Haluska) excludes the purchase of fire equipment from sales tax when a firefighter uses 

personal funds.  

• House Bill 1632 (Knowles) gives tax credits to employers of firefighter-employees who respond to fires 

during work time.  

• Senate Bills 97 and 98 (Greenleaf) set up a tuition credit program for volunteer fire companies and 

provide for a Loan Forgiveness Program for volunteer emergency services personnel. Firefighters can get 

tuition credit of up to $600 a year, not to exceed an aggregate amount of $2,400 over a four-year period. 

They must volunteer as a firefighter for a minimum of four years. No more than $2,000 can be forgiven 

in any year, and no more than $10,000 shall be forgiven for an applicant over a five-year period.  

• Senate Bill 641 (Waugh) offers a Postsecondary Education Tuition Reimbursement Program for 

Volunteer Firefighters. PHEAA would reimburse community colleges or state-owned and state-related 

universities an amount equal to half of the cost of a course credit for each course when tuition 

reimbursement is granted. For private colleges, PHEAA would reimburse institutions up to 50 percent of 

the average tuition cost.  

• Senate Bill 642 (Waugh) provides for a pyrotechnics tax. Seventy-five percent would be distributed to 

the Volunteer Fire and Emergency Services Retention Program Fund to be used to support a volunteer 

retention program, 15 percent would be devoted to the county fire technical school where the licensee 

is located, and ten percent would be given in local shares to the local fire departments where the licensee 

is located.  

• Senate Bill 787 (Boscola) would require all political subdivisions to train its members, and the Office of 

State Fire Commissioner to pay for municipal firefighter training.  

• Senate Bill 911 (Waugh) enacts a 25 percent pyrotechnics tax and gives it to a firefighter grant program 

(Senate Veternans Affairs and Emergency Preparedness Committee, 2013). 
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While many good ideas exist, it is important to see these and others fully implemented.  Progress on 

these and other legislative initiatives demonstrates the commitment of community leaders to supporting 

their emergency service organizations.  Importantly, ensuring the definition of a volunteer is broadened 

to include all relevant disciplines is important.  For example, emergency management volunteers who 

are providing in-person, street-level services have traditionally been overlooked for benefits even 

though they are serving side by side with other disciplines.  Inclusivity will improve the manpower pool 

across all disciplines and further encourage those serving to continue serving.  In addition to those in the 

report, Pennsylvania recently enacted Act 153 of 2014 which requires those “responsible for the welfare 

of a child or having direct contact with children” to complete the clearances below prior to the 

commencement of service: 

1. Criminal History Record Information obtained from the Pennsylvania State Police ($10 fee)  

2. Child Abuse Clearance obtained through the Pennsylvania Department of Human Services 

certifying the applicant is not named in the statewide database “as the alleged perpetrator in a 

pending child abuse investigation or as the perpetrator of a founded report or indicated report” 

of child abuse.” ($10 fee)  

3. Federal Criminal History Record Information obtained by submitting a full set of fingerprints to 

Cogent Systems for submission to the Federal Bureau of Investigation. ($27.50 fee). 

Volunteers are not required to complete the federal criminal history check (#3) if they have lived 

continuously in Pennsylvania over the previous 10 years and are working an unpaid position. However, 

they must swear or affirm in writing that they are not barred from volunteering due to a conviction or 

offense under §6344(c).  The law does not require employers to pay for their employee’s background 

check fees (Grassmyer, 2014).  This has been recognized as an unfunded mandate, and lawmakers are 

looking for ways to reduce the financial burden of this requirement for volunteers (Eichelberger, Senator, 

2015). 

A toolbox approach is generally recommended, with incentives such as college tuition breaks or 

emergency service courses in school curricula being applicable to younger volunteers, while local earned 

income tax breaks, health insurance or pensions being the best fit for older and experienced volunteers 

(Murphy, 2014). 

Of a number of influencers on retention, a key suggestion that repeatedly surfaces is the ‘LOSAP’ (Length 

of Service Awards Program).  This is essentially a broadly-used reference to volunteer pension plans that 

permit tax-deferred income benefits to active volunteer members who serve in emergency service 

organizations for, typically, 20 years.  Included in evaluating activity and worthiness for the LOSAP are 

typically a minimum number of completed service calls and a certain amount of training hours.  This tool, 

however, is not very effective with younger volunteers; therefore a toolbox approach that include LOSAP 

as an option is potentially the best fit for incentivizing retention.  Research indicates that LOSAP is a 

worthwhile and viable tool for those over 30 years of age in the service, but less persuasive for those 

under 30.  While this research project does provide valuable insight into this important retention strategy, 



        
75 

the research was limited to one state and is dated, therefore its value is mitigated in regard to programs’ 

viability in our geographic region and requires additional study (Tucker, 2004). 
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Retention and Recruitment Challenges 
Some research brings attention to challenges affecting retention and recruitment of volunteers, citing 

“family commitments, training requirements and the lack of glamour in working the end of a hose on 

sometimes freezing nights as impediments to recruitment” (Hedes, 2015).  Travel time for those who 

work away or families with both parents working, as well as family commitments were cited as 

participation challenges.  In a direct critique, the Hedes article states that “as a whole, the younger 

generation doesn’t see a great need to volunteer” (Hedes, 2015).  A fire chief is cited as noting that 

historically, their fire services were self-sufficient but as recently as a few years ago, this is no longer the 

case (Hedes, 2015).   

 

Of the 2015 SCM responses, 24 percent of the volunteers cite conflicts, fundraising and training 

requirements as hindrances to volunteering more.  Each of these three areas are factors which 

leadership can help the volunteer either manage better, not have to do or not have to be exposed to 

regularly.  By just reducing conflict, you could get more time from almost a tenth of the volunteer force.  

Building training into school or workforce development can help time free up for another tenth, and the 

rest can be more available if less fundraisers were required because more funding was available stream.  

It would make a tremendously positive impact to have a 25 percent increase in volunteer workforce 

capacity for any organization. 

Alternative duties such as fundraising activities are noted as detractors in that they are mandatory and 

can push a volunteer to lose sleep, and lead to dissatisfaction with the volunteer experience.  Firehouse 

politics and fundraising requirements are noted as the main reasons why volunteer firefighters quit.  

Employment 
requirements

40%

Family time
29%

Training 
requirements

11%

Fundraising 
requirements

5%

Personnel / staff 
conflicts in the 
organization

8%

Other
7% 0%

WHAT IS THE MOST SIGNIFICANT OBSTACLE THAT 
HINDERS VOLUNTEERING MORE TIME TO YOUR 

ORGANIZATION? - 2015
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Particularly, chicken barbeques and bingo were noted as dissatisfying activities.  A loss in popularity due 

to multiple family members working, especially due to shift work is cited as a challenge.  Training time 

commitments (160 hours for the essentials of firefighting alone) is cited as a deterrent to volunteering.  

Fire police (traffic and scene control responders) are dwindling, stating “that generation is dying off” 

(Hedes, 2015).   

There is an appearance that every emergency service in Huntingdon County has some risk of aging out 

to at least one PA State Representative – Richard Irvin (PA 81st) (Irvin, 2015).  “Volunteers in the 

emergency services provide a tremendous resource” according to Irvin.  He recognized that the cost to 

provide services is increasing right along with the age of those providing the services, and expressed that 

“funding is the answer” which will help reduce the overwhelming strain fundraising puts on volunteers.  

He observed that we are losing trained personnel to paid jobs out of our area, and the legislature must 

act to help preserve the volunteer system.  He did suggest that younger people are not as ‘social’ as 

perhaps other generations were, with less affinity and connection with social organizations that include 

the emergency services to a degree.  He posed a future research question: is there a relationship with 

how different generations socialize and if so, what lessons can be learned to reach more potential 

volunteers in all generational brackets (Irvin, 2015).   

 

While it is impossible to determine what the average person typically spends with their family, while 

disconnected from their other activities, it is apparent that with over half of emergency service 
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volunteers spending less than 20 hours each week with their family, there is the real potential for 

relationship strain due to the time sharing drive.  The best gauge for a reader to determine the impact 

of this condition is to ask yourself: how much time is enough for me to spend with my family and loved 

ones?  If you can live with an hour or less each day, then you should be able to relate to almost a quarter 

of all emergency service volunteers.   

Below responder sentiment from the 2015 survey set denotes that most volunteers report their family 

supports their time away to volunteer, yet more volunteers state they have experienced more family 

problems related to the time than those who do not volunteer.  This is quite significant, as it implies that 

volunteers may not fully appreciate the impact their giving and service have on their families and loved 

ones. 

 Please rate your feelings on this statement: "My family supports my time away to 
volunteer." 

 

Please rate your feelings on this statement: "I have 
experienced family problems related to the amount of time I spend volunteering." 

  

 

 

 

 

The fact that volunteers are prone to experiencing family problems due to the time they must commit 

to the volunteer service should be reason enough for community leaders to ease the volunteers’ burdens 

Strongly Agree 82 36.9 percent 

Agree 97 43.7 percent 

Neutral 28 12.6 percent 

Disagree 15 6.8 percent 

Strongly Disagree 0 0 percent 

Strongly Agree 28 12.6 percent 

Agree 78 35.1 percent 

Neutral 37 16.7 percent 

Disagree 51 23 percent 

Strongly Disagree 28 12.6 percent 
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of service.  When you combine these family strains with the stress of service (accumulated through what 

we see, what we do and what we are forced to live through), a renewed and strengthened emphasis on 

making the time commitments spent by volunteers, on what otherwise may be reducible burdens 

(fundraising, etc.), a priority. 
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Motive 
Altruism, fulfilling the basic need for self-transcendence is the primary motivator for crisis volunteers 
(Aguierre and Bolton, 2013).  All volunteers are motivated by a mix of personal growth, personal 
fulfillment and altruism, but they typically leave because they do not get enough support or direction 
from the organization (Aguierre and Bolton, 2013).  Broadly, there are six types of volunteer motives: 
career, esteem, protective, social, understanding and value – of which value, understanding and esteem 
are the most common (Allison and Okun, 2002).  Research suggests that recruitment literature and 
practices could be most succesful if they draw on these more common motives (Allison and Okun, 2002).  
People who volunteer typically do so because they have a specific need or motive, and they keep 
volunteering if their needs are met (Allison and Okun, 2002), therefore it is crucial that emergency 
service organizational leadership understand these motives/needs and ensure there are real 
opportunities for personal fulfillment among volunteers.   
 
In other research, the marjoity of volunteers noted that getting or giving drove their motivation to 
volunteer (Yeung 2004), and getting something out of the experience does enter the calculus of 
consideration among volunteers (Zweigenhaft, Et. Al., 1996).  Actual hours donated are often viewed as 
more important than how they are donated, but personal well being holds a positive relationship with 
the likelihood of volunteering; meaning that the volunteer has to feel that their altruism, civic duty 
contribution and group identity are good for them (as a person) if they are to continue the act of 
volunteering (Thoits and Hewitt, 2001).  The largest reasons for children volunteerism is transfer of 
values from parents to children (Clary, Et. Al., 1998), emphasizing the impact of involving all ages, families 
and parental figures in the amplification of emergency service volunteerism values. 
Young people who volunteer in their college years are more likely to be found in leadership roles, attend 
graduate school, earn advanced degrees and volunteer later in life (Marks and Jones, 2004).  The 
tendency to volunteer is powerfully impacted by the education and ideals that are taught and obtained 
earlier in life (Mutchler Et. Al., 2003).  As volunteers age, knowledge based motivators become less 
important, and personal well being motivators become more important (Okun and Schultz, 2003).   
 
A diversity of age among volunteers is healthy.  Young volunteers look to older ones for their experience, 
and older ones look to provide the future with quality volunteers.  The younger volunteers are more 
motivated towards developing and using skills, knowledge and abilities, while the older ones are more 
motivated by helping others (Caldwell, Et. Al., 2008).  Generativity, or a feeling of need to generate a 
positive impact for those impacted by an individual that will outlast his or her own life, is a more 
comprehensive catalyst for volunteer motive in individuals (Son and Wilson, 2011).  There may be merit 
to providing Job Characteristic Modeling of potential volunteers, which may find ways to better motivate 
volunteers and help keep them ‘in the system’ long enough for them to be ‘bought in’ to their mission 
(Millette and Gagne, 2008).   
 
The pursuit of a young person to achieve social recognition is becoming more apparent as a reason for 
volunteer participation, with social capital being a leading cause to participate in an unpaid volunteer 
activity (Delgi, 2009).  Friendships and building one’s social network can be a major attractor to 
volunteering (Delgi, 2009).   
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The expression of altruism through volunteering is coupled with a vested interest, and both nature and 
nurture are suspected contributors to one’s sense of altruism (Wilson, 2000).  Volunteering gives people 
the opportunity to express their core values and beliefs, and pass them on to others (Bussel and Forbes, 
2006).  This can extend to corporate volunteerism, which helps volunteers give their time and resources 
without fear their livelihood will be harmed (Forbes, 2006.)   
 
The concept of mandatory volunteer service, while counterintuitive, is a concept that seems to be 
employed in a number of institutions.  Mandates don’t really affect those that already volunteer, but do 
have a negative influence on those who had not volunteered already and weren’t sure they wanted to 
(Stukas, Et. Al., 1999).  A major element is the perceived control the indivudual has, and the requirements 
(and other coercive techniques) engender psychological reactance, limiting the individual’s freedom and 
ultimately driving them away from volutneering (Stukas, Et. Al., 1999).  Interestingly, civics classes in high 
school did very little to improve volunteering levels, but later participation in extracurricular activities in 
high school did increase the likelyhood of volunteering (Hart., Et. Al., 2007).  As a matter of fact, when a 
person is subjected to mandatory volunteer service they are less likely to engage in volunteer work in 
the future (Oostlander., Et. Al., 2014).   
 
There are arguments made in research for a smaller but more effective / efficient workforce over a larger 
volume of personnel.  A large group of less qualified volunteers is  proven to be less efficient and effective 
than a small group of highly trained or qualified volunteers (Grossman, Baldwin, Furano, 1999).  While 
this may be true of some tight operational groups (such as specialty teams like a helicopter rescue team 
or a hazardous materials technician entry teams), this model cannot be applied to the broader 
emergency services as there are so many jobs to do and so few responders to put on task regularly that 
manpower pools must be substantial.   
 
In Huntingdon County, a novel program is being developed for execution in Fall 2015 to build a model 
education program for a “Public Safety Responder” career training program within the countywide 
career and technical center.  This is a novel and emerging position of employment which blends elements 
of law enforcement, fire services, emergency medical, emergency management, communications and 
various facility-based and municipal services into a ‘professional generalist’ employee.  A public safety 
responder is a multi-purpose, broadly-trained individual who possesses operant, general knowledge in 
all areas of the emergency service sector disciplines and who is professionally capable of operating in at 
least a journeyman-level capacity within each discipline.  Most importantly, key cross-cutting skill sets 
are leveraged to accomplish tasks that blend knowledge, skills and abilities required in various disciplines 
to accomplish missions/tasks outside of any one major discipline silo.  This project has been driven by 
prior research and local community needs to reverse the drain of public safety capacity occurring in the 
county.  Major areas of responsibility and highlighted illustrative task areas are as follows: 
 

Fire Services 

 Trained to operate as a Certified Firefighter 1, Vehicle Rescue Technician, Pump Operator, 
Truck Operator and Hazardous Materials Technician 

 Capable of managing urban and rural water movement operations 

 Able to operate any/all classes of emergency vehicle apparatus 

 Trained to at least an operational level in more than one specialty rescue track (i.e. 
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swiftwater, ice, dive, rope, high-angle and confined space rescue) 

 Trained to maintenance (on a basic level) apparatus 

 Qualified to act as a fire police officer and fire marshal 
Emergency Medical Services 

 Trained to operate as an emergency medical technician (threshold to hire) with ability to train 
and certify as a paramedic (objective within 3 years of hire) 

Law Enforcement Services 

 Trained to enforce ordinances of a municipality (code enforcement) 

 Certified to investigate arsons 

 Certified to inspect building and mobile safety equipment (extinguishers) 

 Trained to perform Crime Prevention Through Environment Design-Response Enhanced 
Design assessments of facilities and integrate these findings into site plans 

 Trained to recognize signs of criminal and terrorist activity / trained to respond to acts of 
terrorism within an appropriate scope (scope varies with sworn / non-sworn status) 

 Trained to identify cyber crimes, preserve cyber evidence and implement preventive 
measures to protect critical infrastucture and key resource IT systems 

 Certified to carry and use protective and lethal weapons (ACT 235) as a threshold, with 
potential advancement to ACT 120 (Municipal Police Officer) or ACT 2 (Deputy Sheriff) 
certification 

 Proficient at explaining security principles to planning and administrative professionals 
Emergency Management Services 

 Credentialed to act as a municipal emergency management coordinator and/or their staff 
through the Pennsylvania Emergency Management Agency 

 Qualified to construct and conduct Homeland Security Exercise and Evaluation Program 
exercises and drills 

 Trained to build and interpret emergency response plans 

 Fluent in resource management, legislation and incident command / management principles 

 Performance qualified to manage an emergency operations center 

 Trained (pending qualification) to work with / within a unified incident command and/or 
incident management team environment 

 Trained to manage the information process of Federal Stafford Act (Presidential) declarations 

 Trained to perform damage assessment, life sustainment operations, recovery and mitigation 
activities 

 Conversant in the capabilities and coordination requirements of VOADs (Voluntary 
Organizations Active in Disaster) 

 Qualified to manage air, land and water-based search operations 

 Trained in basic business continuity and business practices 
Emergency Communications Services 

 Association of Public-Safety Communications Officials-International certified as a basic 
professional dispatcher 

 Trained in advanced communications strategies and emergency medical dispatching 

 Qualified to operate relevant computer-aided dispatching systems 

 Trained (pending qualification) as a communications technician (threshold) with a path 
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towards achieving communications unit leader (objective) within 5 years of service 

 Conversant in digital and analog communications technologies, and experienced in hardware 
systems management 

Environmental Health and Safety 

 Trained to operate in a broad cross-section of worker-type environments (work with waste, 
ladders, confined space, energized equipment, hazardous materials, biosafety, etc.) 

 Qualified to deliver basic worker training to the awareness level for common task areas 
(ladders, biosafety, etc.) 

 Trained to assess facility readiness and compliance with relevant regulatory requirements 
Leadership and Management 

 Entry to exit-level training in progressive management principles and leadership qualities 

 Assessed using a variety of personality, affinity and personal capability inventories to 
determine best fitness for situational / opportunity-based leadership 

 Performance validated ability to deliver quality multi-modal multi-directional effective 
communications with internal and external stakeholders 

 Exposed to strategic leadership experiences through mentor-facilitated learning 
opportunities 

 
If successful, this program will prepare students for a broad range of employment paths while 
empowering them to serve in the community emergency response system.  Extending a live-in program 
as a further incentive for students continuing education in local post-secondary schools is another 
element to the program.  This program, in concert with community economic development present 
Huntingdon County’s most probable best hope for keeping the services alive. 
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Across the SCM Region in 2015, most volunteers reported that helping others, serving the community 

and their family tradition motivated them to volunteer.   

At what age did you become an active member (or active junior member) of your 
organization? 

 

Of those responders, most volunteers began serving before their 25th birthday.  When considering the 

family tradition, it appears important to transfer those values as early as possible to encourage 

volunteerism at an older age.   

A critical element of consideration is how to ensure we can reverse the reduction in younger volunteers 

in the services.  Youth are the future of the service, and an essential physical force behind the many of 

the labor-intensive tasks.  With a decline in new members, especially in the 16-21 year age bracket, 

responders who are better trained, experienced and physically suited for complex hazardous operations 
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are often required to take a lead role in, rather than support, the supportive-oriented task sets of large 

operations.  For example, junior firefighters are in a great position to roll, clean and pack hose – this is a 

lengthy and physically-arduous task in rural firefighting where a thousand feet of 5” lay is not uncommon.  

Since the juniors cannot provide interior attack support, completing this among many other tasks is a 

great benefit to the more senior responders who are engaged physically in interior operations and 

overhaul.  When there are insufficient support responders to demobilize the response effort, these 

responders who have already been fully deployed must re-enter the work cycle and complete the 

demobilization.  This is a significant strain on already expended forces, and significantly increases the 

amount of time needed to put the department back into service.   

Should youth continue to decline in enrollment, all tasks of running the emergency service organization 

will filter to those who remain – those who continue to add age and experience without relief.  With 

many hands, work is made easier; however the converse is just as true and impactful for the emergency 

services.   

Did your parents, or older siblings, volunteer in an emergency service in the past? 

  

An exact split among 2015 volunteers shows a connection to their family members’ prior service.  It is 

important to respect that family tradition can be passed on in a positive way, but any negative 

experiences of the parents may pass on a demotivating or deterrent force upon prospective younger 

volunteers.   

From the anonymous interviews with volunteers, they were asked: How does volunteering affect your 

personal life?:  

 “Neatest things was when his two boys joined and it was part of his life.”  

 “An overwhelming amount of people know him because of that [serving]. It’s helped him make 

friends that are a good example.” 

 Interviewee might not have gotten the job he has now if he “hadn’t done this.” [volunteered]  

 “What personal life?” 

 “It has it’s good points and bad points, missed numerous functions with family. Christmas, 

birthdays, functions holidays, for calls. It’s almost they’re not paid but yet the thank you gives 

you pay enough and gives us a reason to do what we do.” 

Yes 111 50 percent 

No 111 50 percent 
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On continued training requirements: 

 EMS providers must maintain their certification level. Three year cycles, CPR instructors get credit 

for classes that you teach.  

 “It can be a challenge. You have to be on top of it. Also have to be aware of new developments 

of fire work and other changing laws. Reviewing the basics is also good.” 

 “Participating departments through [fire] commissioner’s office. A minimum of 10 percent are 

certified. Not just taken basics but taken exam for both practical and certified. Push that.” 

 “Yes, constant EMT training, Fire and emergency services are constantly evolving.” 

 “Things change every day and it’s a never ending process. Things change every day and they train 

to fulfill those needs.” 

On support of community: 

 “Support is less and less as time goes by.” 

On recruitment problems: 

 “Some of them are working, both adults in family are working. Traveling to work is problematic 

so you can’t be available.”  

 “Family first. If you can’t take care of family then you have no business at the fire station. It’s 

difficult.”  

 “The factories have moved and they won’t let them [volunteers] go. People just don’t have the 

involvement.”  

 “But now it is so hard to get people that want to help. But they don’t realize what it takes to have 

it there. Same with the fire department. Fundraisers. It’s a lot more than what people realize. 

There’s some things that can change - some that can’t.” 

On why he/she volunteers: 

 “As public individual or any person if you have the desire to help save life and property in any 

way shape or form anything that you help, it’s not always about getting paid. It’s what you’re 

capable of doing to help save someone or someone’s home.”  

 “It’s for helping people and they didn’t choose to have a bad day. He always goes back to the fact 

of what if he was at the other end of the line? There would be no one to respond and so he goes 

back to the reason he started.” 

 [Says] he just really wants to help people. “Not a hobby but an obligation and an honor.”  Every 

year they elect him and put trust in him to help people. He takes this as serious as his paying job. 

 

After considering responder sentiments that relate to their retention and recruitment, questions were 

asked of anonymous Juniata College and Huntingdon County high school students to identify what 

opportunities might exist to integrate them.  All answers were binned into themes, but quotes are 

individualized. 
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Juniata College: 

Do you take/have taken any classes that require some type of volunteering? 

 “Intro to social work practice, Community Engagement X3 Semesters, and American Families” 

 “Yes, Community Engagement, which required 25 hours.”  

 “No” 

What is your POE [major] and how do you feel it impacts your ability to volunteer? 

 “I am a Biology/Pre-Med Major. I think that with the level of work I get it makes it difficult to find 
time to volunteer which is unfortunate. “ 

 “Social work- I think it enables me to be aware of needs in the community so that I can be better 
able to help out those in need.” 

 “My POE is biology.  I feel that my ability to volunteer has increased because there are many local 
opportunities to volunteer, which can also be beneficial to my future career and current classes 
that I’m taking.” 

 “LITERATURE AND INTERNATIONAL SOCIAL ISSUES: I think my POE gives me a lot of opportunity 
to volunteer not only in our community, but in other communities all over the world that need 
assistance (i.e. non-profit organizations)” 

Do you feel volunteering is beneficial for your college education? 

 “Yes. I think students often forget what it is like to just take time out of their day to help one 
another without an incentive. We get busy with the grades and the recognition and forget what 
really matters.”  

 “Yes, helping others in need is always important. Learning how to do this early in life is helpful 
for everyone.” 

Do you feel like the school has a good connection with the community that encourages the student body 
to volunteer? 

 “I think that we have a decent connection but it could be much better.” 

 “Yes, Juniata definitely encourages people to volunteer and do things in the community.” 

 “We have classes that require/encourage it, but I think we could be doing more to connect with 
the community, especially because it is an area affected by poverty and other issues.” 

How would you feel if the school adapted a new policy that required students to volunteer in the 
community? 

 “I think that would be a great idea!” 

  “That would be great; it would give me an opportunity to seriously organize my schedule and 
make time for it, unlike what I do now (which is not volunteering b/c lack of time).” 
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 “I don’t think that volunteering should be forced on students, it should be something that you do 
because you want to.  If students are required to do it, then it’s not technically voluntary. If 
students are required to do it, they might not be as enthusiastic or involved as they should be.” 

What if the volunteering requirement substituted as a FISHN (authors note: FISHN refers to fine arts 
credit requirements specific to Juniata College) credit requirement? 

 “I think that if each student is allowed to choose between all FISHN credits or FISHN credits with 
one substitution of volunteering, that would be the best thing.” 

 “I think that volunteering should be included in FISHN, like adding a V on the end.” “FISHNV” 

Is there anything the college can do to make you more interested in volunteering? 

  “No, I really think that Juniata does a good job of encouraging students to become more active 
in their community.” 

 “Advertise opportunities to volunteer more frequently/publically. I feel like I never hear about 
anything until it’s too late or I missed it or it wasn’t in the announcements. “ 

High School Students: 

General observations: 

 Generally, high schools in Huntingdon County require at least 10 hours of community service.  
However, some schools such as Juniata Valley use volunteering as an incentive. If a student 
records 25 hours or more then they receive special cords to wear at their graduation 
ceremony. 

 Most students I spoke to volunteer at either their church or at their local fire company.  There 
is a perception that fire company volunteerism is greater in the northern end of the county. 

 Most students recognize that Huntingdon County Emergency Responders consist of EMT’s 
and Fire Fighters. However, they are generally misled in thinking that there is a larger number 
of volunteers than there actually is. 

Have you ever considered volunteering? 

 “Yes, they do for us, why not help them out and support our community.” 

 “Yes, however sports and other events limit me from being a fully effective volunteer.” 

What would make volunteering more appealing to you? 

 “A scholarship or other help for college would be nice. However, at that point it sort-of 
isn’t volunteering anymore.  There shouldn’t have to be an incentive to volunteer.” 

 “I understand the importance of volunteering, but I really need to make money to support 
my future plans.” 
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Why do you think young people are not volunteering? 

 “Kids today have no ambition because there is no incentive.” 

 “Kids would rather work and make money than do something for free and go 
unrecognized.” 

When considering these points of feedback on a whole, it seems that incentive versus requirement for 
volunteer activities is the best path forward, and while financial incentives are not an absolute need, 
they are helpful for many.  The concern for establishing a career will likely trump the desire to contribute 
as a volunteer, and even high school students themselves conveyed the lack of ambition to volunteer 
due to a lack of incentives that support their future needs.  Studies show that expanding volunteer 
responsibility to include engaging with and informing students of how their experience can help their 
employability leads to an increased number of volunteers (Holdsworth, 2010). 
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Below is a charted summary of the major recruitment, retention and dually-applicable strategies that 
have emerged in this research.  These green shading indicates which strategies are most effective for 
each age group.  Ideally, this will help focus effort towards where it can have the best result. 

 

 

STRATEGIES                                                              AGE GROUP--->
Less 

than 16 16 – 21 21 – 24 24 – 35 35 – 55

More 

than 55

RECRUITMENT

Fire safety demonstrations and school talks

Safe driving, health course demonstrations, informational talks, incident 

simulations and become-a-firefighter type programs

CERT (Community Emergency Response Team Training)
In-School course offerings (EMT/Fire training as curricula)

Public fundraising events with demonstrations

RETENTION

LOSAP (Length of Service Award Program)

Tax Credits / Tax Abatement / Deductions at every level

Stipend for actual costs incurred (training/travel)

Employer tax incentives

Equipment or other resource as a token for service and/or training 

completed

Fuel / mileage reimbursement

Backfill compensation to employers

Paid time off from work (similar to PA National Guard's two weeks) to 

complete annual trainings

Stipend based on years of service, number of calls made and/or levels of 

certification

Proper funding from all levels of government to reduce fundraising 

burden

General appreciation (banquet, awards, years of service pins, events, etc.)

Protection from job loss due to injuries incurred from volunteer service

Fuel cards as an honorarium

More reliable training schedules / reduce number of cancelled classes

Improve the technologies available and ensure rural and urban 

departments have equal opportunity and access to these technologies

Vacation certificates (from employers)

Increase Federal mileage reimbursement rate from $.13 to the standard 

Federal mileage rate for tax deductions

Discount programs at local retail establishments for volunteers 

Vehicle registration / license fee exemption
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BOTH RECRUITMENT AND RETENTION
Less 

than 16 16 – 21 21 – 24 24 – 35 35 – 55

More 

than 55

Paid on call / paid per call

Funding for higher education (including vocational training)

Healthcare (Comprehensive Medical)

All required training is paid for, not reimbursement based

Pension as a public safety worker

Civil service preference points
Combination flexible stipend and tax incentive for those who are not 

employed or cant benefit from tax incentives

Operational / management studies to identify removable policy, practice 

and other structural barriers to volunteering

Comprehensive 'lessons learned' training for leaders

Comprehensive quality analysis/quality control program to implement 

quality improvement across the entire volunteer services spectrum

Develop a guidebook for both recruitment and departmental operation 

that addresses all fire service positions - outline trianing, job duties, 

benefits and expectations for all positions (beyond just the structural 

firefighter in order to speak to all potential volunteers)

Concerted cross-discipline, multi-source academic research that identifies 

specific action steps and justifications for making major changes to the 

volunteer services' environment

Leadership training at no or very low cost to volunteers -  to include 

conflict management, team building, communications and personal 

development

Pass along program for tuition (children of volunteers are eligible for 

monetary incentives for education)

Funding to departments to develop professional recruitment marketing 

campaigns

More strongly affirmed community support for the service of volunteers - 

official weeks/days/recognition events

All necessary uniforms and equipment are fully paid for in advance by 

departments to eliminate volunteers' out of pocket expenses to onboard

Press for Federal legislation to make an America Works program (long-

term service corps positions) such that the direct funding of paid public 

safety positions is established in service area zones that meet some 

uniform standard nationally)
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Finances 
Recently, Acts 7, 8, and 9 of 2008 placed the burden of providing fire and emergency medical services 

on municipal governments (Senate Veternans Affairs and Emergency Preparedness Committee, 2013), 

but based on local observations and calculations of municipal contributions, most communities are 

neither in a financial position to assume the cost of paying the expense of their emergency services 

currently nor do they currently contribute enough financially to suggest they have met their obligations.   

 

Municipal financial figures from the Pennsylvania Department of Community and Economic 

Development were used to determine the amount of funding contributed to the volunteer fire services 

of Huntingdon County from 2009-2012.  Other disciplines’ information was not adequately clear enough 

to the author to be used for analysis.  Additionally, information from City-Data was used to establish 

median income and population information for Huntingdon County.  An objective of this element of the 

thesis is to make a comparison on relatively level ground as to the support communities give, and the 

financial impact on their taxpayers derived from fire service spending.  Considering all fire services in 

Huntingdon County are all-volunteer, this comparison is further level in how it impacts a homogenous 

discipline as well. 
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The chart above shows a comparison of Huntingdon County municipalities’ spending on a per-person 

basis on their fire services.  To calculate this, the spending of all municipalities, averaged among the four 

studied years, was averaged to determine a comparison point (the 100 percent line) among all 

municipalities.  This resulted in an ‘average spending per person’ figure which was then averaged to 

determine a comparison point (the 100 percent line).  The average resident of Huntingdon County 

spends $13.07 per year through taxation on their fire services by means of ‘taxation and pass through 

contribution’ from local government to fire department.  Of those whose data could be obtained, West 

Township residents invest the most ($35.12 per person) and Barree Township residents invest the least 

($3.32 per person) (Department of Community and Economic Development, 2015).   

Comparing this alone was not adequate, as not all municipalities have taxpayer bases on equal grounds.  

For example, while the averaged median income of a Huntingdon County resident is $51,173.27 during 

the study period, Shade Gap Borough ($26,606) had the lowest median income, while Birmingham 

($87,101) had the highest (City-Data, 2013).  This shows a vast disparity, and is further exacerbated by 

variances in population.  To further normalize, populations were averaged over the study period, with 

the largest municipality being Huntingdon Borough (7005) and the smallest being Coalmont Borough (77 

residents) (City-Data, 2013).   
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These, together, were merged to determine the average fire spending per person, and the population 

figures for each year (2009-2012) were averaged for the municipality and compared against the average 

median income for all municipalities.  This allows the municipal contributions per person to be compared 

after the average population and average median income are compared to each other.  The objective is 

to determine who is investing at, above or below the average level across the county without regard to 

the community tax base or the impact of population.  The result above shows in blue the average 

investment per person after averaging median incomes and average populations to provide an accurate 

picture of who is investing more or less than the average (the 100 percent line) countywide.  This is 

compared side-by-side to the output of a spending versus revenue analysis of each municipality.  The 87 

percent line represents the average percentage of spending capacity across the municipalities.  Spending 

capacity refers to the difference between revenue received and expenses – if a municipality shows less 

than 100 percent, then they have excess funds for 2012.  The average municipality in Huntingdon County 

showed an excess of 13 percent in funds for 2012; however looking at all municipalities together, they 

spent a combined 106 percent of their revenue (meaning, they spent 6 percent more than they received.  

Of further note, Carbon and Dublin Townships’ data sets were incomplete or missing from the municipal 

reporting data made available through the Department of Community and Economic Development.  This 

missing data skews the municipalities’ appearance on the charts, and their results should be discarded 

from consideration when viewing these data products. 

To best interpret the significance of this chart, a municipality who has invested more than the average 

in their fire services and has spent 100 percent of their capacity, then the community has demonstrated 

that funding of volunteer fire service is a priority through their choice of investment.  If that municipality 

had spent more than 100 percent, then they are perhaps spending more than they can afford to overall.  

If they are spending less than 100 percent, they may have capacity to invest more.  If they are spending 

less than 100 percent of their capacity and spending less than average on their fire services, an 

opportunity has presented itself to explore ways to possibly invest more. 

This study cannot answer why some municipalities did not spend to their capacity, but we can infer that 

some reasons may include saving for capital projects, saving for a specific reserve or possibly may have 

other agreements in place that limit or influence their spending direction.  Regardless of reasoning, this 

information is designed not to cast or suggest blame, but rather inform readers as to the real conditions 

that communities and their volunteers face while seeking opportunities to increase the odds of the 

volunteer emergency services’ survival.  Ideally, this information in conjunction with other data will 

encourage constructive dialogue to continue and improve between community leaders and their 

volunteer services.  The following three charts break the above chart into smaller sections for improved 

readability:  
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Conclusions 
“Sooner or later, somebody’s going to dial 911 and … nobody’s going to show up” according to former 

PA State Fire Commissioner Edward Mann (Murphy, 2014).  This striking statement effectively conveys 

the probable consequence if corrective actions are not taken, immediately, to reverse the clear trend of 

the emergency services’ volunteer workforce aging towards a critical tipping point.   

By 2020, over half of all regional responders will have more than 20 years of experience and will be over 

40 years of age, while less than 9 percent of all projected volunteers coming in will be under 40 years of 

age and have less than 5 years of experience.  This is an alarming figure, but not nearly as alarming as 

looking at Huntingdon County’s projection for 2020.  Should circumstances not improve, over 40 percent 

of our volunteer emergency services will be in a ‘ready to retire’ from active service state, yet the 

projection shows that the share of fresh volunteers will be extremely minimal if the trend continues. 

With responders ever increasing in age, and without enough new blood, our emergency services might 

as well receive a death warrant. 

It is certain that some organizations will fare better due to a variety of factors (effective recruitment and 

retention, excellent leadership, better tax base, more available local young volunteers in a specific 

locality, etc.) and some will fare far worse than the average (which could cause or hasten a departmental 

collapse.) Yet, to receive data from a volunteer serving at 95 years of age is simply incredible, period. 

Based on this lengthy research project, I have drawn the conclusion that there is a “new normal” which 

has developed in our emergency services: the retirement age is being forcibly shifted upward.  Older 

responders are not only required by default, but expected to continue providing arduous and risky 

physical service without adequate regard to the increased potential of injury.  As a consequence of this 

conclusion, it is increasingly probable that incidents of injury, illness and death among emergency service 

responders will increase substantially by 2020 for those serving across the SCM region if the trend 

continues. 

While a great deal of actions have been proposed via legislation and/or within the responder 

communities of practice, it appears less than 10 percent of all initiatives become concrete resources to 

the responder community.  Tax incentives that were previously enacted only lasted one year, and 

individualized grant investments often do not have the perpetual value originally envisioned because 

the environment is so dynamic and challenging for these organizations.  If the emergency service 

volunteer needs are not prioritized, and effective relief is not implemented within in the immediate 

future, potentially irreversible consequences are undoubtedly going to be noticed across the entire SCM 

region.  To be clear, financial responsibility for providing emergency services in communities is clearly, 

unquestionably and absolutely the legal responsibility of municipal governments.   

While it is understood that small municipalities (with less than 100 residents as one of many examples) 

absolutely cannot afford on their own to meet this requirement, the requirement nonetheless is 

statutorily theirs.  This sheds a spotlight onto how Pennsylvania’s structure of government is both 

organized, as well as equipped with capacity to meet its own legal expectations.  The time for identifying 

why things cannot be done has long since passed – the time to set aside differences and develop a 
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comprehensive, unified and lasting solution to Pennsylvania’s volunteer emergency services’ significant 

challenges is immediately at hand.  It appears, based on a review of prior legislative and academic inquiry, 

that there are more than enough validated, logical and feasible actions available to pursue which could 

have an immediate and positive impact on the problem.  This study identifies additional strategies to 

consider which are based on feedback for this geographic region.  The author respects that this is a huge 

challenge; however conveys to readers that the sentiment of many interviewees is clear and convincing: 

talk is voluminous, action is scant.  This condition must be reversed in order to demonstrate to the 

volunteer community that their needs are Pennsylvania’s leaderships’ priority. 

Based on the whole of the research, I am confident that the volunteers across our region will continue 

to sacrifice, engage in longsuffering and push themselves to finance their community’s well-being using 

their sweat equity.  I am equally confident that, regardless of these heroic efforts and resolve of steel, 

without real relief the pressure of the whole-of-life environment surrounding these volunteers will cause 

a number of these amazing individuals and their departments to collapse.  These volunteers signed up 

to help their community, but they did not sign up to become professional fundraisers and likely could 

not have anticipated that the ‘job’ of operating an emergency service organization would consume more 

of their life than any reasonable person – or their loved ones – should be asked to donate.   

While the outlook is bleak, there are organic, local-level initiatives working in concert with state and 

federal programs to address these challenges actively.  Although these, on their own, are inadequate to 

turn the tide they are part of the comprehensive solution set for this problem.  Initiatives such as the 

Allegheny Mountain Firefighters Initiative provide a foundation framework to build on for a set of 

persistent supporting efforts that empower and enable the next generation of recruits.  A critical point 

is that, despite the adversities the volunteer community faces, there is tremendous human persistence 

and resilience of hope still exuding from the volunteer workforce in general.  This is a precious 

commodity that cannot be taken for granted, and demonstrates to the layperson exactly why the 

emergency service volunteer must not vanish.   

More research is needed in a variety of data gap areas discussed, and repeating elements of this survey 

among a broader population would further inform policymakers as to conditions in other regions of 

Pennsylvania and the United States.  However, while more research is indicated, it is this author’s 

informed opinion that no further research is necessary to compel immediate corrective action by all 

levels of government to reduce the obvious burdens placed on the emergency service volunteers of 

Pennsylvania that are within their ability to influence.  The data clearly agrees with former Fire 

Commissioner Mann’s statements, and confirms that a volunteer famine does exist in our area of PA.    
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Appendix 1 – SCM Region Demographics 

Side by Side Profiles 
 

 

People and 

Income 

Overview 

(By Place of 

Residence) 

Huntingdon 

County, PA 

Blair 

County, 

PA 

Bedford 

County, 

PA 

Centre 

County, 

PA 

Fulton 

County, 

PA 

Mifflin 

County, 

PA 

Juniata 

County, 

PA 

SCM 

Region 

Combined 

Pennsylvania 

Population 

(2013) 
45,694 126,314 49,055 155,403 14,670 46,616 24,768 462,520 12,773,801 

Growth 

( percent) Since 

2000 

0.2 percent 
-2.2 

percent 

-1.9 

percent 

14.5 

percent 

2.9 

percent 

0.3 

percent 

8.5 

percent 

3.2 

percent 
4.00 percent 

Growth 

( percent) Since 

1990 

3.5 percent 
-3.2 

percent 

2.4 

percent 

24.5 

percent 

6.0 

percent 

0.9 

percent 

20.1 

percent 

7.7 

percent 
7.50 percent 

Land Area (in sq. 

miles) 
874.6 525.8 1,012.30 1,109.90 437.6 411 391.4 4,763 44,742.70 

Population 

Density (2013) 
52.2 240.2 48.5 140 33.5 113.4 63.3 98.73 285.5 

 percent 

Reporting One 

Race Only (2013 

ACS 5 year est.) 

98.60 

percent 

98.90 

percent 

98.70 

percent 

99.20 

percent 

98.90 

percent 

99.00 

percent 

99.40 

percent 

98.96 

percent 

98.50 

percent 

 percent 

Reporting Only 

African American 

(2013 ACS 5 year 

est.) 

5.30 

percent 

1.80 

percent 

0.60 

percent 

3.20 

percent 

1.30 

percent 

0.70 

percent 

0.90 

percent 

1.97 

percent 

10.90 

percent 

 percent 

Reporting 

Hispanic (of any 

race) (2013 ACS 

5 year est.) 

1.70 

percent 

1.00 

percent 

1.00 

percent 

2.50 

percent 

0.90 

percent 

1.20 

percent 

2.70 

percent 

1.57 

percent 
5.90 percent 

Households 

(2013 ACS 5 year 

est.) 

17,193 51,433 20,198 57,197 5,965 18,711 9,248 $25,706  4,958,427 

http://statsamerica.org/
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Labor Force 

(2013) 
N/A N/A N/A N/A N/A N/A N/A N/A N/A 

Unemployment 

Rate (2013) 
N/A N/A N/A N/A N/A N/A N/A N/A N/A 

Per Capita 

Personal Income 

(PCPI) (2013) 

$32,200  $38,169  $34,689  $41,894  $35,308  $33,109  $33,754  $35,589  $46,202  

10 Year PCPI 

Growth 

( percent) adj. 

for inflation 

0.14 0.12 0.11 0.17 0.08 0.11 0.03 0.11 
10.30 

percent 

Poverty Rate 

(2012) 
14.2 13.6 13.4 19.4 12 16.3 12 14.41 13.7 

High School 

Diploma or More 

-  percent of 

Adults 25+ (2013 

ACS 5 year est.) 

87.70 

percent 

90.90 

percent 

85.20 

percent 

92.70 

percent 

84.90 

percent 

81.50 

percent 

82.90 

percent 

86.54 

percent 

88.70 

percent 

Bachelor's Deg. 

or More -  

percent of Adults 

25+ (2013 ACS 5 

year est.) 

13.50 

percent 

18.40 

percent 

12.60 

percent 

40.40 

percent 

11.80 

percent 

11.50 

percent 

11.80 

percent 

17.14 

percent 

27.50 

percent 

Industry 

Overview (2013) 

(By Place of 

Work) 

Huntingdon 

County, PA 

Blair 

County, 

PA 

Bedford 

County, 

PA 

Centre 

County, 

PA 

Fulton 

County, 

PA 

Mifflin 

County, 

PA 

Juniata 

County, 

PA 

SCM 

Region 

Combined 

Pennsylvania 

Covered 

Employment 
12,475 58,313 15,424 66,699 4,721 15,493 6,142 179,267 5,597,272 

Avg Wage Per 

Job 
$34,359  $36,349  $33,325  $43,341  $40,913  $34,735  $31,954  $36,425  $49,070  

Manufacturing -  

percent of all 

jobs 

11.70 

percent 

11.90 

percent 

13.20 

percent 

6.10 

percent 

36.80 

percent 

25.00 

percent 

36.00 

percent 

20.10 

percent 

10.10 

percent 

Avg Wage Per 

Job 
$39,793  $45,237  $40,487  $47,582  $53,781  $45,751  $35,819  $44,064  $56,741  
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Transportation 

and 

Warehousing -  

percent of all 

jobs 

3.60 

percent 

6.40 

percent 

11.00 

percent 

2.10 

percent 

2.60 

percent 

4.50 

percent 

5.20 

percent 

5.06 

percent 
4.60 percent 

Avg Wage Per 

Job 
$34,197  $42,544  $35,593  $39,377  $26,113  $35,855  $40,624  $36,329  $44,130  

Health Care, 

Social Assist. -  

percent of all 

jobs 

1.10 

percent 

20.40 

percent 

13.10 

percent 

12.30 

percent 

14.00 

percent 

20.60 

percent 

0.50 

percent 

11.71 

percent 

17.30 

percent 

Avg Wage Per 

Job 
$39,349  $44,060  $28,409  $46,944  $36,545  $34,070  $32,519  $37,414  $45,320  

Finance and 

Insurance -  

percent of all 

jobs 

3.30 

percent 

1.90 

percent 

2.10 

percent 

1.90 

percent 

2.10 

percent 

2.50 

percent 

3.10 

percent 

2.41 

percent 
4.60 percent 

Avg Wage Per 

Job 
$45,208  $48,287  $42,797  $53,069  $31,834  $41,641  $39,826  $43,237  $80,300  

N/A Not Available or Not Applicable                          Source: StatsAmerica 2015 
 

Appendix 2 - Huntingdon County Profile 
Sources: Huntingdon County Hazard Mitigation Plan and The New York Times 

County Profile 

Location and Description 
Huntingdon County is located in central Pennsylvania within the Appalachian Mountains. The County 
was established in September 1787, apportioned from land that was once a part of Bedford County, 
which in turn had been part of Cumberland County. Later, more land would be taken from Huntingdon 
County to form parts of Centre County, Cambria County, and Blair County, creating the present 
boundaries of Huntingdon County by 1846. Today, Huntingdon County is bordered by Blair County to the 
west, Centre County to the north, Mifflin County and Juniata County to the east, and Franklin, Fulton, 
and Bedford Counties to the south.  Huntingdon covers 874.64 square miles of land and 14.63 square 
miles of water (www.usa.com/huntingdon).  

Huntingdon County takes pride in its scenic beauty and natural resources. The County is home to 
Raystown Lake, a 29,000-acre Army Corps of Engineers project. It offers 12 public access areas, an 8,000-
acre lake, picnic areas, beaches, boat launches, campgrounds, trails, hunting, fishing, and marina 
concession stands. The Corps operates and maintains it. 



        
106 

Climate and Weather 
The Koppen-Geiger Climate Areas map classifies Huntingdon County (and the rest of Pennsylvania) as 
Humid Continental. While the state shares many weather similarities, there are a few characteristics 
unique to certain regions of the Commonwealth. The Central Climate Region of Pennsylvania is unique, 
as the ridge tops and mountainous areas witness more intense winter weather of which Huntingdon 
County is a part, than the low-lying valley areas. On average, mountaintop areas have much lower 
temperatures, more wind, and more precipitation than the adjacent valleys. The weather summary 
shown in Table 2-1 provides the most applicable weather data for Huntingdon County. 

Table 2-1 

Huntingdon County Averages and Records 

Month 
Average 

High 
Average 

Low 
Mean 

Temperature 
Average 

Precipitation 
Record High Record Low 

Jan 33.5°F 17.4°F 25.3°F 2.7 in. 66°F (1998) -15°F (1994) 

Feb 36°F 18.3°F 27°F 2.3 in. 79°F (1985) -12°F (1979) 

Mar 45.7°F 25.1°F 35.3°F 3.3 in. 84°F (1977) 0°F (1978) 

Apr 58.9°F 35.7°F 47.5°F 3.4 in. 91°F (1985) 15°F (1982) 

May 69.1°F 44.2°F 56.4°F 3.9 in. 93°F (1996) 25°F (1978) 

Jun 77.4°F 53.9°F 65.8°F 4 in. 94°F (1988) 33°F (1978) 

Jul 81.1°F 58°F 69.6°F 3.6 in. 104°F (1988) 42°F (1988) 

Aug 79.7°F 56.4°F 67.9°F 3.6 in. 99°F (1988) 37°F (1982) 

Sep 72.2°F 48.9°F 60.5°F 3.5 in. 96°F (1983) 29°F (1980) 

Oct 60.8°F 38.8°F 49.5°F 3.2 in. 89°F (1986) 20°F (1988) 

Nov 49°F 31°F 39.9°F 3.5 in. 82°F (2003) 10°F (1976) 

Dec 36.8°F 25.1°F 29.1°F 2.9 in. 74°F (2001) -7°F (1983) 

Source: USA.com, http://www.usa.com/huntingdon-county-pa-weather.htm#HistoricalTemperature, retrieved October 2014 

 

Weather patterns and climatic conditions in Huntingdon County present a risk factor. The County’s 
weather extremes are a primary contributor to many of the County’s natural hazard events, such as 
winter storms, flooding, high winds, and severe temperatures. According to the National Climatic Data 
Center, weather-related events recorded from 1950 to April 2006 have caused 11 deaths, 390 injuries, 
more than $68 million in property damage, and approximately $500 million in crop damage.  From 1950 
to 2010 a total of 11,869 weather extremes have been recorded within 50 miles of Huntingdon County 
(www.usa.com/huntingdon). Some of these events were regional disasters; the damage amount listed 
reflects the regional total. 

In addition to monetary damage and loss of life or injury, weather can impede emergency response to 
disasters, thus worsening the damage caused by a natural disaster. Because of this impact on mobility, 
the County can be most vulnerable to the effects of severe winter weather and flooding. Regardless of 
the event, weather will always play a large part in any disaster response, requiring emergency planning 
to account for all possible weather variations. 

http://www.usa.com/huntingdon-county-pa-weather.htm#HistoricalTemperature
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Population 
The previous mitigation plan said that: Huntingdon County’s population remained relatively stable 
between 1990 and 2000. During that 10-year period, the County witnessed a population increase of 3.2 
percent. Most of the growth during this time occurred in the townships, as they experienced a 
population increase of 6.4 percent, while the boroughs in Huntingdon County saw a population decrease 
of 3.4 percent. The greatest growth within the County occurred in Coalmont Borough, Walker Township, 
and Warriors Mark Township, all of which had population increases greater than 20 percent.  Since 2000 
Huntingdon has experienced a 0.72 percent growth in its population, which is much lower than the 
growth of Pennsylvania’s population growth since 2000 (www.usa.com/huntingdon). 

The population of the County in 2010 was 46,066 according to the Huntingdon County Comprehensive 
Plan Update Demographic Analysis (2010) concluding that the population increased by 480 or 1.1 
percent between 2000 and 2010. The County population has grown in each decade since 1970 albeit at 
a decreasing rate from an increase of 8 percent by 1980, another 4.5 percent by 1990, and an increase 
of 3.2 percent by 2000. 

According to the Huntingdon County 2012 Demographic Analysis, the fastest growth occurred in Broad 
Top City Borough with a population increase of almost 18 percent. Other municipalities with population 
increases of approximately 10 percent were Brady, Walker, and Warriors Mark townships. The greatest 
loss of population was in Coalmont Borough with an estimated loss of 22 residents. Other municipalities 
with population decreases of approximately 10 percent were Miller Township, Rockhill Borough, Carbon 
Township, and Alexandria Borough. Figure 1 shows approximate population change over the period 2000 
to 2010 for jurisdictions in Huntingdon County. 

http://www.usa.com/huntingdon
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Figure 1: Population Change by Municipality 
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There is some variation in Huntingdon County population statistics and U.S. Census Bureau statistics. 
According to the U.S. Census Bureau, the 2010 population of Huntingdon County was 45,915 and the 
2013 population estimate was 45,695 representing a slight decrease (Source: 
http://quickfacts.census.gov/qfd/states/42/42061.html, retrieved December 12, 2014). For this update, 
particularly in flood profile section found in Appendix C, 2010 Census Bureau population figures are 
presented. For detailed analysis of housing conditions, the Huntingdon County Housing Study prepared 
for the Huntingdon County Comprehensive Plan (2012) should be consulted.  

 

Huntingdon County’s population is expected to grow by 2,605 (or 5.4 percent) from 2010 through 2030.   

Figure 2-1 

 

Source: Commonwealth of Pennsylvania, Department of Environmental Protection Populations Projection Report 

Below are specific projections for each borough and township in Huntingdon County: 

 

http://quickfacts.census.gov/qfd/states/42/42061.html
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Table 2-2 
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Source: Commonwealth of Pennsylvania, Department of Environmental Protection Populations Projection Report 

 

Housing 
The housing stock in Huntingdon County is relatively old, as a majority of the structures were built prior 
to 1940. Figure 2-2 presents the age of housing structures in Huntingdon County. The number of housing 
units built per year has steadily decreased from 1970 to 2010 (www.usa.com/huntingdon). The number 
of housing units in Huntingdon County is projected to grow only slightly through the year 2030.  
According to the Huntingdon County Demographic Analysis (2012), just 5 percent of the housing stock 
was built between 2000 and 2009 and the largest residential building boom occurred in the 1970s when 
just over 17 percent of the housing stock was built. Table 2-2 summarizes Year Built data for Huntingdon 
County housing represented in the Huntingdon County Comprehensive Plan (2012): 

Table 2-3 

Year Built Percent of Huntingdon County Housing Stock 

2000-2009 6.5 

1990-1999 11.7 

1980-1989 10.8 

1970-1979 17.3 

1960-1969 7.2 

1950-1959 8.1 

1940-1949 6.5 

1939 or earlier 31.9 
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Figure 2-2 

 

 

Source: Huntingdon County Comprehensive Plan (2012) 

Figure 2-3 

 
Source: U.S. Census Bureau 

The number of housing units in Huntingdon County increased by 9.2 percent between 1990 and 2000. 
During that time period, the increase in housing units was driven by the townships, which witnessed an 
increase of 12.2 percent. By the year 2030, Huntingdon County is projected to have more than 23,886 
housing units, with an annual growth rate of 3.2 percent.  

Due to enforcement of local flood damage prevention ordinances structures are not being built in 
floodplains unless precautions are included in the design to prevent the likelihood of flooding in the 
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future. Residential structures in flood prone areas are required to be elevated about the estimated base 
flood elevation; non-residential structures are either elevated or flood-proofed to prevent damage due 
to flooding.  

Figure 2-3 presents the housing development trends for Huntingdon County from 1990 through 2030. 

Figure 2-4 

 
Source: U.S. Census Bureau / Pennsylvania Department of Environmental Protection 

The median value of an owner-occupied residential structure in Huntingdon County was $202,000 in 
2009 (Huntingdon County Comprehensive Plan, 2012).  

 

However, Huntingdon County has a significant amount of seasonal housing, which complements its 
traditional housing. Approximately 15 percent of all housing in Huntingdon County is seasonal (3,180). 
According to Planning and Development data, each year approximately 25 percent of all new housing 
starts are seasonal homes. Jackson Township has both the highest percentage of seasonal housing and 
the highest aggregate number, at 45 percent and 304 respectively.  Seasonal housing presents a unique 
opportunity for the County to absorb thousands of people during an emergency, when owners flee to 
the County for safety. It would also pose a challenge to the municipalities to deal with thousands of 
people not familiar with local government or community resources in the time of an emergency. Table 
2-4 illustrates the percentage of seasonal housing in each municipality in Huntingdon County. 
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Table 2-4 

 Huntingdon County Seasonal Housing Units 2000 vs. 2010 

 2000 2010 

Municipality 
  Total 

Housing 
Units 

Seasonal, 
Recreational or 
Occasional Use 

 percent 
  Total 

Housing 
Units 

Seasonal, 
Recreational or 
Occasional Use 

 
percent 

Alexandria Borough  160 1 0.6 
percent 158 1 

0.6 
percent 

Barree Township  247 53 21.5 
percent 263 67 

25.5 
percent 

Birmingham Borough  44 2 4.5 
percent 45 3 

6.7 
percent 

Brady Township  440 50 11.4 
percent 486 53 

10.9 
percent 

Broad Top City Borough  178 2 1.1 
percent 184 7 

3.8 
percent 

Carbon Township  201 23 11.4 
percent 205 21 

10.2 
percent 

Cass Township  622 197 31.7 
percent 653 200 

30.6 
percent 

Cassville Borough  69 2 2.9 
percent 67 2 

3.0 
percent 

Clay Township  494 99 20.0 
percent 511 104 

20.4 
percent 

Coalmont Borough  55 2 3.6 
percent 50 4 

8.0 
percent 

Cromwell Township  873 259 29.7 
percent 849 220 

25.9 
percent 

Dublin Township  607 88 14.5 
percent 652 108 

16.6 
percent 

Dudley Borough  89 3 3.4 
percent 94 4 

4.3 
percent 

Franklin Township  238 35 14.7 
percent 281 65 

23.1 
percent 

Henderson Township  562 150 26.7 
percent 544 131 

24.1 
percent 

Hopewell Township  384 115 29.9 
percent 397 126 

31.7 
percent 

Huntingdon Borough  2,817 15 0.5 
percent 2,911 13 

0.4 
percent 

Jackson Township  675 304 45.0 
percent 702 331 

47.2 
percent 

Juniata Township  351 113 32.2 
percent 451 189 

41.9 
percent 

Lincoln Township  265 111 41.9 
percent 284 126 

44.4 
percent 

Logan Township  315 35 11.1 
percent 333 48 

14.4 
percent 

Mapleton Borough  201 1 0.5 
percent 195 4 

2.1 
percent 

Marklesburg Borough  138 41 29.7 
percent 175 77 

44.0 
percent 

Mill Creek Borough  139 2 1.4 
percent 139 3 

2.2 
percent 

Miller Township  239 34 14.2 
percent 275 64 

23.3 
percent 

Morris Township  158 11 7.0 
percent 171 8 

4.7 
percent 

Mount Union Borough  1,288 10 0.8 
percent 1,262 9 

0.7 
percent 

Oneida Township  511 27 5.3 
percent 517 28 

5.4 
percent 

Orbisonia Borough  217 6 2.8 
percent 242 4 

1.7 
percent 
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 Huntingdon County Seasonal Housing Units 2000 vs. 2010 

 2000 2010 

Municipality 
  Total 

Housing 
Units 

Seasonal, 
Recreational or 
Occasional Use 

 percent 
  Total 

Housing 
Units 

Seasonal, 
Recreational or 
Occasional Use 

 
percent 

Penn Township  666 251 37.7 
percent 880 388 

44.1 
percent 

Petersburg Borough  193 2 1.0 
percent 194 2 

1.0 
percent 

Porter Township  870 56 6.4 
percent 933 79 

8.5 
percent 

Rockhill Furnace Borough  186 2 1.1 
percent 168 2 

1.2 
percent 

Saltillo Borough  152 7 4.6 
percent 143 8 

5.6 
percent 

Shade Gap Borough  43 1 2.3 
percent 48 0 

0.0 
percent 

Shirley Township  1,272 194 15.3 
percent 1,291 189 

14.6 
percent 

Shirleysburg Borough  64 1 1.6 
percent 67 1 

1.5 
percent 

Smithfield Township  637 7 1.1 
percent 644 15 

2.3 
percent 

Springfield Township  413 148 35.8 
percent 423 143 

33.8 
percent 

Spruce Creek Township  146 25 17.1 
percent 150 34 

22.7 
percent 

Tell Township  343 87 25.4 
percent 374 101 

27.0 
percent 

Three Springs Borough  217 7 3.2 
percent 218 3 

1.4 
percent 

Todd Township  572 206 36.0 
percent 668 277 

41.5 
percent 

Union Township  638 212 33.2 
percent 731 279 

38.2 
percent 

Walker Township  735 21 2.9 
percent 874 61 

7.0 
percent 

Warriors Mark Township  664 13 2.0 
percent 754 19 

2.5 
percent 

West Township  287 69 24.0 
percent 300 71 

23.7 
percent 

Wood Township  383 80 20.9 
percent 409 102 

24.9 
percent 

Totals 21,058 3,180 15.1 
percent 

22,365 3,794 17.0 
percent 

Source: U.S. Census Bureau, http://factfinder2.census.gov/faces/nav/jsf/pages/community_facts.xhtml#none, Retrieved December 12, 2014 

In 2010 there were 22,365 housing units in Huntingdon County. 17 percent of these homes are seasonal.  
Seasonal homes grew by almost 20 percent from 2000 to 2010. (www.huntingdoncounty.net) 

Land Use 
Table 2-5 presents the change in Huntingdon County land cover between 1992 and 2000. During that 
period, Huntingdon County witnessed a 27.7 percent increase in its urban or built-up land, which 
includes areas of intensive use covered by structures or other impervious surfaces. 

Agricultural land and open space has also increased in Huntingdon County by 17.7 percent. Agricultural 
land and open space areas are broadly defined as land used primarily for the cultivation or production 
of agricultural products. These landscapes are discerned on high- altitude imagery by their distinct 

http://factfinder2.census.gov/faces/nav/jsf/pages/community_facts.xhtml#none
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geometric field, road patterns, and through other indicators, such as buildings, machinery, livestock, and 
open grassland areas. 

Barren land increased significantly in Huntingdon County between 1992 and 2000. This land cover 
category includes lands that have less than one-third of their defined area covered by vegetation or 
other cover, and areas that are in transition from one land use activity to another. Specific uses include: 
mines and quarries; borrow pits; beaches; sandy areas; bare exposed rock; and land areas in the process 
of being converted to another use or altered, including sanitary landfills. 

Forested land in Huntingdon County decreased by 9.2 percent from 1992 to 2000. This category includes 
areas having a significant tree-crown density (10 percent or more) as remotely sensed from high-altitude 
imagery. 

 

 

Table 2-5 

Huntingdon County Land Cover, 1992 - 2000 

Land Cover Type 1992 (acres) 2000 (acres) Change 
( percent) 

Urban or Built-Up Land 3,189 4,072 27.7 
percent Agriculture Land and Open Space 117,500 138,266 17.7 
percent Barren Land 4,251 21,919 415.6 
percent Forest Land 432,151 392,465 -9.2 percent 

Water or Wetlands 12,730 13,099 2.9 percent 

Source: 1992 Data from USGS NL CD 
2000 Data from Penn State University 

The Huntingdon County Comprehensive Plan is available at 

http://www.huntingdoncounty.net/Dept/Planning/Pages/Comprehensive-Plan.aspx. The plan has 

several sections; the most recent updates were finalized in 2007.  

There has been very little new development in Huntingdon County since 2000. New development 

occurring in the County since 2000 has occurred adjacent to or in close proximity to the areas that were 

already previously developed. 

In fact, a 2012 Pennsylvania State University publication reiterated the data presented above and 

concluded that less than one percent of land in Huntingdon County is developed or in some way covered 

with a structure or pavement making it impervious (source, 

http://benthamopen.com/togeogj/articles/V005/68TOGEOGJ.pdf, retrieved December 11, 2014).  

Economy 
Huntingdon County, like much of Pennsylvania, has an economy with a rich manufacturing past. However, 
Huntingdon County has also capitalized on its ability to attract tourists to the area. During the 1970s, the 
Army Corps of Engineers constructed the current dam at Lake Raystown, creating the largest inland dam 
in the Commonwealth. Lake Raystown’s draw has fostered an expansion in the tourism and seasonal 
housing markets in Huntingdon County. 

http://www.huntingdoncounty.net/Dept/Planning/Pages/Comprehensive-Plan.aspx
http://benthamopen.com/togeogj/articles/V005/68TOGEOGJ.pdf
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The previous plan said that according to 2000 Census data, the manufacturing sector of Huntingdon 
County represents 21.6 percent of the workforce, while educational services make up 11.6 percent, and 
healthcare and social assistance make up 10.2 percent. The industrial sectors illustrated in Figure 2-4 
represent over 75 percent of the employment in Huntingdon County. 

More recent study of the economy of Huntingdon County prepared as part of the Comprehensive Plan 
update similarly shows that the largest employment sector is Health and Social Services representing 
almost 20 percent of Huntingdon County employment. Table 2-6 summarizes employment by sector and 
the bar chart, Figure 2-5, that follows is a graphical representation of the same data. 

 

 

 

Table 2-6 

Sector Percent of Workforce 

Health and Social Services 19.9  

Manufacturing 16.7  

Retail Trade 14.7  

Accommodations, Food Service 10.6  

Education  6  

Construction 5.5  

finance, Insurance 4.4  

Other Services 3.7  

Transport, Warehousing 3.5  

Administrative Services 3  

Wholesale Trade 2.7  

Professional Services 2.5  

Arts, Recreation, Entertainment 1.2  

Information 1.1  

Source: Bureau of Labor Statistics, 2013; Huntingdon County Comprehensive Plan Update  

 

The Huntingdon County study concludes that the number of employers in the County grew by 6 percent 
from 2001 to 2011.  
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Figure 2-5 
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Figure 2-6 displays the same data using a pie chart to further illustrate the share of the Huntingdon 
County economy by employment sector: 

Figure 2-6 

 

 

 

Table 2-7 lists the major employer in each sector of the County economy as provided by the Huntingdon 
County Comprehensive Plan (2012). 
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Table 2-7 

Huntingdon County Major Employers for Each Sector 

Major Employers Industry 

JC Blair Memorial Hospital Health Care and Social Services 

Bonney Forge Corporation Manufacturing 

Wal-Mart Retail Trade 

Hoss’s Steak and Sea House Accommodations and Food Services 

Juniata College Education 

D.C. Goodman and Sons, Inc. Construction 

Mutual Benefit Group Finance and Insurance 

Huntingdon Electric Motor Service Other Services 

Not available Transportation and Warehousing 

Park’s Garbage Service, Inc. Administrative and Waste Services 

U.S. Municipal Supply, Inc. Wholesale Trade 

J.R. Wald Co., Inc. Professional and Technical Services 

Not available Arts, Recreation, and Entertainment  

The Daily News (Joseph F. Biddle Publishing Co.) Information 

Source: Huntingdon County report: The Economy of Huntingdon County, undated  

By 2011, the average wage in the County was $629 per week, representing a 27.1 percent increase from 
the average wage in 2001 (The Economy of Huntingdon County report). Wages in Huntingdon County 
grew more slowly than in the Commonwealth of Pennsylvania as a whole. And, in 2011, the average 
wage in the County was 69.5 percent of the state average.  
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Geology 
Huntingdon County is located in the western edge of the Ridge and Valley Region of Pennsylvania. This 
geologic region is characterized by large amounts of sandstone, shale, and limestone. Layers of the rock 
are generally in folds. Landforms in this region are most often parallel ridges and valleys eroded from 
the folded rock. 

Geographic formations can restrict the nature and extent of surface development. They can also affect 
the quality and quantity of groundwater. Huntingdon County primarily consists of Ordovician bedrock, 
which consists of shale, limestone, dolomite, and sandstone-based geographic formations. Limestone 
formations are highly soluble. They can create caverns and cause subsidence and sinkholes (also known 

as karst topography). Karst topography is sensitive to environmental degradation. The most severe form 
is the depletion and contamination of groundwater supplies. Only one geologic emergency was reported 
in Huntingdon County between November 2000 and November 2006, according to the Pennsylvania 
Emergency Incident Reporting System (PEIRS) (see Appendix C: Geologic Hazard Profile for more detail) 
(Huntingdon County Emergency Management Agency, 2015). 

Source: The New York Times 
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Huntingdon County is pretty good for income mobility for children in poor families. It is better 

than about 72 percent of counties (GREGOR AISCH, 2015).  Huntingdon County is of the better counties 

in the U.S. in helping poor children up the income ladder.  It ranks 1,786th out of 2,478 counties, better 

than about 72 percent of counties (GREGOR AISCH, 2015).   

Across the country, the researchers found five factors associated with strong upward mobility: less 

segregation by income and race, lower levels of income inequality, better schools, lower rates of violent 

crime, and a larger share of two-parent households. In general, the effects of place are sharper for boys 

than for girls, and for lower-income children than for rich (GREGOR AISCH, 2015).  

 

Source: The New York Times 
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 Appendix 3 – 2008 Volunteer Preference Findings 
Agreement Statements 

The following charts and descriptions are a subjective analysis of key emotional questions designed to 

gauge the responder’s attitude and impressions about their volunteer experience on a very personal 

level.  Each of these categories affect not only the quality of the individual volunteer’s experience as a 

member of an organization, but also identify certain aspects of volunteering that can generate disruptive 

levels of stress in their personal and professional lives.  The questions are rated from strongly agree to 

strongly disagree.  These questions were only asked in the 2008 version of the survey. 

Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

4.4%

25.7%

30.1%

6.2%

33.6%

Volunteering in Emergency Service is Accepted and Supported by Primary Employer

 

The majority of respondents felt that their employer was good with their volunteer efforts, however 

around 40 percent of the respondents reported a response which indicated they were not comfortable 

stating their employer supported their efforts.  In these cases where the employer doesn’t support the 

volunteer, many tensions can arise over being late / leaving work as a result of emergencies.  In 

Pennsylvania, the state legislature enacted law which prohibits employers from administering punitive 

actions against employees who are late due to a bona wqwfide emergency, however that law transcends 

the bounds of reality with which real people face when they return to work and are punished indirectly.  

Delayed or non-advancement of the volunteer may be a retribution technique used, as well as others 

such as diminished access to overtime opportunities.  Regardless of the penalty, the welfare of both the 

volunteer and the organization are impacted by increased stress burdens on the individual volunteer. 
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The Organization's Chief and Supervising Officers are Sensitive to Family Time Needs

 

The demonstration of concern for the welfare of the volunteer is important for organizational leadership, 

especially when attempting to individualize an approach that makes volunteering feasible for each 

individual member.  It is not necessarily the chief’s actual level of concern, but it is the level of concern 

that is perceived to exist by the volunteer which impacts the relationship.  It is the same as delivering a 

message to a recipient, who speaks a foreign language, although you did communicate, you fail to get 

your message through effectively because you do not send it in a language that the recipient can 

understand.  In the chart above, the levels of staff which have a supervisor were examined to see if they 

felt their chief or supervisor are sensitive to the individual volunteer’s family time needs.  According to 

the data, most all of the responders either agree or strongly agree that there is understanding and 

sensitivity towards their family time needs by leadership.  For those who stated that they feel there is 

not an adequate level of sensitivity (mainly in the general staff), it is important for leadership to identify 

those individuals and find a way to bridge the gap between their expectations and the leaders’ position.  

Failure to consider the family time needs of volunteers has sufficient impact on the volunteer-

organizational relationship to cause them to resign.  In many cases, family comes first.   
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Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

1.7%

26.1%

14.8%

8.7%

48.7%

Q: I am appreciated by my emergency service organization

 

The majority of volunteers (about 75 percent) feel appreciated by their emergency service organization.  

This is important because if they don’t feel appreciated by the organization they are serving, it is likely 

that they will not continue to serve it for long.  There are always individuals who do not feel appreciated, 

for whatever reason, however it is important for leadership to understand who those individuals are and 

find ways of reducing this perception in order to increase retention rates.  It is reasonable to state that 

one reason people volunteer in the emergency services, and stay there, is because they do feel 

appreciated for their investments of time and effort. 
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Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

3.5%

19.1%

22.6%

6.1%

48.7%

Q: I am appreciated by my community for volunteering

 

Equally important to the volunteer is the perception that their efforts are appreciated by the community 

they are serving.  Remember, the motivations to volunteer are highly skewed towards helping members 

of the community over the other potential reasons to volunteer.  Individual satisfaction depends on the 

fulfillment of their desires and goals, but also is impacted by the ‘return’ on the investment, meaning a 

sense that they have done a good job which was truly appreciated by those they did it for.  68.7 percent 

of volunteers feel appreciated (agree or strongly agree) by the community they serve, just a little over 6 

percent less than feel appreciated by their organization.  It is sometimes more difficult for a community 

to show appreciation to its volunteers, however public events, media campaigns and ceremonial 

gratuities by higher-level elected officials are common practices for showing community appreciation.  

There is a perception among some volunteers in field discussions that their community only cares about 

them when there is a crisis.  This feeling may be what is represented in the neutral and disagreement 

areas.  Considering approximately 1/3 of the volunteers felt this diminished level of appreciation, it is 

advisable for elected leaders in rural communities served by volunteers to actively search for more 

effective ways to communicate their appreciation to all volunteers in the emergency service 

organizations. 
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Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

2.6%

25.9%

16.4%

6.0%

49.1%

Q: I am treated fairly by the leadership of my organization

 

According to Stephen Robbins, "Equity theory says that employees weigh what they put into a job 

situation (input) against what they get from it (outcome) and then compare their input-outcome ratio 

with the input-outcome ratio of relevant others" (Robbins 2005).  A state of status equilibrium is also 

important within emergency service organizations; whereas just like you choose to apply for a job, you 

volunteer to do the job of emergency response – just without monetary compensation.  Many theories 

regarding organizational behavior apply to emergency service organizations, and in this, it is apparent 

that the majority (75 percent) of the respondents felt (agree or strongly agree) that they were treated 

fairly by the leadership.  Robbins goes on to say that when employees envision an inequity, they make 

one or more of five choices. They (1) distort inputs or outcomes, (2) attempt to persuade others to 

change inputs or outcomes, (3) attempt to change their own inputs or outcomes, (4) choose a different 

relevant other, and (5) quit their job (Robbins 2005).  The first four choices have the ability, if selected, 

to compel the responder to take action to either return to equilibrium or alter their perceptions.  In this 

case, organizational leadership can have an impact on their choices either positively or negatively, 

depending on their action or inaction.  The fifth choice is the most undesirable, because there will be no 

further opportunity to engage in practices which promote the retention of that member.  In this study, 

almost 9 percent of the respondents disagreed or strongly disagreed that they were treated fairly.  

Leadership should identify such members in their organization and attempt to promote a state of equity, 

or counsel the member in adopting a more accurate perception of their status within the organization. 
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Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

2.6%

28.4%

23.3% 3.4%

42.2%

Q: I feel like a member of a family in my organization

 

The majority of respondents stated they felt like a member of a family in their organization.  This 

proportion was expected, based on experience, observation and understanding that the type of service 

engaged in by the organization naturally draws people together of like interests closely.  It is important 

for leadership to recognize that there is a family orientation within the volunteer community, and it is 

their responsibility as the leader to ‘parent’ the organization as well as manage it.   
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Agree

Disagree

Neutral

Strongly Agree

Category

27.6%

16.4%

4.3%

51.7%

Q: I can manage the stress of volunteering on my own

 

Volunteers studied feel confident (nearly 80 percent of the population) that they are properly managing 

the stress of their volunteering experience.  The area of concern is the 20 percent who are not sure, or 

are sure they are not managing it properly.  This may be an internalized reaction; however there may be 

external indications that a volunteer is unable to manage stress properly (such as irritability, isolation, 

etc.)  This data shows that there are volunteers who recognize (and perhaps more that do not recognize) 

that they need support to help manage the additional stress placed upon them by volunteering in the 

emergency services.  This type of service is emotionally draining, occasionally traumatic, and has a 

tendency to bear a personal cost for the volunteer with their friends, co-workers, team members and 

families if not properly managed.  Leaders need to be constantly attentive to these signals, and address 

them proactively to ensure minimal harm is experienced by their volunteers.  Preventing excessive stress 

will prevent burn-out, hence increasing the number of retained volunteers. 
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Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

1.8%

34.2%

21.9%

0.9%

41.2%

Q: I believe that volunteering is a civic duty

 

According to Dr. Peter Murk of Ball State University, some people “simply see it (volunteering) as civic 

duty to help others in need” (Mark Ransford 1999).  The survey data agrees with this statement, as just 

over 75 percent of the respondents felt that volunteering is a civic duty.  Interestingly, almost 35 percent 

of the respondents strongly agreed, whereas only 1.8 percent strongly disagreed.  This is a clear 

indication that those who choose to volunteer in rural emergency services have a strong internalized 

sense of civic responsibility, and the emergency services match well with their skills and abilities.  When 

considering recruitment efforts, it would be valuable for organizational leadership to take this 

information into account and integrate it into their recruitment programs.  Since civic responsibility is 

taught in schools (i.e. daily pledge of allegiance, etc.), this is a good time to emphasize that service in the 

organization is service to the community.  When considering retention, political leaders should be 

mindful that they represent the face of the government, which is the vehicle for pursuing civil service.  

Volunteers look to public officials for guidance, support and encouragement.  Commensurate with this, 

public officials have a level of responsibility for the success of emergency service organizations in central 

Pennsylvania, as their stance and relationship regarding the volunteers has an impact on the volunteer’s 

interest in serving through the government.  Emergency service organizations are often chartered under, 

or authorized through units of local government, and local leaders interact directly with leaders of the 

emergency service organizations.  If the volunteers perceive the relationship to be positive and 

supportive, they will continue to feel good about fulfilling their civic duty.  When they feel as though 

local leaders are interfering or inhibiting their organization’s efforts to serve the community, they 

develop a personal association between the local leader and serving the community itself (as the 

politician represents the people).  Sometimes volunteers resign from service because they do not want 
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to serve the leaders, hence causing a level of harm to the entire community.  It is crucial that local leaders 

take reasonable and consistent steps to ensure the accurate and positive perception of their relationship 

with volunteers, because if they do not, there is a potential for retention numbers to be affected by the 

deterioration of the relationship. 

Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

1.7%

24.1%

27.6%

5.2%

41.4%

Q: I believe that volunteering time to an emergency service is more important than donating money to it

 

As to be expected, volunteers are more likely to place a greater importance on volunteering time than 

donating money, as they themselves donate their time to it.  It was unexpected to see a fairly large 

(almost 35 percent) margin of respondents who disagreed or were unsure.  There was no available 

information located which could indicate a trend in either direction during research, which indicates that 

this may be an area of potential study to determine if there is a trend towards more interest in monetary 

as opposed to time donation growing in the volunteer community. 
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Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

1.7%

24.1%

27.6%

5.2%

41.4%

Q: Volunteering my time in an E.S.O. is more satisfying than receiving an award or recognition at my primary job

 

Many volunteers feel that volunteering is important, however it is difficult to gauge in comparison to 

other positive aspects of life just how important volunteering is to the volunteer.  In this study, the 

volunteer was asked if volunteering their time in their emergency service organization proved more 

satisfying that any award or recognition they could receive from their regular employer.  The word 

satisfying was used because satisfaction is a very positive assignment of quality to an experience.  It was 

anticipated that less volunteers would see the act of volunteering their time as more satisfying than 

being recognized for their achievement in their professional career.  Surprisingly, the majority of 

volunteers felt that it was, being over 65 percent.  This speaks to the intrinsic value of the volunteer 

experience that can be realized within an emergency service organization, and the agency that it has in 

facilitating the individual volunteer’s goals of helping others and serving their community.  In most all 

cases, the volunteers spend less time volunteering per week than they would at a 40hr/week career, yet 

even though the time invested in this effort is less, the reward is much greater for many of them.  
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Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

0.9%

35.3%

14.7%
2.6%

46.6%

Q: I consider it a privilege to volunteer at my primary emergency service organization

 

To gain further perspective on the volunteers’ perception of how highly they regard their experience in 

the emergency services, this study asked if they felt it was a privilege to serve that organization.  The 

word privilege invokes the connotations of honor, pleasure and joy.  Over 80 percent of volunteers 

associated this distinction with their opportunity to volunteer in an emergency service organization.  This 

is significant in that it shows a clear indication that the opportunity to volunteer is more than just an 

inconsequential matter to volunteers.  In fact, it is highly regarded, and volunteer organizational 

leadership should consider this when recruiting and retaining their volunteers.  The image of the 

organization plays a part in this, and volunteers are cognizant in general1 that they are the stewards of 

the public trust.  Such responsibility is a privilege and an honor, therefore leaders must strive to maintain 

the highest and most positive image of the organization in the eyes of both the membership and the 

community. 

                                                             

1 Based on field research interviews 
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Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

0.9%

13.9%

28.7%

6.1%

50.4%

Q: I follow the direction of my volunteer org's leadership, even when I'm not sure it is the right decision

 

There is a need to explore how trust is experienced within the organization, both vertically between the 

leadership and the membership, and laterally among the membership themselves.  This question 

examines the relationship between the volunteers and all leadership, to include administrative 

personnel, line officers and the chief as a whole.  The data shows that just over 64 percent of the 

membership will follow the direction of leadership, even if they disagree.  This is a testament to the level 

of influence the leadership has on the membership, and the high degree that the majority place in them 

even when there is conflict.  It is the responsibility of the leaders to use this great influence with great 

responsibility, ensuring that the best interests of the individual volunteers are considered in every 

decision made, because their wishes will likely be carried out whether right or wrong. 
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Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

1.8%

37.7%

12.3% 3.5%

44.7%

Q: I trust my volunteer organization's Chief

 

The trust that the volunteers have in their chief is greater than any other person or level in the 

organization, reporting at over 82 percent indicating either agree or strongly agree.  There is an ultimate 

level of responsibility, and concurrently of influence attached to the position of chief in a volunteer 

emergency service organization.  The chief also is a volunteer, but their wisdom, experience, character 

and charisma meld to form a figurehead that can be considered someone to look up to and trust in the 

organization.  Volunteers show more trust in those who are higher ranked in the organization, and are 

most likely to allow the chief’s influence to drive their impressions of their volunteer experience.  

Selection criterion/qualities and traits of chiefs are a subject for another study, but it is important to 

note that the single most likely person in the volunteer organization to affect change in the experience 

of the individual volunteer is the chief.  When considering resolving broad issues that affect retention in 

the organization, such as status inequity perceptions, the chief is best suited to compel a turnover in 

conditions among the volunteers. 



        
136 

Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

3.5%

15.8%

25.4%

9.6%

45.6%

Q: The attitude of my org's Chief is more important to me than their level of education when I listen to them

 

The chief’s attitude, as perceived by the volunteers, is an important aspect of the relationship between 

the volunteer and the leadership.  So important, that volunteers are willing to overlook the chief’s level 

of education to consider their attitude and countenance when receiving instructions or simply listening 

to them.  Sixty-one percent of volunteers expressed this opinion, however there is a fairly large 

percentage that disagree (13 percent) and 1/4 of the volunteers neutral on the issue.  Still, the majority 

expressed this as of higher importance, which should indicate to a chief that their attitude counts for a 

lot among many of their members.  Expressing positive, reinforcing and professional demeanor helps to 

exemplify the desired qualities from the membership.  You could be highly educated, but if you do not 

‘practice what you preach’ as the organization’s chief, a large percentage of the volunteers will take 

notice, and possibly react. 
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Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

2.6%

34.5%

7.8%

2.6%

52.6%

Q: I am willing to trust my org's membership with my life and safety

 

As anticipated, the vast majority (over 87 percent) of the volunteers surveyed are willing to trust their 

comrades with their lives and their safety.  This would be natural considering the nature of the work, 

and the close bonds that would naturally develop from working together under such hazardous 

conditions.  For those who responded that they were unsure or that they disagreed, there is no clear 

indication in data to infer at what level of experience in the volunteer career would a volunteer most 

likely lost the trust in their colleagues, however the range seems to be somewhere between 8 and 30 

years on the job where this distrust is most likely to occur.  See chart below for details: 
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Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

0.9%

20.7%

13.8%

2.6%

62.1%

Q: I feel as though I am trusted by my peers in my volunteer organzation

 

An overwhelming 83 percent of respondents perceive that they are trusted by their colleagues in their 

emergency service organization, which is within 4 percent of the last question regarding trusting others.  
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This series of questions was injected to act as a psychometric validation of truth among the respondents, 

and it is clear that there is a correlation between the two answers that is sufficiently complimentary to 

warrant the assertion that the data is valid regarding the perceptions of trust.  It is also indicated that 

trust is a very significant matter to the volunteers both vertically and laterally in the organization.  If 

there is a loss or infringement of trust, it is bound to have a negative impact which will pervade 

throughout the entire volunteer membership.  Leaders need to be aware of this characteristic of their 

membership, and take affirmative steps to ensure that the trust relationships are maintained on every 

level of the organization.  Failure to do so could result in a widespread negative impact on retention and 

recruitment for the organization. 

Agree

Disagree

Neutral

Strongly Agree

Strongly Disagree

Category

19.8%

7.8%

12.1%

34.5%

25.9%

Q: I have experienced trouble sleeping due to events that have occured / I have observed while volunteering

 

Fifty-four percent of surveyed volunteers feel that they have not experienced a sleeping problem as a 

result of their volunteer experiences than feel they have.  About 34 percent stated they did experience 

trouble sleeping, which is over 1/3 of the total population of volunteers.  Problems with sleeping are 

symptomatic of post-traumatic stress disorder, and call for leaders to not only be sensitive to these 

conditions among their members, but also for leaders to find ways to assist these volunteers manage 

their personal strife.  Failures to address these conditions expose this 1/3 of your volunteer cadre to 

potential physical and emotional health maladies, and if ignored for long enough, could affect the 

retention rate negatively.  Beyond numeric figures, a basic level of concern for the individual volunteer 

is warranted, and should be expressed in a manner that demonstrates the concern for the volunteer 

while not exposing their personal situation to their colleagues.  From experience, it is important for 

leaders to make this a resolution that is not broadcast to the general membership, although group 

counseling such as CISD (Critical Incident Stress Debriefing) is always indicated following traumatic 



        
140 

events experienced during service.  This maintains their level of trust, expresses the needed concern, 

and meets their needs to ensure they can continue to serve effectively in the future. 

 

Time Management 

 

Volunteers tend to give the most time when a) they have it available, b) can afford to do so, and c) the 

emergency service organization and its priorities fit into the priority scheme of the individual volunteer’s 

lifestyle.  To understand who can give the most time, look at the spread of the ages of volunteers in both 

the 0-5 and 5-10 hours per week donated boxes.  In these boxes, a wide selection of age groups 

representing both the upper and lower range of all ages is able to participate.  Increasingly as you require 

more hours, the spread contracts towards the age center, or between 30 and 45 years of age (there is a 

deviation in the 30-40 hour group, however slight, and the number of volunteers counted is minimal 

compared to the studied sample.).  This indicates that middle aged people are volunteering the most 
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time to the organization.  Financial stability, as well as changing life values and experience contributes 

to this factor. 

 

Family time is crucial to the emotional health of the volunteer and their family.  It is important to examine 

at what age the respondents are spending the most time with their family, and this will lead to an 

understanding of how the family and organization share the overall free time of the volunteer.  From the 

information available, most volunteers spend either between 10 and 30 hours a week on family time, or 

more than 50.  What is most interesting to note is that only 40 out of 107 responders in 2008 (37.3 

percent) who answered this question spend more than 30 hours per week with their family.  Consider 

this: if the ‘average Joe’ put in 40 hours per week at the office (or 8a-4p) and was home for family time 

daily through the week by 5pm (and went to bed at 10pm,) and spent 12 hours each on Saturday and 

Sunday with the family, the ‘average Joe’ would have spent almost 50 hours with his family.  He would 

have done this while maintaining a full time job, and he still would have time to engage in personal 

pursuits.  It is clear to see from this information that the emergency service volunteer is sacrificing family 

time for the organization, and in comparison to the ‘average Joe,’ they are giving up a significant amount 

more. 
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Agree

Disagree

Neutral

Strongly Agree

Category

28.4%

16.4%

4.3%

50.9%

Q: I Am Able To Manage My Time Properly Between Work, Volunteering and Home

 

Most of the emergency service volunteers felt that they were generally able to manage their time 

properly.  For those few (just over 20 percent) of the group who felt they could not, it is important for 

leadership to intervene in assisting these members avoid a condition that may drive them to burning out.  

Early intervention and mentorship from those who are successful at time management serve to help 

remedy this unmet need. 

 


