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DATE: January 8, 2014 
 
TO: Honorable Members of the Audit Committee 
 
FROM: Eduardo Luna, CIA, CGFM, City Auditor 
 Office of the City Auditor 
 
SUBJECT:  Performance Audit of the Personnel Department (OCA-14-010):  San Diego 

Fire-Rescue Department and San Diego Police Department Responses to 
Audit Recommendations 

________________________________________________________________________ 

 
The Performance Audit of the Personnel Department (OCA-14-010) was presented to 
the Audit Committee on December 5, 2013.  Following discussion of the item, Chairman 
Faulconer requested that the San Diego Fire-Rescue Department (Fire-Rescue) and the 
San Diego Police Department (SDPD) provide written responses to the Office of the 
City Auditor (OCA) regarding how specific recommendations in the audit report would 
affect the departments’ respective specialized hiring practices. Fire-Rescue’s response is 
included as Attachment 1 and SDPD’s response is included as Attachment 2 to this 
memorandum.  Key issues outlined in the departments’ responses and OCA’s 
clarifications are set forth below.        
 
1. Enhanced Applicant Screening Filters (Audit Recommendation #1):  Both Fire-

Rescue and SDPD indicated general agreement with the recommendation to consider 
implementing additional or enhanced screening filters in order to narrow applicant 
pools to the most qualified candidates.  Fire-Rescue noted that the application of 
highly desirable qualifications (as opposed to broader minimum qualifications) could 
be used as a screening tool in advance of written testing for Fire Recruit hiring.  
Additionally, SDPD indicated it would be in favor of narrower screening filters to be 
used in the first step of the hiring process as a precursor to candidates registering to 
take the written exam.      

 
However, SDPD noted concerns about using the full Pre-Investigative Questionnaire 
(PIQ) as an initial screening tool.  OCA agrees with SDPD on this point and the 
report should have been clearer regarding the purpose of including the PIQ example 
in the report Appendix C.  Utilizing the 52-page questionnaire at the outset of the 
hiring process for all applicants would indeed create an untenable workload.  To 
clarify, our recommendation pertains to enhancing screening filters generally.  While 
we agree that it is not practicable to utilize the full PIQ as an initial screening tool, 
we maintain that using a few select, “non-negotiable” questions from the PIQ (for 
example, questions pertaining to criminal convictions and illicit drug use) early in 
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the application process would be an additive element in helping narrow the applicant 
pool to the most qualified candidates.  The audit team identified this as a successful 
practice employed in other municipalities’ law enforcement recruitment efforts.  
Additionally, our report notes the potential benefits of utilizing enhanced applicant 
screening filters for other, non-public safety job classifications.        
 

2. Establishing Target Timeframes for the Various Phases of the Hiring Process, 
Including the Length of Time Job Announcements Remain Open (Audit 
Recommendation #2): Fire-Rescue and SDPD noted specific needs and 
circumstances under which job announcements may need to remain open for a 
protracted period.  OCA fully acknowledges and understands the unique aspects of 
Fire-Rescue and SDPD hiring processes.  It is important to note that the audit 
recommendation deliberately includes language stating that Personnel should 
establish target timeframes “differentiated as needed for specific classifications.”  
The inclusion of that language is intended to give Personnel maximum flexibility in 
addressing hiring departments’ specific needs.  Moreover, Audit Recommendations 
#5 and #6 specifically recommend that hiring departments assess current and future 
workforce needs as part of a City-wide workforce development plan.  Finally, we 
maintain that Fire-Rescue’s and SDPD’s specialized needs should not preclude 
Personnel from establishing target timeframes for the various phases of the hiring 
process, as determined by hiring departments’ specific needs. 

 
 
3. Hiring Departments Submission of Requests for Certification (Audit 

Recommendation #4):  The recommendation is intended to minimize Personnel staff 
time spent on recruiting for positions before hiring departments are prepared to hire.  
As noted in our report, hiring departments increase the risk of losing applicants to 
employment elsewhere due to a variable or elongated recruitment process.  Fire-
Rescue indicated that it subscribes to this recommendation, but noted extenuating 
circumstances where it is more efficient and effective to submit Requests for 
Certification early in the hiring process in order to maintain hiring flexibility.  OCA 
acknowledges Fire-Rescue’s specialized needs in this regard.  Nevertheless, we 
maintain that initiating Requests for Certification only when actively ready to hire 
would benefit the hiring process for other job classifications, subject to the specific 
needs of the hiring department.   

 
OCA appreciates the additional input from Fire-Rescue and SDPD regarding the 
departments’ specialized hiring needs.  Our audit acknowledges that Fire-Rescue and 
SDPD have collaboratively made progress with Personnel in resolving issues that had 
been problematic in the past.   
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Our recommendations are not intended to impede that continued progress, but rather 
help provide Personnel with the flexibility necessary to address all City departments’ 
hiring needs.  While we acknowledge recent progress in the Civil Service hiring process, 
we maintain that implementing the audit recommendations will increase the efficiency 
and effectiveness of the City’s hiring processes and better position the City to address 
current and future human capital needs.     
 
 
 

 

Respectfully submitted, 

 
Eduardo Luna 
City Auditor 

 
cc: Hadi Dehghani, Personnel Director 

Stacey LoMedico, Assistant Chief Operating Officer 
Javier Mainar, Fire Chief  
William Lansdowne, Chief of Police  
David Ramirez, Executive Assistant Police Chief 
Shelley Zimmerman, Assistant Police Chief 

 
 
Attachment 1:  Fire-Rescue Response (Mainar), December 23, 2013 
Attachment 2:  SDPD Response (Zimmerman), December 23, 2013 
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