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4142 Britton Loop Rd.  

Bellingham, WA 98226 
 

Proudly serving the  

communities of Blaine, 

Birch Bay, Custer, Laurel 

and the  

unincorporated areas  

of Lynden & Bellingham 

 

2020 STATISTICS  
June 1 —  June 30 

 

District Average 

Response Time: 

 9 min. 19 sec.  

 

Responses by 

Type: 
 

Fire: 7 

EMS: 266 

 

Other: 92 
 

Total:  365 

 

 

“Providing Quality Service for a Safe Community” 

Fourth of  July Fireworks Information  

  

 

Bellingham Banned  Banned 

Blaine  July 1 to July 4: 9 am—9 pm July 4: 10 am—12 am 

Everson June 28: 12 pm—11 pm 

June 29 to July 3: 9 am—11 pm 

July 4: 9 am—10 pm 

July 3: 9 am—11 pm 

July 4: 9 am—12 am 

July 5: 9 am—11 pm 

Ferndale July 1 to July 4: 9 am—11 pm July 4: 9 am—12 am 

Lynden Sales follow State Law July 1 to July 3: 9 am—11 pm 

July 4: 9 am—12 am 

July 5:  9am—11 pm  

Nooksack Jun 28: 12 pm—11 pm 

June 29 to July 3: 9 am—11 pm 

July 4: 9 am—10 pm  

July 1 to July 3: 9 am—11 pm 

July 4: 9 am—12 am 

July 5:  9am—11 pm  

 

WHAT IS LEGAL/ILLEGAL  

• Bottle rockets, missiles, etc. are illegal in Washington Sate off reservation land. (anything 

on a stick that flies is prohibited) 

• Any fire work device that is not colorfully labeled and with cautionary statements are ille-

gal (i.e. fire crackers, etc.) 

• Any person in possession of any commercial-grade firework is prohibited  

• Any modification of any firework is illegal (i.e. sparkler bomb, etc.) 

• Any manufacturing, possession, or use of improvised devices (i.e. tennis ball bomb, pipe 

bomb, etc.) is illegal  

• No M-80, M-100, etc. or similar devices are legal at any time, anywhere! 

• Sky lanterns are now legal to use when tethered.  

• No fireworks on county or state properties (including parks). 

 

        

 City Fireworks Sales and Usage  

Unincorporated Areas  (County) 

                            SALES PERIOD HOURS OF DISCHARGE 

 

 

For more info visit the WC Fire Marshals Office 



Please remember to 

keep the district  up to 

date with any changes 

including your contact 

information.  

All changes should be 

directed to Kelly.  

These changes may 

include: 

Phone 

Address 

Email 

Family Additions 

Name changes 
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Events to Celebrate 

July Birthdays  
 
7 — Kim Gates 

13 — Kenneth Cunningham 

28 — Dar Kazemi 

Board Meetings may be 

conducted via Zoom Meeting  

 
NWFR 
Thurs. July 16 

9408 Odell St 61  

Blaine —1:00 p.m. 
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Conflict in the Workplace 
  

HOW TO APPROACH 

CONFLICT IN THE FIRE 

SERVICE 

In the fire service, conflict can 

be internal or exter-

nal, individual or group related, 

personal or interpersonal. Most 

firefighters can name a serious 

conflict that has occurred dur-

ing their career. It could be 

fueled by a decision of the 

governing administration to 

reduce the budget, the number 

of fire stations, staffing or ser-

vices. The combatants could 

be the fire administration ver-

sus the fire union or firefight-

ers’ association, citizens believ-

ing the cost of the fire service 

outweighs the benefits and 

services provided or an internal 

conflict among supervisors and 

firefighters regarding our roles, 

such as the addition of com-

munity risk reduction in our 

daily routine. 

  

When conflict occurs, some 

people cannot handle that di-

chotomy within themselves. 

They knot up inside and try to 

avoid or deflect the conflict 

onto others. An example of 

this is the officer whose re-

sponse is, “Don’t blame me, 

I’m just the messenger and I’m 

relaying the decision from 

someone else.” 

  

Perhaps a worse response is “I 

agree with you, but this is the 

decision and we have to live 

with it.” Or, “I’m the officer, 

and this is what we’re going to 

do because I said so.” Re-

sponses like these exacerbate 

the situation, and are why con-

flict management is such 

an important component of 

officer leadership. 

  

Chief Robert R. Rielage, CFO, 
EFO, FIFireE, is the former Ohio 
fire marshal and has been a chief 
officer in several departments for 
more than 30 years.  
  
Unfortunately, in today’s 

world, conflict is everywhere – 

in our politics, our culture and 

our individual lives. The fire 

service is no exception. Should 

conflict be avoided? Should it 

be ignored or accommodated? 

Should we compromise? Col-

laborate? Compete? How 

should we handle it?  

First, let’s try to define conflict. 

The dictionary says that con-

flict, when used as a noun, 

means “sharp disagreement; or 

opposition as to interests or 

ideas; an inability to reconcile 

impulses with realistic or moral 

considerations.” 

  

Expanding on that, I’d say that 

conflicts arise when two or 

more individuals or groups 

interacting in the same situa-

tion see their position differ-

ently because of dissimilar 

background, disposition, rea-

son or outlook. A conflict is 

more than a disagreement – it 

is a situation where people 

perceive a threat to their liveli-

hood, order or wellbeing, such 

as their physical, emotional 

status or power. 

OFFICER LEADERSHIP 

COURSES SHOULD IN-

CLUDE CONFLICT 

MANAGEMENT 

With good leadership, con-

flict resolution begins before 

the struggle occurs. When a 

serious problem arises, the 

administration, the chiefs, 

union and officer corps rep-

resentatives need to meet to 

discuss the issues from all 

perspectives. Collaboration 

and compromise that meets 

the majority of the needs of 

all parties can help avoid the 

conflict altogether. 

  

Good, honest communica-

tion among stakeholders not 

only avoids conflict, but 

gives ownership of the deci-

sion and the decision pro-

cess to all parties or organi-

zations, and builds trust 

among stakeholders. 

  

Remember, however, if the 

groups involved can’t come 

to a joint resolution, the 

decision falls to others, such 

as the fire chief, Board of 

Fire Commissioners, union 

or attorneys.  If these groups 

have been invited to the 

table for discussion, and 

their points of view heard, 

then they are obliged to en-

ter into the final decision 

process. Failure to partici-

pate, or withdrawal from the  

discussion, delegitimizes 

their later objections to the 

final decision. 

  

So, how can conflicts be 

managed? Here are several 

steps to guide you, no mat-

ter what role you play in 

decision making, on how to 

handle conflict: 

 continued on pg. 4 



Providing quality service for 
a safe community 

4142 Britton Loop Rd.  
Bellingham, WA 98226 
 

CPR / AED Classes 

2020  
Class will be held at various 

fire stations around the dis-

trict. Check out 

https://www.nwfrs.net/res

ources/classes/ for more 

information and to reserve 

your spot.  

 

Donations of nonperishable food 

items are encouraged but not 

mandatory. All food donations 

will be forwarded to local area 

food banks.  

 

 

 

 

 

FOR THE SAVEJY OF 

EVERYONE IN OUR 

COMMUNITY, ALL CPR 

CLASSES HAVE BEEN 

CANCELLED UNTIL 

FURTHER NOTICE.  

 

WE APOLOGIZE FOR 

ANY INCONVENIENCE 

Conflict cont 
  

11. Know your allies. Know 

who is in your corner and what 

is important to them. 

  

12. Support your allies. Don’t 

undercut an ally’s position. 

  

As individuals, the result of 

ongoing conflict can manifest 

as physical stress on most of 

the parties involved. This can 

result in physical changes to an 

individual, such as low energy, 

headaches, nausea, aches, 

pains, tense muscles, chest 

pain, rapid heartbeats, insom-

nia, frequent colds and flu-like 

symptoms. Increased stress has 

never solved a conflict and, in 

fact, has a negative impact on 

the negotiation process. 

  

Ways to manage this 

conflict-induced 

stress include: 

  

1. Track your stressors. What 

words or subjects set you off?  

Have someone else take the 

lead on those specific topics. 

  

2. Develop healthy habits. 

Watch that you don’t overeat, 

remember to exercise frequent-

ly and take frequent breaks. 

  

3. Keep on point. Establish 

boundaries on both topics and 

the length of discussions on 

each topic. 

  

4. Take time to recharge. Don't 

relentlessly tackle a particularly 

difficult subject again and 

again. 

  

5. Learn to relax. Read a book, 

take a walk or do whatever it 

takes to be refreshed and clear 

your mindset. 

  

6. Talk to others. Know with 

continued from pg. 3 

 

1. Accept conflict. Conflict will 

naturally occur, and happens in 

nearly every ongoing working 

relationship. 

  

2. Be a calming influence. Most 

decision are not life-changing. 

  

3. Listen attentive-

ly. Listen to all 

sides and ask 

questions to clari-

fy the viewpoints 

of others. 

  

4. Analyze the conflict. What 

factors are the real issues that 

underlie the conflict? 

  

5. Model neutral language. Use 

a third person or using another 

organization or group as an 

example of positions for po-

tential solutions. 

  

6. Separate the person from 

the conflict. Make the conflict 

impersonal. 

  

7. Work together. You can do 

more in less time or with less 

stress and energy if you agree 

to come to an inclusive deci-

sion together. 

  

8. Agree to disagree. Agree that 

on some issues, certain individ-

uals or groups will disagree. 

  

9. Know your limits. Know 

what is essential to you and 

what issues you can use to 

compromise. 

  

10. Compromise. Have 

the ability to compro-

mise on an issue im-

portant to an opponent, 

especially if it’s of little conse-

quence to your present or fu-

ture needs. 

whom you can discuss sensi-

tive issues in confidence and 

not be compromised. 

  

7. Have a support system. 

Every-

one 

needs 

at least 

one 

confidant with whom you 

can be fully open without 

being judged. This could be 

a spouse, a co-worker or an 

experienced chief from an 

outside department whose 

objective advice you trust 

implicitly. 

  

Finally, any leadership and 

development classes should 

include several hours on 

conflict management. Put-

ting a newly promoted or 

junior officer into certain 

situations without the essen-

tials of conflict resolution is 

a recipe for disaster, unfair 

to the officer and will even-

tually result in the problem 

having to be resolved at a 

higher level of the depart-

ment than necessary. 

  

Conflict will always be a part 

of the fire service, and learn-

ing how to handle it is well 

worth your time and effort 

to learn. 

  

Stay safe!  


