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Article 1

Purpose

This Agreement is made between the City Manager on behalf of the City of Dayton,
hereinafter referred to as “Management” and the City of Dayton Firefighters Union Local
136, International Association of Firefighters, A. F. L. --C. I. O., hereinafter referred to as
the “Union”, for the purpose of achieving better understanding between both parties,
and to provide for the peaceful adjustment of differences which may arise.

In areas of this Agreement certain gender-positive and gender-neutral terms may be
used. Anywhere these may appear it should be construed to refer to any employee,
regardless of the employee’s gender.

Where in this agreement the term “Firefighter” is used it shall also be construed to
include “Professional Firefighter”.

Where in this Agreement the term Civilian Emergency Medical Technician Basic (EMT-
B) is used it will be referred to as “Civilian EMT”.



Article 2

Management’s Rights

Unless expressly provided to the contrary by a specific provision of this agreement, the
Management reserves and retains solely and exclusively all of its statutory and
Common Law rights to manage the operation of the Department of Fire, as such rights
existed prior to the execution of this or any other previous Agreement with the Union.

Such rights shall include, but are not necessarily limited to the rights:

A. To develop, alter or abolish policies, practices, procedures and rules to govern the
operation of the Department of Fire and bring about discipline.

B. To determine work assignments and establish, alter or eliminate work schedules,
locations or functions in accordance with municipal or departmental needs.

C. To transfer, promote or demote employees, or layoff, terminate or otherwise relieve
employees from duty for just cause.

D. To recruit, select and determine the number, qualifications and characteristics of
employees required.

E. To establish basic and in-service training programs and requirements for upgrading
skills of employees.

F. To take such measures as Management may determine to be necessary for the
orderly and efficient operation of the Department of Fire for the City.

To the extent that the above rights are specifically limited by the provisions of this
agreement, alleged violations are subject to the Grievance and Arbitration Procedure.



Article 3

Recognition of Union

Section 1. Bargaining Rights

The City of Dayton recognizes the International Association of Fire Fighters Local No.
136, A. F. L. - C. I. O., as the sole and exclusive bargaining agent for all employees in
the Department of Fire including but not limited to the following classifications:

Fire Fighter, Paramedic, Fire Lieutenant, Fire Captain, Fire District Chief, Senior
Paramedic, Fire Prevention Specialist |, Fire Prevention Specialist 2, the Fire Marshall,
Professional Firefighter, and Civilian EMT.

Excluded from the bargaining unit are the Director of Fire, Assistant Chiefs of Fire, and
all other employees specifically excluded by Ohio Revised Code 4117.

Section 2. Subjects for Bargaining

The Union has sole and exclusive bargaining rights under this agreement on the
following subjects:

A. Wages; B. Hours; C. Fringe Benefits; D. Terms and conditions of employment.
Section 3. Probationary Period

All newly hired employees that may be covered by the provisions of this contract shall
be required to serve a probationary period of six months beginning with the first date of
hire except as provided below. The probationary period for employees covered
hereunder in the classification of Fire Fighter, Paramedic or Civilian EMT consists of the
initial training received at the Fire Training Center and shall extend for a period of six (6)
calendar months from the date of graduation from the Fire Training Center.

The probationary period shall be extended when an employee is absent for seven (7) or
more calendar days during the probationary period. The probationary period shall be
extended by the same number of days of absence. During said probationary period,
employees are not covered by provisions in Article 21, Grievance and Arbitration
Procedure and Article 23, Discipline and Discharge, and may be reprimanded,
suspended, terminated, or relieved of duty without a showing of just cause.

Probationary employees are entitled to sick leave, funeral leave, life insurance, medical
insurance and the accrual of vacation benefits.



While in training at the Fire Training Center, probationary employees may be granted up
to seven (7) calendar days of injury leave, the City Manager may consider granting City
Manager’s Special Leave. Upon graduation from the Fire Training Center, probationary
employees may be granted injury leave pursuant to Article 12.



Article 4

Non-Discrimination

Section 1. Non-Discrimination

The parties hereto agree that neither Management nor the Union shall discriminate
against an employee because of his/her membership or non-membership in the Union
or his/her participation in activities herein prescribed.

Section 2. Non-Discrimination Pledge

The provisions of this agreement shall be applied equally to all employees, by
Management and the Union, without discrimination.



Article 5

Union Security

Section 1. Authorization of Dues

Management will deduct from the wages and turn over to the proper officers of the
Union, the regular monthly union dues of such members who shall individually and
voluntarily certify in writing that they authorize such deduction. If the employee
voluntarily directs, this authorization and assignment shall be automatically renewed
and shall be valid for successive periods of one (1) year unless written notice to revoke
such authorization is given by the employee to the City Paymaster and the Union
Officers. Should the provision hereinabove under the present or future laws of the State
of Ohio be determined illegal, the obligations on behalf of Management herein shall
terminate. The authorization hereinabove mentioned shall specifically require the
employee to agree to hold Management harmless for any payments made by
Management during the term of the voluntary assignment

Section 2. Authorization for Fair Share

All employees in the Union bargaining unit who, do not become and remain members of
the union 190 days from the date of graduation from the Fire Training Center, at the
Union’s option communicated in writing to the City’s Human Resource Director, are
required to pay the Union a fair share fee as permitted by the provisions of Section
4117.09 (c) of the Ohio Revised Code. The fair share fee amount shall be certified to
Management by the Secretary Treasurer of the Union. Nothing herein shall be
construed as requiring any employee in the bargaining unit to become a member of the
Union as a condition for serving or retaining employment or any benefits under this
agreement. The Union agrees to hold Management harmless for any damages that
may be paid to any person or persons for enforcement of this provision. This deduction
of a fair share by the public employer from the payroll check of the employee and its
payment to the Union is automatic and does not require the written authorization of the
employee.

10



Article 6

Union Business

Section 1. Stewards

For the purpose of this agreement, the Union will be authorized seven (7) Stewards and
one (1) Chief Steward who will be selected by the Union on the basis of one (1) Steward
for each platoon for each district plus one (1) Steward selected by the personnel whose
normal duty week consists of forty (40) hours a week.

Stewards will be selected by the Union from the represented classifications. Stewards
will be allowed to perform their responsibilities only for the employee group from which
they are appointed, except when an appropriate Steward is unavailable. The Stewards’
names and districts shall be furnished to the Fire Chief and the Manager of Labor
Relations or his/her designee and this list shall be kept current by the Union at all times.
If a Steward’s name is not listed, he/she will not be granted time away from his/her job.
Stewards will be permitted to leave their work to accompany and represent a member at
a hearing before his/her supervisor if requested by the member. In such instances,
Stewards will be permitted reasonable time to investigate and process grievances. The
grieved employee may request a Steward, and the Steward requested must inform
supervision of the grievant’s name and location. Union business other than that listed
above shall be conducted in such a manner as not to interfere with the City work
assignment of any other employee. The Steward shall give supervision sufficient time
to arrange for relief personnel before leaving a location to investigate or process an
alleged grievance. Additional Stewards may be appointed by mutual consent of both
parties.

Section 2. President
The President, or any member or the executive board, or a designated representative,
of employees covered by this agreement, shall have the privileges accorded to a
Steward or a Chief Steward.

Section 3. Platoon Stewards
There shall be one (1) Platoon Steward for each platoon responsible for each district

who, in addition to his/her responsibility as Steward, may represent Stewards pursuant
to Section 1.
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Section 4. Chief Stewards

The Chief Steward shall be afforded all privileges accorded a Platoon Steward. The
Chief Steward, or a Platoon Steward with the authorization of the Chief Steward, shall
file all grievances at Step 1. In the event that the Chief Steward is absent for a length of
time sufficient to interfere with the compliance of time lines set forth in this Agreement,
the President or his/her designee, may temporarily appoint any Platoon Steward as a
Chief Steward. Management shall be notified in writing of such change, including the
expected duration of the temporary appointment.

Section 5. Union Leave

The Union shall be authorized forty-four (44) credits of paid leave for each calendar
year. Such leave shall be available to employees covered by this agreement to attend
Union functions such as conventions, educational meetings or conferences. The Union
is authorized to carryover a maximum of ten (10) credits of paid leave per calendar
year.

Two (2) credits shall be deducted for each twenty-four (24) hour tour of duty for
employees assigned to a platoon shift schedule. One half (1/2) credit shall be deducted
for each eight (8) hour shift for an employee assigned to a forty (40) hour weekly
schedule. Management shall make other reasonable provisions for authorizing vacation
leave or other leave in addition to the above mentioned leave time.

The Union may utilize the aforementioned provisions by having the Union President
notify the Employee Relations Manager or his/her designee as soon as practicable upon
learning of the need for such leave, but not less than seven (7) calendar days prior to
the commencement of said leave, and provided no more than two (2) employees from
any one (1) platoon or work unit (Fire Inspection, Fire Training Center) are designated
by the Union for said leave at any given time.

Section 6. Union Officers

Sufficient time off shall be granted to any three (3) elected or designated officers of the
Union who are employees covered by this agreement for the purpose of attending and
conducting regular or special meetings of the Union. A forty-eight (48) hour notice shall
be given to the Director of Fire and such release from duty is subject to the scheduling
requirements in the interest of efficient operation of the department. Where there are
two (2) meetings to cover different platoons, a total of no more than three (3) elected or
designated officers shall be excused from duty over the two (2) days involved.
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Section 7. Negotiators

Management shall release up to six (6) employees covered herein to attend scheduled
negotiating sessions with no loss of pay. Additional employees covered herein may be
released at the request of the Union for scheduled negotiating sessions, provided all
lost duty is charged to accrued Union leave. The Union will furnish to the Employee
Relations Division a written list of the Union’s bargaining committee, prior to the first
bargaining meeting, and substitution changes thereto, if necessary.
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Article 7

Wages

Section 1. Rates

All members of the bargaining unit shall receive a 1.6% general wage increase effective
June 1, 2012; and a 0% general wage increase on June 1, 2013, and a 2% general
wage increase on June 1, 2014.

Wage rates for employees covered herein shall be set forth in the Addenda attached
hereto and made part hereof.

The City Manager, in his sole discretion, may opt to reopen this Agreement on the
issues of Wages (increase or decrease)(Article 7, Section 1) in lieu of the rates provided
for in the third year of this Agreement and Insurance (Article 16). Such notice of
reopener must be given by the City at least sixty (60) days prior to June 1, 2014. The
reopening of the Agreement as set forth herein shall invoke the dispute settlement
procedure set forth in O.R.C. Section 4117.14. The results of the negotiation process or
any settlement reached between the parties or any determinations ordered by a
Conciliator will become effective June 1, 2014.

Section 2. Platoon Shift Factor

Employees on a platoon shift schedule shall be paid a platoon shift factor of three
hundred dollars $300.00 per year paid bi-weekly.

Section 3. Shift Differential

A. Civilian Paramedics and Civilian EMTs will be paid a shift differential of $300.00 per
year paid Bi-weekly.

B. For the purposes of vacation, holiday with pay, sick leave, injury leave, funeral leave,
and short-term military leave, shift differential is considered as regular pay.

C. The shift differential will not be treated as part of the basic rate for computation of
overtime.

Section 4. Assignment Pay

Civilian EMTs who are assigned to work on a medic are not entitled to assignment pay
pursuant to this section.
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In recognition of additional duties and responsibilities, employees in the ranks of
Firefighter, Fire Lieutenant, Fire Captain, District Chief, and Senior Paramedic who are
assigned to a 40 hour assignment, and Paramedics or Civilian EMTs who are not
assigned to work on a medic shall receive an amount equal to 8% of each rank’s weekly
rate at top step paid biweekly. Increasing by 1% per year to a maximum of 12%, said
increases shall start over at each rank. Assignment to these positions shall be at the
sole discretion of the Director and Chief and is not subject to the grievance procedure
outlined in Article 21. This pay is not available to employees on restricted duty and is
not part of the base pay for calculation of overtime.

Special assignments that were worked prior to November 1, 1995 will not be applied
retroactively. Additionally, employees promoted and reassigned to special assign-
ments shall not claim credit for time served in previous special assignments at a lower
rank.

Section 5. Standby-Pay

Bargaining unit employees who work in the Fire Investigation Unit and who are assigned
to standby status will be paid accordingly:

Employees on standby for a twenty-four (24) hour period will be paid a minimum
of four (4) hours of employee’s base rate. Employees on standby for a sixteen
(16) hour period or less will be paid a minimum of two (2) hours pay. An
employee on stand-by who is called in will not forfeit his standby pay and will be
paid time and one half for all hours worked.

Section 6. Power Sewing Machine Operator

Firefighters assigned as power sewing machine operators shall receive additional pay of
$50.00 per week.

Section 7. Firefighter/Paramedic

Employees covered by this agreement utilized in the dual role of Firefighter and
Paramedic, shall receive additional pay in the amount of eight percent (8%) of the base
wage for the pay step in which they are serving. This will be paid on a bi-weekly basis.

Employees who were members of the bargaining unit before January 1%, 1999, and
have, or may obtain, a valid State of Ohio Paramedic Certification, shall be responsible
for maintaining said valid State of Ohio Paramedic Certification for the extent of the valid
dates of their “Request for Firefighter with Paramedic Certification Pay” agreement in
accordance with the provisions contained herein. This “Request for Firefighter with
Paramedic Certification Pay” agreement is attached as an addendum hereto, and
thereby made a part hereof.
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Section 8. Physical Fitness Incentive

The Fire Department has established a voluntary physical fitness program. This
program is designed to recognize members for achieving and maintaining physical
fitness. Members may schedule a physical fitness test by contacting the Health and
Wellness Officer for test dates. Tests are based upon the Cooper Aerobic Research
Institute protocols and consist of 4 events: push-ups, sit-ups, maximum bench press
and 1.5 mile run.

Non-probationary employees who participate in the Voluntary Physical Fitness Training
Program and successfully meet the Standards of that program shall receive a physical
fitness incentive bonus pursuant to this Article.

The Cooper Aerobic Research Institute protocols are based on the fithess of the general
population and is not profession specific; therefore, this is considered a general health
indicator.

Management will pay a physical fithess incentive to each employee who has achieved
his/her physical fitness level certification by January 1 of each calendar year. Physical
fitness incentive should be paid according to the following schedule:

Level 1 - $50.00

Level 2 - $150.00

Level 3 - $250.00

The incentive shall be paid in the first pay period after July 1 of each calendar year.
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Article 8

Hours of Work and Overtime

Section 1. Hours of Work

A. Management will grant employees covered herein who are assigned to the Division
of Fire Suppression and assigned to the platoon shift schedule, and Senior
Paramedics assigned to the platoon shift schedule, one (1) 24-hour tour of duty off
with pay (EDO) in each 21 day continuous work cycle. The 21 day continuous work
cycle begins on Monday at 0700 hours and ends on Monday at 0700 hours. The
normal work week shall be approximately 48 hours for platoon shift employees.

B. The normal scheduled work week for Civilian Paramedics within the existing
classification of Paramedic, shall be forty (40) hours per week as follows:

1. During weeks where Paramedics are scheduled to work Monday, Thursday and
Sunday, they shall work two (2) twenty-four (24) hour shifts and have one
scheduled day off. They shall be compensated for at time and one-half (1 %) at
the FLSA rate for the actual hours worked in excess of forty (40) during this
week. For the purposes of this subsection only, actual hours worked shall not
include an employee on vacation, holiday, sick leave, leave of absence,
suspension and all other non-duty status absences. Employees in the
classification of Paramedic may not accrue compensatory time off for regularly
scheduled overtime.

2. During weeks where Paramedics are scheduled to work Tuesday and Friday, or
Wednesday and Saturday, they shall be scheduled to work a twenty-four (24)
hour shift and a continuous sixteen (16) hour shift.

C. The normal scheduled work week for all other Fire Department employees covered
herein in the classification of Fire Prevention Specialist |, Fire Prevention Specialist Il
and Fire Marshall shall be forty (40) hours per week on an eight (8) hour work day.

Section 2. Overtime

A. The normal scheduled work day shall be considered as twenty-four (24) hours for
employees assigned to the Division of Fire Suppression, and for Senior Paramedics.
This normal work week shall be approximately forty-eight (48) hours.

B. The normal scheduled work day shall be considered as twenty-four (24) hours or

sixteen (16) hours for Civilian Paramedics within the existing classification of
Paramedic, as scheduled by Management.
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C. The normal scheduled work day for all other Fire Department employees covered
herein in the classification of Fire Prevention Specialist |, Fire Prevention Specialist Il
and the Fire Prevention Engineer shall be eight (8) hours.

D. Overtime is considered as time worked in excess of a regularly scheduled work
week, and shall be based upon the following:

1.

Overtime will be paid to employees for hours worked in excess of the scheduled
work day or work week provided the employee has worked a full scheduled work
week. The payroll week for forty (40) hour personnel is considered as starting
Monday at 7:00 AM and ending the following Monday at 7:00 AM. For platoon
shift personnel, the starting and ending payroll week will be 7:00 AM, Monday.

Overtime shall be counted in increments of one-tenth (1/10th) of an hour.

Overtime for employees covered herein will be computed on the rate basis of a
forty (40) hour work week.

For the purposes of computing overtime, an employee on paid leave of absence,
holiday or vacation shall be considered to have worked his/her normal work shifts
during absences.

Employees may earn up to one hundred and twenty (120) hours of compensatory
time off. The employee will be credited compensatory time at the rate of time
and one-half the hours worked and will be paid in lieu of overtime pay when so
chosen by the employee. Upon termination the employee will be paid at the
current straight time rate for all unused compensatory time hours.

Management shall establish and administer a written overtime policy.

Management and the Union, through the Labor/Management process, shall
continue to co-operate and maintain an overtime policy for all members.

Section 3. Call-In Pay

Call-in pay is payment for emergency work performed by an employee who has been
recalled at a time disconnected with his/her normal day. Such emergencies shall be
determined by the Director of Fire.

Work done in this manner shall be compensated as follows:

A. Employees who report within three-fourths (3/4) hour after his/her key person is
notified shall receive a minimum of two (2) hours. Such pay shall be at time and
one-half.
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B. Employees who report within three-fourths (3/4) to one and one-fourth (1-1/4) hours
after his/her key person is notified shall receive a minimum of one and one-half (1-
1/2) hours. Such pay shall be at time and one-half.

C. Employees who report one and one-fourth (1-1/4) hours or more after his/her key
person is notified shall only receive pay for such time as is served. Such pay shall
be at time and one-half.

D. In cases where more than the minimum time is served in the above paragraphs,
overtime pay shall be computed on the actual time worked if more than the minimum
is worked.

E. All platoon shift personnel called in on their twenty-four (24) hour period off shall be
paid a rate of time and one-half until 7:00 AM, if released after 3:00 AM.

Section 4. Platoon Rotation

Each leap year, Management shall schedule one (1) duty day whereby each platoon
shall work eight (8) hours for the purpose of more equitable distribution of holidays
worked. No overtime shall be paid to accommodate this provision. During the work
period in which this work day falls, members will not be entitled to any additional
compensation as a result of this paragraph.

Section 5. Arson Standby Schedule

Management will administer a stand-by schedule for Fire Investigations occurring after
normal business hours, holidays and weekends in accordance with General Order 95
attached hereto and incorporated by reference.
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Article 9

Holidays

Section 1. Holidays

Employees who meet the requirements outlined below shall be paid for the following
holidays: New Year's Day, Martin Luther King Day (January 20), President’'s Day
(third Monday in February), Good Friday, Memorial Day (last Monday in May), Fire
Fighter's Memorial Day, (second Saturday in June), Independence Day, Labor Day,
Thanksgiving, Day after Thanksgiving, Day before Christmas, and Christmas.
Employees who work any of the above named holidays or who have completed their
normal tour of duty for the week in which one of said holidays falls, shall receive an
additional one-fifth (1/5) of a week’s pay of the classification pay grade and step in
which he/she is serving. Employees who work a forty (40) hour work week and whose
schedule permits them to be off duty on regular holidays will receive the normal pay for
the week in which the holiday falls.

Section 2. Personal Leave Day

Employees who work a forty (40) hour work week, except paramedic and Civilian EMT
personnel working a platoon shift schedule and personnel on restrictive duty, shall
accrue one (1) day of personal leave for each four (4) months of employment per
calendar year, if continuously employed for at least six (6) months prior to taking such
leave. Effective, January 1%, 1999, employees permanently assigned to the Fire
Prevention Bureau shall accrue one (1) day of personal leave for each three (3) months
of employment per calendar year, if continuously employed in the fire department for at
least six (6) months prior to taking such leave. The personal leave days shall be taken
by the employee during the calendar year in which granted under this section at a time
mutually agreed upon by the employee and his/her supervisor. Personal leave days
shall not be converted to cash payment. One (1) of the personal leave days may be
taken in less than one-half (1/2) day increments, but shall not be taken in less than one
(1) hour increments.
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Article 10

Vacation

Section 1. Vacation Leave

Management shall grant permanent employees annual leave with pay (Vacation Leave)
for rest and recreation.

All permanent employees shall earn vacation leave at the rate of one (1) credit for each
completed month of service.

Employees are required to take a minimum of two (2) weeks vacation annually, except
in the year of retirement.

Section 2. Supplementary Accrual

In addition to the vacation credits accrued in Section 1 above, employees will earn
supplementary credits on the following schedule:

After 4 years - 1 supplementary credit annually

After 8 years - 2 supplementary credits annually
After 12 years - 5 supplementary credits annually
After 15 years - 7 supplementary credits annually
After 20 years - 9 supplementary credits annually

New employees, at the end of six (6) months of continuous probationary employment,
may be granted a vacation of six (6) credits.

Section 3. Maximum Vacation Days

The maximum number of vacation credits that may be used during any vacation year is
thirty (30). The maximum number of credits that may be carried over from year to year
is thirty (30). Vacation credits in excess of thirty (30) credits shall be reduced to thirty
(30) at the end of the year.

Any vacation that has been denied by Management and cannot be rescheduled in the
vacation year due to scheduling requirements shall be paid in cash as soon as possible
after the first of January.

An employee’s request for a fourteen (14) or thirty (30) credit vacation should not be
unreasonably denied by Management.
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Section 4. Over thirty (30) Credits

Vacation credits in excess of thirty (30) credits shall be reduced to thirty (30) at the end
of the year. Accumulated earned vacation credits beyond thirty (30) will be
compensated for in cash as soon as possible following the first of January. (Vacation
policy changes are not intended to modify the basic policy and philosophy that vacation
credits earned are to be taken as vacation credits off to the extent possible, consistent
with efficient administration and scheduling.) Provisions to pay for vacation credits that
cannot be used (Pay for over thirty (30)) shall be limited to three (3) credits. Employees
who are required to forfeit vacation time off at the request of Management will be paid
for those credits lost if he/she is not able to reschedule the time during the year.

If any employee is denied vacation leave (see sentence above), he/she must forward to
Human Resources a copy of the Vacation Leave Request Denial on the appropriate
form. This form should be signed by the employee and the officer denying such
vacation leave request.

Section 5. Vacation Year

Vacation year for purposes of accreditation shall be from January 1 to December 31.
Each employee entitled to vacation will schedule at least one (1) week of vacation on
consecutive days. The balance may be taken in units of not less than one-quarter (1/4)
credit. Scheduling shall be the responsibility of the Director and shall be consistent with
an efficient work schedule. Two (2) officers, and four (4) Firefighters or Civilian
Paramedics per each of the two (2) districts per platoon, except during the months of
March and October when five (5) Firefighters or Civilian Paramedics per district, per
platoon, will be permitted to be on vacation at any one time throughout the vacation
year, except as permitted by Dayton Fire Department General Orders.

During second and subsequent rounds of vacation picks, either a Firefighter or Civilian
Paramedic may fill any vacation spaces that are open. District Chiefs will not be
included in the vacation spaces available to officers and firefighters; however one (1)
District Chief will be permitted off on vacation each platoon shift throughout the vacation
year. Seniority in rank shall govern the order in which vacation picks are made. Civilian
Paramedic seniority shall be considered the same as Firefighter seniority for picking
vacation.

Section 6. Complete Month

An employee shall be credited with a complete month of service if he/she works or is on
paid leave one-half (1/2) or more of his/her scheduled work days in any one (1) month.
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Section 7. Transfer of Days

If an employee is transferred to another Division or Department, any unused vacation
days which he/she may have accumulated shall continue to be available for his/her use.
In the case of termination, death, resignation or layoff of an employee, there shall be
paid to him/her, his/her widow or other beneficiary as provided by statute, in addition to
back pay then due, an amount that will compensate him/her for vacation leave which
has accrued in accordance with this article.

Section 8. Credit Equivalent

Employees covered herein on a three (3) platoon work schedule shall have vacation
credits charged as follows for the total number of vacation days used in the calendar
year :

Scheduled Days Off Charge from Vacation Credits
1 3
2 5
3 7
4 9
5 11
6 14
7 15
8 18
9 20

10 22
11 24
12 26
13 28
14 30

Section 9. Partial Days

For employees on a platoon work schedule two (2) twelve (12) hour vacation periods,
shall be added together to equal one (1) platoon vacation day. These days shall be
added to any other vacation days and subtracted from the total credits as provided by
the above schedule. Any additional vacation period of less than 24 hours shall be
charged credits at the rate of 1/4 credit(s) for each two (2) hours of vacation taken.

23



Article 11

Sick Leave

Section 1. Accrual

All employees shall accrue sick leave at the rate of one and one-fourth (1-1/4) credits
per completed month of service, and any sick leave accrued, but not used or converted
as hereinafter provided in any year, shall be cumulative in succeeding years to a
maximum of one hundred forty (140) credits except as provided herein.

Employees who are granted their leave of absence with pay or without pay for sick
leave or injury leave purposes only, or other types of leave with pay, shall continue to
accrue sick leave at the regularly prescribed rate during such absence, but such accrual
shall not be available to employees until return from leave. Sick leave credits will not
accrue during periods of suspension or other types of leave without pay.

Section 2. Sick Leave Balance Conversion

On June 1, 2012, all sick credits existing for personnel covered herein with the
exception of Fire Prevention Specialist |, Fire Prevention Specialist Il, and Fire Marshall
will be multiplied by a factor of two (2). Employees converting to more than 140 credits
shall be allowed to carry such credits until they have decreased credits due to
conversion to vacation per this Article or due to usage.

Section 3. Use of Sick Leave

All sick leave credits for platoon personnel shall be used at the rate of two (2) credits
per twenty-four hours of work.

All sick leave credits for non-platoon personnel shall be used at the rate of one (1) credit
per eight (8) hours of work.

Section 4. Partial Credit
For partial month credit, all employees except employees working on a platoon shift
schedule shall accumulate sick leave credits on a pro-rated basis in accordance with
the amount of time worked.
For partial credit, employees working a platoon schedule shall receive credit in

accordance with the following table (working days shall include vacation, sick leave,
injury leave and other granted paid leave days).
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Working Days Credit(s)

1 No credit
2-3 1/4 Day Credit
4-5 1/2 Day Credit
6-7 3/4 Day Credit
8-9 1-1/4 Day Credit

Section 5. Granting of Sick Leave

An employee eligible for sick leave may be granted such leave with full normal pay
when absent for the following reasons:

A. Personal iliness, pregnancy or physical incapacity.

B. lllness of a member of an employee’s immediate family requiring the employee’s
personal care and attendance, may be granted in accordance with Personnel
Policies and Procedures, Section 5.01, issued March 5, 2012, and guidelines
established therein. Time off for members working a platoon schedule cannot
exceed ninety-six (96) hours of sick leave per incident of illness or injury.

C. Enforced quarantine of the employee in accordance with community health
regulations.

D. Where injury leave has expired and the employee must be absent from work for an
additional period.

E. An employee who becomes ill after reporting to work will be permitted by supervision
to go home or to a medical facility. In either instance, the employee will be charged
proportionally for the hours lost from work.

Section 6. Employee Responsibility

Fire uniformed personnel experiencing a disabling illness or off-duty injury, or family
illness, must report that fact to dispatcher at least one-half (1/2) hour before the starting
time of their shift on the first day absence. The employee’s supervisor may make an
additional call to the employees when the supervisor needs additional information. If
requested by the supervisor, the employee shall call the supervisor on each succeeding
work day.

Section 7. Fraction of a Day
Absence for a fraction of a day that is chargeable to sick leave, shall be charged
proportionately for the hours of sick leave used as follows:

e Platoon shift personnel —0.0832 credits per hour of sick leave used
e 8 hour personnel —0.125 credits per hour of sick leave used
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Section 8. Doctor’s Certificate

Sick leave for any length of time may require a doctor’s certificate as may be requested
by the Department and/or Division Head and/or Department of Human Resources; in
any case, such certification must be presented whenever sick leave is requested for
more than two (2) work days for platoon shift personnel and more than three (3) work
days for forty (40) hour personnel.

Section 9. Reinstatement Credit

An employee who is laid off will, upon reinstatement to service, have any unused or
unconverted sick leave existing at the time of his/her lay-off, placed to his/her credit.

Section 10. Conversion to Vacation

The following shall remain in effect for the positions of Fire Prevention Specialist |, Fire
Prevention Specialist |l, and Fire Marshall:

In any one year sick leave credits may be converted to not more than five (5) vacation
credits except where accumulation above one hundred twenty-five (125) credit forces
conversion of credits in excess of one-hundred twenty-five (125) to avoid the loss of
those excessive credits. Conversion shall be administered as follows:

A. An employee who has more than thirty (30) sick leave credits may convert up to nine
(9) of these credit to vacation credits on the basis of three (3) sick leave credits for
one (1) vacation credit provided a balance of thirty (30) sick leave credits remain.

B. If an employee has more than sixty-six (66) sick leave credits, he/she may convert
up to fifteen (15) credits to vacation credits on the basis of three (3) sick leave
credits for one (1) vacation credit provided a balance of fifty-one (51) sick leave
credits remain. Such scheduling of conversion days off shall be subject to
scheduling of the Division Manager and the efficient operation of the Department.

C. If an employee has in excess of ninety (90) sick leave credits, he/she may convert
up to ten (10) sick leave credits to vacation credits on the basis of two (2) sick leave
credits for one (1) vacation credit provided a balance of ninety (90) sick leave credits
remain. Such scheduling of days off shall be subject to scheduling of the Division
Manager and the efficient operation of the Department.

D. Those employees having an excess of one hundred twenty-five (125) sick leave
credits must convert those credits in excess of one hundred twenty-five (125) at a
rate two (2) to one (1) or lose such credits.

In no case will more than one hundred twenty-five (125) sick leave credits, after
conversion, be recognized. Such scheduling of conversion days off shall be subject
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to the Division Manager and the efficient operation of the department. In no instance
shall any employee be credited with more than one hundred forty (140) sick leave
credits.

Section 11. Conversion to Vacation

For all personnel with the exception of Fire Prevention Specialist |, Fire Prevention
Specialist I, and Fire Marshall, the following shall be used for conversion rates:

In any one year sick leave credits may be converted to not more than five (5) vacation
credits except where accumulation forces conversion of the sick leave credits to
vacation credits to avoid the loss of those excess sick leave credits.

On January 1, 2013:

A.

An employee who has more than sixty (60) sick leave credits may convert up to nine
(9) of these credit to vacation credits on the basis of three (3) sick leave credits for
one (1) vacation credit provided a balance of sixty (60) sick leave credits remain.

If an employee has more than one-hundred-thirty-two (132) sick leave credits,
he/she may convert up to fifteen (15) credits to vacation credits on the basis of three
(3) sick leave credits for one (1) vacation credit provided a balance of one-hundred-
two (102) sick leave credits remain. Such scheduling of conversion days off shall be
subject to scheduling of the Division Manager and the efficient operation of the
Department.

If an employee has in excess of one-hundred-eighty (180) sick leave credits, he/she
may convert up to ten (10) sick leave credits to vacation credits on the basis of two
(2) sick leave credits for one (1) vacation credit provided a balance of one-hundred-
eighty (180) sick leave credits remain. Such scheduling of days off shall be subject
to scheduling of the Division Manager and the efficient operation of the Department.

Those employees having an excess of two-hundred-fifty (250) sick leave credits
must convert those credits in excess of two-hundred-fifty (250) at a rate two (2) to
one (1) or lose such credits.

On January 1, 2014:

A.

An employee who has more than forty-five (45) sick leave credits may convert up to
nine (9) of these credit to vacation credits on the basis of three (3) sick leave credits
for one (1) vacation credit provided a balance of forty-five (45) sick leave credits
remain.

If an employee has more than ninety-nine (99) sick leave credits, he/she may

convert up to fifteen (15) credits to vacation credits on the basis of three (3) sick
leave credits for one (1) vacation credit provided a balance of ninety (90) sick leave
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credits remain. Such scheduling of conversion days off shall be subject to
scheduling of the Division Manager and the efficient operation of the Department.

If an employee has in excess of one-hundred-thirty-five (135) sick leave credits,
he/she may convert up to ten (10) sick leave credits to vacation credits on the basis
of two (2) sick leave credits for one (1) vacation credit provided a balance of one-
hundred-thirty-five (135) sick leave credits remain. Such scheduling of days off
shall be subject to scheduling of the Division Manager and the efficient operation of
the Department.

Those employees having an excess of two-hundred-fifty (250) sick leave credits
must convert those credits in excess of two-hundred-fifty (250) at a rate two (2) to
one (1) or lose such credits.

On January 1, 2015:

A.

An employee who has more than thirty (30) sick leave credits may convert up to nine
(9) of these credit to vacation credits on the basis of three (3) sick leave credits for
one (1) vacation credit provided a balance of thirty (30) sick leave credits remain.

If an employee has more than sixty-six (66) sick leave credits, he/she may convert
up to fifteen (15) credits to vacation credits on the basis of three (3) sick leave
credits for one (1) vacation credit provided a balance of fifty-one (51) sick leave
credits remain. Such scheduling of conversion days off shall be subject to
scheduling of the Division Manager and the efficient operation of the Department.

If an employee has in excess of ninety (90) sick leave credits, he/she may convert
up to ten (10) sick leave credits to vacation credits on the basis of two (2) sick leave
credits for one (1) vacation credit provided a balance of ninety (90) sick leave credits
remain. Such scheduling of days off shall be subject to scheduling of the Division
Manager and the efficient operation of the Department.

. Those employees having an excess of two-hundred-fifty (250) sick leave credits

must convert those credits in excess of two-hundred-fifty (250) at a rate two (2) to
one (1) or lose such credits.

Section 12. Separation of Service

A. Retirement means an employee has completed twenty-five (25) years of credited
service with the City or is eligible to receive disability pension benefits
immediately following separation from City employment. At retirement, an
employee who has up to one hundred forty (140) sick leave credits may convert
them to regular pay. This conversion shall be two (2) sick leave credits for one
(1) day regular pay (i.e., eight (8) hours of pay). The maximum amount of credits
for the purposes of conversion shall be capped at one hundred forty (140).
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B. If an employee dies while still employed or if an employee is killed in the line of
duty, then the benefits under Paragraph A will be paid to the deceased
employee’s estate or named beneficiary.

Section 13. Transfer Credits

Upon transfer from one Division or Department to another, unused sick leave credits
shall continue to be available for the transferred employee’s use in accordance with the
City’s other collective bargaining agreements and/or personnel policies.

Section 14. False Claim

The Management reserves the right to withhold benefit payments to any employee who
is guilty of submitting a false claim for benefits covered in this Article and may take
disciplinary action, including discharge.

Section 15. Return to Work

When an employee returns to work from an illness for which he/she received treatment
from a physician, the employee may return to work when the attending physician
certifies in writing the employee’s ability to return to full duty.

Section 16. Restricted Duty

Restricted duty shall be made available to an employee who is absent from duty due to
a disabling illness of a temporary nature that prevents him/her from performing his/her
normal duties. Restricted duty is any job, work assignment, or duty within the Fire
Department that an employee disabled from his/her regular assignment is capable of
performing in accordance with Article 30. Restricted duty assignments are made solely
in the discretion of Management. A request to be placed on restricted duty shall not be
unreasonably denied by Management, providing all restricted duty criteria have been
met.
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Article 12

Injury Leave

Section 1. Service Connected Injury

Injury leave is leave of absence with pay for an employee to recover from a job
connected occupational illness or injury received in the course of and arising out of
his/her employment with Management. Leave is not deducted from sick leave credits.

Injury leave may be granted provided the injury is reported to the immediate supervisor
or designee within seventy-two (72) hours after the occurrence or, in the case of
occupational diseases, after the diagnosis of the occupational disease by a licensed
physician.

Injury leave in excess of thirty (30) calendar days must be requested in increments of
thirty (30) calendar days by a Personnel Action Form (P-1-S-55). Injury leave in excess
of ninety (90) days requires the additional approval of the City Manager. The employee
shall be notified by Management in writing at the expiration or denial of injury leave.

An employee returning from injury leave must have a release from his/her physician
before returning to work. To secure this release, the employee must obtain a statement
from his/her doctor giving the nature of the injury, date of return and certifying that the
employee is able to return to work. Final judgment of the employee’s ability to return to
work rests with the Director of Fire or his/her designee based on a reliable medical
opinion. All bargaining unit employees shall be fully covered under the Worker’s
Compensation Laws of the State of Ohio.

Section 2. Reinstatement

An employee absent from work because of any service connected occupational illness
or injury as determined by the Bureau of Worker's Compensation (BWC) and/or
Industrial Commission shall be entitled to reinstatement at the same rate of pay
received immediately prior to the date of such iliness or injury, upon approval of his/her
application to return to work. Such application will be made within one year following
the date of the exhaustion of his/her injury leave and sick leave. The period may be
extended with the approval of Management and upon the advice of other competent
medical authority.
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Section 3. False Claim

Management reserves the right to withhold benefit payments and take disciplinary
action, up to and including discharge, against any employee who is guilty of submitting
a false claim for benefits covered in this article or for working for another employer,
while on injury leave and is physically capable of performing in his/her assigned

classification.
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Article 13

Funeral Leave

Section 1. Payment for Funeral Leave

Upon the death of a member of the immediate family, paid leave shall be granted by the
Director of Fire for three (3) consecutive calendar days. Proof of death and relationship
of the deceased may be requested. The immediate family is defined as his or her
spouse, parent, parent-in-law, step parent, child, step child, brother, sister, grandparent,
grandparent-in-law, grandchild, half brother, half sister and brother or sister-in-law
(spouse’s sibling or sibling’s spouse). Other relatives living in the same household shall
be considered as immediate family.

Section 2. Extended Funeral and/or Bereavement Leave

Upon approval of the Director of Fire or his/her designee, Funeral Leave in excess of
three (3) consecutive calendar days granted above may be charged to the accrued sick
leave balance. Where sick leave credits are not available, vacation, or leave without
pay may be granted.
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Article 14

Military Leave

Section 1. Physical Examination

An employee shall be granted permission to be absent from work in order to receive
his/her physical examination for compulsory military service to the Armed Forces in the
United States. He/she shall be entitled to paid leave for that purpose during such
absence, for a period not to exceed three (3) consecutive calendar days.

Employees wishing to enlist shall be permitted to take one (1) enlistment physical and
shall receive no more than one (1) day of leave for that physical.

Management may require written evidence of the number of necessary days absent.

Section 2. Short-term Military Leave

. This leave is granted in accordance with local ordinance, federal, and Ohio State
Law where these laws provide a greater benefit than that which is provided pursuant
to this article.

. Employees who are members of the Ohio organized militia, or members of other
reserve components of the armed forces of the United States, including the Ohio
national guard, are entitled to a military leave of absence without loss of pay for the
time they are performing service in the uniformed services in accordance with State
Law.

. For the purpose of computing vacation or sick leave, military leave will count as full
service with Management.

Section 3. Extended Military Leave

. This leave is granted in accordance with local ordinance, federal, and Ohio State
Law where these laws provide a greater benefit than that which is provided pursuant
to this Article.

. Extended military leave is given to those employees who are called or ordered to the
uniformed services for longer than four hundred and eight (408) hours, seventeen
(17) platoon duty days, for each calendar year in which the employee performed
service in the uniformed services, because of an executive order issued by the
president of the United States or an act of congress. During the military service
period designated in the executive order or act of congress, an employee is entitled
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to a leave of absence and to be paid during the monthly pay period of that leave or
absence, the lesser of the following:

1. The difference between the employee’s gross monthly wage or salary with
Management and the sum of the employee’s gross uniformed pay and
allowances received that month; or,

2. Five ($500.00) hundred dollars.

No employee shall receive payments while on Extended Military Leave if the sum of
the employee’s gross uniformed pay and allowances received in a pay period
exceeds the employee’s gross monthly wage or salary with Management.

C. Employees who have received extended military leave may receive retirement credit
for the time spent in military service in accordance with State of Ohio public
employee pension laws.

D. Replacements for employees leaving on extended military leave will be hired with
permanent status, but are subject to layoff when the employee on military leave
returns.

E. When an employee who has been on extended military leave returns, he/she will
receive any wage adjustments and step increases that would be due as though
he/she had been actively on the payroll.

F. Management will accept the following as original orders with proof of attendance: (1)
Field Orders; (2) Annual Training/Drill Schedule; (3) Official letter or Memorandum of
Service from the assigned unit; and (4) Military Leave and Earnings Statement (LES)
showing dates of service.

Section 4. Employment Severance

An employee who leaves the City for military service, and returns from such military
service within five (5) years of the date on which he/she entered the service, or should
the emergency exceed five (5) years, after the emergency has ended and the employee
is discharged, he/she shall be reinstated to the position held, or one of similar
responsibility, at the time he/she left for military service, provided application is made to
the Civil Service Board within sixty (60) days after release from active duty. The
employee must be physically and mentally able to perform the duties of said position.
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Article 15

Special Leave

Section 1. Leave Without Pay

Leave without pay for personal reasons may be granted upon request for periods not in
excess of ninety (90) calendar days. Leave shall not be unreasonably denied.
Employees absent due to illness or injury may be granted such leave after sick leave
has expired. Such leave may be extended or renewed beyond a total of ninety (90)
calendar days with the express approval of the City Manager. Upon return from such
leave, the employee will be reinstated to his/her old position or one of equal grade.

Section 2. Jury Leave

An employee required to serve on a jury, before a court empowered by law to require
such service, shall be excused from duty for the time required for such service and shall
be paid his/her regular hourly rate less jury pay, provided he/she notifies his/her
supervisor five (5) days prior to such jury service date.

Section 3. Court Leave

Any assignment which results in an employee being subpoenaed to appear in court on
his/her off duty days shall be paid at time and one-half (as contained in the addenda) for
all hours and is to be paid at a three (3) hour minimum (two (2) hours at time and one-
half). An employee covered herein who is subpoenaed to appear in court on a
scheduled duty day for a duty related action shall be released from duty to appear in
court. An employee covered herein who is subpoenaed to appear in court for non-duty
related action on a scheduled duty day may use vacation, compensatory time, leave
without pay (or an E.D.O. if applicable) to honor the subpoena.
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Article 16

Insurance

Section 1.A. Health Care Coverage

Employees covered herein may choose to participate in optional medical plan coverage
provided by the City of Dayton during the term of this contract. Management and the
Union acknowledge that there will be a change in plan design effective June 1, 2012.
Thereafter, the level of benefits shall not be changed during the term of this agreement
unless mutually agreed to between Management and the Union. Any changes in
carriers during the term of this contract shall be subject to approval by the Union.

Section 1.B. Employee Contributions

The employees shall pay a total contribution amount of $62.50 per month for single
coverage and a $125.00 per month for family coverage provided for in this section.
Effective June 1, 2012, single coverage will increase to $70.00 per month, and family
coverage will increase to $160.00 per month. Effective June 1, 2013, family coverage
will increase to $180.00 per month. The premiums will be administered under an IRS
Section 125 pre-tax status and paid bi-weekly.

Section 1.C. Employer Partially Funded Health Savings Accounts and
Health Reimbursement Accounts

Subject to the requirements of the insurer and terms of the Plan Documents, employee
may choose between a Health Savings Account (HSA) or Health Reimbursement
Accounts (HRA). If an employee elects an HSA or HRA, this election shall constitute
their election under Section 1.A., above.

If an employee elects an HSA and/or HRA, the maximum annual deductible amounts
shall be partially funded by the City, beginning in the first plan year, where the City will
fund $1,500 per year for single plans (funded on a single annual payment basis
effective January 1, and each successive year while the employee is currently
employed) and $3,000 per year for family plans (funded on a single annual payment
basis effective January 1, and each successive year while the employee is currently
employed).

If an employee elects an HSA, the City will contribute the full amount of $1,500/single or

$3,000/family for each plan year, a single annual payment basis effective January 1,
and each successive year.
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If an employee elects an HRA, the $1,500/single or $3,000/family City funded amounts
will be eligible for rollover in an amount not to exceed the annual maximum deductible.
In all subsequent years after the 2011 plan year, the City contribution for the HRA will
be up to the above-referenced amounts and/or the annual maximum deductible;
provided that, the City will not fund any amount exceeding the annual maximum
deductible.

The employee will be responsible for any taxes due that result from the City’s pre-
funding of employee HSA accounts on the first business day following January 1 of
each year.

The City shall increase the payments into the HSA/HRA throughout the year when an
employee changes his or her status from single to family.

Section 1.D. Prescription Drug Card

The employees will be enrolled in a prescription drug card program. With the
prescription drug card, costs for prescription drugs will be $10 for tier 1
prescriptions, $20 for tier 2 prescriptions, and $30 for tier 3 prescriptions, as
defined by the health insurance carrier. The prescription drug card governs the
amounts paid for prescription drugs after an employee has met his or her
deductible.

Section 1.E. Dental Care Coverage

Management shall provide the AFSCME Care Plan for Dental Level Il Plus to the
employees covered herein during the term of this Agreement.

The level of dental benefits shall not be changed during the term of this Agreement
unless mutually agreed to between Management and the Union. Any changes in
carriers during the term of this Agreement shall be subject to approval by the Union.

Management shall contribute the total cost of the plan per month per employee to the
AFSCME Care Plan for Dental Level Il coverage for all employees in the bargaining
unit. The payment will be due by the 20" of the month. This sum represents the total
cost of the plan per month per employee in the bargaining unit.

Section 1.F. Vision Care Coverage

Management shall provide the AFSCME Care Plan for Vision Care to the employees
covered herein during the term of this Agreement.

The level of vision benefits shall not be changed during the term of this Agreement

unless mutually agreed to between Management and the Union. Any changes in
carriers during the term of this Agreement shall be subject to approval by the Union.
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Management shall contribute the total cost of the plan per month per employee to the
AFSCME Care Plan for Vision Care Benefits, for all employees in the bargaining unit.
The payment will be due by the 20™ of the month. This sum represents the total cost of
the plan per month per employee in the bargaining unit.

Section 1.G. Incentive to Waive Health Care Coverage

Full time employees who waive health insurance for a twelve (12) month period during
open enrollment will be paid an incentive as explained below. The incentive will be pro-
rated if coverage is waived for less than an entire plan year because an employee
terminates employment, or re-enrolls for Management coverage if there is a loss of
coverage due to divorce, termination of spouse’s job or spouse’s death.

A full time employee who waives coverage for an entire twelve (12) months and is not a
dependent on another City of Dayton health insurance plan will be paid an incentive
equal to one thousand two hundred sixteen dollars and forty-four cents ($1,216.44).
The incentive will be paid bi-weekly over a twelve (12) month period starting with the
first pay in June.

The incentive plan is being offered for this plan year. The incentive plan will be offered
in subsequent plan years, provided that the incentive continues to represent a cost
savings to Management.

Section 2.A. Union Participation in Healthcare Committee Meetings

The President of the Union (or his/her designee) and up to two members of the Union
(as selected by the President of the Union) will be present and participate in all City of
Dayton Healthcare Committee meetings to review and recommend health care
insurance in the upcoming years. The Health Care Committee will meet as often as
necessary to facilitate in a timely fashion all information and cost as needed in an effort
to maximize the value to employees and cost effectiveness of Health and Dental Care
Plan redesign.

Section 2.B. Plan Year Effective Dates

The medical, dental, and vision coverage contained in Article 16, Section 1 shall be in
effect from June 1, 2012, and ending at the expiration of this Agreement, unless
otherwise provided herein.

Section 3. Coordination of Benefits

Hospital and surgical benefits herein described shall be subject to coordination of
benefits in accordance with stipulation of the carrier.
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Section 4. Subrogation

If a member incurs covered hospital expenses in connection with the treatment of an
illness or injury caused by the negligence or wrongful act of a third party, the carrier
shall be subrogated to all of the member’s right of recovery against said third party to
the extent of any and all payments made hereunder by the carrier with respect to such
illness or injury, and the member or his/her appropriate agent shall execute all papers
and take all action necessary and proper to secure the carrier such rights of
subrogation.

Section 5. No Additional Payment
Employees will not receive remuneration over and beyond the hospitalization coverage

provided all Management employees if they do not avail themselves of the coverage
provided by Management.

Section 6. Vaccinations and Immunizations

Employees shall upon request and within 30 days have made available to them a
Hepatitis B vaccination or Immunization paid for by Management.

Management will provide Hepatitis C screening to all employees at initial hire paid for by
Management.

Section 7. Life Insurance
Management shall provide employees covered herein with the following:
A. Group Life Insurance in the amount of $20,000.00;
B. Accidental Death and Dismemberment Insurance in the amount of $20,000.
Section 8. Reopener

The City Manager, in his sole discretion, may opt to reopen this Agreement on the
issues of Insurance (Article 16, Section 1) in lieu of the increases and coverages
provided for in the third year of this Agreement (together with the subject of Wages set
forth in Article 7, Section 1 hereof). Such notice of reopener must be given by the City
at least sixty (60) days prior to June 1, 2014. The reopening of this Agreement as set
forth herein shall invoke the dispute settlement procedure set forth in O.R.C. Section
4117.14. The results of the negotiation process or any settlement reached between the
parties will become effective June 1, 2014.
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Article 17

Bulletin Board and Electronic Malil

Bulletin Boards as presently provided, and as may be installed in the future by
Management, may be used by the Union for posting notices of the following types:

A. Recreational and social events

B. Elections and election results

C. General membership meetings and other related business meetings

D. General Union business of interest to members

Employees shall have an Electronic Mail System and Internet access, as provided by
Management. The Executive Board of the Union shall have the authority to
communicate via electronic mail.

Notices and e-mail communications must be reviewed by the Fire Chief and any
communications considered inflammatory, political or devoted to union organizing and
grievance matters other than awards or settlements will not be permitted on any

Management bulletin boards, nor will they be permitted to be displayed in Management
offices, facilities, equipment, etc.
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Article 18

Uniform Allowance

Section 1. Uniforms

All  Uniformed Firefighting Personnel, Civilian EMTs, Paramedics, and Senior
Paramedics, Fire Prevention Specialist 1, Fire Prevention Specialist 2, Fire Marshall
and the Public Education/Information Officer hereafter qualified and appointed shall be
furnished, without cost to them, their minimum uniform and equipment requirements.
Said employees covered by this agreement shall be responsible for maintaining the
uniform they are required to wear in accordance with Dayton Fire Department
regulations. At the end of one year of continuous service, the uniform, except for items
provided for in Section 2 below, shall become the property of the employee. All other
items so furnished by Management shall be the permanent property of Management.
During the first year of service, those employees who, under the foregoing provisions
received their equipment at Management’s expense, shall not be paid any uniform
allowance. On November 1%, 2007, the amount of the uniform allowance will be eight
hundred sixty dollars ($860.00), paid in increments of thirty-three dollars and eight cents
($33.08) biweekly thereafter.

Section 2. Furnished Safety Equipment

Employees covered by this agreement will have the following items furnished by the
Department.

Helmet, Nomex Hood, Bunker Coat, Bunker Pants, Boots, Gloves, Goggles, and
Suspenders.

Section 3. Substantive Changes to Required Uniforms
If uniform specifications are changed for required or optional uniforms, any existing

uniforms that an employee has can be worn until not serviceable or 18 months, which
ever comes first.
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Article 19

Longevity

In addition to the salary specified in various sections of the Code of General
Ordinances, as amended to incorporate the terms of this Agreement, employees shall
receive a longevity payment for actual time spent as an employee of the City of Dayton
Department of Fire as follows:

Employees who have completed five (5) years but less than ten (10) years of service
shall receive a payment of one-half percent (1/2%) of a top step Firefighters base rate of

pay.

Employees who have completed ten (10) years but less than fifteen (15) years of
service shall receive a payment of one percent (1%) of a top step Firefighters base rate
of pay.

Employees who have completed fifteen (15) years but less than twenty (20) years of
service shall receive a payment of one and one-half (1.5%) percent of a top step
Firefighters base rate of pay.

Employees who have completed twenty (20) years of service shall receive a payment of
two percent (2%) of a top step Firefighters base rate of pay.

The above payments shall be paid in a lump sum on the first pay period of November of
each year.

When a change in the payment to an employee occurs during the payment year, due to
an anniversary date of the employee, the rate of pay will be pro-rated at the amounts
applicable before and after the anniversary date.

For the purpose of determining eligibility for the payment provided in this Article, an
employee shall be credited with a complete month of service if he/she works or is on
paid leave one-half (1/2) or more of his/her scheduled work days or tours of duty in any
month. In the event that an employee who is eligible for the above payment terminates
his/her employment during the term of this Agreement, the annual payment provided
herein shall be pro-rated for the period of his/her employment.
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Article 20

Labor-Management Committee

Committee Membership

In the interest of sound Labor-Management relations, a joint committee of no less than
six (6) nor more than ten (10) members, two (2) of which will be safety representatives,
half of whom shall be from Management and half of whom shall be from the Union will
convene from time to time, but not less than once every sixty (60) days for the purpose
of discussing subjects of mutual concern. It shall be the express purpose of this
committee to build and maintain a climate of mutual understanding and respect in the
solution of common problems. Either Management or the Union may request that a
representative of the Department of Human Resources participate in a scheduled
Labor-Management Committee meeting.

The Union will be notified of any change in organizational policy, written work rules,
General Orders, Chief Officers Only Special Orders, and SOPs, prior to their
implementation. This is to assure that Labor has every opportunity to discuss these
changes with Management in a meeting of the Labor-Management Committee
convened at the request of either party. Either party may request a meeting within forty-
eight (48) hours of notification and this meeting must take place within forty-eight (48)
hours after receipt of this request.
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Article 21

Grievance and Arbitration Procedure

Section 1. Purpose

There shall be an earnest, honest effort to settle disputes and controversies promptly.
The procedures of this article shall serve as a means of settlement of all grievances.

Section 2. Definition

A grievance is a written complaint that Management has violated this agreement and
shall include a complaint of any detail, any assignment or any reprimand which is
believed to be unjust or capricious. A grievance does not include any complaint subject
to appeal under the Rules and Regulations of the City of Dayton Civil Service Board.
The grievance procedure is available to all employees covered by this Agreement and
the Union as the representative of said employees. No concurrent proceeding whether
judicial, administrative, or otherwise, shall be commenced or maintained which relates
to the same subject matter and involves the same parties as any grievance initiated
under this Agreement.

Section 3. Verbal Complaint

Any employee or group of employees covered by this Agreement shall have the right at
any time to present problems or complaints verbally to his/her or their immediate
superior and have such problem or complaint resolved without invoking the formal
grievance procedure, with or without the attendance of the grievance representative;
provided further, that such resolution is not inconsistent with the expressed terms of this
Agreement.

Section 4. Grievance Procedure

Grievances shall be resolved as follows:
Step 1. Appropriate Assistant Chief of Fire

The aggrieved employee or group of employees covered by this Agreement shall
present his/her or their grievance in writing on forms supplied by the Union to the
appropriate Assistant Chief of Fire. Distribution of copies of the grievance shall be
made by Management as required. One (1) copy shall be retained by the employee. A
grievance shall be filed within forty-five (45) calendar days after the employee becomes
aware or reasonably should have become aware of the occurrence complained of. The
grievance complaint shall be filed at Step 1 by the appropriate Chief Steward. The
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Assistant Chief of Fire shall reply in writing to the grievance within twenty-one (21)
calendar days after it has been presented to him. If the aggrieved employee does not
refer the grievance within twenty-one (21) calendar days after receipt of the decision
rendered in this step, it shall be considered to be satisfactorily resolved.

Step 2. Director and Chief of Fire and Labor Relations Manager

This grievance, along with all correspondence to date, may be submitted by the grievant
on forms provided by the Union to the Director of Fire. The Director of Fire, with the
assistance of the Labor Relations Manager shall investigate and hold such hearings as
they deem necessary and reply to the grievant and the Union in writing within twenty-
one (21) calendar days after receipt. If a written notice of the Union’s intent to file under
the arbitration procedure is not received by hand delivery or regular U.S. Mail by the
Labor Relations Manager within forty-five (45) calendar days from the postmarked date
of the hand delivered or regular U.S. mail reply of the Director’s decision at this step, it
shall be considered to be satisfactorily resolved.

Step 3. Arbitration

Management or the Union, based on the facts presented, have the right to decide
whether to arbitrate or appeal any grievance. Management's agent for authorizing
arbitration is the Manager of Labor Relations and the Union’s agent is the President or
his designee. In the event the matter is submitted to arbitration, Management must
within twenty-one (21) calendar days apply to the A.A.A. (American Arbitration
Association) or the A.M.S. (Arbitration and Mediation Service) and an arbitrator who
maintains an office within 125 miles of Dayton or within the state of Ohio shall be
appointed by the A.A.A. or A.M.S. under its voluntary rules upon the application of either
party to that association, unless the parties mutually select an arbitrator.

The arbitrator shall have no power to add to or subtract from, change, modify, or amend
any of the provisions of this Agreement.

The decision rendered by the impartial arbitrator shall be final and binding upon the
Union, Management, the grievant, and all the employees covered by this Agreement.
Each party hereto shall pay the expenses incurred in the presentation of its own case,
the expenses incident to the services of the arbitrator shall be shared equally by the
Management and the Union.

The employees covered hereunder shall be bound by any decision, determinations,
agreements, or settlements which may be effectuated pursuant to invoking the
grievance-arbitration procedure including any determinations as to the merits or
arbitrability of a grievance, as shall be made by the authorized representative who is an
employee covered by this Agreement handling the grievance, provided however, that
such determinations regarding arbitrability or merits shall be made upon the facts with
which the authorized representative is confronted.

Section 5. Procedure
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. A grievant and appropriate witnesses shall be entitled to be present at any step of
the grievance or arbitration procedure and shall not lose any pay as the result of
necessary attendance at a meeting during scheduled working hours. If more than
one (1) grievant is involved at any meeting, one (1) of their members shall be
selected as a spokesman.

. The time limits imposed in this article, except those pertaining to the timely filing of a
grievance, may be extended at any step by mutual written consent and shall be
computed from the time stamp marked in the Department of Human Resources.

. Any step of this procedure may be waived by the mutual consent of both parties.

. Either party shall have the right to have a Union representative present at any of the
steps of the grievance or arbitration procedure.

. At all steps of the grievance procedure, if Management fails to answer any grievance
within the prescribed time limits, the grievance shall be resolved in favor of the
grievant provided such resolution does not set a precedent on the issue in question
and the supervisor has authority to resolve the issue.
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Article 22

Assignment Exchange

Assignment means the normal shift and work reporting location of an employee covered
by this Agreement. Exchange of assignments between two willing employees covered
by this Agreement shall be made as follows:

A. All requests shall be submitted annually to the office of the Director of Fire, between
November 1 and December 1 of each year.

B. Employees who request an exchange may be involved in no more than one
exchange per calendar year under this article.

C. All requests for exchange of assignments shall be subject to approval by the Director
of Fire.

D. Such exchanges shall be made or the affected employees shall receive written notice
of the reason for Management'’s denial of the request by January 15.

Nothing contained in this article shall limit Management's right of assignment by
January 15.
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Article 23

Discipline, Discharge and Personnel Files

Section 1. Discipline and Discharge

No employee shall be disciplined without just cause. Once an employee is officially
notified by Management of an investigation against him/her, Management will have
ninety (90) calendar days to serve formal charges or issue reprimands.

Official notification of an investigation shall be defined as the issuance of a form, S-93,
or other such form used for this purpose, that is required to be served when an
employee is under investigation. All forms, S-93 or other such forms used for that
purpose, shall be captioned with the reason for the investigation. The issuance of this
form shall be the basis for the start of the aforementioned ninety (90) day time line. The
ninety (90) calendar days shall not be extended by Management with the issuance of
additional S-93’s for the same incident. An on the spot interview during the incident or
not later than three hours following the close of the incident shall be permitted without
regard to the issuance of the S-93.

An employee who is under investigation is entitled to Union representation at all
investigative proceedings unless waived in writing.

An administrative hearing is a formal meeting conducted by Management or his/her
designee, after a copy of the charges and specifications have been served to the
employee to determine the guilt or innocence of an employee and the appropriate
disciplinary remedy. No administrative hearing shall be held until Union representation
is present or has been waived.

Administrative hearings for formal charges and specifications shall be scheduled to
allow reasonable time for discovery. A request for discovery shall be made in writing
after formal charges have been issued but no less than (5) business days before the
administrative hearing. A discovery request can be made by either Management or the
Union. Discovery shall be provided within three (3) business days.

No disciplinary action of record may be taken until these procedures have been
followed. A copy of the charges and specifications shall be sent to the Union office at
least ten (10) days before the administrative hearing. A copy of disciplinary findings will
be sent to the Union office within three (3) days of service of findings to the employee.
When a bargaining unit employee is conditionally suspended for more than one (1) tour
of duty, a “show cause” hearing will be held, to permit the employee an opportunity to
state the reasons in support of no conditional suspension.
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Section 2. Reprimands

After two (2) years from the date of issue, any and all reprimands or warnings shall not
be considered in subsequent determinations of appropriate disciplinary action. Such
invalid documents will be removed by Management from the employee’s personnel files
upon his/her request. Management shall send to the Union a copy of each written
reprimand issued to any member of the bargaining unit. Performance evaluations will
not be considered as warnings.

Section 3. Exchange of Vacation Credits for Suspensions

In the event that discipline is rendered against an employee and results in suspension,
of five (5) days or less, the employee may elect to forfeit vacation credits (if credits are
available) in lieu of suspension.

For the purposes of calculation, these credits shall be charged in accordance with
Article 10, Section 8, and treated as if they were actual vacation days taken.

Section 4. Suspensions

After four (4) years from the date of the findings, a suspension of from one (1) through
five (5) work days shall be removed from the employee’s file upon request of the
employee and shall not be considered in subsequent determinations of discipline. After
five (5) years from the date of the findings, a suspension of six (6) or more work days
shall be removed from the employee’s file upon request of the employee and shall not
be considered in subsequent determination of discipline.

Section 5. Review of Files
An employee shall be allowed to review the contents of his/her personnel file at all
reasonable times upon written request. Memoranda clarifying and explaining alleged

inaccuracies of any document in his/her files may be added to the file by the respective
employee.
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Article 24

Miscellaneous

Section 1. Office and Telephone

In order to provide a more efficient working relationship under the terms of this
agreement, Management will provide, where feasible, office space and telephone for
use by the I.LA.F.F. Local 136 Union President.

Section 2. Continuing Education

Employees will be offered the opportunity to attend training that is necessary to maintain
their required certifications during their scheduled working hours. Such opportunities
may include, but are not limited to, live/in-person presentations, taped, or DVD
presentations, or on-line training opportunities. These opportunities will be published by
the department on a bi-monthly basis.

Section 3. House Cleaning and Maintenance

Members of this bargaining unit assigned to a Fire Station shall be responsible for the
daily cleaning of the station, yard work, and snow removal. Major maintenance of the
stations such a removal of diesel carbon from apparatus walls, washing down walls, and
stripping of floors shall be performed by others.

Section 4. Payroll Deduction

Management shall provide, at no cost to the union, an additional payroll deduction field
for any employee who is a member of the Local 136 FirePAC deduction, as provided for
in a written authorization. Such authorization must be executed by the employee to the
Union, and may be revoked by the employee at any time by giving written notice to the
Union, with a copy to the City. The expenditure of funds shall be in accordance with
Federal, State, and Local Laws.
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Article 25

Working out of Classification

Employees shall not be required to act out of their rank, except as permitted under
Article 35, Promotional Training.
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Article 26

No Strike or Lockout

It is understood and agreed that the services performed by the employees included in
this agreement are essential to public health, safety, and welfare. The Union, therefore,
agrees that there shall be no strike or other interruption to the work for any cause

whatsoever. Management agrees there will be no lockout.
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Article 27

Severability, Legal Reference, and No Conflict

A. Severability

Should any part of this Agreement be invalid by operation of law existing or promulgated
in the future, or be declared invalid by any tribunal of competent jurisdiction, such
invalidation shall not invalidate the remaining portions, and they shall remain in full force
and effect. In such event, and upon written request by either party, the parties to this
agreement shall meet at a mutually agreeable time in an attempt to modify the invalid
provisions of this agreement by good faith negotiations.

B. Legal Reference
This Agreement supercedes and replaces all statutes, ordinances, civil service rules
and other rules and regulations over which it has authority to supercede and replace,

and is subject to all laws over which it does not have the authority to supercede or
replace.

C. No Conflict
City of Dayton Personnel Policies and Procedures, Fire Department Rules and

Regulations, and any general or specific orders of Management shall not be interpreted
so as to conflict with the terms of this agreement.
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Article 28

Common Meal Site

Employees are not permitted to leave the fire station to eat meals. Congregate meals
are served in the fire station at a charge equal to the value of the meal.
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Article 29

Indemnification

Management agrees to meet its obligations as set forth in Chapter 2744 of the Ohio
Revised Code as it applies to bargaining unit employees.
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Article 30

Restricted Duty & Disability

Section 1. Restricted Duty

An employee who is absent from duty due to a disabling iliness or injury of a temporary
nature that prevents him/her from performing his/her normal duties may be returned to
work to perform restricted duty for a temporary period of time. Restricted duty is any
job, work assignment, or duty within the Fire Department that an employee disabled
from his/her regular assignment is capable of performing, and is mutually agreed upon
by the Union and Management.

An employee’s work restrictions will be based upon the advice of the attending
physicians and the Management Doctor. In the event of a dispute as to the employee’s
ability to perform restricted duty, Management and the Union will mutually agree on a
disinterested physician to make the final determination as to the employee’s limitations
and ability to perform restricted duty. Any costs incurred to this disinterested physician
shall be paid by the party contesting the ruling.

Restricted duty assignments are made solely at the discretion of Management.
Management reserves the right, providing all restricted duty criteria are met, to order an
employee to report to a restricted duty assignment.

A request to be placed on restricted duty shall not be unreasonably denied by
Management, providing all restricted duty criteria have been met. Any denial of
restricted duty status shall be placed in writing and a copy sent to the denied employee
and the Union.

While on restricted duty an employee will earn his/her regular hourly rate of pay.

Section 2. Disability

An employee on injury leave, who files for a disability pension, may request to be placed
on restricted duty while awaiting the Pension board ruling. Restricted duty may be
granted, provided all restricted duty criteria are met, for up to a maximum of 120
calendar days from the date Management receives the completed City of Dayton
Medical Certification form. Employees may be granted up to a maximum of 120
additional calendar days of restricted duty upon mutual agreement of Management and
the Union. Restricted duty assignments are made solely at the discretion of
Management. At the conclusion of the restricted duty assignment, the employee will be
placed on sick leave.
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Article 31

Educational Incentive

Management will pay an education incentive bonus to those employees who have
earned a degree from an accredited college, as defined in the most current edition of
“Accredited Institutions of Postsecondary Education” as published by the American
Council on Education, in accordance with the pay scale provided below:

Amount Degree

$400 Associate’s Degree
$800 Bachelor's Degree
$1,200 Post Graduate Degree

To be eligible to receive the annual education incentive bonus, the employee must have
twelve (12) months of service with the City.

The incentive pay bonus shall be paid in the first pay period in September.

The employee shall submit proof of an earned degree if not already on file.
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Article 32

Promotions

Section 1. Promotion Criteria

All ranks within the Department of Fire, with the exception of the Director of Fire and
Assistant Chief positions, shall be classified. All promotional candidates to be tested will
come from classified positions within the Dayton Fire Department. Such promotional
vacancies shall be filled from an eligible list established by fair and objective
promotional examinations. Promotions shall occur in the following order: Firefighter to
Lieutenant, Lieutenant to Captain, Captain to District Chief, Firefighter with Paramedic
certification or Civilian Paramedic to Senior Paramedic.

To be eligible for the Lieutenant's or Senior Paramedic's promotional examination, the
candidate must have at least five (5) years of accredited service in the Dayton Fire
Department in the next lower rank that is eligible for promotion to either position. An
applicant must have at least two (2) years of service in the next lower eligible rank and
meet all other promotional criteria on the examination posting date for each successive
rank.

Promotional eligible lists shall be for two (2) years from the certification date of the
eligible list. A new certified eligible list will be available within three (3) months of the
expiration of the old eligible list unless an extension is mutually agreed upon by Civil
Service and the Union. The Union agrees to continue the existing extension for the
posting of a certified eligible list for promotion into the rank of Senior Paramedic. This
extension shall continue for a period of six (6) months from the date that Management
notifies the Union of a scheduled promotional exam for the Senior Paramedic rank.

Management will maintain a standing list of study materials from which promotional
examinations will be drawn. There shall be no new commercially available texts added
to this list within one hundred and twenty (120) calendar days prior to any examination
posting date. Management will post the final list of publications and parts of
publications for study not less than sixty (60) calendar days prior to an examination
posting date. This final list of study material may contain material from no more than six
(6) commercially available textbooks, in addition to material from internally produced
publications of Management. The physical posting of the exam announcement will be
not less than thirty (30) calendar days before the first date of the beginning of the
examination.

Civil Service will allow for a review and protest process. During this specified review
and protest period, candidates will be permitted to review their submitted and scored
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incorrect multiple choice test. The candidates will be permitted to protest examination
answers for the multiple choice test.

An eligibility list shall be posted no more than sixty (60) calendar days from the last date
of the examination for each rank, but no sooner than 14 days after the postmark date of
the civil service rulings on the protest questions.

Section 2. Promotional Examination and Scoring Procedures

The Civil Service Board will use a standard grading system, based on a 100 point scale,
for determining the total score of the candidate. Five (5) points of the overall grade will
be based on accredited service. Service points will be added to the passing score of
the exam.

On promotional exams, beginning with the rank of Lieutenant, and progressing through
the rank of District Chief, 0.625 (625/1000) points for each year of combined accredited
service as a firefighter, Lieutenant, and Captain with the Dayton Fire Department,
beginning at year five (5), up to a maximum of five (5) points, equal to twelve (12) years
of service.

On promotional exams for the rank of Senior Paramedic, 0.625 (625/1000) points for
each year of accredited service the candidate held a State of Ohio Paramedic
Certification with the Dayton Fire Department, beginning at year five (5), up to a
maximum of five (5) points, equal to twelve (12) years of service.

Candidates for the Lieutenant exam must be approved as an Engine and Ladder
driver/operator by the Dayton Fire Department prior to the exam posting date.

Candidates for the Captain exam must be approved as a Ladder driver/operator by the
Dayton Fire Department prior to the exam posting date.

Members must take the initiative to obtain necessary driver/operator certifications in a

timely manner prior to promotional exams. Management will cooperate with members
to achieve such certifications.

Examination Administration

The Civil Service Board will administer a promotional examination for the ranks of
Lieutenant, Captain, District Chief and Senior Paramedic. The multiple-choice closed
book component of the examination will be developed and administered by the Civil
Service staff. Written test components may be developed by an outside consulting firm
in conjunction with the Civil Service staff. Appropriate point values will be applied for
each rank. Final completion of the score will be a combination of the multiple choice
written component and applicable accredited service credits.
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Lieutenant Exam

1. Multiple-choice closed book exam component worth ninety-five (95) points.

All candidates achieving a score of at least seventy percent (70%) correct answers
on the multiple-choice portion will be placed on the eligible list.

Captain Exam

1. Multiple-choice closed book exam component worth ninety-five (95) points.

All candidates achieving a score of at least seventy percent (70%) correct answers
on the multiple-choice portion will be placed on the eligible list.

District Chief Exam

1. Multiple-choice closed book exam component worth ninety-five (95) points.

All candidates achieving a score of at least seventy percent (70%) correct answers
on the multiple-choice portion will be placed on the eligible list.

Senior Medic Exam

1. Multiple-choice closed book exam component worth ninety-five (95) points.

All candidates achieving a score of at least seventy percent (70%) correct answers
on the multiple-choice portion will be placed on the eligible list.

Section 3. Test Development and Administration

Management understands that the Union and the Dayton Civil Service Board have an
agreement as to the development and administration of promotional examinations for
members during the term of this contract. Management and the Union support and
agree to the goal of the development of content valid, objective, job-related promotional
examinations which are fair and provide all members an equal promotional opportunity,
with recognition for accredited service, and further commit their best efforts to assure
this end.

The development of test administration policies and procedures shall be discussed in
advance of any promotional examination by a joint committee comprised of two (2)
members appointed by the Civil Service Board, two (2) members designated by the
Executive Board of the Union and two (2) members of Management.

The Civil Service Secretary-Chief Examiner will notify the Union President and Fire
Management whenever a promotional examination has been authorized so that
committee members can be appointed. The joint committee will meet as is necessary.
At no time will any individual not designated by the Civil Service Secretary-Chief
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examiner receive test material or questions, content or answers. Any information
exchanged or discussed by the committee that may compromise the integrity of the
promotional process as it relates to test format, test questions security and test question
content shall not be disclosed to the Union bargaining members.

Section 4. Dispute Resolution

In the event the Union concludes that the promotional examinations, in whole, part or in
modification, are in conflict with any criteria enumerated in Section 1., 2., or 3., and/or
violate generally accepted professional testing standards, the Union, through the Union
President, may file for an arbitration hearing alleging specific breach(es) of the
promotional process and remedial action sought.

The arbitration filing must be within fourteen (14) business days of either the time of
occurrence or the time when the occurrence becomes known. The filing or processing
of the arbitration shall not preclude the Civil Service Board from proceeding with test
construction or administration work that is not affected by or related to the alleged
violation.

The Union President's request for arbitration shall be immediately expedited to a
hearing within ten (10) business days after the Employee Relations Manager's receipt of
the written notice of the intent to file under the arbitration procedure, or as soon
thereafter as practicable by mutual agreement.

The arbitrator shall be chosen by Management and the Union within five (5) business
days of the filing. If the parties do not agree on an arbitrator, the American Arbitration
Association (AAA) will be requested to appoint one expeditiously without further input by
the parties. The arbitrator's award shall be issued no later than ten (10) business days
following the hearing date. Unless otherwise specified herein this Article, the provisions
for arbitration and missed time limits will be pursuant to Article 21, Grievance and
Arbitration Procedures, of this contract.

61



Article 33

Substance Abuse Policy

Section 1. Policy

The purpose of this policy is to assure our workers are fit for duty and to protect our
employees and the public from the risks posed by the use of drugs and alcohol.

The public expects services provided by the City of Dayton to be delivered in the safest
and most conscientious manner possible. Involvement with drugs and alcohol can take
its toll on job performance and employee safety. Our concern is that employees are in a
condition to perform their duties safely and efficiently, in the interests of their fellow
workers and the public as well as themselves. The presence of drugs and alcohol on
the job, and the influence of these substances on employees during working hours, are
inconsistent with our objective to maintain a drug and alcohol-free workplace.

Employees who think they may have an alcohol or drug usage problem are urged to
voluntarily seek confidential assistance from the Employee Assistance Program
Counselor. While the City will be supportive of those who seek help voluntarily, the City
will be equally firm in identifying and disciplining those who continue to be substance
abusers and do not seek help.

To further our commitment of maintaining a drug and alcohol-free workplace in order to
provide a safe work environment for employees and safe service delivery to the public,
it is our policy to:

Ensure that employees are not impaired in their ability to perform their work in a
safe, productive manner.

Conduct pre-employment, reasonable suspicion, drug and alcohol testing.

Conduct random drug testing in accordance with the provisions contained
herein.

Encourage employees to seek professional assistance any time alcohol or drug
use adversely affects their ability to perform their work assignments.

Section 2. Education of Employees

A. All employees shall have access to the Fire Department’s Drug Testing policy.
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. All new employees will be provided with information concerning the impact of the use
of drugs on job performance, the manner in which these drugs tests are conducted,
the reliability of the tests performed, circumstances which subject employees to
testing, what the tests determine, the types of substances to be screened, and the
consequences associated with testing when they are hired.

. Management shall provide training annually, or when changes are made to this

policy. Training may be provided by video or classroom, as decided by
Management.

Section 3. Employees Covered

This policy applies to all Employees covered by the |.A.F.F. Local 136 Contract.

Section 4. Prohibited Conduct

. Alcohol means the intoxicating agent in beverage alcohol, ethyl alcohol, or other low
molecular weight alcohols including methyl and isopropyl (rubbing) alcohol.

. Employees must not consume alcohol:

1. On the job, during hours of work, during City meal periods (paid or unpaid), or
during city rest periods.

2. Up to eight hours following an accident or until the employee undergoes a post-
accident test, whichever occurs first.

. Alcoholic beverages may be served at City organized and hosted functions only with
the express written consent of the City Manager or designee. Employees working at
the function are not to consume alcoholic beverages while on duty.

Employees in approved social attendance at functions where alcohol is served may
consume alcoholic beverages so long as this is done in proper moderation and with
decorum.

. Employees must not consume any controlled substance identified in Schedules |
through V of Section 202 of the Controlled Substance Act (21 U.S.C. 812) and as
further defined by 21 CFR 1300.11 through 1300.15 without a prescription from a
licensed doctor of medicine or osteopathy. This includes: marijuana, amphetamines,
opiates, phencyclidine (PCP), and cocaine.

. Employees must not refuse to take a required drug or alcohol test.
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F. Employees must not be under the influence of or in possession of alcohol or illegal
drugs while on duty and must not carry/store illegal drugs or alcohol in the vehicle
they are operating on duty.

G. The unlawful manufacture, distribution, dispensing, possession or use of an illegal
drug is prohibited in the City of Dayton workplace. Any employee convicted of
violating a criminal drug statute in the workplace must notify the Human Resources
Director no later than five days after such conviction.

Section 5. Legal Drugs

The appropriate use of legally prescribed medications and non-prescription medications
is not prohibited. Employees are required to notify their supervisor of any medication,
which is adversely affecting their ability to do their work and/or which is labeled in a
precautionary manner regarding the operation of equipment. Employees may be
assigned to work that can be safely performed or placed on paid or unpaid sick leave. If
reasonable suspicion exists that employees are under the influence of an illegal drug or
alcohol, a reasonable suspicion test should be conducted. Such information should be
handled in a confidential manner, the same as any other medical information.

Section 6. Drug/Alcohol Testing

The City conducts the following types of drug and alcohol testing to determine if
employees/applicants are in compliance with this policy and associated rules of
conduct: pre-employment, reasonable suspicion, post accident, return to duty, and
follow-up testing. In addition, employees are tested prior to returning to duty after a
confirmed positive drug or confirmed alcohol test and follow-up testing conducted
during the course of a rehabilitation program recommended by a substance abuse
professional. A Medical Review Officer (MRO) reviews test results and determines
which tests are positive and which are negative.

Testing conducted herein shall be a five (5) panel drug test regimen in compliance with

49 CFR Part 40, as amended an effective October 1, 2010, for both initial and
confirmation screenings.

With regards to a confirmed alcohol test having a concentration of .04 percent or greater
is considered to be a positive alcohol test, and is in violation of this policy.

Section 7. Test Results

A Medical Review Officer (MRO) reviews test results and determines which tests are
positive and which are negative.

A. Negative Results

64



If the initial test results are negative, the results will be reported in writing to the
MRO and the sample will be discarded. Employees may request a copy of their
negative test results from the Designated Employee Representative (DER).

1.

. Positive Results

If the confirmatory drug test is positive, the MRO will use their best efforts to
notify the employee by telephone for a verification interview. No other City
employee or agent shall be informed of the positive confirmatory drug test until
the verification interview is held. If the employee refuses to participate in the
verification interview, or cannot be contacted within 3 business days pursuant to
Section 21 B. the MRO will report the confirmed positive test results to the
designated employee representative in Human Resources.

. At the interview, the employee shall be provided an opportunity to provide the

MRO with any prescriptions, along with the identity of the prescribing/dispensing
physician or health care provider, or any other evidence. The MRO shall then
contact the prescribing/dispensing physician or health care provider for
confirmation.

The MRO shall contact the testing laboratory in an effort to verify that the
prescription drug presented by the employee matches the drug identified in the
positive confirmatory drug test. If the prescription drug and the drug identified in
the positive confirmatory drug test match, then the drug test result shall be
considered as a negative drug test result and discarded.

. Confirmed positive drug test and confirmed positive alcohol tests results are for

administrative purposes only and shall not be used against the employee during
any phase of any criminal proceeding.

An employee who questions the results of a required drug test may request that
an additional test be conducted at a different USDHHS certified laboratory. The
test must be conducted on the split sample that was provided at the same time
as the original sample. The cost of the second test will be borne by the
employee, unless the second test invalidates the first in which case, the City will
fully reimburse the employee for the cost of the second drug screen test.

The method of collecting, storing, and testing the split sample will follow the
Department of Transportation guidelines. The employee’s request for a split
sample test must be made to the Medical Review Officer (MRO) within 3
business days of notice of the initial test result. Requests after 3 business days
will be accepted only if the delay was due to documentable facts that were
beyond the control of the employee. If the confirmation test results are positive,
the testing laboratory will retain the sample a period of time to allow for additional
testing and employee appeals.
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Section 8. Discipline

A.

On the first occurrence of a confirmed positive drug test or a confirmed positive
alcohol test, the employee is referred to a substance abuse professional. Sick leave
may be used while participating in a rehabilitation program prescribed by the
Substance Abuse Professional. Otherwise, the employee will be on leave without
pay, while it is available, until return to work following a negative alcohol/drug test
and authorization to return to work by the substance abuse professional.

Employees who request treatment for illegal drugs, legal drug misuse, or alcohol
misuse, and have not been informed of a scheduled drug test shall receive treatment
in lieu of disciplinary action pursuant to the Employee Assistance Program (“EAP”),
or other substance abuse professional. Once an employee has been notified to
appear for a drug test, a request for treatment will be honored but not in lieu of
disciplinary action. This section shall not apply to follow up testing that occurs after
an employee has returned to duty following a confirmed positive drug test result or
alcohol test.

. The second occurrence of a confirmed positive alcohol test initiated through the

reasonable suspicion provisions of this policy or confirmed positive drug test initiated
through the reasonable suspicion or random testing provisions of this policy will
result in discharge from employment. Failure to comply with the SAP’s regimen of
treatment, including after care and follow up testing may result in discipline up to an
including discharge from employment.

Positive drug or alcohol tests obtained through the reasonable suspicion or random
testing process may only be kept in the DER’s confidential and restricted employee’s
drug testing file, in his or her office. After five (5) years from the date of an
employee passing a return to duty test or the date of the last drug or alcohol test
mandated by the SAP, which ever date is later, a confirmed positive drug or
confirmed positive alcohol test result shall be removed from the employee’s file upon
the request of the employee and shall not be considered in subsequent
determination of discipline.

Section 9. Pre-appointment

The Civil Service Board has authority to promulgate drug and alcohol testing
procedures at time of appointment.

A.

Section 10. Reasonable Suspicion Testing

Employees may be subject to drug and alcohol testing when there is a belief based
on objective facts that drug or alcohol use is adversely affecting their ability to safely
and effectively perform their job. Examples of conduct that may constitute
reasonable suspicion include, but are not limited to:
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Slurred speech;

Alcohol odor on breath;

Unsteady walking and movement;

Physical altercation;

Verbal altercation;

Unusual behavior;

Possession of alcohol or drugs;

Information obtained from a reliable person with personal knowledge.
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B. Although the City representative (supervisor or other City employee designated by
the Director of Human Resources) is not authorized to reach a conclusion that an
employee’s job performance impairment is due to alcohol or drug influence, the City
representative is authorized to observe and document those job performance
impairments consistent with reasonable suspicion characteristics and to require a
reasonable suspicion test. The City representative must make a written record of
the observations leading to a drug or alcohol test within 24 hours of the observed
behavior or before the test results are reported, whichever is earlier.

C. Any employee who demonstrates job performance impairments consistent with
reasonable suspicion characteristics shall be relieved of duty with pay pending an
investigation and verification of condition. Management transports the employee to
the sample collection location and to his/her home. If the employee refuses
transportation but attempts to drive him/herself, the Police are notified.

D. Employees with a confirmed negative drug test or confirmed alcohol test that is at or
below .02 will be returned to their job if not otherwise in violation of the policy.

E. An employee who has a confirmed alcohol test with a concentration of .04 percent or
greater is considered to have a positive alcohol test, and is in violation of this policy.
A confirmed alcohol test where the concentration is less than .04 percent and
greater than .02 percent shall be considered as non-conclusive and the employee
shall be placed on paid leave if available or unpaid leave if paid leave is not available
for the rest of their scheduled duty day and no discipline shall result. This section
shall not apply to follow-up testing that occurs after a confirmed positive drug test
result or positive alcohol test.

Section 11. Random Drug Testing

A. Random drug testing will be performed during the term of this contract.

B. Random drug testing will occur at any time during the calendar year. All work
assignments for each platoon shift (apparatus, bureaus, training center, etc.) will be
assigned a confidential identification number.  The confidential identification
numbers will be entered into a computer maintained by the MRO. An independent
computerized probability-sampling process will be utilized. Simple random selection
shall select four (4) work assignments throughout each month to receive a random
drug test.
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C. A list of selected identification numbers will be forwarded from the MRO to the
Designated Employee Representative (DER), in Human Resources. The list shall be
time-stamped. When a work assignment is selected, all personnel working on that
assignment will be tested. Any employee who is off duty on an approved leave
status of more than nine (9) calendar days during the scheduled testing shall not be
tested during that month. No non-emergency leave will be granted after the testing
personnel have arrived at the prescribed testing site.

Section 12. Random Drug Testing Procedures
A. The Drug Testing Facility

All laboratory contracts shall require that the contractor comply with the Privacy Act,
5 U.S.C. 522a. In addition, laboratory contracts shall require compliance with patient
access and confidentiality provisions of Section 503 of Public Law 100-71. The
agency shall establish a Privacy Act System of Records such that the employee
records will be maintained and used with the highest regard for employee privacy.

B. Sample Collection

The following procedures will be utilized for random drug testing:

1. When a random list has been generated by the MRO and received by the
Designated Employee Representative (DER), no Fire Department employees
shall have prior notification of this collection.

2. The details of on site sample collection procedure that may be unique to the
Dayton Fire Department will be written in a policy that shall be agreed to by
Management and Union prior to implementation of the random drug testing
program and thereby made a part hereof.

3. Urine samples will be collected per DOT standards, but this is a non-DOT drug
test.

4. Employees will be required to sign an appropriate “Drug Screen Consent” form at
the time of collection.

5. Random drug testing shall not include alcohol testing.
Section 13. Post Accident Testing

Employees are required to undergo drug and alcohol testing when an employee, on
duty or driving a City Vehicle, may have caused a traffic accident involving either a
fatality or causing “serious physical harm to a person” as defined in the Ohio Revised
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code, Section 2901.01(E), or causing “serious physical harm to property”, as defined in
Ohio Revised code, Section 2901.01 (F).

Following an accident, the employee is tested as soon as possible, but not to exceed
eight (8) hours for alcohol testing and thirty-two (32) hours for drug testing. Any
employee involved in an accident must refrain from alcohol use for eight (8) hours
following the accident, or until he/she undergoes a post accident alcohol test. Any
employee who leaves the scene of an accident without justifiable explanation prior to
submission to drug and alcohol testing is considered to have refused the test.

Section 14. Return to Duty Testing

Employees who tested positive on a drug or alcohol test, and who are afforded the
opportunity to return to work, must test negative for drugs or below .04 for alcohol and
be evaluated and released to duty by the Substance Abuse Professional before
returning to work.

Section 15. Follow-Up Testing

Employees are required to undergo frequent unannounced drug and alcohol testing
during the period of time recommended by the Substance Abuse Professional. A
minimum of six follow-up tests are conducted within the twelve (12) months following
the employee’s return to duty. Employees subject to follow-up testing will continue to
perform their duties if not otherwise in violation of this policy.

Section 16. Who Pays For Post-Hire Testing

The City pays for all negative reasonable suspicion, post accident, drug and alcohol
tests for employees. The City will also pay for all negative random drug tests.

Employees must reimburse the City through payroll deduction for all confirmed positive
reasonable suspicion and post accident drug and alcohol tests. Employees must also
reimburse the City for all confirmed positive random drug tests.

Employees must reimburse the City through payroll deduction for all return to duty and
follow up drug and alcohol tests, whether positive or negative.

Section 17. Refusal to Submit to Testing/Union Representation/
Identification

A. Refusals to comply with a request for testing, submission of false information in
connection with a test, or attempts to falsify test results through tampering,
contamination, adulteration, or substitution, shall be considered a refusal to submit
to testing and will be treated the same as a positive test result. Refusal can include
an inability to provide a specimen or breath sample without a valid medical
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explanation, as well as a verbal declaration, obstructive behavior, or physical
absence resulting in the inability to conduct the test.

B. The employee may make arrangements for a Local 136 representative to witness
the testing procedure; however, the employee must obtain the witness within one
hour of the scheduled test time. The witness will be prohibited from any action other
than witnessing the test procedure. Management shall release said representative
from duty if they are on duty. The representative will return immediately to their post
upon completion of witnessing the test procedure. The request for a witness will not
extend the employee’s three (3) hour window to provide a testing sample.

C. Specimen testing will be in accordance with the guidelines of the NIDA certified
testing facility. In the case of reasonable suspicion, random, and post-accident
testing if the laboratory site is unavailable and the employee is not hospitalized,
arrangements will have been provided for collection at an alternative site that
complies with DHHS standards.

D. The employee designated to give a sample must be positively identified prior to any
sample being taken.

Section 18. Drug/Alcohol Treatment

Many persons experiencing problems with drugs and alcohol can be helped through
counseling and treatment by substance abuse professionals. Employees so affected
are encouraged to make use of the resources available for treatment through referral by
the City, a union representative or self-referral.

Employees who test positive for the presence of illegal drugs or alcohol will be referred
to a substance abuse professional. A substance abuse professional is a licensed or
certified physician, psychologist, social worker, employee assistance professional, or
addiction counselor with knowledge of, and clinical experience in, the diagnosis and
treatment of drug and alcohol-related disorders. The substance abuse professional will
evaluate each employee to determine what assistance, if any, the employee needs to
resolve problems associated with prohibited substance abuse or misuse of alcohol.

Under certain circumstances, including positive drug or alcohol tests, employees may
be required, by the substance abuse professional, to undergo treatment for substance
abuse. The scope of the treatment, nature and length of the treatment is decided by the
substance abuse professional. An alleged lack of appropriate treatment will not affect
or nullify a positive drug test. If an employee is not discharged, but is allowed to return
to duty after such evaluation and/or treatment, he/she must properly follow the
rehabilitation program prescribed by the substance abuse professional, must pass the
return to duty drug and alcohol test(s), and be subject to unannounced follow-up tests
for a period of one to two years as determined by the substance abuse professional or
as required by Federal law. Any employee who refuses treatment when required, or
fails to comply with the regimen prescribed by the substance abuse professional for
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treatment, aftercare, or return to duty, shall be subject to disciplinary action, up to and
including discharge.

Section 19. Confidentiality

Positive and confirmed laboratory reports or test results shall not appear in an
employee's general personnel folder. Information of this nature will be secured in a
separate confidential medical folder in the Department of Human Resources. The
reports or test results may be disclosed to City management on a strictly need-to-know
basis and to the tested employee or his/her designee upon request.

Negative test results will be kept for two (2) years or longer if litigation is pending. After
that, negative test results may be kept by the city for statistical purposes only; any such
test result kept for statistical purposes will not have an employee identity associated
with it.

The City may disclose information required to be maintained pertaining to an employee,
to the employee or to the decision maker in a lawsuit, grievance, or other proceeding
initiated by or on behalf of the individual, and arising from the results of an alcohol
and/or controlled substance test administered under this part, or from the employer's
determination that the employee engaged in prohibited conduct (including, but not
limited to, a worker's compensation, unemployment compensation, or other proceeding
relating to a benefit sought by the employee).

Section 20. Employee Assistance Program (EAP)

A. The City of Dayton and the Local 136 recognize that almost any problem can be
successfully treated provided it is identified in its early stages and referral is made to
appropriate modality of care. This applies whether the problem is one of physical
illness, mental or emotional illness, marital or family distress, alcoholism, or drug
abuse, or other concerns.

B. The City of Dayton and Local 136 believe it is in the interest of the employee and the
employee’s family to provide an employee service, which deals with such persistent
problems. Implementation of the program will be conducted on the basis of urging
employees displaying patterns of poor job performance to participate in the program;
however, the existing discipline, grievance, and arbitration procedures will remain in
effect.

C. The Employee Assistance Program has helped employees deal with many issues,
such as drug and alcohol abuse and other emotional or social problems. If an
employee goes to the EAP office, the EAP specialist will discuss with him/her what
the special needs may be, and then will refer the employee to the appropriate
resources for help. Many of the referred services and organizations may be covered
by the City’s health care providers; however, the employee may have to pay for
some services.
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D. In instances where it is necessary, a leave of absence may be granted for treatment
or rehabilitation for alcoholism and/or drug abuse on the same basis as it is granted
for other ordinary health problems.

Section 21. Role of the Medical Review Officer (MRO)

A. The Medical Review Officer (hereafter referred to as “MRQO”) is a licensed physician
(medical doctor or doctor of osteopathy) knowledgeable of substance abuse and
trained in the medical use of prescription drugs and the pharmacology and
toxicology of all drugs.

B. The MRO shall not be an employee or agent of or have any financial interest in the
laboratory for which the MRO is reviewing drug testing results. The MRQO’s primary
responsibility is to receive laboratory results generated by the employer’s drug
testing program and review and interpret positive test results obtained through the
drug screening process and to evaluate those results together with medical history
or any other relevant biomedical information to confirm positive drug test results or
confirm positive alcohol tests. No other City employee or agent shall be informed of
the positive confirmatory drug test or confirmed positive alcohol test until the
verification interview is held. If the employee refuses to participate in the verification
interview the MRO will report the confirmed positive test results to the designated
employee representative (hereafter referred to as the DER) in Human Resources. If
the employee cannot be contacted within three (3) business days the MRO shall
contact the DER and determine the status of the employee. The DER will then
determine if the tested employee is on valid departmental leave. If the employee is
on valid departmental leave then the DER will have three (3) business days to
contact the employee after they have returned to duty from that leave. If three (3)
business days then elapse without conduction of the verification interview the MRO
may report the confirmed positive test results to the DER in Human Resources. In
fulfilling these responsibilities, the MRO is to adhere to the U.S. Department of
Health and Human Services (“DHHS”) mandatory guidelines for federal workplace
drug testing programs.

C. If any question arises as to the accuracy or validity of a positive test result, the MRO
shall, in collaboration with the laboratory director and consultants, review the
laboratory records to determine whether the required procedures were followed.
The MRO will then make a determination as to whether the result is scientifically
sufficient to take further action. If records from collection sites or laboratories raise
doubts about the handling of samples, the MRO will deem the urinary evidence
insufficient and no further action regarding the individual employee shall occur.

D. The MRO must also assess and determine whether alternate medical explanations
could account for any positive test result. In reviewing the laboratory results, the
MRO shall conduct a medical interview with the employee, review the employee’s
medical history, or review any other relevant biomedical factors. MRO shall also
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review any information provided by an employee attempting to show legitimate use
of a drug.

E. Any medical information provided to the MRO will be treated as confidential and not
disclosed. If it is determined with reasonable certainty that there is a legitimate
medical or other reason to account for the positive laboratory findings, no
information identifying the specific employee will be disclosed and the test results will
be reported as negative.

F. If the MRO has a confirmed positive drug or confirmed positive alcohol test result,
the information related to the confirmed positive test result will be disclosed in writing
and in a manner designed to ensure confidentiality of the information to the
Designated Employee Representative (DER), in Human Resources. The information
will be disclosed to member’s designee if a signed, written release is received by
Human Resources from the employee.

Section 22. Definitions

Alcohol means beer or intoxicating liquor as defined in Section 4301.01 of the Ohio
Revised Code.

Alcohol Misuse means the consumption of beer or intoxicating liquor as defined in
Section 4301.01 of the Ohio Revised Code resulting in the presence in an on-duty
employee of a concentration of four hundredths of one per cent (.04) or more by weight
of alcohol in his/her blood or four hundredths of one gram (.04) or more by weight of
alcohol per two hundred ten liters of his/her blood.

Alcohol Test means a procedure to identify the presence of a minimum specified level
of alcohol in an employee. Breath tests to determine the level of alcohol must be given
by a Breath Alcohol Technician (BAT) trained to proficiency and certified by the
appropriate state agency in the operation of the Evidential Breath Testing instrument
(EBT). If an employee is hospitalized, such blood/alcohol testing shall be conducted in
accordance with the guidelines of the medical facility.

Collection Site means a fire station house or other place where individuals present
themselves for the purpose of providing a specimen of their urine to be analyzed for the
presence of drugs. Such laboratory shall also be used for just causes or reasonable
suspicion drug testing if the laboratory is available. If the employee is hospitalized or if
the laboratory site is unavailable, the collection site will be either the location where the
employee is hospitalized or the alternate site provided for in the contract.

Confirmatory Drug Test means a second procedure to identify the presence of a
specific drug or metabolite which is independent of the initial test and which uses a
different technique and chemical principle from that of the initial test in order to ensure
reliability and accuracy. At this time, gas chromatography/mass spectrometry (GC/MS)
is the only authorized confirmation method for cocaine, marijuana, opiates,
amphetamines, and phencyclidine.
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Confirmed Negative Alcohol Test means the presence in an on duty employee of a
concentration of two hundredths of one per cent (.02) or less by weight of alcohol in
his/her blood or two hundredths of one gram (.02) or less by weight of alcohol per two
hundred ten liters of his/her blood.

Confirmed Negative Drug Test Result means the absence of illegal drugs in any form
or metabolites in sufficient quantities such that the illegal drug or its metabolites is not at
or above the specified cutoff level in accordance with the National Institute on Drug
Abuse (NIDA) standard or the standards set forth in this policy or the absence of a
confirmed positive result.

Confirmed Positive Alcohol Test means the presence in an on duty employee of a
concentration of four hundredths of one per cent (.04) or more by weight of alcohol in
his/her blood or four hundredths of one gram (.04) or more by weight of alcohol per two
hundred ten liters of his/her blood.

Confirmed Positive Drug Test Result means a positive confirmatory drug test which
has been confirmed by the Medical Review Officer (MRO).

lllegal Drug means any “controlled substance” as defined in Ohio Revised Code,
Section 3719.01 (D), and any “dangerous drug” as defined in Section 4729.01 of the
Ohio Revised Code, the possession or sale of which, without a prescription or license, is
prohibited by law.

lllegal Drug Use means the use of any “controlled substance” or “dangerous drug”
which not has been legally prescribed and/or dispensed, or the use of a prescription
drug, which is not in accordance with the manner in which, it was prescribed, and to
whom it was prescribed for.

Initial Drug Test (also know as Screening Test) means an immunoassay test to
eliminate “negative” urine specimens from further consideration and to identify the
presumptively positive specimens that require confirmation through further testing.

Legal Drug means any substance, the possession or sale of which is not prohibited by
law.

Legal Drug Misuse means the overuse or inappropriate use of any legal drug.

Medical Review Officer means a licensed physician (medical doctor or doctor of
osteopathy) knowledgeable of substance abuse and trained in the medical use of
prescription drugs and the pharmacology and toxicology of all drugs. This physician
must be on the approved DOT MRO list.

Prescription Drug means any “controlled substance” or “dangerous drug” for which
possession and use are legal when “prescribed” by licensed medical personnel.
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Prescribed means a written or oral order for a controlled substance for the use of a
particular person given by a practitioner in the course of professional practice and in
accordance with the regulations promulgated by the United States Drug Enforcement
Administration, pursuant to the federal drug abuse control laws.
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Article 34

Staffing

Management and the Union understand the financial vulnerability of the City’s General
Fund. Management and the Union agree on the desire of each to continue to provide a
high level of service to the citizens of Dayton.

In order to maintain effective operations in Fire Suppression, Management intends to
staff in service engines and ladders with a minimum of one (1) Fire Officer and three (3)
Firefighters. Both Management and Union realize that circumstances beyond either’'s
control may necessitate readjustments to this staffing commitment.

Management fully intends, where deemed appropriate and beneficial to the community
and the Fire Department, to explore, test, and/or implement new, innovative and
efficient technologies, equipment, response and deployment patterns, and service
delivery programs in all areas of Fire Department operations.

The total number of apparatus in-service at any given time is a Management right.

Management will make every reasonable effort to communicate any changes of
apparatus and/or staff assignment thereto.
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Article 35

Promotional Training

Section 1

Employees who have been qualified by the Dayton Civil Service Board (DCSB) and
placed on promotional lists shall have training provided by Management consummate
with this position for which they have been certified eligible.

A. Such training shall consist of the following for members on a DCSB certified list for
Lieutenant:

1. Management shall implement an officer development training program for
candidates whose name appears on a Lieutenant promotional list. This program
shall consist of a general officer development training class developed and
conducted by Dayton Fire Department training staff; a “mentoring program”
whereby candidates will work with company officers during their normal work
schedule to complete check sheets that verify they are able to perform day-to-
day duties required of a lieutenant on the Dayton Fire Department; and Fire
Officer Level 1 training, in accordance with NFPA 1021, Edition 2009.

2. Before being required to work out of rank, the employee will have completed the
City provided Officer training.

Section 2

Only the top nine (9) candidates of the DCSB certified list for Lieutenant will be required
to work out of rank.

1. Management may require up to three (3) Firefighters per shift to work out of rank,
in the rank of Lieutenant.

2. Notwithstanding the preceding paragraph (1) in no case shall the percentage of
employees working out of rank as a Lieutenant exceed thirty-eight (38) percent of
the available suppression spots on any given day.

Section 3

If the City has not filled the available number of positions under Section 2 of this article
after exhausting the available candidates, the City may go lower, in rank order, on the
eligibility list to select one additional individual who may work out of their classification in
each rank.
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Section 4

Candidates chosen to work out of rank will be from among those available based on
their rank order on the DCSB Promotional Lists, beginning at the top of the lists. Upon
the execution of a new promotional eligibility list, candidates may be passed over to
work out of rank until such time as they have completed their officer training.

Section 5

Training for members on a DCSB certified list for Captain or District Chief shall consist
of the following:

Management shall implement an officer development training program for
candidates whose names appear on a Capitan or District Chief promotional list.
This program shall consist of an officer development training class appropriate
for their specific rank which will be developed and conducted by Dayton Fire
Department training staff. Further, if the candidates have not yet been training to
the Fire Officer 1 level in accordance with NFPA 1021, 2009 Edition, they will
receive such training as outlined in Section A.1. above. This training is to be
completed by each candidate before they are required to work out of rank.
Additionally, each officer promoted off of an eligibility list will receive training to
the Fire Officer Il level in accordance with NFPA 1021, 2009 Edition, within one
(1) year of their promotional date.

Section 6

Only the top six (6) candidates on the DCSB Captain Promotional list and the top six (6)
candidates on the DCSB District Chief Promotional list will be required to work out of

rank.

1. Management may require up to two (2) Lieutenants per shift to act in the rank of
Captain.

2. Notwithstanding the preceding paragraph (1) in no case shall the percentage of
employees working out of rank as a Captain exceed fifty (50) percent of the
available suppression spots on any given day.

3. Management may require one (1) Captain per shift to act in the rank of District
Chief.

Section 7

If the City has not filled the available number of positions under Section 6 of this article
after exhausting the available candidates, the City may go lower, in rank order, on the
eligibility list to select one additional individual who may work out of their classification in
each rank.
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Section 8

Candidates to work out of rank will be chosen among those available based on their
rank order on the DCSB Promotional Lists, beginning at the top of the lists. Upon the
execution of a new promotional eligibility list, candidates may be passed over to work
out of rank until such time as they have completed their officer training.

Section 9

Compensation
Promotional candidates who are working out of classification in a higher rank in
accordance with the provisions herein shall be paid an assignment pay above
their present wage rate in accordance with the following sliding scale for the
number of periods that they have worked in said higher rank:

1 — 20 Periods = 4%
20 or more Periods = 8%

A period shall be defined as more than three (3) hours but equal to or less than
twenty-four (24) in a twenty four (24) hour period. In determining the number of
periods an employee has worked in a higher rank, the employer shall include all
periods the employee worked in a two year period which shall run every two (2)
years from the effective date of the current promotional eligibility list.

Section 10
Vacancies in promoted positions

Management shall make a determination regarding whether to fill a promotional
vacancy within forth-five (45) days of the position vacancy. The City will provide
notice to the IAFF whether the City intends to fill or abolish the vacancy during
this forty-five (45) day period. If the City intends to fill a vacancy, it will do so
within thirty (30) calendar days after notice to the IAFF. If a promotional eligibility
list has expired and the City elects to fill a vacancy, the vacancy will be filled
within thirty (30) calendar days after the promulgation of a new promotional
eligibility list. A vacancy in a promoted position that will trigger this notice
requirement occurs on the date of promotion, retirement, resignation, demotion,
termination, or death of the incumbent duly appointed to said position. A
vacancy will also occur upon the effective date a newly promoted position is
created and funded.
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Section 11
Completion of Training:

If a promotional position becomes available before Management has completed
initial officer training due to an inadequate timeframe after a promotional test is given,
then the first qualified employee shall be promoted into that position but shall complete
the officer training within two (2) months. If the promoted employee fails to complete
the officer training within two (2) months, then the employee will be demoted back to
their prior position with the Dayton Fire Department. The two (2) month time frame to
complete the officer training maybe extended by the Chief of Fire due to unforeseen
circumstances during an employee’s probationary period (i.e., long term medical iliness,
military leave, etc.).
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Article 36

Duration and Modification of Agreement

Section 1. Duration

This agreement shall be effective as of June 1, 2012, and shall remain in effect through
May 31, 2015, and shall continue thereafter for successive periods of twelve (12)
months, unless either party to this Agreement on or before sixty (60) days prior to the
expiration of such period, notifies the other party in writing of its intention to terminate
this Agreement.

Section 2. Modification of Agreement

Management and the Union hereby agree that circumstances may arise requiring a
modification and/or amendment of the terms of this agreement. Amendments and/or
modifications of this agreement shall be captioned as a “Memorandum of
Understanding,” be in writing, and signed by the authorized Management designee and
the Union.

When such agreements are reached in writing between Management and the Union,

then these agreements shall become a part of this agreement and subject to the
provisions of this agreement.
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MEMORANDUM OF UNDERSTANDING

Beginning with the first full EDO cycle in March, 2008 EDOs will be distributed equally
across the twenty-one (21) day continuous work cycle referenced in Article 8, Section
1(a), and shall progress forward one EDO position each calendar year. The City shall
continue to allow exchange of EDOs between willing employees.

Prior to December 31, 2009, the City agrees to meet with an appointed Labor-
Management Committee to discuss whether the City desires to amend or discontinue
this practice regarding the distribution of EDOs. The purpose of this meeting is to allow
the parties to explore alternatives to this agreed upon system of distributing EDOs.
After December 31, 2009, the City has the option to terminate this system for the
distribution of EDOs outlined above.

Prior to the first full EDO cycle in March, 2008, the 2004-2007 contract language
regarding this section shall remain in effect.
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IN WITNESS WHEREOF, THE PARTIES HAVE SET THEIR HANDS THIS w?f‘}zaf*

DAY OF 7/7]a f‘g:' , 2012.

FOR: The City of Dayton

Tt b A

Timothy H. Riordan

City Ma?

Brent L. McKenZ'._’/'
Actmg D:rector man Resources

éiaerbert C. Redgfen’a;

D|rector %Nef S
’d e

“Assistant Chief, mergency
_Senyices /A,

~Susan E. Greaney
Executive Secretary, Human
Resources

Donald L. Crain
Special Labor Counsel

WCHLibrary 0105357.0593645 163129v2
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Susan D. Jaﬁsen

FOR: Dayton Firefighters, Local 136
International Association of
Fireﬂghters A F. L -C.1.O.,,C.L.C.

\
Ga?lyr%ﬂ dordan /
President
’ %«MW //E,%‘{i | \ ?\“‘ ) {“‘

Tim Goecke .
Vic President

Robert arnes
Recordmg Secretary

Attorney at'Law

WA W LA

Mark Maxwell
Treasurer

texG
Trustee C)
Chip Lee %

Representative Local 136

g ”Z‘i Q, 5
Merritt Colton
Members Services Representative



FIREFIGHTER (GRADE 301)

Effective Date: June 1, 2012

Firefighter/Professional Firefighter Wage Addendum

Addendum #1

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 21.28 $ 2217 $ 23.04 $  24.01 $ 2498 $ 26.01 $ 27.08 $ 28.39
48 Hour $ 17.73 $ 1847 $  19.20 $ 20.01 $ 20.82 $ 2167 $ 2257 $ 23.66
Overtime Rate $ 31.92 $ 3326 $ 3456 $ 36.02 $ 3747 $  39.02 $ 40.62 $ 4259
Week $ 851.20 $ 886.80 $ 921.60 $ 960.40 $  999.20 $ 1,040.40 $ 1,083.20 $ 1,135.60
Month $ 3,688.53 $ 3,842.80 $ 3,993.60 $ 4,161.73 $ 4,329.87 $ 4,508.40 $ 4,693.87 $ 4,920.93
Year $ 44,262.40 $46,113.60 $47,923.20 $49,940.80 $51,958.40 $54,100.80 $56,326.40 $59,051.20

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 21.28 $ 2217 $ 23.04 $  24.01 $ 2498 $ 26.01 $ 27.08 $ 28.39
48 Hour $ 17.73 $ 1847 $  19.20 $ 20.01 $ 20.82 $ 2167 $ 2257 $ 23.66
Overtime Rate $ 31.92 $ 3326 $ 3456 $ 36.02 $ 3747 $  39.02 $ 40.62 $ 4259
Week $ 851.20 $ 886.80 $ 921.60 $ 960.40 $ 999.20 $ 1,040.40 $ 1,083.20 $ 1,135.60
Month $ 3,688.53 $ 3,842.80 $ 3,993.60 $ 4,161.73 $ 4,329.87 $ 4,508.40 $ 4,693.87 $ 4,920.93
Year $ 44,262.40 $46,113.60 $47,923.20 $49,940.80 $51,958.40 $54,100.80 $56,326.40 $59,051.20

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 21.71 $ 2261 $ 2350 $ 2449 $ 2548 $ 26.53 $ 27.62 $ 28.96
48 Hour $ 18.09 $ 1884 $ 1958 $ 2041 $ 21.23 $ 2211 $ 23.02 $ 2413
Overtime Rate $ 32.57 $ 33.92 $ 3525 $ 36.74 $ 3822 $ 39.80 $ 4143 $ 4344
Week $ 868.40 $ 90440 $ 940.00 $ 979.60 $ 1,019.20 $ 1,061.20 $ 1,104.80 $ 1,158.40
Month $ 3,763.07 $ 3,919.07 $ 4,073.33 $ 4,244.93 $ 4,416.53 $ 4,598.53 $ 4,787.47 $ 5,019.73
Year $ 45,156.80 $47,028.80 $48,880.00 $50,939.20 $52,998.40 $55,182.40 $57,449.60 $60,236.80

The length of time required to be served in each step shall be as follows:
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8
6 Months 12 Months 12 Months 12 Months 12 Months 12 Months 12 Months ke

This pay schedule shall result in full pay for the Firefighters/Professional Firefighters in seventy-eight (78) months.
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Addendum #1
Firefighter Wage Addendum

FIREFIGHTER with Paramedic Certification(GRADE 301P)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 22.98 $ 2394 $ 2487 $ 2592 $ 2697 $ 28.10 $ 2924 $ 3066
48 Hour $ 19.15 $ 1995 $ 2072 $ 2160 $ 2247 $ 2342 $ 2437 $ 2555
Overtime Rate $ 34.47 $ 35091 $ 3731 $ 38.88 $ 40.46 $ 4215 $ 4386 $ 4599
Week $ 919.20 $ 957.60 $ 994.80 $ 1,036.80 $ 1,078.80 $ 1,124.00 $ 1,169.60 $ 1,226.40
Month $ 3,983.20 $ 4,149.60 $ 4,310.80 $ 4,492.80 $ 4,674.80 $ 4,870.67 $ 5,068.27 $ 5,314.40
Year $ 47,798.40 $49,795.20 $51,729.60 $53,913.60 $56,097.60 $58,448.00 $60,819.20 $63,772.80

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 22.98 $ 2394 $ 2487 $ 2592 $ 2697 $ 28.10 $ 2924 $ 30.66
48 Hour $ 19.15 $ 1995 $ 2072 $ 2160 $ 2247 $ 2342 $ 2437 $ 2555
Overtime Rate $ 34.47 $ 3591 $ 37.31 $ 3888 $ 4046 $ 4215 $ 43.86 $ 4599
Week $ 919.20 $ 957.60 $ 994.80 $ 1,036.80 $ 1,078.80 $ 1,124.00 $ 1,169.60 $ 1,226.40
Month $ 3,983.20 $ 4,149.60 $ 4,310.80 $ 4,492.80 $ 4,674.80 $ 4,870.67 $ 5,068.27 $ 5,314.40
Year $47,798.40 $49,795.20 $51,729.60 $53,913.60 $56,097.60 $58,448.00 $60,819.20 $63,772.80

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 23.44 $ 2442 $ 2537 $ 2644 $ 2751 $ 2866 $ 2082 $ 3127
48 Hour $ 19.53 $ 2035 $ 2114 $ 2203 $ 2292 $ 2388 $ 2485 $ 26.06
Overtime Rate $ 35.16 $ 3663 $ 38.06 $ 3966 $ 4127 $ 4299 $ 4473 $ 46.91
Week $ 937.60 $ 976.80 $ 1,014.80 $ 1,057.60 $ 1,100.40 $ 1,146.40 $ 1,192.80 $ 1,250.80
Month $ 4,062.93 $ 4,232.80 $ 4,397.47 $ 4,582.93 $ 4,768.40 $ 4,967.73 $ 5,168.80 $ 5,420.13
Year $ 48,755.20 $50,793.60 $52,769.60 $54,995.20 $57,220.80 $59,612.80 $62,025.60 $65,041.60

The length of time required to be served in each step shall be as follows:
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8

6 Months 12 Months 12 Months 12 Months 12 Months 12 Months 12 Months Fkkk

This pay schedule shall result in full pay for the Firefighters/Professional Firefighters with paramedic certification in seventy-eight (78) months.
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Addendum # 1A
Firefighter Wage Addendum
(Employees Hired before November 1, 1995)

FIREFIGHTER (GRADE 301)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP S5
40 Hour $ 21.28 $ 2554 $ 26.46 $ 2742 $ 2839
48 Hour $ 17.73 $ 2128 $ 2205 $ 2285 $ 2366
Overtime Rate $ 31.92 $ 38.31 $ 39.69 $ 4113 $ 4259
Week $ 851.20 $ 1,021.60 $ 1,058.40 $ 1,096.80 $ 1,135.60
Month $ 3,688.53 $ 4,426.93 $ 4,586.40 $ 4,752.80 $ 4,920.93
Year $ 44,262.40 $53,123.20 $55,036.80 $57,033.60 $59,051.20

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5
40 Hour $ 21.28 $ 2554 $ 26.46 $ 2742 $ 28.39
48 Hour $ 17.73 $ 2128 $ 2205 $ 2285 $ 23.66
Overtime Rate $ 31.92 $ 3831 $ 39.69 $ 4113 $ 4259
Week $ 851.20 $ 1,021.60 $ 1,058.40 $ 1,096.80 $ 1,135.60
Month $ 3,688.53 $ 4,426.93 $ 4,586.40 $ 4,752.80 $ 4,920.93
Year $ 44,262.40 $53,123.20 $55,036.80 $57,033.60 $59,051.20

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP S5
40 Hour $ 21.71 $ 26.05 $ 26.99 $ 2797 $ 2896
48 Hour $ 18.09 $ 217 $ 2249 $ 2331 $ 2413
Overtime Rate $ 32.57 $ 39.08 $ 4049 $ 4196 $ 4344
Week $ 868.40 $ 1,042.00 $ 1,079.60 $ 1,118.80 $ 1,158.40
Month $ 3,763.07 $ 4,515.33 $ 4,678.27 $ 4,848.13 $ 5,019.73
Year $ 45,156.80 $54,184.00 $56,139.20 $58,177.60 $60,236.80

The length of time required to be served in each step shall be as follows:

Step 1 Step 2 Step 3 Step 4 Step 5
6 Months 12 Months 12 Months 6 Months bk

This pay schedule shall result in full pay for the Firefighters, hired before November 1, 1995, in thirty-six (36) months
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Addendum # 2
Fire Lieutenant Wage Addendum

FIRE LIEUTENANT (GRADE 303)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 29.52 $ 30.56 $ 3165 $ 3295
48 Hour $ 24.60 $ 2547 $ 26.37 $ 2746
Overtime Rate $ 44.28 $ 4584 $ 4748 $ 4943
Week $ 1,180.80 $ 1,222.40 $ 1,266.00 $ 1,318.00
Month $ 5,116.80 $ 5,297.07 $ 5,486.00 $ 5711.33
Year $ 61,401.60 $63,564.80 $65,832.00 $68,536.00

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 29.52 $ 30.56 $ 31.65 $ 32.95
48 Hour $ 24.60 $ 25.47 $ 26.37 $ 27.46
Overtime Rate $ 44.28 $ 4584 $  47.48 $ 4943
Week $ 1,180.80 $ 1,222.40 $ 1,266.00 $ 1,318.00
Month $ 5,116.80 $ 5,297.07 $ 5,486.00 $ 5,711.33
Year $ 61,401.60 $63,564.80 $65,832.00 $68,536.00

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 30.11 $ 3117 $ 3228 $ 3361
48 Hour $ 25.09 $ 25097 $ 26.90 $ 28.01
Overtime Rate $ 4517 $ 46.76 $ 4842 $ 5042
Week $ 1,204.40 $ 1,246.80 $ 1,291.20 $ 1,344.40
Month $ 5,219.07 $ 5,402.80 $ 5,595.20 $ 5,825.73
Year $ 62,628.80 $64,833.60 $67,142.40 $69,908.80

The length of time required to be served in each step shall be as follows:

Step 1 Step 2 Step 3 Step 4
6 Months 6 Months 6 Months Fkkkkk

This pay schedule shall result in full pay for the Fire Lieutenant in eighteen (18) months.
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Addendum # 2

Fire Lieutenant Wage Addendum

FIRE LIEUTENANT with Paramedic Certification (GRADE 303P)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 31.90 $ 33.02 $ 34.17 $ 35.59
48 Hour $ 26.58 $ 27.52 $ 28.47 $ 29.66
Overtime Rate $ 47.85 $ 49.53 $ 51.26 $ 53.39
Week $ 1,276.00 $ 1,320.80 $ 1,366.80 $ 1,423.60
Month $ 5,529.33 $ 5,723.47 $ 5,922.80 $ 6,168.93
Year $ 66,352.00 $68,681.60 $71,073.60 $74,027.20

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 31.90 $ 33.02 $ 34.17 $ 35.59
48 Hour $ 26.58 $ 27.52 $ 28.47 $ 29.66
Overtime Rate $ 47.85 $ 4953 $ 51.26 $ 53.39
Week $ 1,276.00 $ 1,320.80 $ 1,366.80 $ 1,423.60
Month $ 5,529.33 $ 5,723.47 $ 5,922.80 $ 6,168.93
Year $ 66,352.00 $68,681.60 $71,073.60 $74,027.20

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 32.54 $ 33.68 $ 34.85 $ 36.30
48 Hour $ 27.12 $ 28.07 $ 29.04 $ 30.25
Overtime Rate $ 48.81 $ 5052 $ 5228 $ 5445
Week $ 1,301.60 $ 1,347.20 $ 1,394.00 $ 1,452.00
Month $ 5,640.27 $ 5,837.87 $ 6,040.67 $ 6,292.00
Year $ 67,683.20 $70,054.40 $72,488.00 $75,504.00

The length of time required to be served in each step shall be as follows:
Step 1 Step 2 Step 3 Step 4
6 Months 6 Months 6 Months Fkkkdkk

This pay schedule shall result in full pay for the Fire Lieutenant with Paramedic certification in eighteen (18) months.
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Addendum # 3

Fire Captain Wage Addendum

FIRE CAPTAIN (GRADE 304)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 34.25 $ 35.48 $ 36.88 $ 38.24
48 Hour $ 28.54 $ 29.57 $ 30.73 $ 31.87
Overtime Rate $ 51.38 $ 53.22 $ 55.32 $ 57.36
Week $ 1,370.00 $ 1,419.20 $ 1,475.20 $ 1,529.60
Month $ 5,936.67 $ 6,149.87 $ 6,392.53 $ 6,628.27
Year $ 71,240.00 $73,798.40 $76,710.40 $79,539.20

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 34.25 $ 35.48 $ 36.88 $ 38.24
48 Hour $ 28.54 $ 29.57 $ 30.73 $ 31.87
Overtime Rate $ 51.38 $ 53.22 $ 5532 $ 57.36
Week $ 1,370.00 $ 1,419.20 $ 1,475.20 $ 1,529.60
Month $ 5,936.67 $ 6,149.87 $ 6,392.53 $ 6,628.27
Year $ 71,240.00 $73,798.40 $76,710.40 $79,539.20

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 34.94 $ 36.19 $ 37.62 $ 39.00
48 Hour $ 29.12 $ 30.16 $ 31.35 $ 32.50
Overtime Rate $ 52.41 $ 54.29 $ 5643 $ 58.50
Week $ 1,397.60 $ 1,447.60 $ 1,504.80 $ 1,560.00
Month $ 6,056.27 $ 6,272.93 $ 6,520.80 $ 6,760.00
Year $ 72,675.20 $75,275.20 $78,249.60 $81,120.00

The length of time required to be served in each step shall be as follows:
Step 1 Step 2 Step 3 Step 4
6 Months 6 Months 6 Months Fkkddkk

This pay schedule shall result in full pay for the Fire Captain in eighteen (18) months.
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Addendum # 3
Fire Captain Wage Addendum

FIRE CAPTAIN with Paramedic Certification (GRADE 304P)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 36.98 $ 38.32 $ 39.84 $ 41.28
48 Hour $ 30.82 $ 31.93 $ 33.20 $ 34.40
Overtime Rate $ 5547 $ 57.48 $ 59.76 $ 61.92
Week $ 1,479.20 $ 1,532.80 $ 1,593.60 $ 1,651.20
Month $ 6,409.87 $ 6,642.13 $ 6,905.60 $ 7,155.20
Year $76,918.40 $79,705.60 $82,867.20 $85,862.40

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 36.98 $ 38.32 $ 39.84 $ 41.28
48 Hour $ 30.82 $ 31.93 $ 33.20 $ 34.40
Overtime Rate $ 5547 $ 57.48 $ 59.76 $ 61.92
Week $ 1,479.20 $ 1,532.80 $ 1,593.60 $ 1,651.20
Month $ 6,409.87 $ 6,642.13 $ 6,905.60 $ 7,155.20
Year $76,918.40 $79,705.60 $82,867.20 $85,862.40

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 37.72 $ 39.09 $ 4064 $ 42.11
48 Hour $ 3143 $ 32.57 $ 33.87 $ 35.09
Overtime Rate $ 56.58 $ 58.64 $ 60.96 $ 63.17
Week $ 1,508.80 $ 1,563.60 $ 1,625.60 $ 1,684.40
Month $ 6,538.13 $ 6,775.60 $ 7,044.27 $ 7,299.07
Year $ 78,457.60 $81,307.20 $84,531.20 $87,588.80

The length of time required to be served in each step shall be as follows:
Step 1 Step 2 Step 3 Step 4
6 Months 6 Months 6 Months Fhkkkkk

This pay schedule shall result in full pay for the Fire Captain with Paramedic certification in eighteen (18) months.
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Addendum # 4
Fire District Chief Wage Addendum

FIRE DISTRICT CHIEF (GRADE 305)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 39.78 $ 4117 $ 4261 $ 4434
48 Hour $ 33.15 $ 3431 $ 3551 $ 36.95
Overtime Rate $ 59.67 $ 61.76 $ 63.92 $ 66.51
Week $ 1,591.20 $ 1,646.80 $ 1,704.40 $ 1,773.60
Month $ 6,895.20 $ 7,136.13 $ 7,385.73 $ 7,685.60
Year $ 82,742.40 $85,633.60 $88,628.80 $92,227.20

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 39.78 $ 4117 $ 4261 $ 4434
48 Hour $ 33.15 $ 34.31 $ 35.51 $ 36.95
Overtime Rate $ 59.67 $ 61.76 $ 63.92 $ 66.51
Week $ 1,591.20 $ 1,646.80 $ 1,704.40 $ 1,773.60
Month $ 6,895.20 $ 7,136.13 $ 7,385.73 $ 7,685.60
Year $ 82,742.40 $85,633.60 $88,628.80 $92,227.20

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 40.58 $  41.99 $ 4346 $ 45.23
48 Hour $ 33.82 $ 3499 $ 36.22 $ 37.69
Overtime Rate $ 60.87 $ 6299 $ 65.19 $ 67.85
Week $ 1,623.20 $ 1,679.60 $ 1,738.40 $ 1,809.20
Month $ 7,033.87 $ 7,278.27 $ 7,533.07 $ 7,839.87
Year $ 84,406.40 $87,339.20 $90,396.80 $94,078.40

The length of time required to be served in each step shall be as follows:

Step 1 Step 2 Step 3 Step 4
6 Months 6 Months 6 Months ko

This pay schedule shall result in full pay for the Fire District Chief in eighteen (18) months.
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Addendum # 5

Paramedic Wage Addendum

PARAMEDIC (GRADE 302A)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 1835 § 1911 $ 1994 $ 2079 $ 2169 $ 2262 $ 2360 $ 24.77
Overtme Rate $ 2753 $§ 2867 $ 2991 $ 3119 $ 3254 $ 3393 $ 3540 $ 37.16
Week $ 73400 $ 64.40 $ 9760 $ 83160 $ 86760 $ 90480 $ 94400 $ 990.80
Month $ 3,180.67 $ 3,31240 § 3,456.27 $ 3,603.60 $ 3,759.60 $3,920.80 $4,090.67 $4,293.47
Year $38,168.00 $39,748.80 $41,475.20 $43,243.20 $45,115.20 $47,049.60 $49,088.00 $51,521.60

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 1835 § 1911 $ 1994 $ 2079 $ 2169 $ 2262 $ 2360 $ 2477
Overtme Rate $ 2753 $§ 2867 $ 2991 $ 3119 $ 3254 $ 3393 $ 3540 $ 37.16
Week $ 73400 $ 76440 $ 79760 $ 83160 $ 867.60 $ 90480 $ 94400 $ 990.80
Month $ 3,180.67 § 3,31240 §$ 3,456.27 $ 3,603.60 $ 3,759.60 $3,920.80 $4,090.67 $4,293.47
Year $38,168.00 $39,748.80 $41,475.20 $43,243.20 $45,115.20 $47,049.60 $49,088.00 $51,521.60

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 1872 $ 1949 $ 2034 $ 2121 $ 2212 $ 2307 $ 2407 $ 2527
Overtime Rate $ 2808 $§ 2924 § 3051 $ 3182 § 3318 $ 3461 § 3611 $ 3701
Week $ 74880 $ 77960 $ 81360 $ 84840 $ 88480 $ 92280 $ 962.80 $1,010.80
Month $ 3,24480 § 3,378.27 $ 352560 $ 3,676.40 $ 3,834.13 $ ,998.80 $ ,172.13 $ ,380.13
Year $38,937.60 $40,539.20 $42,307.20 $44,116.80 $46,009.60 $47,985.60 $50,065.60 $52,561.60

The length of time required to be served in each step shall be as follows:
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8
6 Months 12 Months 12 Months 12 Months 12 Months 12 Months 12 Months 12 Months

The pay schedule shall result in full pay for the Paramedic in seventy-eight (78) months.
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Addendum #5 A
Paramedic Wage Addendum
(Employees Hired before November 1, 1995)

PARAMEDIC (GRADE 302)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5
40 Hour $ 18.35 $ 2237 $ 23.11 $ 2398 $ 2477
Overtime Rate $ 27.53 $ 3356 $ 3467 $ 3597 $ 37.16
Week $ 734.00 $ 894.80 $ 924.40 $ 959.20 $ 990.80
Month $ 3,180.67 $ 3,877.47 $ 4,005.73 $ 4,156.53 $ 4,293.47
Year $ 38,168.00 $46,529.60 $48,068.80 $49,878.40 $51,521.60
Effective Date: June 1, 2013
BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5
40 Hour $ 18.35 $ 2237 $  23.11 $ 2398 $ 2477
Overtime Rate $ 27.53 $ 3356 $ 34.67 $ 3597 $ 37.16
Week $ 734.00 $ 894.80 $ 924.40 $ 959.20 $ 990.80
Month $ 3,180.67 $ 3,877.47 $ 4,005.73 $ 4,156.53 $ 4,293.47
Year $ 38,168.00 $46,529.60 $48,068.80 $49,878.40 $51,521.60
Effective Date: June 1, 2014
BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5
40 Hour $ 18.72 $ 2282 $ 2357 $ 24.46 $ 25.27
Overtime Rate $ 28.08 $ 34.23 $ 3536 $ 36.69 $ 37.91
Week $ 748.80 $ 912.80 $ 94280 $ 978.40 $ 1,010.80
Month $ 3,244.80 $ 3,955.47 $ 4,085.47 $ 4,239.73 $ 4,380.13
Year $ 38,937.60 $47,465.60 $49,025.60 $50,876.80 $52,561.60

The length of time required to be served in step shall be as follows:

Step 1 Step 2 Step 3 Step 4 Step 5
6 Months 12 Months 12 Months 6 Months ko

The pay schedule shall result in full pay for the Paramedic hired before 11/1/1995 in thirty-six (36) months.
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Addendum # 6

Senior Paramedic Wage Addendum

SENIOR PARAMEDIC (GRADE 306)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 2575 §$ 2664 $ 2772 $ 34.03
Overtime Rate  § 3863 $ 3996 $ 4158 $ 51.05
Week $ 1,030.00 $ 1,065.60 $ 1,108.80 $ 1,361.20
Month $ 4,463.33 $ 461760 $ 4804.80 $ 5,898.53
Year $ 53,560.00 $ 5541120 $ 5765760 $ 70,782.40

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 2575 §$ 2664 $ 2772 % 34.03
Overtime Rate  § 3863 §$ 3996 $ 4158 $ 51.05
Week $ 1,030.00 $ 1,065.60 $ 1,108.80 $ 1,361.20
Month $ 446333 $ 461760 $ 4804.80 $ 5,898.53
Year $ 53,560.00 $ 5541120 $ 5765760 $ 70,782.40

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2 STEP 3 STEP 4
40 Hour $ 26.27 $ 2717 °$ 2827 $ 34.71
Overtime Rate  § 3941 § 4076 % 4241  $ 52.07
Week $ 1,050.80 $ 1,086.80 $ 1,130.80 $ 1,388.40
Month $ 455347 $ 470047 $ 4900.13 $ 6,016.40
Year $ 5464160 $ 56,51360 $ 5880160 $ 72,196.80

The length of time required to be served in each step shall be as follows:
Step 1 Step 2 Step 3 Step 4
6 Months 6 Months 6 Months Fxk A

The pay schedule shall result in full pay for the Senior Paramedic eighteen (18) months
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Addendum # 7

EMT Wage Addendum
EMT- B (317)
Effective Date: June 1, 2012
BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 1295 $ 1320 $ 1344 $ 13.69 $ 13.93 $ 1417 $ 1442 $ 14.65
Overtime Rate $ 1943 $ 19.80 $ 20.16 $ 2054 $ 20.90 $ 21.26 $ 2163 $ 21.98
Week $ 518.00 $ 528.00 $ 537.60 $ 547.60 $ 557.20 $ 566.80 $ 576.80 $ 586.00
Month $ 2,244.67 $ 2,288.00 $ 2,329.60 $ 2,372.93 $ 2,414.53 $ 2,456.13 $ 2,499.47 $ 2,539.33
Year $26,936.00 $27,456.00 $27,955.20 $28,475.20 $28,974.40 $29,473.60 $29,993.60 $ 30,472.00
Effective Date: June 1, 2013
BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 1295 $ 13.20 $ 1344 $ 13.69 $ 13.93 $ 1417 $ 1442 $ 14.65
Overtime Rate $ 1943 $ 19.80 $ 20.16 $ 2054 $ 20.90 $ 21.26 $ 2163 $ 21.98
Week $ 518.00 $ 528.00 $ 537.60 $ 547.60 $ 557.20 $ 566.80 $ 576.80 $ 586.00
Month $ 2,244.67 $ 2,288.00 $ 2,329.60 $ 2,372.93 $ 2,414.53 $ 2,456.13 $ 2,499.47 $ 2,539.33
Year $26,936.00 $27,456.00 $27,955.20 $28,475.20 $28,974.40 $29,473.60 $29,993.60 $ 30,472.00
Effective Date: June 1, 2014
BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $  13.21 $ 1346 $ 13.71 $ 13.96 $  14.21 $ 14.45 $ 1471 $ 14.94
Overtime Rate $ 19.82 $ 20.19 $ 2057 $ 2094 $ 2132 $ 2168 $ 2207 $ 22.41
Week $ 528.40 $ 538.40 $ 548.40 $ 558.40 $ 568.40 $ 578.00 $ 588.40 $ 597.60
Month $ 2,289.73 $ 2,333.07 $ 2,376.40 $ 2,419.73 $ 2,463.07 $ 2,504.67 $ 2,549.73 $ 2,589.60
Year $27,476.80 $27,996.80 $28,516.80 $29,036.80 $29,556.80 $30,056.00 $30,596.80 $ 31,075.20
The length of time required to be served in each step shall be as follows:
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8
6 Months 12 Months 12 Months 12 Months 12 Months 12 Months 12 Months 12 Months

The pay schedule shall result in full pay for the EMT-B in seventy-eight (78) months.
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Addendum # 7
Fire Prevention Specialist | Wage Addendum

FIRE PREVENTION SPECIALIST 1 (GRADE 307A)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 26.07 $ 27.00 $ 27.95 $ 28.91 $  29.92 $ 30.98 $ 32.08 $ 33.09
Overtime Rate $ 39.11 $ 4050 $ 4193 $ 43.37 $ 4488 $ 4647 $ 48.12 $ 4964
Week $ 1,04280 $ 1,080.00 $ 1,11800 $ 1,156.40 $ 1,196.80 $ 1,239.20 $ 1,283.20 $ 1,323.60
Month $ 451880 $ 4680.00 $ 484467 $ 5011.07 $ 5186.13 $ 5369.87 $ 556053 $ 5,735.60
Year $ 54,225.60 $56,160.00 $58,136.00 $60,132.80 $62,233.60 $64,438.40 $66,726.40 $68,827.20
Effective Date: June 1, 2013
BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 26.07 $ 27.00 $ 2795 $ 28.91 $ 29.92 $ 30.98 $ 32.08 $ 33.09
Overtime Rate $ 39.11 $ 40.50 $ 4193 $ 43.37 $ 4488 $ 4647 $ 48.12 $ 4964
Week $ 1,04280 $ 1,080.00 $ 1,11800 $ 1,156.40 $ 1,196.80 $ 1,239.20 $ 1,283.20 $ 1,323.60
Month $ 451880 $ 4,680.00 $ 4,84467 $ 5011.07 $ 5186.13 $ 5369.87 $ 5560.53 $ 5,735.60
Year $ 54,225.60 $56,160.00 $58,136.00 $60,132.80 $62,233.60 $64,438.40 $66,726.40 $68,827.20
Effective Date: June 1, 2014
BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7 STEP 8
40 Hour $ 2659 $ 2754 $ 2851 $ 29.49 $ 3052 $ 31.60 $ 3272 $ 33.75
Overtime Rate $ 3989 $ 41.31 $ 4277 $ 4424 $ 4578 $ 47.40 $  49.08 $ 50.63
Week $ 1,06360 $ 1,10160 $ 1,14040 $ 1,17960 $ 1,220.80 $ 1,264.00 $ 1,308.80 $ 1,350.00
Month $ 460893 $ 477360 $ 494173 $ 511160 $ 529013 $ 547733 $ 567147 $ 5,850.00
Year $ 55,307.20 $57,283.20 $59,300.80 $61,339.20 $63,481.60 $65,728.00 $68,057.60 $70,200.00
The length of time required to be served in each step shall be as follows:
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8
6 Months 12 Months 12 Months 12 Months 12 Months 12 Months 12 Months ok

This pay schedule shall result in full pay for the Fire Prevention Specialist | in seventy-eight (78) months.
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Addendum # 7A
Fire Prevention Specialist | Wage Addendum
(Employees Hire before November 1, 1995)

FIRE PREVENTION SPECIALIST 1 (GRADE 307)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP S
40 Hour $ 26.07 $ 2767 $ 2936 $ 31.13 $ 33.09
Overtime Rate $ 39.11 $ 4151 $ 44.04 $ 46.70 $ 4964
Week $ 1,042.80 $ 1,106.80 $ 1,17440 $ 1,24520 $ 1,323.60
Month $ 4,518.80 $ 4796.13 §$ 5,089.07 $ 539587 $ 573560
Year $ 5422560 $57,553.60 $61,068.80 $64,750.40  $68,827.20

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5
40 Hour $ 26.07 $ 2767 $ 2936 $ 31.13 $ 33.09
Overtime Rate $ 39.11 $ 4151 $ 4404 $ 46.70 $ 4964
Week $ 1,042.80 $ 1,106.80 $ 1,174.40 $ 1,24520 $ 1,323.60
Month $ 4,518.80 $ 4796.13 $ 5,089.07 § 539587 $ 5,735.60
Year $ 54,22560  $57,553.60 $61,068.80 $64,750.40  $68,827.20

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2 STEP 3 STEP 4 STEP 5
40 Hour $ 26.59 $ 2822 $ 2995 $ 3175 $ 3375
Overtime Rate $ 39.89 $ 4233 $ 4493 $ 4763 $ 5063
Week $ 1,063.60 $ 112880 $ 1,198.00 $ 1,270.00 $ 1,350.00
Month $ 4,608.93 $ 489147 §$ 519133 §$ 5503.33 $ 5,850.00
Year $ 55,307.20  $58,697.60  $62,296.00  $66,040.00  $70,200.00

The length of time required to be served in each step shall be as follows:

Step 1 Step 2 Step 3 Step 4 Step 5
6 Months 12 Months 12 Months 12 Months el

This pay schedule shall result in full pay for the Fire Prevention Specialist |, hired before November 1, 1995,
in forty-two (42) months.
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Addendum # 8
Fire Prevention Specialist Il Wage Addendum

FIRE PREVENTION SPECIALIST Il (GRADE 308)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2
40 Hour $ 34.39 $ 36.48
Overtime Rate  $ 5159 § 54.72
Week $ 1,375.60 $ 1,459.20
Month $ 5,960.93 $ 6,323.20
$
Year 71,531.20 $ 75,878.40

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2
40 Hour $ 34.39 $ 36.48
Overtime Rate  $ 5159 § 54.72
Week $ 1,375.60 $ 1,459.20
Month $ 5,960.93 $ 6,323.20
$
Year 71,531.20 $ 75,878.40

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2
40 Hour $ 35.08 $ 37.21
Overtime Rate $ 5262 $ 55.82
Week $ 1,403.20 $ 1,488.40
Month $ 6,080.53 $ 6,449.73
$
Year 72,966.40 $ 77,396.80

The length of time required to be served in each step shall be as follows:

Step 1 Step 2
6 Months Fkkdok

This pay schedule shall result in full pay for the Fire Prevention Specialist Il in six (6) months.

98



Addendum #9
Fire Protection Marshall Wage Addendum

FIRE MARSHALL(GRADE 309)

Effective Date: June 1, 2012

BASIS STEP 1 STEP 2 STEP 3 STEP 4

40 Hour $ 3779 $ 3910 $ 4048 $§ 4212
Overtime Rate $ 5669 $ 5865 $ 6072 $ 63.18
Week $ 151160 $ 1,564.00 $ 1,619.20 $ 1,684.80
Month $ 655027 $6,777.33 § 7,016.53 $ 7,300.80
Year $ 78,603.20 $81,328.00 $84,198.40  $87,609.60

Effective Date: June 1, 2013

BASIS STEP 1 STEP 2 STEP 3 STEP 4

40 Hour $ 37.79 $ 39.10 $ 40.48 $ 4212
Overtime Rate $ 5669 ¢ 5865 $ 6072 $ 63.18
Week $ 1,511.60 $ 1,564.00 $ 1,619.20 $ 1,684.80
Month $ 6,550.27 $ 6,777.33 $ 7,016.53 $ 7,300.80
Year $ 78,603.20 $81,328.00 $84,198.40 $87,609.60

Effective Date: June 1, 2014

BASIS STEP 1 STEP 2 STEP 3 STEP 4

40 Hour $ 38.55 $ 39.88 $ 41.29 $ 42.96
Overtime Rate $ 5783 $ 5982 $ 6194 $ 6444
Week $ 1,542.00 $ 159520 $ 165160 $ 1,718.40
Month $ 6,682.00 $ 6,91253 $ 7,156.93 $ 7,446.40
Year $ 80,184.00 $82,950.40 $85,883.20 $89,356.80

The length of time required to be served in each step shall be as follows:

Step 1 Step 2 Step 3 Step 4
6 Months 6 Months 6 Months ook

This pay schedule shall result in full pay for the Fire Marshall in eighteen (18) months.
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