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7.3

7.4

Promoted employees Six (6) months

For the purpose of this Agreement, special probationary employees are entitled
to all the benefits of regular employees.

If the special probationary employee fails to demonstrate that he can perform
within the special probationary period, the Fire Chief shall return the employee to
his former classification without any loss of seniority or rate of pay for that
classification previously held. Any other employees who were transferred or
promoted following, and as a result of, this employee's promotion will also return
to their former classification without any loss of seniority or rate of pay for that
classification previously held.

Disciplinary Probation. Disciplinary probation may be imposed for a length of
time to be determined by the Fire Chief or his designee as appropriate for the
seriousness of the infraction. Employees on disciplinary probation are not
eligible for overtime unless a regular employee in the same classification is not
available to work, nor may they utilize shift swaps during this time. The
maximum probation period for a single offense will be one year. Employees on
disciplinary probation will be eligible for education benefits in accordance with
educational article.

Reclassification Probation. Reclassification probation may be imposed for a
period of three (3) months on employees who return to bargaining unit status.
Employees on reclassification probation will be eligible for educational benefits in
accordance with Article 16. Reclassification probation does not apply to the
technical ladder.
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8.1

8.2

8.3

ARTICLE 8

WORK RULES AND STANDARD OPERATING GUIDELINES

All established Fire Department work rules, Standard Operating Procedures or
Guidelines, and Board-Approved Marion County Safety Regulations shall be in
full force and effect upon enactment of this Agreement.

The County can at its sole discretion change, prepare, issue, and enforce work
rules, Standard Operating Procedures or Guidelines, safety regulations, and Risk
Management Procedures Manual necessary for the safe, orderly and efficient
operations not in conflict with this Agreement. Except in extraordinary
circumstances, whenever the County proposes changes or issues new Work
Rules, or safety regulations, it will notify the Union ten (10) days prior to the
effective date for the purpose of impact bargaining over the effects of such
changes on employee terms and conditions or employment. A copy of such shall
be given to the Union president or designee.

To request Impact Bargaining, the Union must state, in writing, the specific
effects on employee terms and conditions of employment imposed by the work
rule change. Such request for impact bargaining must be filed with the Fire Chief
or his designee within ten (10) calendar days of notification to the Union by the
Fire Chief.
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ARTICLE 9

TRANSFERS

9.1 Any employee may request a transfer to an open position within the Fire
Department. For purposes of this article, a transfer is defined to exclude
temporary reassignments to different stations for three or fewer shifts, and all
"light duty" transfers.

9.2 Employees must submit written requests for transfer to their immediate
supervisor for recommendation. Requests must reflect present station
assignment, desired station assignment, and date of request in electronic format
through their chain of command to the Division Chief. Transfer requests are kept
on file for six (6) months, renewable at the employee's option in writing.

9.3 The Fire Department will notify the Union in writing of all transfers.

9.4 Where the qualifications of two (2) employees requesting transfer to an open
position are equal in classification, the employee’s seniority shall govern. Where
filing dates are the same, the employee's seniority will govern.

9.5 If an employee is to be transferred involuntarily

1. the employee will be notified by a supervisor during the shift preceding the
transfer;

2. the Fire Chief or designee will notify the Union President or designee in
writing seventy-two (72) hours in advance of the time of transfer to give the
Union the opportunity to meet with and provide input to the Fire Chief or
designee over the transfer decision; and such involuntary transfer will be for
legitimate reasons.

9.6 Final decision-making authority on all voluntary and involuntary transfer rests

with the Fire Chief, however management may invite the Union to attend all
transfer meetings to give input.
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10.1

10.2

10.3

104

10.5

10.6

10.7

10.8

10.9

ARTICLE 10

LAYOFF & RECALL

A layoff is a reduction in the number of employees within the Fire Department
due to lack of work, lack of funds, reorganization, or any other reason except
employee misconduct.

The Fire Chief will determine in his sole discretion when a layoff is necessary.
Upon that determination, employees will be laid off by "last hired, first laid off".
For purposes of the Article, hired means hired into a classification covered by this
Agreement.

Whenever possible, employees will receive thirty (30) days’ notice of their layoffs.
A copy of such notice will be furnished to the Union President.

Employees will be recalled in the reverse order of their layoff. The Department
will attempt one time to notify employees to be recalled by Certified, Return
Receipt Requested mail to the employees' last known address. Employees on
layoff must provide the Department with correct mailing address. An employee
receiving the Department's notice of recall must inform the Fire Chief or his
designee of intent to accept or reject the offer of recall within fourteen (14)
calendar days of the mailing date of the offer. Failure to do so forfeits the
employee's right to be recalled.

No employee will be hired into particular classifications until the employees in
such classifications subject to recall under this Article have received notice of a
recall offer for more than fourteen (14) days without accepting or rejecting the
offer.

An employee laid off under this Article is subject to recall for up to one (1) year
from date of layoff, unless he rejects or fails to respond to an offer of recall within
fourteen (14) days, resigns, or retires.

An employee to be recalled must pass a County physical examination to
determine fitness for return to duty. Failure to do so terminates the right to be
recalled.

Recall will be into the position from which the employee was laid off, unless such
position has been eliminated, in which case recall will be into an equivalent
position for which the employee qualifies.

Laid-off employees will have the opportunity to continue group health insurance
coverage in accordance with Article 24.3 of this Agreement.
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11.1

11.2.

11.3

ARTICLE 11

WORK SCHEDULE

Hours/Schedule

1.

All dual-certified employees will work a schedule of 24 hours on, 48 hours off,
with the exception of voluntary temporary re-assignments for the purposes of
accomplishing staff work, or new hire training or disciplinary assignments.

All single-certified EMTs or Paramedics hired after October 1, 2008 shall be
assigned a work schedule of no less than 80 hours per pay period.

Employees temporarily assigned to staff work under 11.1.1 will be assigned
112 hours in a 14-day pay cycle.

A minimum of one (1) employee will have equal to or greater than one (1)
year seniority at the beginning of each duty day and all Stations will be staffed
with no less than one position less than the budgeted positions allocated to
that station per fiscal year.

Shift Swapping.

1.

The Fire Chief or designee may, at their sole discretion, grant the request
of any two (2) members of the bargaining unit to exchange shifts or days
off, without a change in pay, provided the employees are equally capable
of performing the duties of each other's respective jobs and willing to
make the exchange.

Requests to exchange or swap shifts of duty or days off shall be submitted
in writing no less than 60 hours in advance unless otherwise approved by
the Fire Chief or his designee.

An employee may not initiate more than five (5) shift swaps per month, nor
pay back more than five (5) shift swaps per month.

Shift exchanges of less than 12 hours (one-half shift) are not subject to
this limitation, but must be approved in advance by the Fire Chief or
designee.

Shift exchanges will not be granted if they will result in additional overtime
payments. The Fire Chief is not required to maintain records of shift
swaps.

All Dual-certified Employees may not work more than fifty-six (56) consecutive
hours without a twelve (12) hour off-duty break.
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11.3.1 Ali single-certified EMT and PM may not work more than twenty-seven (27)
consecutive hours without a Thirteen and %2 hours (13.5 hours) off-duty break.
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12.1

12.2

ARTICLE 12

TEMPORARY REASSIGNMENT

Employees who suffer a personal accident or iliness, or due to pregnancy, and
are unable to perform his/her essential functions of their job description for a
period no less than four (4) weeks may be eligible for a light duty position.
Employee must have written documentation from their Physician stating they will
be unable to perform their assigned duties for the next four weeks or greater.
The employee must request a light duty position in writing to the Fire Chief
designee. The following conditions apply to light duty:

At the direction of the Fire Chief or designee, the employee may perform clerical
support duties within the Fire Rescue Department if medically approved by the
employee’s attending physician.

Such duties will be performed on a regular 5-day, 40-hour work week at the
regular hourly rate of pay.

Such assignments will terminate when the employee is released for full duty by
his attending physician or a maximum of ten (10) months in a twelve (12) month
period.

The employee may, at his discretion, elect to use annual or sick leave in lieu of a
light duty assignment. A combination of light duty and annual or sick leave shall
not be used collectively during any one pay period without express approval of
the Fire Chief.

Only five (5) employees will be assigned a light duty position due to personal
accident or iliness or due to pregnancy at any one time. At the discretion of the
Fire Chief this number may increase.

Employees suffering from a Worker’s Compensation iliness or injury may be
offered a light duty position under the following conditions:

a. At the direction of the Fire Chief or designee, the employee may
perform clerical support duties in the Fire Rescue Department if
medically approved by the mid-level practitioner assigned to the
Employee Health Clinic.

b. Such duties will be performed on a regular 5-day, 40-hour work
week without loss of regular pay.
C. Such assignments will terminate when the employee is released for

full duty by the mid-level practitioner assigned to the Employee
Heaith Clinic or after twelve (12) months after being assigned to the
light duty assignment. After twelve (12) months, the employee shall
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not be assigned a light duty position, but will return to the worker’s
compensation program.
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ARTICLE 13
WAGE
13.1.1 Effective October 1, 2011, thru September 30, 2014, unless otherwise noted, the

starting rate for new employees minimum and maximum base pay (not including
overtime) shall be:

Single-certified Firefighter, EMT $ 898
Single-certified Paramedic $10.98
Dual-certified EMT/Firefighter: $ 9.83
Dual-certified Paramedic/Firefighter: $11.83

The Chief, at his sole discretion, may increase the starting wage up to an additional
15%, depending on the applicant’s experience, knowledge, skills and abilities.

a. If all employees of Marion County Board of County Commissioners receive an
across the board increase, employees covered by this collective bargaining
agreement will receive the same increase.

b. Effective October 1, 2011, upon ratification and approval by the Board of
County Commissioners, the proposed pay plan for the technical ladder is as

follows:
Proposed Pay Plan

Pay Grade Minimum New Maximum
A - FFI $10.53 $16.46

B - FFII $11.34 $17.66

C -FFl $12.95 $19.26

D - FFIV $13.50 $22.04

E -FFV $14.58 $23.78

F - FFVI $15.66 $24.05

13.2 The work period, for purposes of computing overtime under the provisions of Section
7(k) of the Fair Labor Standards Act, will be a 14-day cycle.

13.3 Overtime will be paid at a rate of one and one-half times the employee's regular rate for
all hours physically worked in excess of 106 hours in a 14-day pay cycle. Overtime
hours of work are paid in increments of a quarter-hour. Leave time scheduled 14 days
in advance shall be counted as hours worked in calculating overtime.
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13.3.1 Overtime will be paid at a rate of one and one-half times the employee's regular rate for

134

13.5

13.6

137

13.8

all hours physically worked in excess of 40 hours in a 7-day work week pay cycle for
single-certified medical personnel. Overtime hours of work are paid in increments of a
quarter-hour. Leave time scheduled 14 days in advance shall be counted as hours
worked in calculating overtime.

If an employee is called to work a non-scheduled shift and must travel from home or
their regular station, he should record actual hours worked, but will be paid a minimum
of two (2) hours. Rate of call-in pay (i.e., straight time or overtime rate) is determined by
total hours of work during the pay period as defined in 13.3 and 13.3.1.

Newly-certified employees who successfully complete the State Paramedic program
and upon date of certification, shall have $2.00 per hour added to their base hourly rate.

All above monies for paramedics shall be paid as long as the certifications are
maintained and utilized as requested. Failure to maintain will result in forfeiture of said
monies.

Specialty Teams: Employees will only be eligible for membership on one specialty
team for which additional compensation is available, uniess approved by the Fire Chief
or designee. The teams are Hazardous Material Team (HazMat) or Technical
Rescue/Special Operations.

Employees in various classifications may voluntarily elect to participate on the HazMat
Team by successfully completing a placement test and interview process for open
positions and by meeting certain requirements to remain a member of the team as
outlined below.

1. The team may be composed of up to a maximum of 40 members,
of which three will be HazMat Toxicology trained paramedics.

2. The requirements for HazMat Team membership include:
a. successful completion of the following classes:

Florida State HazMat Certification, 40 hour HazMat chemistry or
equivalent, Radiological monitoring certification. ( Florida Hazards
Material Technician 160 Hrs) or equivalent as determined by the
Division Chief of Training.

3. Meet the minimum performance expectations of the HazMat team
commanding officer.

4. A minimum of forth-eight (48) hours documented HazMat team
training will be required annually and paid at the applicable rate.
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The positions of the specialty teams will be allocated based upon
departmental needs at the sole discretion of the County.

Compensation for team members who meet all of the requirements
will be $.675 per hour for Hazmat Team members.

13.9 Technical Rescue Team: Employees in various classifications may voluntarily elect to
participate on the Technical Rescue/Special Operations Team by successfully
completing a placement test and interview process for open positions and by meeting
certain requirements to remain a member of the team as outlined below.

1.

The team may be composed of up to a maximum of 40
members.

The requirements for Technical Rescue/Special Operations Team
membership include:

a. Successful completion of the following classes:
Confined Space OPS
Rope Rescue OPS
Trench Rescue OPS
BTLS or ITLS
Air Monitoring
Urban Search and Rescue OPS
Vehicle Machinery Rescue OPS

b. Or equivalent classes as determined by the Division Chief of
Training.

c. Meet the minimum performance expectations of the
Technical Rescue/Special Operations Team Commanding
Officer.

Compensation for team members who meet all of the requirements
in 13.9.2 will be paid $.675 per hour for Technical Rescue/Special
Operations Team.

13.10 Driver Engineer | (Engine) must have state certification in hydraulics and pump

operations and have a minimum of three (3) years continuous career service.

1.

Employees regularly assigned to Driver Engineer | duties will
receive the following compensation.
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13.11

13.12

13.13

13.14

a. $ .50 per hour.

Driver Engineer Il must have at least 2 years as Driver Engineer |, completed aerial
operations and cleared as an aerial operator.

1. Employees regularly assigned to Driver Engineer |l duties will
receive the following compensation.

a. $. 65 per hour.

2. The positions of the Driver Engineer | & |l will be allocated based
upon departmental needs at the sole discretion of the County.

a. Employees must have completed condition of employment
and years of service for position.

Employees assigned to a transport rescues will receive the following compensation:
All EMTs assigned to transport rescue duty will receive $.75 per hour.
All PMs assigned to transport rescue duty will receive $2.00 per hour.

Station Lieutenant: To test for Station Lieutenant, employees must be a miriimum of
FF 1l classification with continuous career service total five (5) years with Marion
County Fire Rescue Operations Division as a dual-certified employee. They must
have served as a promoted Driver for one year and they must successfully pass
Company Officer, Strategies and Tactics | and II.

1. Employees regularly assigned to Station Lieutenant duties will receive the
following compensation: $1.25 per hour.

2. The positions of the Station Lieutenant will be allocated based upon
departmental needs at the sole discretion of the County.

Career Technical Ladder (Table 1), and educational requirements for each job
classification are:

Forestry and Florida State Fire College approved classes or equivalent as
determined by the Division Chief of Training.
A. FF (Probation)
Probationary Level Firefighter
Probationary Level EMT/Firefighter

Probationary Level Paramedic/Firefighter
1-100 Incident Management System
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|©

|©

|m

FF |

Vehicle Extrication 20 hours

S-130 Firefighter Training

S-190 Introduction Wild Land Fire Behavior
I-200 Basic Incident Management Systems
IAFF HazMat Ops for First Responder or
HazMat 1/40 hr.

FF Il

Apparatus Operations

Fire Service Hydraulics

S-205 Fire Operations in Urban Interface

I-300 Intermediate Incident Management Systems
S-330 Task Force/Strike Team Leader
Firefighting Tactics and Strategy |

BTLS

FF il

Farmedic or Industrial Rescue or equivalent
Aerial Operations

Fire Service Course Delivery

Firefighting Tactics & Strategy Il

Company Officer

Fire Prevention Practices

Private Fire Protection Systems |

PALS or PEP — (medics only)

FF IV

Emergency Response to Terrorism

Bldg. Construction for Fire Service
Construction Documents & Plans Review
Codes & Standards

Rope |

Fire Chemistry

Origin and Cause
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13.15

13.16

13.17

|m

FF V

Private Fire Protection Systems |i
Public Information Officer

Fire & Life Safety Educator Level |
Ethical and Legal Issues for Fire Service

G. FFVI

Employees will receive classification change based on performance standard,
education/certification, (Table 1) minimum time in-grade as long as the employee
is not on disciplinary probation. To assess employee’s performance, Labor and
Management will cooperatively continue to improve the performance standard
evaluation by utilization of the department’s Health and Safety Committee.

Employee receiving a classification change from a Firefighter probationary to a
Firefighter | position shall receive the minimum of the pay grade or may be
granted a three (3%) increase to their base pay, whichever is higher. In the
event that the upgrade or any subsequent pay increase places the employee
over the maximum of their pay grade, the employee is considered “capped”.

1. A “capped” employee shall continue to receive the various wage
increases as approved, but their wage increases shall be divided
into 26 equal payments, payable each pay period. Such wage
increases will cease after the 26™ payment.

a. Any current employee with more than 15 years of service as of
10/01/2003, shall not have the maximum of the salary cap apply to
their classification.

b. Any current employee with more than six (6) years of service but
less than fifteen (15) years of service as of 10/01/2003, shall not be
affected by the cap for a period of five (5) years. After the sixth (6)
year of service, as of 10/01/2008, the cap shall apply.

Employee receiving a classification change from a Firefighter | to a Firefighter 1|
position shall receive the minimum of the pay grade, or may be granted six (6%)
increase to their base pay, whichever is higher. In the event that the upgrade or
any subsequent pay increase places the employee over the maximum of their
pay grade, the employee is considered “capped”. See definition in 13.16.1 for
capped ernployee.
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13.18

13.19

13.20

13.21

13.22

13.23

13.24

Employee receiving a classification change from a Firefighter Il to a Firefighter liI
position shall receive the minimum of the pay grade, or may be granted six (6%)
increase to their base pay, whichever is higher. In the event that the upgrade or
any subsequent pay increase places the employee over the maximum of their
pay grade, the employee is considered “capped”. See definition in 13.16.1 for
capped employee.

Employee receiving a classification change from a Firefighter lll to a Firefighter
IV position shall receive the minimum of the pay grade, or may be granted six
(6%) increase to their base pay, whichever is higher. In the event that the
upgrade or any subsequent pay increase places the employee over the
maximum of their pay grade, the employee is considered “capped”. See
definition in 13.16.1 for capped employee.

Employee receiving a classification change from a Firefighter IV to a Firefighter V
position shall receive the minimum of the pay grade, or may be granted six (6%)
increase to their base pay, whichever is higher. In the event that the upgrade or
any subsequent pay increase places the employee over the maximum of their
pay grade, the employee is considered “capped”. See definition in 13.16.1 for
capped employee.

Employee receiving a classification change from a Firefighter V to a Firefighter VI
position shall receive the minimum of the pay grade, or may be granted three
(3%) increase to their base pay, whichever is higher. In the event that the
upgrade or any subsequent pay increase places the employee over the
maximum of their pay grade, the employee is considered “capped”. See
definition in 13.16.1 for capped employee.

As of October 1, 2011, Firefighter VII will be eliminated. Any persons currently
holding this classification will remain at this position and their pay will remain
whole.

It is agreed that the County and the Union will continue to cooperatively develop
the technical ladder for dual-certified employees.

During the term of this agreement, employees will be frozen in current
classification and shall not move to a higher job classification during the term of
this contract and are not subject to retroactive pay.

1. Probationary employees will move from probationary status to FF |
classification upon completion of the one year probationary period and
obtaining their dual certification and pursuant to the terms of specific
condition of employment.

2. Employees can move only one job classification per year.
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For the purpose of this Agreement, promotional probationary employees are
entitled to all the benefits of regular employees.

13.25 Reclassification down (Demotion). An employee who is demoted from dual-
certified to single-certified will receive a six (6) percent reduction in salary or to
the maximum of the pay rate of the lower position whichever pay is less. This
provision does not apply to disciplinary demotions. Employees demoted for
disciplinary reasons shall receive the minimum pay rate of the wage grade in
which demoted.
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Career Technical Ladder for Fire-Rescue Represented Employees October 1, 2010 to September 30, 2011

Job Max
Classification* Min. Time | Timein Min.
Min. Max. | in Grade Grade Longevity Positions/stipends available with classification **
Salary | Salary Years) | (Years) Years)
Hazmat Tech Driver
n/a Team Rescue Engineer |
(Probation) $8.98 1yr. 1 1yr. $.675 hr $.675 hr. $.50 hr.***
Hazmat Driver *Shift Lt.
$16.46 Team Tech Rescue | Engineer | changed to
FF | $10.53 ) 2 n/a 3 $.675 hr $.675 hr. $.50 hr. Station
EMS Hazmat Driver Station
$17.66 Lieutenant | Team Tech Rescue | Engineer | Lieutenant
FF 1l $11.34 2 n/a 5 $1.25 hr. $.675 hr .675 hr. $.50 hr. $1.25hr
EMS Hazmat Driver Driver Station
$19.26 Lieutenant | Team Tech Rescue | Engineer| | Engineerll | Lieutenant
FF I $12.95 2 n/a 8 $1.25 hr. $.675 hr 675 hr. $ .50 hr $.650 hr $1.25hr
EMS Hazmat Driver Driver Station
$22.04 Lieutenant | Team Tech Rescue | Engineer| | Engineer I | Lieutenant
FF IV $13.50 2 n/a 12 $1.25 hr. $.675 hr 875 hr. $.50 hr $ .650 hr 1.25 hr
EMS Hazmat Driver Driver Station
$23.78 Lieutenant | Team Tech Rescue | Engineer| | Engineer Il | Lieutenant
FFV $14.58 2 n/a 16 $1.25 hr. $.675 hr 675 hr. .50 hr $.650 hr 1.25 hr
EMS Hazmat Driver Driver Station
$24.05 Lieutenant | Team Tech Rescue | Engineer| | Engineerll | Lieutenant
FF Vi $15.66 2 n/a 20 $1.25 hr. $.675 hr $.675 hr. $.50 hr $.650 hr $1.25hr
*Classification based on education/certification, performance standard, minimum time in grade. Tebl
able 1.

Driver Engineer | = Heavy equipment operator, excludes aerial operations
Driver Engineer Il = Heavy equipment operator, aerial operations

** Positions will be allocated based upon departmental needs at the sole discretion of the county.
***Must have three (3) years longevity
Employees must maintain a level of competency to remain in a specific position and/or classification. Annual evaluation and/or certification will be created to evaluate competency and insure minimum

standards beginning 10/01/2008
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141

14.2

14.3

14.4

ARTICLE 14

EMPLOYEE EVALUATIONS

Each employee’s performance is evaluated at least annually by his immediate
supervisor within 30 days of the employees’ anniversary date. All evaluations are
reviewed by the Fire Chief before processing by the Human Resources Department.

All probationary employees are evaluated on or near the midpoint and just prior to the
end of the twelve (12) month period from date of hire and date of promotion, or more
frequently if deemed appropriate by the Fire Chief.

The immediate supervisor discusses the performance rating with the employee, who
signs a copy which is placed in the employee’s personnel file. The employee’s
signature only indicates his acknowledgment of the discussion. The employee may
agree or disagree with the evaluation in writing.

An employee may appeal a performance evaluation to the Fire Chief by requesting a
meeting in writing within (10) calendar days following receipt of the evaluation, stating
the areas of disagreement. If the employee is dissatisfied with the decision of the Fire
Chief, he may appeal to the County Administrator within ten (10) days of the decision
by the Fire Chief. The County Administrator’'s decision shall be final and not subject to
the Grievance Procedure contained in this Agreement.
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15.1

15.2

15.3

15.4

ARTICLE 15

WORKING OUT OF CLASS

If an employee is assigned for one or more shifts to another classification in a higher
pay grade, he will be paid at the entry level hourly rate for that classification, or three
(3%) percent above his current regular rate, whichever is greater.

In the event an employee is assigned for one or more shifts to another classification in
a lower pay grade, he will be paid at his regular rate.

If a qualified employee currently on a specific promotional list is assigned for one or
more shifts to a position receiving an hourly stipend (e.g., Driver Engineer | or Il), he
will be paid the hourly stipend for that position for the shifts he serves in that capacity.
This assignment is based on the needs of, and at the discretion of, the Department.

If a qualified employee is assigned to a rescue transport position receiving an hourly
stipend, he will be paid the hourly stipend for that position for the time he serves in that
capacity. This assignment is based on the needs of, and at the discretion of, the
Department.
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16.1

16.2

16.3

16.4

16.5

16.6

ARTICLE 16

EDUCATIONAL BENEFITS

Employees may attend educational programs at their cost if they can arrange their
work schedules through shift swapping or annual leave. Where prior approval is
obtained from the Fire Chief or designee, an employee will be reimbursed for tuition in
accordance with 16.6 and 16.7 below, pending the availability of funds. So long as the
Department maintains a state of operational readiness, the Department may provide
shift coverage Monday-Friday, 0800-1700. Shift coverage must be requested in
writing to the Fire Chief or his designee. In this instance, the employee will be
“swapping” time with the department and this time must be paid back in 12 to 24 hour
increments. In the event of a schedule conflict, seniority, as defined in accordance
with Article 6, will prevail.

Department training will be provided when necessary and practical as determined
solely by the Fire Chief. Employees may voluntarily attend outside training without pay
and on their own time, utilizing shift swapping or annual leave.

Training time mandated by the Department while on or off duty will be paid at the
applicable rates in effect at the time of the training. Approved training costs such as
tuition and books will be reirnbursed by the Fire Department upon successful
completion.

Approved training costs will be reimbursed by the Department only upon successful
completion of the training program (Successful completion is defined as completing
the course or training program with grades as outlined in paragraph 16.6.3).
Employees seeking such reimbursement must not be on introductory probationary
status, except those who are attending paramedic school.

When possible and upon prior approval from the Fire Chief or designee, the
Department may provide transportation for out-of-county training programs.

Partial Tuition Refund Program: With the prior approval of the Division Chief, Division
Chief of Training, and Fire Chief, the partial tuition refund program may be used to
assist employees in obtaining a job-related degree or complete job related courses.

1. Eligibility: To be eligible to participate in the partial tuition refund program, an
employee must:

a. Be a full time regular employee.
b. Have successfully completed introductory probationary period

immediately preceding the start of classes, except those employees
attending Paramedic school.
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C. Be on active employee status at the time of application and upon
completion of classes.

NOTE: An employee will not be reimbursed if he leaves the employ of the Fire
Rescue Department before completing the course, or in case of course
completion, before reimbursement can be processed.

d. Select courses which have a relationship to the employee’s present job,
possible future assignment or promotion, or be pursuing a degree which
is related to the employee’s job.

e. Schedule courses which will not interfere with normally scheduled work
unless use of accumulated annual leave, shift swaps, or is approved by
the Fire Chief or designee.

f. Select courses offered at an accredited secondary school, college or
university, or business school, technical institute or trade school.
Questions regarding the qualification of an educational institution should
be addressed to the Division Chief of Training.

Service Obligation: Employees who participate in the program must agree to
remain in the employ of the Fire Rescue Department for at least one (1) year
following course completion. Employees who retire, resign, or are terminated
for cause within the one (1) year period shall reimburse the Fire Rescue
Department for tuition benefits paid to them for courses completed during the
preceding twelve (12) months. Reimbursement shall be by cash payment or
from any monies due at the time of separation.

Refunds: Refunds will be made to approve applicants who complete courses
in accordance with the following:

a. Refunds will only be made for satisfactory completion of undergraduate
courses with grades of A,B,C, or “Pass” when used by a school in lieu of
a letter grade; or completion of graduate courses with grades of A or B,
or “Pass” when used by a school in lieu of a letter grade.

b. A maximum of $1,000 per fiscal year will be approved for any one
employee.
C. Refunds will not be made for textbooks, materials, or other course fees,

or student activities, or parking fees.

d. The County will reimburse employees only to the extent that they are not
reimbursed through other Federal, State or local programs.

e. Refunds are made only on receipt of evidence of payment and
certification of passing grades or successful completion where
appropriate.
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f.

Request for refund shall be made within thirty (30) days after completion
of an approved course.

4, Application:

a.

f.

Application for approval of courses is made on the Tuition Refund
application form.

An application for each course is to be submitted to the Division Chief for
evaluation and approval. The application will then be forwarded to the
Division Chief of Training and Fire Chief or designee for final approval.

The completed application must be filed with the Training Division at
least two (2) weeks before the course begins, unless approved by Fire
Chief.

The application will be approved or disapproved in accordance with the
eligibility criteria, refund limitations, and availability of funds.

A copy of the approved or disapproved application will be returned to the
employee.

Employees must pay tuition and other costs directly to the school.

16.7 Paramedic Tuition Program: To be eligible to participate in the tuition program an
employee must:

a.

b.

Be a full time regular employee.

Have successfully completed introductory probationary period
immediately preceding the start of classes, except those employees
attending paramedic school.

Be an active employee at the time of application and upon completion of
classes. :

Tuition will be limited to and not to exceed Central Florida Community
College (CFCC) current advertised tuition rate.

1. APPLICATION:

a.

Application for approval of courses is made on the Tuition Refund
application form.

An application for each course is to be submitted to the Division Chief for
evaluation and approval. The application will then be forwarded to the
Division Chief of Training and Fire Chief, or designee, for final approval.
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C. The completed application must be filed with the Training Division at
least two (2) weeks before the course begins, unless approved by the
Fire Chief or designee.

d. The application will be approved or disapproved in accordance with the
eligibility criteria.

e. A copy of the approved or disapproved application will be returned to the
employee.

f. The employee agrees to authorize the school or college to release grade

reports to MCFR Training Division. In that regard, the employee shall
execute a release and authorization form and any other form necessary
to effect release of employee’s grades to MCFR.

2. Students may enroll at the Florida school of their choice and submiit the required
fee slip to the Training Division along with a completed tuition reimbursement form.
The Training Division will then submit the required payment directly to school.
After each semester, the student shall return to the Training Division and present a
report card along with the next semester’s required fee slip. If the student is not
passing then payment shall be denied.

a. If the employee fails, the employee shall reimburse MCFR for all fees and costs
expended by MCFR associated with funding the employee’s paramedic
education. These reimbursable costs include, but are not limited to, all tuition,
fees paid by MCFR on behalf of the employee. An employee who fails will not
be able to use funds from the Tuition Refund Program for Paramedic School.

b. If the employee withdraws from class and chooses not to continue, they shall
immediately reimburse MCFR for all costs as set forth above.

3. For funds which have been reimbursed by state and federal programs for this training, the
employee shall not be responsible for providing reimbursement as required by this
agreement.

4. Service Obligation: Employees who participate in the Paramedic program must agree to
remain in the employ of the Fire Rescue Department for at least two (2) years following
state certification. Employees who retire, resign, or are terminated for cause within the
two (2) year period shall reimburse the Fire Rescue Department for tuition benefits paid.
Reimbursement shall be by cash payment or from any monies due at the time of
separation.
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Marion County Fire Rescue Department
Tuition Refund Application

Employee Name:

Job Title:

Name & Location of University, College or School:

Date Class Begins: Date Class Ends: Course Code#:

Title of Course:

Credit Hours: Tuition $: Registration $: Lab Fee $
Lodging $: Meals $: Transportation $:
1 Undergraduate Course M Graduate Course
M Technical School 1 Seminar
1 Other

(Please attach course description and/or other related paperwork to this application)

Catalog description of course:

State how your proposed course work meets the objectives of the Tuition Refund Program:

It is my intent at this time to remain in the employ of the Marion County Fire Rescue Department for at
least one year following completion of approved course work “except paramedic training”; and two
years following initial state certification as a paramedic. In the event | leave the employment of the
County within this time period, | agree to repay the County for tuition refund benefits applicable to
courses completed during such period.

Employee Signature: Date:
Approvals: Yes No Date
Division/Deputy Chief: 0o

Division Chief of Training: 0o

Fire Chief: non

Comments:

Date Returned to Employee:
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ARTICLE 17

TRAVEL PAY

17.1 If a member of the bargaining unit is required to use his own vehicle for approved
official business, he will be reimbursed in accordance with the State of Florida
guidelines, including reimbursement for mileage when, after reporting for duty, he is
sent to another station using his own personal vehicle. The employee shall also be
reimbursed for mileage if sent back to the originating station.

17.2 All travel reimbursements will be paid on a quarterly basis.
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18.1

18.2

18.3

18.4

18.5

ARTICLE 18

HOLIDAYS

The following nationally recognized holidays are observed by the County as
recognized by the Marion County Board of County Commissioners or specifically listed
below:

New Year's Day

M.L. King Birthday (3™ Monday in January)
Memorial Day (Last Monday in May)
Independence Day

Labor Day (1% Monday in September)
Veteran's Day

Thanksgiving Day (4™ Thursday of November)
Friday after Thanksgiving

Christmas Day

Any other day declared an employee holiday by the County Commission.

Employees that work on Marion County approved holidays will receive pay at-time and
one half (1 1/2) for all actual holiday hours worked. In order to receive overtime pay,
an employee must be in an approved pay status on the shift prior to the holiday, the
day of the holiday, and the following shift after the holiday.

In lieu of holiday pay, all active employees will receive 96 hours of annual leave time,
which includes the 9.6 hours of personal holiday, added to their accrual October 1% in
each year of the contract. (See Atticle 19.8)

Employees who are hired after October 1% in each year of the contract will have the
holiday hours converted to annual leave on a pro-rated basis as follows:

Hired between October 1% and Veterans Day. . . . . . . . . . . 96 hours
Hired after Veterans Day and before ThanksgivingDay. .. ......... . .. 86.4 hours
Hired after Thanksgiving Days and before Christmas. . . . . . .67.2 hours
Hired after Christmas Day and before New Year's Day . . . . .67.6 hours
Hired after New Year's Day and before M. L. King Day . . . . 48 hours
Hired after M. L. King Day and before Memorial Day . . . . . . 38.4 hours
Hired after Memorial Day and before Independence Day . . . 28.8 hours
Hired after Independence Day and before Labor Day . . . . . .19.2 hours
Hired after Labor Day and before October 1%, . .. ... .. ... ... ... .. ... 9.6 hours

Employees who terminate prior to the actual date of future holidays will have their
annual leave accruals deducted in the following manner:
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Terminate between October 1%t and Veterans Day. . . ................... 96 hours

Terminate after Veterans Day and before ThanksgivingDay. . ........... 86.4 hours
Terminate after Thanksgiving Days and before Christmas. .. ........... 67.2 hours
Terminate after Christmas Day and before New YearsDay ... ...... ... 57.6 hours
Terminate after New Year's Day and before M. L. KingDay ... .......... 48 hours
Terminate after M. L. King Day and before MemorialDay .. ... ......... 38.4 hours
Terminate after Memorial Day and before Independence Day .. ......... 28.8 hours
Terminate after Independence Day and before LaborDay .. ............ 19.2 hours
Terminate after Labor Day and before October 1%, . .. ... ............... 9.6 hours
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ARTICLE 19

ANNUAL LEAVE

19.1  The following procedures will be used for scheduling annual leave and resolving any
conflicts of scheduling which may arise:

a.

Request for annual leave use for the following year must be submitted before or
during the month of December of each current year and will be processed by
shift. Preference will be given to the employee’s seniority date.

When an employee cannot take a scheduled annual leave due to
circumstances not foreseeable at the time of scheduling, the employee may
request a change in scheduling, and the Fire Chief will normally grant such a
request, provided no other employee may be bumped off his scheduled annual
leave, and provided further there will not be more than ten (10) employees per
shift on annual leave at any one time.

No more than fourteen (14) 24 hour blocks for dual-certified employees per shift
will be allowed annual leave at the same time unless authorized by the Fire
Chief. The employee per shift allowance will increase by one (1) employee per
(38) thirty-eight new positions established after October 1, 2008.

The employee per shift allowance shall be one (1) single-certified employee per
(38) thirty-eight new positions established after October 1, 2008.

Requests for annual leave are collected by the Division Chief or designee or
appropriate supervisor assigned.

In the event an employee has not requested annual leave as outlined in 19.1.a.
a request can be made 14 calendar days in advance of the planned annual
leave usage, unless otherwise approved by the Fire Chief or designee.
Approval is contingent on the existing annual leave schedule and with the sole
approval of the Fire Chief.

19.2 The County grants annual leave to employees covered by this Agreement. Fifty-Six
(56) hour shift employees accrue annual leave in accordance with the following:

ANNUAL LEAVE ACCUMULATION SCHEDULE
EFFECTIVE OCTOBER 1, 2011 thru September 30, 2014

YEARS OF LEAVE EARNED LEAVE EARNED
CONTINUOUS SERVICE PER PAY PERIOD PER PAY YEAR
0-4.99 Years 5.18 Hours 134.68 Hours
5-9.99 Years 6.47 Hours 168.22 Hours
10 + Years 8.61 Hours 223.86 Hours
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An employee may accumulate leave in excess of the limitations during the calendar
year; however, the excess leave must be used by the end of the last pay period of the
calendar year or it will be forfeited. The limitations of annual leave are as follows:

CONTINUOUS CARRY-OVER
SERVICE YEARS LIMITATIONS
0-4.99 Years 342 Hours
5-9.99 Years 409 Hours

10 + Years 520 Hours

Annual leave hours earned will be credited to the employee biweekly, based upon the
Annual leave schedule contained in this Agreement listed below. Thirteen and %2 hour
(13.5) shift employees accrue annual leave in accordance with the following:

Service Years Leave Earned per Total leave earned
Pay period per year
0 -4.99 years 3.70 hours 96 hours
5 - 9.99 years 4.62 hours 120 hours
10+ years 6.15 hours 160 hours

An employee may accumulate leave in excess of the limitations during the calendar
year; however, the excess leave accrued as of the end of the last pay period of the
calendar year, must be used by December 31% or it will be forfeited. The limitations of
annual leave are as follows:

Service Years Carry Over Limitations
0 -4.99 years 200 hours
5 -9.99 years 240 hours

10+ years 300 hours

In the event an emergency has been declared in accordance with Article 2.3, and an
employee's scheduled annual leave was canceled, thereby causing him to exceed the
maximum accruals, an extension of up to six months may be requested in order to
take annual leave and meet the maximum accrual rates.

19.2.1 Employees who were employed by EMSA shall also keep their seniority beginning
October 1, 2008. For example: If 100 employees are hired on October 1, 2008, then
they shall be given their seniority with MCFR in the order of their EMSA seniority.
However they shall not be placed in front of any employee currently employed by
MCFR.
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19.3

19.4

19.5

19.6

19.7

19.8

19.9

Newly hired probationary employees accrue, but are not authorized to use, annual
leave for the initial six months of employment. Employees who terminate for any
reason during the first six months of employment will not be paid for annual leave.
Employees are eligible to request annual leave after successful completion of the
initial six months of their probationary period.

If an employee's sick leave is exhausted and he is not able to return to work, the
employee may request the use of annual leave.

Annual leave shall not be used in increments of less than twenty-four (24) hours for
dual-certified employees. Annual leave shall not be used in increments of less than
thirteen and a half (13.5) hours for single-certified employees. Annual leave used for
education may not be used in increments of less than eight (8) hours.

In the event the Fire Chief or designated County Official determines an emergency
situation exists, any or all approved annual leave may be canceled and/or
rescheduled. In such an event, the rescheduling shall be processed in accordance
with 19.1 above.

Any employee who has completed the initial six months of his new-hire probationary
period and who is laid off, resigns with proper notice, or retires, shall be paid for all
accrued, but unused annual leave hours. Any employee who resigns without proper
notice or who resigns in lieu of termination or who is terminated for performance or
behavior problems shall forfeit all accrued, but unused annual leave hours, unless
otherwise directed by the County Administrator. Payment for accrued, but not used,
annual leave will not exceed the limitations contained in 19.2. The rate of annual leave
pay shall be the employee's regular straight time rate in effect for the employee’s
regular job classification at the time of separation.

Active employees may not receive pay in lieu of taking a vacation. Earned annual
leave cannot be "sold" or "exchanged" for cash payment with the exception of the 96
hours transferred from Holiday pay.

Annual leave days scheduled 14 days in advance shall be counted as hours
worked in calculating overtime.

19.10 All active employees, with the exception of those on sick leave, or disciplinary

probation, shall receive a “Firefighter Personal Day” each fiscal year (October 1
through September 30). The “personal day” must be taken in a full twenty four (24)
hour increment for a dual-certified employee and a full thirteen %2 hours (13.5) hour
increment for a single-certified employee, and within the previously referenced time
period. The “personal day” is not subject to pay out if not taken prior to an employee
terminating employment. Request for “personal day” use for the following year must
be submitted before or during the month of December of each current year and will be
processed by shift. Preference will be given to the employee’s seniority date. The
“personal day” will not be counted as hours worked in calculating overtime. The rate
of “personal day” pay shall be the employee’s regular straight time rate in effect for the
employee’s regular job classification. In the event the Fire Chief or designated County

41



Official determines an emergency situation exists, any or all approved “personal days”
may be canceled and/or rescheduled.

The “personal day” will be eligible for a “buy-out” at the request of the employee.

19.11 Leave Buy Out: Employees shall have the option of receiving pay at straight time up
to a maximum of 120 hours of leave time for a dual-certified employee, or a
maximum of 108 hours of leave time for a single-certified employee, per year subject
to the following provisions:

Eligible leave for “Buy Out” requirements;

a. Personal Day as listed under Article 19.10.

b. Up to 96 hours transferred from Holiday pay.

Any employee wishing to exercise the “Leave Buy Out” option must exercise this

option between November 1 and December 1 of the year in which the requirements
have been met. The employee shall make this request in writing to the Fire Chief or

designee.

Any decision to exercise this option subsequent to December 1 of the year in which
the requirements have been met shall not be considered.

Employees in a New Hire Probationary job classification are not eligible to participate
until after six (6) months of employment.
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20.1

20.2

20.3

204

20.5

ARTICLE 20

SICK LEAVE

All full-time employees covered by this Agreement shall accrue four (4) hours of sick
leave for each bi-weekly period worked. Sick leave shall accrue beginning with the
first payroll period following the date of hire or rehire. Sick leave credits shall not
accumulate during periods of leaves of absence without pay.

Sick leave shall be used only with the consent and written approval of the Fire Chief
or designee. Probationary employees covered by this Agreement shall use leave
without pay for absences during the initial six (6) months of employment, if
authorized by the Fire Chief or designee. Employees covered by this Agreement
may use accrued sick leave for a personal illness, accident, injury, or a physician's
appointment. If an employee requests use of sick leave for three (3) consecutive or
non-consecutive shifts in any thirty (30) day period, a written statement from a
physician must be provided to verify the reason for such use of sick leave when the
employee submits a Request For Absence form for approval by the Fire Chief or
designee. All requests for use of sick leave on a holiday must include a written
statement from a physician submitted with the Request for Absence form.

A request may be made to utilize sick leave for the illness or injury of a member of
the employee’s immediate family. Immediate family is defined as spouse, parents,
children, grandparents, brothers, sisters, grandchildren or mother/father-in-law of
the employee, or persons living in the employee’s household that the court has
designated the employee to be the legal guardian of, or any other legal relative
living in the employee’s home

Frequent use of sick leave under this Agreement will constitute sufficient grounds
for a presumption that the physical fitness of the covered employee is below the
standard necessary to perform the required duties. For purposes of this
Agreement, a presumption of abuse is defined as utilization of more than fifty
percent (50%) of the total sick leave credits without a Doctor’'s note, accrued during
the time of the covered employee's employment beginning in the year 2005. Sick
leave usage approved under the provisions of Family Medical Leave Act (FMLA) is
exempt from being defined as abuse. Abuse of sick leave use will constitute
grounds for disciplinary action, not excluding termination of employment.

Sick leave may be accrued up to a maximum of 1040 hours.

1. Employees with more than ten (10) years but less than twenty (20)
years with the County may be paid for ten percent (10%) of their
accrued sick leave hours, at their regular rate of pay at the time of
termination.

2. Employees with more than twenty (20) years but less than twenty-five
(25) years with the County may be paid for twenty percent (20%) of
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20.6

their accrued sick leave hours, at their regular rate of pay at the time
of termination.

3. Employees with more than twenty-five (25) years with the County may
be paid for twenty-five percent (25%) of their hours at their regular rate
of pay at the time of termination

4. Employees with more than thirty (30) years with the County may be
paid for thirty percent (30%) of their hours, at their regular rate of pay
at the time of termination.

5. Employees with less than ten (10) years with the County shall not be
reimbursed for any unused sick leave hours.

Employees who voluntarily resign with a written notice of resignation of fourteen
(14) calendar days or more, shall be paid for unused sick leave hours in accordance
with the section above. Employees terminating from the County without providing a
fourteen (14) calendar day written notice, or whose termination is the result of an
administrative action against them for performance or behavior reasons, shall forfeit
all unused sick leave hours unless otherwise approved by the County Administrator.

Sick Leave Probation - Sick leave probation shall be imposed for abuse of sick
leave, which is defined as:

1. When an employee has used more than fifty-two (52) hours of sick leave
without a Doctor’s note for the current calendar year or more than 50% of the
previous three (3) year calendar years.

2 When an employee uses sick leave (or combination of sick leave and leave
without pay) for four (4) or more times within a twelve month period, the day
before or the day after a weekend or holiday.

3. When an employee routinely takes a day of sick leave (or leave without pay),
i.e. once a month, on a particular day of the week or after a payday.

The employee’s sick leave probationary period will continue until the employee has
restored their sick leave balance to the 50 percent accrual level or until the
employee’s sick leave use has improved beyond the above recommendations.

When an employee presents a valid medical excuse from their attending physician,
the Fire Chief or designee will use this as justification that the employee has not
abused their sick leave privileges. The valid medical excuse must be presented to
the Employee Health Clinic, and the Duty Status form needs to be provided to Fire
Headquarters no later than 96 hours following the absence. Should the Clinic be
closed due to holiday or weekend, it should be presented on the next business day.
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20.7

In the case of sick leave abuse, the Fire Chief or designee should weigh all factors
in these situations before reaching a judgment and consult Human Resources if
needed for guidance.

MEMBER SICK LEAVE DONATION PROGRAM

The County will provide a leave donation program to eligible members recognized
by this contract. The leave donation program shall be provided under the general
guidance of the Human Resources Director. Eligible employees may request or
donate leave as described in this policy.

For the purpose of this policy, the following definitions shall apply:

a. Donor: An eligible member who has elected to donate leave to another
member.

b. Immediate Farnily: The member's spouse, child, parent, and any person
who resides in the member’s household and is recognized by law as a
dependent of the member.

c. Recipient: An eligible member who has been authorized to solicit
donations of leave from members. The maximum allowable leave
donations within a twelve (12) month period is (480) hours.

This policy is applicable to all members of the County who are eligible to accrue and
use paid leave and who have been continuously employed for not less than twelve
(12) months in a County position(s) entitled to earn leave.

Leave donation shall be permitted from one County member to another County
member subject to the provisions of this policy.

The Director of Human Resources or designee shall have the discretion to approve
or deny all requests to solicit leave donation.

Leave donation shall be strictly voluntary. The identity of donors shall be
confidential and shall not be provided to the recipient or to any other individual
unless necessary to administer the donation.

No member shall threaten, coerce, or attempt to coerce another member for the
purpose of interfering with rights involving the donation, receipt, or use of leave.
Prohibited acts include, but are not limited to, promising to confer or conferring a
benefit such as appointment, promotion, or salary increase, or making a threat to
engage in, or engaging in an act of retaliation against the member. Any violation of
this provision shall be considered to be misconduct and shall be subject to
disciplinary action, up to and including termination.
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8. To be eligible to request donated leave, a member must:
a. Be employed in a position entitled to earn and use leave;

b. Have been continuously employed for not fewer that twelve (12)
consecutive months in a position entitled to earn leave;

c. Not have been on an attendance or other corrective action plan or
undergoing disciplinary action for leave abuse or misuse in the twelve
(12) month period preceding the request;
d. Have exhausted all accrued leave (Sick and Annual).
9. Use of donated leave: All donated leave becomes sick leave, and is therefore
subject to applicable provisions of the County policy governing sick leave usage.
Accordingly, a recipient may use donated leave for:

a. Personaliliness or disability;

b. and Medical care, iliness, or accident in the member's immediate family
which requires the employee’s presence.

10. A member may not solicit leave donations for:

a. Any occupationally related accident or illness which is compensable
under Worker's Compensation benefits;

b. Disability incurred in the course of committing a felony or assault;
c. Normal child birth;
d. Intentional self inflicted injuries;
e. Cosmetic and elective surgery.
11. A member may not use donated leave in the following circumstances:

a. During periods of disciplinary probations, suspensions, or sick leave
probation, or;

b. While receiving disability insurance benefits.
12. To be eligible to donate leave, a donor must:
a. Be employed in a County position entitled to earn and use leave;

b. Have been continuously employed for not fewer than twelve (12) consecutive
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months by the County in a position(s) entitled to earn leave;

c. Have no less than eighty (80) hours of accrued sick leave and/or no less than
eighty (80) hours of accrued annual leave;

d. Have not submitted a written notice of resignation or retirement;

e. Not be the recipient of proposed adverse action for dismissal or on a
disciplinary suspension or probationary status.

f. Not be on any form of authorized or unauthorized leave of absence without
pay.

13. Request to solicit donated leave shall be as follows:

a. A member may request solicitation of donated leave no more than thirty (30)
calendar days prior to going into an authorized leave without pay status.

b. The member must request approval to solicit donated leave by submitting a
Request for Donated Leave Form, which describes the circumstances upon
which the request to solicit leave donations is based, and a County
Certification of Health Care Provider Form, which must be completed by a
physician or licensed health care provider. Submission of this request is the
member’s release to allow the Clinic Supervisor to review the request.

14. The Certification of Health Care Provider Form must include the following
information:

a. The date the health condition began;

b. The probable duration of the condition/treatment or absence in days,
weeks, or months;

c. The appropriate medical facts within the health care provider's
knowledge; and

d. The extent to which the member is unable to perform the essential
functions of his/her position or the estimated amount of time the member
is needed to care for a member of the immediate family, whichever is
applicable.

15. If the member has previously submitted an acceptable medical certification form
covering the period of illness or disability, a copy of this certification may be
submitted with the request of donated leave. The Clinic Supervisor will review the
information submitted and other relevant facts to determine whether the request to
solicit leave should be approved. If the request to solicit leave is approved, the
Director of Human Resources or designee will designate the member as a recipient
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under the provisions of this policy.

16. Upon approval of the request to solicit leave, designated Human Resources staff
shall prepare a proposed Solicitation of Donated Leave Announcement Form
based on the information provided in the Request for Donated Leave Form.

17. The Solicitation of Donated Leave Announcement shall be circulated to all members
recognized by this contract via electronic mail for circulation/posting. Leave
donations, however, will be accepted until the maximum number of hours (480) is
received or until the recipient returns to work and is no longer eligible for leave
donations, whichever is sooner.

18. Leave donation procedures will be as follows:

a. The donor must complete a Leave Donation Form which identifies the type
and amount of leave being donated, authorizes the deduction of the leave
from the leave balance (s), assigns the recipient, and surrenders any future
claim to the leave if it is credited to the recipient. However, leave will be
credited to the recipient only as needed, and it will be returned to the donor if
the recipient returns to work or reaches the maximum allowable hours (480)
before the leave is used.

b. The donor may give any amount of annual leave as long as the donor
maintains a minimum balance of sixty (60) hours of annual leave after
donation.

c. The donor may give up to 120 hours of sick leave per calendar year, as long
as the donor maintains a minimum balance of sixty (60) hours of sick leave
after donation.

d. Donations must be made in whole hours with the minimum donation amount
being eight (8) hours.

e. Members who wish to donate leave must submit a Leave Donation Form to
the Human Resources Director or designated staff.

f. After reviewing the member’s request to donate leave, the Director of Human
Resources or designee will provide the potential donor with either the donated
leave response acceptance or a donated leave response returned
memorandum.

19.Receipt and use of Donated Leave shall be as follows:

a. Donations, not to exceed (480) hours (for full-time members) shall be credited
to a recipient in the order in which the donations are received by the Human
Resources Department and as the recipient needs the hours. Donations
received after the maximum use of donated hours has been reached, will not
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be accepted. Note: Part-time employees will receive a pro-rated amount of
donations based on the (480) hour maximum.

. Multiple donations are permitted for the same recipient. However, no
recipient, who is a full-time member, will receive more than 480 hours of
donated leave in a twelve (12) month period.

. While using donated leave, the recipient will be in a pay status and, as a

result, will accrue annual and sick leave. All accrued leave must be used
prior to continuing to use donated leave.
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ARTICLE 21

INCENTIVE_HOURS

21.1 To provide incentive for employees who make conservative use of their sick leave
privileges, the County provides incentive hours. There are a total of forty-eight (48)
incentive hours for dual-certified employees available per fiscal year. For those
employees employed for a full fiscal year, the following applies:

1. 0 sick hours taken................. 48 incentive hours earned as annual leave

2. 1 sick hour taken.................... 47 incentive hours earned as annual leave

3. 2 sick hours taken.................. 46 incentive hours earned as annual leave (and
SO on)

4, 47 sick hours taken................. 1 incentive hour earned as annual leave

5. 48 or more sick hours taken....0 incentive hours earned as annual leave

Employees with less than six (6) months of County service are not eligible for
incentive hours. Employees with more than six (6) months of County service, but less
than one year are provided a pro-rated share of incentive hours.

21.1.1 To provide incentive for employees who make conservative use of their sick leave
privileges, the County provides incentive hours. There are a total of twenty-four
(24) incentive hours for single-certified employees available per fiscal year. For
those employees employed for a full fiscal year, the following applies:

1. 0 sick hours taken.................. 24 incentive hours earned as annual leave

2. 1 sick hourtaken................... 23 incentive hours earned as annual leave

3. 2 sick hours taken.................. 22 incentive hours earned as annual leave (and
SO on)

4. 23 sick hours taken................ 1 incentive hour earned as annual leave

5. 24 or more sick hours taken....0 incentive hours earned as annual leave

Employees with less than six (6) months of County service are not eligible for
incentive hours. Employees with more than six (6) months of County service, but less
than one year are provided a pro-rated share of incentive hours.

21.2 Leave Buy Out: Employees shall have the option of receiving pay at straight time
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up to a maximum of 48 hours for dual-certified employees, or 24 hours for single-
certified employees of leave time per year subject to the following provisions:

Any employee wishing to exercise the “Leave Buy Out” option must exercise this
option between November 1 and December 1, of the year in which the requirements
have been met. The employee shall make this request in writing to the Fire Chief or

designee.

Any decision to exercise this option subsequent to December 1 of the year in which
the requirements have been met shall not be considered.

Employees in a Firefighter (Probation) job classification are not eligible to
participate.
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221

22.2

22.3

22.4

ARTICLE 22

PAID LEAVE OF ABSENCE

An employee who is summoned as a member of a jury is granted leave of absence
with pay. Employees summoned for jury duty, but not selected, must report back to
the job site. An employee subpoenaed as a witness involving his or her personal
litigation is able to utilize annual leave. Absences due to litigation involving County
business are paid as regular time worked. Employees will not be reimbursed by the
County for meals, lodging, or travel expenses incurred while in service as either a
juror or a witness, in personal business. Any witness fees or stipend received
(except travel and meal allowances) must be returned to the Marion County Board
of County Commissioners, payable at the Finance office per FS 40.24.

Paid leave shall be granted to employees to attend such meetings and conferences
as may contribute to the effectiveness of his employment upon approval by the Fire
Chief. Travel to meetings and conferences outside of Florida must be approved by
the County Administrator or designee.

An employee may be granted leave with pay for the purpose of taking examinations,
provided such examinations are pertinent to his employment, as determined and
approved by the Fire Chief.

Employees, upon request to attend to the death or burial of an immediate family
member, will be granted up to 24 hours of paid leave. Immediate family is defined
as the employee’s spouse, child, step-child, parent, step-parent, brother, sister,
mother-in-law, father-in-law, brother-in-law, sister-in-law, son-in-law, daughter-in-
law, grandparents, and grandchildren, or a person living in the home that the Court
has designated the employee to be the legal guardian of, or any other legal relative
living in the employee’s home.
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23.2

23.3

ARTICLE 23

FAMILY AND MEDICAL LEAVE ACT LEAVE OF ABSENCE

Any employee may request that the Fire Chief grant up to twelve (12) workweeks of
unpaid Family and Medical Leave Act (FMLA) leave during any rolling twelve-month
period, measured backward from the date leave is requested, if the employee has
worked for the County for at least twelve months (52 weeks) and has worked at
least 1,250 hours during the twelve-month period immediately before the date when
the leave would begin. The twelve months of employment need not be consecutive
months unless there is a break in service of more than seven (7) years. For
eligibility purposes, an employee will be considered to have been employed for an
entire week even if the employee was on the payroll for only part of a week, or if the
employee is on leave during the week.

All eligible employees are also entitied to a total of twenty six (26) weeks of military
caregiver leave during a single twelve (12) month period. The single twelve (12)
month period is measured forward from the date an employee’s leave to care for the
covered service member begins.

FMLA leave is available to eligible employees for the following reasons:

1. because of the birth of a child and to care for the newborn child, or for
placement of a child with the employee for adoption or foster care; or

2. to care for the serious health condition of an immediate family member
defined as the employee's spouse, child under 18 years old, child 18 years
old or older who is incapable of self-care because of mental or physical
disability, or the employee's parent (not parent-in-law); or

3. because of the employee’s serious health condition which makes the
employee unable to perform the functions of his or her job; or

4. a qualifying exigency arising out of the fact that a spouse, son, daughter or
parent is on active duty or call to active duty status in support of a
contingency operation as a member of the National Guard or reserves, or

5. the spouse, son, daughter, parent or next of kin of a covered service member
with a serious iliness or injury.

Employee’s total leave entitlement is limited to a combined total of twenty six (26)
weeks for all qualifying reasons under FMLA and caregiver military leave.

For the purpose of this Article, serious health condition means an illness, injury,
impairment, or physical or mental condition that involves any of the following:
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an overnight stay for inpatient treatment in a hospital, hospice or residential
medical care facility; or

a period of incapacity requiring absence from work, school or other regular
daily activities of more than three (3) calendar days and that also involves
continuing treatment by or under the supervision of a health care provider; or
continuing care by or under the supervision of a health care provider for:

a. prenatal care; or

b. a chronic or long-term health condition that is incurable or so serious

that, if not treated, would result in a period of incapacity of more than
three (3) calendar days.

23.4 For the purpose of this Article the following definitions will apply:

a.

Child - biological, adopted, or foster child; stepchild; legal ward; or child of a
person standing in loco parentis who is under eighteen (18) years of age; or
eighteen (18) years of age or older and incapable of self-care because of mental
or physical disability.

Health Care Provider — a doctor of medicine or osteopathy who is authorized to
practice medicine or surgery by the State in which the doctor practices,
physician assistant or other para-professional medical professional performing
within the scope of their practice as defined under state law.

Parent — the biological parent of an employee or an individual who stood in loco
parentis to an employee when the employee was a child.

Serious Health Condition — an illness, injury, impairment, or physical or mental
condition that involves inpatient care at a hospital, hospice, or residential
medical care facility, or continuing treatment by a health care provider.

Continuing Treatment — treatment two or more times by a health care provider
within a thirty (30) day period. For chronic conditions, such visits must take
place at least twice a year.

Qualifying Exigency — a non-medical activity that is directly related to the
covered military member’s active duty or call to active duty status.

Active Duty or Call to Active Duty — duty under a federal call or order (not a State
call) in support of a contingency operation made only to members of the National
Guard or Reserve components or a retired member of the Regular Armed
Forces or Reserve.
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23.5

23.6

23.7

23.8

23.9

23.10

23.11

23.12

h. Covered Service Member — current member of the Regular Armed Forces,
National Guard, or Reserve receiving medical treatment, recuperation or therapy
including those on the temporary disability retired list because of an injury or
illness incurred in the line of active duty.

Any family and medical leave taken by an eligible employee will be counted against
the employee’s annual twelve workweek limitation or the annual twenty six
workweek limitation if combined with military caregiver leave.

Spouses employed by the County are jointly entitled to a combined total of twelve
workweeks of FMLA leave for:

1. the birth of a child and to care for the newborn child; or
2. the placement of a child with the employee for adoption or foster care; or
3. care of a parent (but not a parent-in-law) who has a serious health condition.

FMLA leave for the birth of a child and to care for the newborn child, or for the
placement of a child with the employee for adoption or foster care, must be
concluded within twelve months of the birth or placement.

FMLA leave may be taken intermittently whenever it is medically necessary
because of an employee's serious health condition or to care for an immediate
family member with a serious health condition. FMLA leave may not be taken
intermittently for the birth of a child or to care for the newborn child, or for the
placement of a child with the employee for adoption or foster care.

Employees who request intermittent FMLA leave due to planned medical treatment
may be required, at the County's discretion, to transfer temporarily to an alternative
position with equivalent pay and benefits which better accommodates recurring
periods of leave than the employee's regular employment position.

Employees may substitute accrued paid leave (e.g., vacation, sick leave) for unpaid
FMLA leave at the commencement of an FMLA leave of absence. Employees
requesting military exigency leave may only substitute accrued annual leave.

Employees are required to compiete a Leave Request Form to apply for FMLA
leave. In the event that an employee is unavailable, the form can be completed by
the employee's spouse, another family member, or any other responsible person.
FMLA leave can only be used for the condition and/or family member originally
documented.

Employees must provide at least thirty (30) days' advance notice before taking
FMLA leave if the need for the leave is foreseeable. If the need is not foreseeable,
or if thirty days' notice is not practicable, the employee must notify the County of the
need for FMLA leave as soon as practicable. This means notifying the County
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23.13

23.14

23.15

23.16

within one or two working days of learning of the need for family and medical leave,
except in extraordinary emergencies. Failure to give thirty days' advance notice for
a foreseeable FMLA leave, with no reasonable excuse for the delay, may result in
the leave being denied until at least thirty days after the date on which the County is
notified.

Employees who request FMLA due to a serious health condition, the serious health
condition of an immediate family or military member, or for military exigency will be
required to obtain a medical or exigency certification form. The form must be
completed within 15 calendar days of the date you first go on leave, unless it is not
practicable under the circumstances to do so despite your diligent, good faith
efforts. If the County does not receive the medical or exigency certification form on
a timely basis, it may deny the employee's request to take FMLA leave or postpone
any further continuation of the leave until the required certification is provided.
Yearly re-certification of the employee’s condition is required.

If the County has reason to doubt the validity of any medical certification, it may
require the employee to obtain a second medical opinion at the County's expense.
The County has the right to designate the health care provider that will furnish the
second opinion, but the second provider cannot be employed on a regular basis by
the County. If the two medical opinions differ, the County may require the employee
to obtain certification from a third medical health care provider at the County's
expense. This third opinion will be final and binding. The third health care provider
must be designated or approved jointly by the employee and the County. Failure to
attempt, in good faith, to reach agreement with the County on a third health care
provider, or refusal to see the third health care provider, or refusal to see the third
health care provider who has been chosen, will result in the employee being bound
by the second medical opinion.

Employees on FMLA leave will be required to report periodically on their status and
intent to return to work.

The County may also require any employee and their health care provider to
complete one or more additional medical certification forms at reasonable intervals
during any FMLA leave, but not more often than every 30 days unless one of the
following occurs:

1. the employee requests an extension of leave; or

2. circumstances described in the previous certification have changed
significantly; or

3. the County receives information that casts doubt on the continuing validity of
employee's previous certification; or

4, employee is unable to return to work after the family and medical leave ends
because of the continuation, recurrence or onset of a serious health condition
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involving employee or employee's immediate family member.

23.17 Employees on FMLA leave because of their own serious health condition will be

23.18

23.19

23.20

23.21

23.22

required to obtain and present a fitness-for-duty certification from the health care
provider which states that the employee is able to resume work. The
fitness-for-duty certification relates only to the particular heaith condition that
caused employee's need for family and medical leave. The County may deny
employee's reinstatement until the fithess-for-duty certification is provided. In the
case of FMLA in support of a family member, the employee must also provide
medical documentation verifying the medical condition of the family member upon
returning to work. Any intermittent use of FMLA also requires documentation from
the health care provider which states that the employee is able to resume work.

Employees will retain their medical coverage during any FMLA leave on the same
terms as if the employee had continued to work. Employees are required to pay the
share of health plan premiums which had been paid prior to the start of the leave.
Premium payments are due on the dates that they would have been deducted from
employee's paycheck while an active employee and must be in the form of a check
or money order made payable to the County. Medical coverage will terminate if an
employee fails to pay any premium within 30 days of the due date. If the County
decides within its discretion to continue an employee's medical coverage despite his
or her failure to pay premiums on a timely basis, it may later recover the employee's
share of any premium payments that are missed.

If an employee fails to return to work for at least 30 days after his or her leave
entitlement has been exhausted or expires, the County may recover the employer
share of health plan premiums with respect to the employee’s unpaid family and
medical leave unless the reason the employee has failed to return to work is due to
the continuation, recurrence, or onset of a serious health condition or other
circumstances beyond the employee's control. The County will require medical
certification of the serious health condition that prevents the employee from
returning to work in such circumstances.

Employees returning from FMLA leave will be restored to their normal duty status
with equivalent pay, benefits, and other terms and conditions. [f the employee's job,
status, pay, benefits, or other terms and conditions of employment would have been
altered had the employee not taken FMLA leave, then the employee will be subject
to those changes upon return from FMLA leave.

Employees who fraudulently obtain family and medical leave from the County are
not entitled to reinstatement or maintenance of employee benefits.

Employees receiving medical care for a worker's compensation injury or illness will

be automatically enrolled in FMLA coverage if such injury or illness qualifies for
Family Medical Leave coverage.
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24.1

242

243

ARTICLE 24

HEALTH AND LIFE INSURANCE

Individual coverage for health benefits, which shall include medical and
hospitalization benefits, is provided to employees at the same contribution rate as
all other County employees, effective on the first day of the month following thirty
(30) days of regular (non-temporary) employment. Family medical coverage is
available to employees upon request, following 30 days of regular employment or
thereafter upon submission of evidence of insurability.

A Basic life insurance policy is provided at no cost to the employee effective on the
first day of the month following thirty (30) days of regular employment, as provided
to all other employees of the County.

When the County determines that there is reason to change rates or coverage
under the group health insurance plan or life insurance, the following procedure
shall apply:

. the County will provide not less than two weeks written notice to the Union of its

determination; whereupon
the Union may then reopen negotiations on this Article.

the County may implement the change in rates or coverage at the conclusion of
the two-week notification period, and

the Union may thereafter bargain over the impact of the County's implementation.

Employees and their families may be eligible to continue group health benefits
within the terms of COBRA in the event of termination, layoff, retirement, death,
divorce and in the case of a dependent child reaching maximum insurance age.
Contact the Risk & Benefit Services within thirty (30) days of any of the
aforementioned events.
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252

253

ARTICLE 25

RETIREMENT

All regular employees are eligible to enroll in the Florida Retirement System which
was established in December 1970. Florida Retirement System (FRS) is a single
retirement system consisting of two primary retirement plans. The two optional
retirement programs for particular employee groups are: FRS Pension Plan and the
Public Employee Optional Retirement Program (FRS Investment Plan). Employees
must make a selection as to which plan they wish to join.

Florida Retirement System is contributory for members. Member contribution rates
will be determined by Florida Statute.

All retiring employees shall notify the Human Resources Department Director no
later than four (4) months prior to the normal service retirement date to begin
processing the necessary paperwork. Further information about the FRS is
available in the Human Resources Office.
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26.1

26.2

26.3

26.4

26.5

26.6

ARTICLE 26

HEALTH AND SAFETY

The County and Union agree that the safety and welfare of employees is a primary
concern.

An employee will immediately report to his company officer or on-duty Division Chief
any non-vehicular equipment/procedures he feels are unsafe. The supervisor will
make the final determination as to whether the equipment/procedure can be safely
utilized until any necessary changes are made.

Serious injuries, accidents, or “near misses” shall be investigated by the
department’s Safety Officer to determine cause and possible recommendations to
prevent future or similar occurrences.

The Fire Chief recognizes the Union’s Health and Safety Committee and its
mission. The Chairman of the Union Health and Safety Committee may provide, to
the Fire Chief or designee, any health or safety concerns the Union may have.
Such concerns must be provided in writing.

The Department’s Health and Safety Committee will conduct meetings at least
quarterly and will include the Union’s Health and Safety Committee Chairman.
These meetings shall be held on duty, contingent upon operational readiness.

The Department’s Health and Wellness program shall be mandatory. The

Department and the Union shall cooperatively develop standards to ensure better
health and wellness of department personnel.
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ARTICLE 27
WORKERS' COMPENSATION

27.1  While working each employee who is involved in an on-the-job accident must
immediately report any and all injuries to his supervisor and seek treatment at the
Employee Health Clinic. In the event the Clinic is closed, or when the injury is
potentially more serious and requires immediate care, the employee should report
to the Marion County Contract Provider or to the nearest medical facilities. In no
event shall an employee seek minor treatment during working hours at the
emergency room.

27.2 Following any treatment of an injury, the employee will report to the Employee Clinic
for referral or release to return to work.

27.3 Employees desiring medical care other than what is provided must first obtain
authorization from Risk & Benefit Services Department.

27.4 Employees who sustain injuries arising out of and in the course and scope of
employment; have reported such injuries in accordance with Article 26 and FS 440;
and must lose time from work under a physician's instructions, will receive workers'
compensation benefits (injury pay) as follows:

1. Administrative wages will be paid for absences during the initial seven (7)
calendar days of each injury at 100% of the employee’s base rate. These
wages are subject to Federal Withholding and FICA tax.

2. After the initial seven (7) days Worker's Compensation wages will be paid at
approximately 66 2/3% of the average weekly wage (AWW) at the time of
accident, up to the maximum allowed under the Worker's Compensation
Law. These wages are not subject to Federal Withholding or FICA tax.

3. Employees whose calculated 66 2/3% of the AWW exceeds the maximum
allowed under Worker's Compensation Law will be paid the difference
between the calculated wage and the maximum allowed as Gratuitous
Worker's Compensation. These wages are subject to Federal Withholding
and FICA tax.

4. Employees unable to work due to a work-related injury will be placed on
Family Medical Leave in accordance with the Family Medical Leave Act
(FMLA), beginning on the date of the first work-related absence.

a. While on FMLA, accrued vacation or sick leave may be used to
supplement Worker's Compensation wages up to but not exceeding
the employee’s base pay.

b. While on FMLA, vacation, sick, pension, longevity or similar credits will
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be earned.

Controverted cases will be considered as non-work injury absences and will
not be eligible for injury pay; unless and until such time that the Florida State
Workers' Compensation Division rules that the absence is/was compensable.
In the event that a controverted case is ruled to be a compensable absence
or the controversy is withdrawn, the payroll records will be corrected to show
the Worker's Compensation portion as non-taxable and any sick leave which
may have been used will be restored to the employee's account. In such
event, the employee will be required to refund any sick leave pay received
which is in excess of Worker's Compensation wages, or to charge the excess
to annual leave.

When Worker's Compensation benefits have been reduced for an injury
resulting from employee action (Florida Statutes 440), or where the
employee has not followed through on prescribed medical care, or in any
way delayed his ability to return to work, no supplemental pay beyond the
required workers' compensation indemnity portion (66 2/3%) will be paid.

Accrued annual and/or sick leave may not be used to supplement

Worker's Compensation payments if it causes the employee to receive more
than the average of his regular take home pay. Worker's Compensation
wages are not paid for visits to medical providers while the employee is at
work. The employee may use sick leave for these visits.

Work restrictions will only be accepted from authorized Worker’'s
Compensation providers including Clinic Medical staff. All work restrictions
must originate with the Clinic, or be reported to and documented by the Clinic
prior to return to work.

Injured workers are entitled to file a grievance over the handling of the
Worker's Compensation injuries.

a. Complaints must be in writing and must be addressed to Risk and
Benefits Service, Attention Risk Manager, 521 SE 26" Court, Ocala, Fl
34471.

b. If unable to be resolved by Risk and Benefits Service, the grievance
will be brought before the Grievance Committee, consisting of the
Director of Risk Management, Human Resources Director, the contracted
Occupational Health physician and where appropriate the Third Party
Claim Service.

c. The complaint will be advised in writing of the Grievance Committee’s
decision.

d. All grievances will be resolved within 60 business days of receipt.
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282

28.3

28.4

ARTICLE 28

LIVING CONDITIONS

All county-owned, 24-hour fire stations shall include: hot and cold potable running
water, showers, refrigerator, heating and air conditioning with operating controls
available to personnel, lockers, beds or bunks and linens, desk and chair, filing
cabinet, medical supply storage, stove, clothes washer and dryer, working sewage,
eye wash stations, and basin sinks, as provided for in State and County regulations.

In the event an employee believes that any equipment listed in Article 28.1 needs
repair, written notice shall be made to the Fire Chief or designee, who shall
determine if the repair is needed, and if so make arrangements for the repair within
a reasonable period of time.

The county will attempt to have all volunteer stations’ living conditions raised to the
level of the fire stations housing career personnel.

When repairs to safety items listed in 28.1 are not repaired within 24 hours or
reasonable accommodations have not been made, as determined by the Fire Chief
(with a cooperative effort with Union Administration), employees assigned to these
stations shall be temporarily transferred to a station where facilities are available.
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29.2

293

294

295

29.6

ARTICLE 29

UNIFORMS AND SAFETY EQUIPMENT

The County will provide all standard and customary uniforms and equipment as
provided in the Standard Operating Guidelines for each newly hired employee
within thirty (30) days of hire.

The County will issue bunker gear prior to an employee engaging in fire
suppression. Leather Bunker Boots shall be issued to all employees with five years
or greater experience with Marion County Fire Rescue.

1. Beginning of the new fiscal year all firefighters with one or more years of service
who have not been issued a traditional style helmet shall receive the traditional
style helmet.

Members of the bargaining unit may wear up to two (2) other fire related pins on
their uniforms in addition to County issued pins.

lll-fitting or worn-out uniforms, or stolen equipment, will be replaced on an as-
needed basis, as determined solely by Fire Chief or designee. The County shall
repair or replace any unserviceable or lost personal protective equipment that it
provides, at no cost to the employee, provided the damage or loss is not contributed
to negligence by the employee. Repair or replacement will be determined by the
Fire Chief or his designee. In the event of damage or loss to any uniforms,
equipment, or personal protective equipment that the County provides, that is
caused by culpable negligence or carelessness on the part of the employee, the
employee shall be subject to administrative action including repayment of such
damage or loss to the above items.

No uniforms or safety equipment will be worn off duty, except when coming from or
going to work, or on special occasions such as M.D.A. drives or other times with the
approval of the Fire Chief.

Employees with less than five years shall be allowed to purchase leather bunker
boots and have them approved for use by the Department of Health and Safety
Officer as long as they meet the current required standards for firefighting as
outlined by NFPA and OSHA.
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30.2

30.3

304

ARTICLE 30

PERSONAL PROPERTY DAMAGE

The County shall reimburse the employee for damage to his own dentures,
prescription eyeglasses, hearing aids, or other prosthetic devices when damaged in
the line of duty. The personal property listed above that has been confiscated due
to contamination by a foreign chemical shall also be reimbursed as listed above.

Line of duty is defined as responding to bona-fide service calls or when performing
duties directly assigned by the Fire Chief or his designee.

Reimbursement of such damages shall be complied with even if the employee has
not been injured in an on-the-job incident.

Employees must notify their immediate supervisor or the supervisor on duty at the

time the damage or loss occurs. Failure to report any damage or loss in a timely
manner may void any claim for reimbursement.
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31.2

31.3

ARTICLE 31

PHYSICAL FITNESS AND EXAMINATION

As permitted by law, employees covered by this Agreement will undergo an annual
medical evaluation administered by the Employee Health Clinic. These evaluations
will be scheduled based upon the workload and availability of the Clinic staff. All
employees are also required to undergo a medical examination by a qualified
medical doctor once every 3 years as permitted by law (to be paid for by the
County). Employees will:

1. cooperate with Clinic personnel in detection and control of chronic disease;
and

2. obtain necessary corrective lenses and hearing aids; and

3. keep either weight or body fat level down within 20% of normal limits through

a program determined by the Employee Health Clinic's Medical Director; and

4. maintain a level of health, strength, and fitness which will enable them to
safely perform their duties. The Weliness/Fitness Committee is currently
developing a program to address physical fithess and wellness of
Department members.

The annual medical evaluation may include the following: cardiovascular stress

- test; review of information presented regarding injuries, illness, hospitalization,

medications, and general health; blood pressure and pulse; vision, hearing, and
health habits review; height, weight, percent body fat; electrocardiogram; urinalysis
and substance abuse screening; spirometry; tuberculosis screening; and any other
necessary procedures as approved for use by the County Medical Director.

Immunization for hepatitis b, and any other immunizations or inoculations as

mandated by a legislative body, will be scheduled and administered by the Clinic
staff.
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ARTICLE 55

DURATION OF AGREEMENT

55.1 This Agreement shall be effective as of the 1st day of October, 2011 and
shall remain in full force and effect until the 30th day of September 2014

55.2 Articles of this Agreement shall not be automatically opened. An Article
may only be opened with the expressed, written agreement of both
parties.

55.3 The provisions of this Agreement will remain in effect during subsequent
negotiations, if those negotiations extend beyond the term of this
Agreement.
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