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ARTICLE 1 - PREAMBLE

Section 1.1
This agreement is entered into by and between the City of Mount Vernon, hereinafter referred to as the

"City" and Local 1983, International Association of Firefighters, hereinafter referred to as the "Union".
It contains the entire agreement between the parties governing wages, hours and working conditions for
the firefighters’ collective bargaining unit, which has been reached as the result of collective bargaining
in accordance with R.C.W. 41.56, and shall be in effect for the period stated herein.

Section 1.2
This agreement covers only Firefighters, Firefighter/Paramedics, Lieutenants, and Captains. Though the

Battalion Chiefs are represented by the Union, they are covered by their own collective bargaining
agreement with the City.



ARTICLE 2 - RECOGNITION OF BARGAINING UNIT

Section 2.1

The City recognizes the Union as the exclusive collective bargaining representative for regular full-time
fire-fighting personnel. Excluded: Fire Chief, Assistant Fire Chiefs, Battalion Chiefs, Fire Department
Administrative Assistant, Department Secretary, Civilian Fire Prevention Specialist, and Civilian

Deputy Fire Marshal.



ARTICLE 3 - UNION SECURITY

Section 3.1

All employees covered by this agreement shall decide within thirty-one (31) days after employment by
the City or thirty-one (31) days after the signing of this agreement, whichever is first, if they will
become members of the Union and shall thereafter tender dues and initiation fees uniformly required as

a condition of membership.

Section 3.2
Any employee excluding himself/herself as a member with the Union shall be required to submit a

service charge to the Union equal to the amount required for the administration of this document.

Section 3.3
Any employee who was previously represented by the union until he/she discontinued representation,

either through promotion out of the ranks represented by the Union or through discontinued employment
with the City, shall be required to pay all reinstatement fees according to the schedule determined by the
Union executive board according to Local 1983 bylaws. The City will forward all reinstatement fees
through payroll deduction if requested by the employee as detailed in Section 5.1.

Section 3.4

Such employees who through the rights of non-association, based on bona fide religious tenets or
teachings of a church or religious body of which such employee is a member, shall pay an amount
equivalent to regular Union dues and initiation fee to a non-religious charity or to another charitable
organization mutually agreed upon by the employee affected and the bargaining representative to which
such employee would otherwise pay dues and initiation fee. The employee shall furnish written proofto
the Union that such payment has been made. Ifthe employee and the bargaining representative do not
reach agreement on such matter, the Public Employment Relations Commission shall designate the

charitable organization,

Section 3.5
The City will forward to the Union within five (5) working days from the date the offer is made, a copy

of any conditional offer of employment made by the City to any prospective Firefighter,
Firefighter/Paramedic, Lieutenant, or Captain. This copy shall include all stated terms of employment
and salary quoted. The Union shall then have five (5) working days after receipt of the conditional offer
of employment to verify the employment terms and salary rates quoted and will notify the City within
this five (5) day period of any stated terms that are at variance with the terms of employment set forth in
this contract.



ARTICLE 4 - NON DISCRIMINATION

Section 4.1

There shall be no discrimination against any employee with respect to compensation, terms or
conditions of employment, nor with respect to Union membership, because of race, color, religion,
national origin, age or sex, except where age or sex 1s a bona fide occupational qualification. Any
violation shall be construed as a breach of the agreement.



ARTICLE 5 - PAYROLL DEDUCTIONS

Section 5.1

The City agrees to deduct, semi-monthly, dues, fees, and assessments from the pay of each and all
employees represented by the Union in an amount certified to be current by the Secretary-Treasurer of
the Union. Authorization for such deductions shall be in writing and shall remain in full force and effect
during the term of this agreement. The total amount of deductions shall be remitted each month by the
City to the Secretary-Treasurer of the Union.



ARTICLE 6 - UNION ACTIVITIES

Section 6.1

The City agrees that during working hours, on the City's premises (or within City boundaries), and
without loss of pay, Union officials and elected representatives shall be allowed reasonable time to
attend negotiating sessions with the City and to transmit communications as authorized by the Union to
the City and other Union members. The City also agrees that during working hours and without loss of
pay, Union members will be allowed reasonable time to attend Union meetings. Station response zone
coverage by on-duty personnel shall be maintained during such activities by movement of personnel, or
in the case of general meetings, by holding such meetings at a location to be no more than ten blocks
distant from (beyond) the response zone boundaries of the assigned stations of attending on-duty
personnel. Meetings may be held at Station 2.

Section 6.2
The City agrees to allow time off with pay for employees who are elected Union representatives and

who are conducting business vital to the Union members, provided prior notification to the Fire Chief, or
his/her designee, has been given and proper relief is available at no additional cost to the City (such as
overtime). This will apply when a Union representative has the opportunity to attend the annual IAFF
Washington State Presidents' Meeting, the spring seminar, the Washington State Convention, District
meetings, National Convention and State Pension System meetings. At no time will more than one
employee be permitted time off with pay under the terms of this section to attend any of the above
mentioned meetings.

Subsection 6.2.1
Prior notification shall consist of:
A. Notification to the Fire Chief, or his/her designee, as to who will be attending and the
dates they will be attending the events listed in the previous sentence by no later than
December 1st of the calendar year preceding such events and
B. Confirming the attendance to the Fire Chief, or his/her designee, at least 30 days prior
to the event.

Section 6.3
For the purpose of Sections 6.1 and 6.2, the Union agrees to forward to the City a list of the elected

Union representatives and their terms.



ARTICLE 7 - MANAGEMENT RIGHTS

Section 7.1
Any and all rights concermned with the management and operation of the Fire Department are exclusively

that of the City unless otherwise provided by the terms of this agreement.

Section 7.2

The City has the authority to adopt rules and regulations for the operation of the Fire Department and
conduct of its employees, provided such rules and regulations are not in conflict with the provisions of
this agreement, Civil Service rules, or applicable laws.

Section 7.3

The City has the right to discipline, temporarily lay off or discharge employees; assign work; evaluate
personnel performance and determine duties of employees; schedule hours of work; determine the
number of personnel to be assigned duty at any given time and perform all other functions not otherwise
expressly limited by this Agreement, the provisions of Civil Service Rules, Fire Department Rules and
Regulations, or applicable law.

Section 7.4

The Local recognizes that the Fire Department Management group shall consist of the Fire Chief and
Assistant Chief and will be the responsibility of the Management group for effective operation of the
Fire Department as identified in this article. It is further recognized that the City’s fire command group
works closely together and that this results in frequent exchange and sharing of tasks between Chief,
Assistant Chief, and others in the Fire Department Command group. The Fire Department’s command
group shall consist of the Fire chief, Assistant Chiefs, Battalion Chiefs, Captains and any others
identified by Fire Department Management. It is further recognized that the sharing of tasks and
responsibilities is beneficial and that the City fire command group will continue to operate in this
manner. Those positions within the Fire Department’s command group that are not identified as the Fire
Department management group are precluded from the hiring and discharge of employees, and will not
represent the city in the collective bargaining process. Any employee represented by L1983 shall not
represent the City in the collective bargaining process. The Battalion Chiefs may make effective
recommendations relating to discipline in accordance with the terms of this contract.

Section 7.5
The personnel evaluation program developed and implemented according to the terms of section 7.2 of

this Article have been mutually agreed upon by both the City and the Union. The City and union agree
that the current evaluation program will remain in place until a committee is formed to re-evaluate the
current evaluation program. Any changes to the evaluation program will be mutually agreed upon by
both the City and the Union.

10



ARTICLE 8 - PREVAILING RIGHTS

Section 8.1

All existing rights, privileges and working conditions held by employees which are not specifically
addressed in this Agreement shall continue in full force and effect unless changed by mutual consent
between the City and the Union.

11



ARTICLE 9 - PHYSICALS

Section 9.1

All new employees, including those rehired, shall have prior to their employment, a physical
examination as set forth by R.C.W. 41.26.045. Task based fitness standards shall be developed and
implemented jointly by the Union and the City that meet the requirements of the Respiratory Protection
Standards.

12



ARTICLE 10 - WAGES, LONGEVITY AND EDUCATION INCENTIVE
Section 10.1

The wage, longevity, and education incentive schedules for employees covered by this Agreement are
contained in Appendices A, B, and C, which are hereby incorporated by reference into this agreement.

13



ARTICLE 11 - DRUG AND ALCOHOL TESTING POLICY AND PROCEDURES

Section 11.1
The procedures outlined in this document for drug and alcohol testing shall be part of the current labor

agreement between the City and the Union, and be covered by all applicable articles within that
Agreement.

Section 11.2

Policy: The City and the Union recognize that drug use by employees would be a threat to the public
welfare and the safety of department personnel. It is the goal of this policy to eliminate or absolve
illegal drug usage through education and rehabilitation of the affected personnel. The use of alcoholic
beverages or unauthorized drugs shall not be permitted at the City’s work sites and/or while an

employee is on duty.

Section 11.3

Informing Employees about Drug and Alcohol Testing: All employees shall be fully informed ofthe
City’s drug and alcohol testing policy. Employees will be provided with information concerning the
impact of the use of alcohol and drugs on job performance. In addition, the City shall inform the
employees on how the tests are conducted, what the test can determine and the consequence of testing
positive for drug use. All newly hired employees will be provided with this information on their initial
date of hire. No employee shall be tested before this information is provided to him. Employees who
voluntarily come forward and ask for assistance to deal with the drug or alcohol problem shall not be
disciplined by the City. No disciplinary action will be taken against an employee unless he/she refuses
the opportunity for rehabilitation, fails to complete a rehabilitation program successfully, or again test
positive for drugs within the time allowances referenced in section 14 of this Article.

Section 11.4
Employee Testing: Employees shall not be subjected to random medical testing involving urine or blood

analysis or other similar of related tests for the purpose of discovering possible drug or alcohol abuse.
If, however, objective evidence exists establishing probable cause to believe an employee’s work
performance is impaired due to drug or alcohol abuse, the City will require the employee to undergo a
medical test consistent with the conditions set forth in this Article.

An employee required to undergo such a test shall first be presented with the objective evidence
establishing probable cause. The City will make every effort during both the investigative process and
the testing process to maintain complete confidentiality.

Any employee may present objective evidence to either their supervisor or directly to the Chief,
Objective evidence shall be considered to be presenting signs and symptoms of drug and/or alcohol
abuse as listed within the Washington Cities Insurance Program’s educational training on drug and
alcohol abuse.

Employees can also be subject to medical testing after an accident under the following
circumstances (See City Handbook — Appendix A- Drug Free Workplace Policy):

Employees in a non-safety-sensitive position, will only be required to submit to alcohol and drug testing if
the accident results in a fatality; bodily injury to a person who, as a result of the injury, immediately
receives medical treatment away from the scene of the accident; or property damage of $50,000 or greater.

14



Section 11.5

Employee Training; All supervisory employees will receive training in the form of the Washington
Cities Insurance Programs educational training on drug and alcohol abuse. All employees shall receive
training in the recognition of the signs and symptoms of drug and alcohol abuse. The City will bear all
costs of the aforementioned training.

Section 11.6

Sample Collection: The Collection and testing of the samples shall be performed only by a laboratory
and by a physician or health care professional qualified and authorized to administer and determine the
meaning of any test results. The laboratory performing the test shall be one that is certified by the
Substance Abuse and Mental Health Services Administration (SAMHSA). The laboratory chosen must
be agreed to between the Union and the City. The laboratory used shall also be one whose procedures
are periodically tested by SAMHSA where they analyze unknown samples sent to an independent party.
The results of employee tests shall be made available to the Medical Review Physician.

Collection of blood or urine samples shall be conducted in manner which provides the highest degree of
security for the sample and freedom from adulteration. Recognized strict chain of custody procedures
must be followed for all samples as set by SAMHSA. The Union and the City agree that security of the
biological urine and blood samples is absolutely necessary. Therefore, the City agrees that, if the
security of the sample is compromised in any way, any positive test shall be invalid and may not be used
for any purpose.

Blood or urine samples will be submitted as per SAMHSA Standards. Employees have the right for
Union and/or legal counsel representatives to be present during the submission of the sample.
Employees shall not be witnessed while submitting a urine specimen. Prior to submitting a urine or
blood sample, the Employee will be required to sign a consent and release form (as set forth in appendix
E ofthis agreement).

A split sample shall be reserved in all cases for an independent analysis in the event of a positive test
result. All samples must be stored in a scientific acceptable preserved manner as established by
SAMHSA. All positive confirmed samples and related paperwork must be retained by the laboratory for
at least six (6) months or for the duration of any grievance disciplinary action or legal proceedings,
whichever is longer. At the conclusion of this period, the paperwork and specimen shall be destroyed.
Tests shall be conducted in a manner to ensure that an employee’s legal drug use and diet does not affect
the test results.

Section 11.7

Drug Testing: The laboratory shall test for only the substances and within the limits as follows for the
initial and confirmation test as provided within SAMHSA standards. The initial test shall use an
immunoassay which meets the requirements of the Food and Drug Administration for commercial
distribution. Please refer to the United States Department of Transportation Code (40.87) for the cut-off
limitations for drug tests. The limits can be found at: http://www.dot.gov/odapc/part40/40_ 87
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If confirmatory testing results are negative, all samples shall be destroyed and records of the testing
expunged from the employees file.

Section 11.8
Alcohol testing: A breathalyzer or similar equipment shall be used to screen for alcohol use and if

positive, shall be confirmed by a blood alcohol test performed by a qualified laboratory. This screening
test shall be performed by an individual qualified through the State Police Academy utilizing equipment
certified by the State Police. An initial positive alcohol level shall be .10 grams per 210 L. of breath. If
initial testing results are negative, testing shall be discontinued, all samples destroyed and records of
testing expunged from the employees file. Only specimens identified as positive on the initial test shall
be confirmed using a blood alcohol level. Sampling handling procedures, as detailed in Section 5 shall
apply. A positive blood alcohol level shall be .10 grams per 100 ml. of blood. If confirmatory testing
results are negative, all samples shall be destroyed and records of the testing expunged from the
employee’s file.

Section 11.9
Medical Review Physician: The Medical Review Physician shall be chosen and agreed upon between

the Union and the City and must be a licensed physician with a knowledge of substance abuse disorders.
The Medical Review Physician shall be familiar with the characteristics of test (sensitivity, specificity,
and predictive value), the laboratories running the tests and the medical conditions and work exposures
of the employees.

The role of the Medical Review Physician will be to review and interpret the positive test results. He
must examine alternate medical explanations for any positive test results. This action shall include
conducting a medical interview with the affected employee, review of the employee’s medical history
and review of any other relevant biomedical factors. The Medical Review Physician must review all
medical records made available by the tested employee when a confirmed positive test could have
resulted from legally prescribed medication.

Section 11.10
Laboratory Results: The laboratory will advise only the employee and the Medical Review Physician of

any positive results. The results of a positive drug or alcohol test can only be released the City by the
Medical Review Physician once he ha completed his review and analysis of the laboratory’s test. The
City will be required to keep the results confidential and it shall not be released to the general public.

Section 11.11
Testing Program Costs: The City shall pay for all costs involving drug and alcohol testing as well as the

expenses involved if the Medical Review Physician. The City shall also reimburse each employee for
their time and expenses including travel incurred involving testing procedure only.

Section 11.12

Rehabilitation Program: Any employee who tests positive for illegal drugs or alcohol shall be medically
evaluated, counseled and treated for rehabilitation as recommended by the E.A.P. counselor. Employees
who complete a rehabilitation program may be re-tested randomly once every quarter for the following
twenty-four (24) months. An employee may voluntarily enter rehabilitation without a requirement of
prior testing. Employees shall not be subject to re-testing the first time they voluntarily enter a
rehabilitation program on their own initiation without having tested positive after a finding of probable

16



cause. Subsequent voluntary rehabilitation admissions shall be treated the same as a positive test result
requiring an employee to participate in the testing program below. The treatment and rehabilitation
costs shall be paid as per the current City of Mount Vernon insurance program. Any costs over and
above the insurance coverage shall be paid for by the employee. Employees will be allowed to use their
accrued and earned leave for the necessary time off involved in the rehabilitation program.

If an employee tests positive during the twenty-four (24) month period, the employee will be reevaluated
by an E.A.P. counselor to determine if the employee requires additional counseling and/or treatment.
The employee will be solely responsible for any costs, not covered by insurance, which arise from this
additional counseling or freatment.

Section 11.13
Duty Assignment After Treatment: Once an employee successfully completes rehabilitation, they shall

be returned to their regular duty assignment.

Section 11.14

Time Limitations for Information to be kept in Files: Documentation of instances with confirmed
positive testing will be placed in both the employee’s personnel file and in the employee’s medical file.
Once treatment and any follow-up care is completed, and three years have passed, the employee’s
personnel file shall be purged of any reference to his/her drug or alcohol problem. After eight years
have passed, the employee’s medical file shall be purged of any references to his/her drug or alcohol

problem.

Section 11.15

Management’s Right of Termination of Employment: The City may, at its option, terminate from
employment any employee who tests positive for illegal drugs or alcohol twice or more during any
thirty-six (36) month period. The City may also, at its option, terminate from employment any
employee who tests positive of illegal drugs or alcohol three or more times during ant eight (8) year
period. The initial instance where an employee has voluntarily entered a rehabilitation program of
his/her own accord, and not as a requirement by the City as a result of positive testing after a finding of
probable cause, shall not be counted as a part of either of the above situations and that employee shall

not be subject to disciplinary action.

Section 11.16
Right of Appeal: The employee has their right to challenge the results of the drug or alcohol tests and

any discipline imposed in the same manner that he/she may grieve any other City action.

Section 11.17

Union Held Harmless: This drug and alcohol testing program was initiated at the request of the City.
The City assumes the sole responsibility for the administration of the Policy and shall be solely liable for
any legal obligations and costs arising out of the provisions and/or application of this collective
bargaining agreement relating to drug and alcohol testing. The Union shall be held harmless for the
violation of any worker rights arising from the administration of the drug and alcohol testing program.

Section 11.18
Changes in Testing Procedures: The parties recognize that during the life of this Agreement, there may
be improvements in the technology of testing procedures which provide more accurate testing. In that

17



event, the parties will bargain in good faith whether to amend this procedure to include such
improvements. If the parties are unable to agree on the amendments, they will be submitted to impasse
procedures as outlined in RCW 41.56.

Section 11.19
Conflict with Other Laws: This Article is in no way intended to supersede or waive any constitutional or

other rights that the employee may be entitled to under federal, state or local statutes.

18



ARTICLE 12 - HOURS OF WORK

Section 12.1
The normal hours of duty for fire suppression personnel of the Fire Department shall be one hundred

ninety two (192) hours per twenty-eight day cycle.

Section 12.2

The normal working hours will be one (1) twenty-four (24) hour shift in a seventy-two (72) hour period,
running from 0800 to 0800 hours. Total hours of work shall be scheduled so that no more than _eight (8)
twenty-four (24) shifts shall be worked during any twenty-eight (28) day cycle. Days off created by this
scheduling are guaranteed and will not be affected by any other time off the employee takes during that

cycle.

Section 12.3
The three (3) platoon system will be exercised in carrying out the work schedule.

Section 12.4

The normal hours of duty for all those employees assigned to work normal office hours shall not exceed
forty (40) hours in a seven day period. Normal office hours shall be scheduled by the Fire Chief or his
designee, and shall normally be between 0700- 1900 hours. Hours of work may be as agreed to between
the Chief and the employee. The Chief or his designee may temporarily schedule hours in place of
normal office hours in emergencies or other special circumstances and not to exceed forty (40) hours in
a seven (7) day period. Such temporary rescheduling shall be for the purpose of accomplishing a specific
purpose and shall not be unreasonably extended.

Any employee(s) assigned to a 40 hour/week position, in order to maintain emergency response skills,
shall be encouraged and allowed to attend 24 hours, per quarter, of non-mandatory emergency response
related training that is normally assigned to 24 hour shift personnel. This training should include hands-
on and multi-company evolutions. The schedule for this training should be mutuaily developed with the
employee and supervisor, and shall not conflict with previously scheduled activities. Approval of the
schedule shall rest with the Supervisor. This training is intended to be scheduled as part of the 40-hour
workweek; however, flex scheduling may be needed to accommodate the training. Normally the
employee and supervisor will meet monthiy to schedule training and priority activities.

Section 12.5
Any changes to department rules and regulations and policies and procedures affecting hours of work

shall be mutually agreed upon by the City and the Union.
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ARTICLE 13 - OVERTIME

Section 13.1 - Regular Overtime

For the purpose of calculating overtime for time worked in line suppression duties, overtime will be
determined as either hours worked in excess of twenty-four (24) hours in a seventy-two (72) hour period
or as hours worked in excess of an employee’s twenty eight day work cycle.

For those employees working twenty-four (24) hour shifts, the work cycle consists of eight (8) twenty-
four (24) hour shifts per twenty-eight (28) days. The normal hourly rate of pay for those employees
working the one-hundred ninety two (192) hours per twenty eight (28) day cycle shall be computed by
dividing the individual employee’s monthly salary, plus longevity pay, by 208.64 hours (192 * 13.04
divided by 12 = 208.64).

For the purpose of calculating overtime for employees working a forty (40) hour week the work cycle
will consist of forty (40) hours per seven (7) day work period. The normal hourly rate of pay for those
employees working the forty (40) hour week shall be computed by dividing the individual employee's
annual salary, plus longevity pay, by 2080 hours.

Compensation for overtime shall be paid at the rate of time and one half (1 1/2 times) the employees
regular rate of pay, computed to the nearest fifteen minutes.

Section 13.2 - Call-Back
Any employee who elects to accept a call back to fill a twenty-four (24) hour shift vacancy or partial
twenty-four (24) hour shift vacancy shall be paid at one and one half times the normal hourly rate.

Section 13.3 — Automatie Backfilling

Automatic fire station backfilling shall occur only on multiple station responses. Fire station backfilling
may also occur at the discretion of any commissioned officer or acting officer when units are out of
service causing a significant gap in response capability.

When a station is backfilled, employees who elect to respond without being contacted on call-back by
the Employer, and who are assigned and perform work at the direction of the Employer at the incident
scene or station, within twenty minutes of the time of call, shall be compensated at their overtime rate in
one hour increments for the first hour and one half hour increments thereafter. Employees returning to
extended call-back for special requests (disaster relief) will be paid from the time they arrive at the
station.

Employees on scheduled paid leave that respond to an emergency callback including BC-ordered backfill
and any dispatched structure fire will receive overtime pay (1.5) in accordance with Section 13.3 in the CBA.
Employees will also receive their scheduled paid leave (vacation, holiday or compensatory time).

Employees on scheduled paid leave (vacation, holiday or compensatory time) that respond to automatic fire

alarms and motor vehicle accidents will receive half pay (.5) in addition to their scheduled paid leave
(vacation, holiday or compensatory time).
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Section 13.4 - Policy
Once an employee returns to work, he or she shall be governed by the Department rules and regulations,

standard operating guidelines, and policies and procedures.

Section 13.5 - Hold Over After Normal Duty Shift

When an employee is held over, overtime shall not begin to accrue until after an employee has worked
eight (8) minutes beyond his or her regular scheduled work pertod, at which time the employee shall be
paid at the rate of one and one-half (1 1/2) times the base hourly rate for a minimum of fifteen (15)
minutes. For each subsequent fifteen (15) minute period thereafter, the employee must work at least
eight (8) minutes to be entitled to overtime compensation.

Section 13.6 — Overtime Work Assignments
In the event the Chief or his designee determines that additional or qualified personnel are not available
on shift, the additional qualified personnel shall be selected using subsections 13.6.1 through 13.6.5.

Subseection 13.6.1

Two sets of overtime lists shall be maintained: one set to be used for vacancies of duration of
twelve (12) hours or less, and one for vacancies of duration of greater than twelve (12) hours. In
the event the actual amount of overtime required is enough different from the anticipated amount
of overtime needed such that the other list than the one chosen should have been used, the lists
will not be revised but will stand as set per the original assumed duration of the vacancy.

Subsection 13.6.2

In the event a commissioned officer causes the need for overtime (Captain or Lieutenant), the
Chief or his designee will first attempt to select the additional personnel from the commissioned
officers on the overtime list. In the event a commissioned officer is not available, the Chief or
his designee will verify if a firefighter on shift is eligible to act in capacity; if so, the overtime
shall be offered to a firefighter on the overtime list. Ifthere are no firefighters on shift eligible to
act in capacity, the Chief or his designee will attempt to select the additional personnel from the
firefighters qualified to act as officers that are on the overtime list.

Subsection 13.6.3

In the event an acting officer causes the need for overtime, the Chief or his designee will verify if
a firefighter on shift is eligible to act in capacity; if so, the overtime shall be offered to a
firefighter on the overtime list. Ifthere are no firefighters on shift eligible to act in capacity, the
Chief or his designee will attempt to select the additional personnel from the firefighters
qualified to act as officers that are on the overtime list. If firefighters qualified to act as officers
are not available, then the overtime shall be offered to commissioned officers on the overtime
list.

Subsection 13.6.4

In the event a firefighter causes the need for overtime, the Chief or his designee will attempt to
select the additional personnel from the firefighters on the overtime list. Ifthere are no
firefighters available, the Chief or his designee will attempt to select the additional personnel
from the commissioned officers on the overtime list,
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Subsection 13.6.5
In the event a Battalion Chief or Acting Battalion Chief causes the need for overtime, the Chief

or his designee will first verify if a qualified Captain or Lieutenant are available on shift; if so,
the qualified Captain or Lieutenant shall act in capacity and the overtime will then be offered to
the commissioned officers on the overtime list. In the event a commissioned officer is not
available for overtime, the Chief or his designee will verify if a firefighter on shift is eligible to
act in capacity; if so, the overtime shall be offered to a firefighter on the overtime list. If there
are no firefighters on shift eligible to act in capacity, the Chief or his designee will attempt to
select the additional personnel from the firefighters qualified to act as officers that are on the
overtime list.

Should no qualified Captain or Lieutenant be working on the affected shift, the shortage shall be
filled from the appropriate Combined Overtime list. The Combined Overtime list shall consist
of: The Battalion Chiefs, and Captains and Lieutenants that are qualified to test for Battalion

Chief.

Subsection 13.6.6

If the Chief or his designee is not able to fill the necessary position(s) because of the
unavailability of personnel, the Chief or his designee shall have the right to assign or mandate
any personnel to the appropriate position(s). The rate of pay will be according to Section 13.1 of
this article and the employee shall be entitled to work a minimum of four hours.

Section 13.7 — Emergency Relief

Should immediate relief be needed due to injury, personal emergency, or other similar emergency
situation for an employee that is on duty, the Fire Chief or his designee may select the first person on the
appropriate overtime list who would be immediately available. The immediately available person shail
be assigned to work for the duration of the emergency personnel shortage or for the remainder of the
shift if needed with a minimum of four hours compensated at time and one half.

Section 13.8 — Emergency Mobilization

Emergency Mobilization- All Emergency Mobilization is at the discretion of the employer. Any
employee working during an emergency mobilization for which the City will be reimbursed by the State
or Federal government or any other outside agency or agencies shall be compensated per Article 13 for
time worked during the mobilization, including travel time to and from the emergency mobilization area
and any other time where the employee is required to be immediately available or is unduly restricted
for immediate response at the request of the incident organization. Time when an individual is not
assigned duty and is free to leave the area, will not be given compensation.
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ARTICLE 14 - PEAK ACTIVITY UNIT
Section 14.1
The City shall dedicate seven hundred twenty (720) hours to a Peak Activity Unit (PAU) that provides

additional staffing to augment high demand/low manpower time periods. The hours shall be equally
divided between the three shifts.

Each shift shall schedule a 2-person PAU for 12-hour time periods, typically 08:00-20:00. PAU’s shall
be scheduled on days where vacation and Kelly Day assignments result in minimum staffing first. No
additional compensated time off will be given on days when a PAU has been s scheduled.

PAU staffing will consist of one Officer or Acting Officer and one Firefighter or Paramedic Firefighter.
PAU assignments shall be scheduled by the Battalion Chief for each unit.

Section 14.3
PAU hours are non-mandatory and if unused by the end of the year, shall be forfeited.

Section 14.4
PAU hours will be filled according to Article 13 (one overtime list).
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ARTICLE 15- SHIFT EXCHANGE

Section 15.1
Employees shall have the right to exchange shifts when the change does not interfere with the operations

of the Fire Department. Such exchange of shifts must be approved by the Fire Chief or his designee in
accordance with established department procedures. Shift trades between classifications will be allowed
provided there is a minimum of one commissioned officer and a maximum of four commissioned
officers (to include the Battalion Chief) scheduled on the affected shift. Shift exchanges shall not result
in any additional cost to the City.

Section 15.2
Employees fulfilling an obligation on a State Mobilization who are scheduled to work a shift exchange

are (for the shift exchange period) considered to be “on duty” while participating in the mobilization.
The employee will not be responsible for the coverage nor bear the cost of filling the vacancy incurred
by his/her absence.
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ARTICLE 16 - WORKING OUT OF CLASS

Section 16.1

When a commissioned company officer; a Captain or Lieutenant, is off duty for any part of a shift for
any reason, an employee shall assume the responsibilities of that company officer. The Fire Chief or his
designee shall fill the position(s) by assigning a Firefighter(s) from the affected shift as Acting
Lieutenant(s), as long as there are a sufficient number of personnel on the affected shift to fill the officer
vacancy without causing overtime. Ifthe officer vacancy created causes a shortage of personnel
(overtime needed), the vacancy shall be filled according to Article 13, Section 13.6.

Section 16.2
In the event an employee is assigned the duties of Acting Lieutenant, such employee shall be selected

and appointed by the Fire Chief or his designee with preference in numerical rank order given to
Firefighters working on the affected shift who are ranked on the most recent Civil Service promotional

list for Lieutenant.

Should no ranked Firefighter be working on the affected shift, the senior Firefighter on shift who meets
the following conditions shall be assigned as Acting Lieutenant: Three years of service with the Mount
Vernon Fire Department and successful completion of a fire officer course meeting the requirements of
NFPA Fire Officer 1. The Fire Department shall provide Fire Officer 1 training either in-house or
through approved training at another specified location, such as the Fire Department/District or State
Community College each year of this contract, and shall allow individuals to attend this training by
providing for shift coverage as needed. Should no qualified individual be working on the affected shift
(even with a sufficient number of personnel), the positions shall be filled from the overtime list
according to Article 13, Section 13.6.

Any Firefighter working as Acting Lieutenant shall be compensated at the Lieutenant rate of pay for the
duration of such temporary appointment, payable in hourly increments, provided that the temporary
assignment has an actual duration of four (4) hours or longer.

Acting Captain pay shall not begin until the Captain has been off duty for six (6) or more consecutive
shifts or when the Fire Chief is notified in advance that the Captain will be off for six (6) or more
consecutive shifts, or when the Fire Chief for any other period of time, wishes to fill a Captain’s
vacancy, the vacancy shall be filled with an Acting Captain in the following manner:

In the event a Lieutenant is assigned the duties of Acting Captain, such employee shall be selected by
the Fire Chief or his designee, and if more than one Lieutenant is assigned to work at the affected shift,
preference in numerical rank order shall be given to Lieutenants who are ranked on the most recent Civil
Service promotional list for Captain.

Should no ranked Lieutenant be working at the affected shift, the senior Lieutenant at the station shall be
assigned as Acting Captain. Any Lieutenant assigned as Acting Captain shall be compensated at the
Captain’s rate of pay for the duration of such temporary appointment, payable in hourly increments,
provided that the temporary assignment has an actual duration of four (4) hours or longer.
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Section 16.3
Employees that are eligible to work in a higher ranked position will have the option to sign a waiver

each October and their name will be removed from the out-of-class list and overtime lists for higher
ranked positions. Employees that sign the watver will not be eligible for any out of class assignments
the following year. Each October employees will be required to sign a new waiver if they choose to not

be on the list the following year.

Section 16.4
Positions assigned to a forty (40) hour week shall be entitled to earn out of class pay of the next higher

classified position beginning with their supervisor’s absence, providing the following conditions:

Supervisor is absent from office for more than forty (40) consecutive hours and employee is assigned
tasks normally conducted by the supervisor. These tasks include but are not limited to: attending
meetings in supervisor’s place, project contact information normally completed by supervisor,
correspondence normally completed by supervisor, and any other task not typical to the bargaining unit

day shift position.
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ARTICLE 17 - HOLIDAYS

Section 17.1
The following shall be recognized as official holidays of the City:

1. New Year's Day 1st day of January

2. Martin Luther King Day 3rd Monday in January

3. Presidents Day 3rd Monday in February

4, Memorial Day Last Monday in May

5. Independence Day 4th of July

6. Labor Day 1st Monday in September
7. Veteran's Day 11th day of November

8. Thanksgiving Day 4th Thursday in November
9. Day after Thanksgiving Day immediately following
10,  Christmas Day 25th day of December

11. Floating Holiday

Section 17.2
Employees working the one- hundred ninety two (192) hour per twenty-eight (28) day work cycle shall
receive six (6) twenty-four (24) hour shifts off in lieu of the eleven (11) holidays set forth in Section

17.1 of this Article.

Section 17.3
An employee working a forty (40) hour per seven (7) day work period shall be granted the ability to
choose if he/she will work or not on the holidays set forth in Section 17.1 of this article.

An employee working a forty (40) hour per seven (7) day work period shall receive eight (8) hours in
lieu of each of the eleven (11) holidays as set forth in Section 17.1 of this Article.

Section 17.4
Scheduling of work shifts off in lieu of holidays must be approved in advance by the Fire Chief or his

designee. Shifts off in lieu of holiday shall only be used during the calendar year in which they accrue
and will not be allowed to accumulate from one year to the next.

Section 17.5
Effective January 1, 2014, employees will be allowed to voluntarily sell back two holidays at their

hourly rate of pay. Effective January 1, 2015, employees will be allowed to sell back three holidays at
their hourly rate of pay. Effective January 1, 2016, employees will be allowed to voluntarily sell back
four holidays at their hourly rate of pay. Employees will receive the pay for selling back their

holiday(s) on their December 15™ paycheck. Working holidays cannot put an employee into overtime
status. The Holidays sold back will be deducted from the employee’s holiday bank under Section 17.2

above.
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ARTICLE 18 — VACATIONS

Section 18.1
Vacation with pay shall be granted to permanent, full time employees working the one-hundred ninety
two (192) hour per twenty-eight (28) day work cycle in accordance with the following schedule:

Length of Service

After one (1) year of service.......ccrvvrvrrnnne 5 shifts off
After five (5) years of service........ocevvvenens 7 shifts off
After ten (10) years of service................ 10 shifts off
After fifteen (15) years of service......... 11 shifts off
After twenty (20) years of service........... 12 shifts off
After twenty-five (25) years of service...13 shifts off
After thirty (30) years of service........... 14 shifts off

Section 18.2
Employees working a forty (40) hour per seven day work period shall be granted vacation days equal to

shift employees, those being as follows (a vacation day for a forty (40)hour employee is eight (8) hours):

After one (1) year of service.........c......... 10 days off
After five (5) years of service.................. 15 days off
After ten (10) years of service................. 20 days off
After fifteen (15) years of service......... 22 days off
After twenty (20) years of service........... 25 days off
After twenty-five (25) years of service....30 days off
After thirty (30) years of service........... 32 days off
Section 18.3

Vacations shall not be anticipated, and no unearned vacation with pay shall be granted. The maximum
allowable accumulation (carry-over each year) of an employee’s unused vacation time shall not exceed
two hundred forty (240) hours. Employees may only use the current year’s vacation accrual for
choosing the following year’s vacation in the initial seniority vacation selection process. No vacation
credit shall be granted during the probationary period unless permanent appointment is received; in that
event, vacation may be granted for those months served in a probationary status.

Section 18.4
The time which employees shall take their vacation shall be determined by the Fire Chief or his designee

with particular regard for the needs of the Fire Department.

Section 18.5
In the event that an employee assigned to work the one hundred ninety two (192) hour per twenty-eight

(28) day work cycle is reassigned to work a forty (40) hour per seven (7) day work period, or vice versa,
accrued but unused vacation time shall be converted as follows: One (1) shift off equals sixteen (16)
hours. Should an employee have used no accrued vacation time during the current calendar year, the
employee shall receive all vacation time due as described in Sections 18.1 and 18.2 of this Axticle.

Section 18.6
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Effective January 1, 2014, employees can voluntarily sell back their scheduled vacation day, with
approval from the Chief] at their base rate of pay, if overtime would have been incurred on the shifi.
The sold back vacation day will debited from the employee’s vacation bank and the employee will
receive compensation on their next paycheck. The employee will receive regular earnings plus vacation
sell back pay for the number of hours sold back.
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ARTICLE 19 - SICK LEAVE AND OTHER LEAVE

Section 19.1
Cumulative sick leave with pay shall accrue to each employee at the rate of twelve (12) hours for each
month of service, and shall accumulate while on sick leave or vacation. Total accumulation shall not

exceed 1440 hours.

Section 19.2
L.E.O.F.F. Il Employees: All employees employed and hired on or after the effective date of this

contract who are not eligible for L.E.O.F.F. I benefits shall be given a bank of sick leave in the amount
ofthree (3) twenty-four (24) hour shifts. This starting bank is in addition to the yearly accrual described
in Section 19.1 and will not be reduced or diminished by such accrual.

Section 19.3
Sick leave shall be granted for the following reasons:

A, Personal illness or physical incapacity which renders the employee unable to perform
the duties of his/her position, exclusive of self-inflicted physical incapacity.

B. Enforced quarantine in accordance with health regulations.

C. Care for an immediate family member suffering from an illness or incapacity.
Immediate family shall be defined as any person living with or legally dependent on
the employee.

Section 19.4

In the event an employee is absent due to illness or injury for which the employee is receiving payment
from Worker's Compensation, the City's obligation shall be limited to the difference between the
employee's regular wages and the amount received from the State. Earned but unused sick leave shall be
charged on a pro rated basis in such case until exhausted.

Section 19.5
When L.E.O.F.F. IT employees have used their maximum earned sick leave entitlement, they may use

earned vacation, earned holidays, or other earned compensatory time to supplement their sick leave.

Section 19.6

The employee may be required to furnish an attending physician's report to the City after the use of
more than three (3) consecutive days of sick time (40 hour week schedule), or after the use of more than
one (1) consecutive shift of sick time (twenty-four hour shift work schedule). Such requirement shall
not be applied without reasonable cause.

Section 19.7
If the employee is taken ill, has an accident, or family death occurs while on vacation, such time may be

considered as sick leave or funeral leave as applicable provided the employee provides a physicians
certificate or other evidence to substantiate a claim.
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Section 19.8 - FAMILY LEAVE

In accordance with the federal Family and Medical Leave Act of 1993 ( FMLA) and all applicable state
laws related to family and medical leave, including but not limited to the Washington Family Leave
Law, Chapter 49.78 RCW, regular city employees may be eligible for an extended leave of absence for
certain family or medical reasons.

Family Leave under Federal Law:

A. Eligibility: The FMLA provides up to twelve (12) weeks of unpaid, job- protected leave
every twelve (12) months to eligible employees for certain family and medical reasons. To be
eligible, one must have worked for the City for at least twelve (12) months with a minimum
of 1,250 hours worked during the previous twelve (12) month period.

B. Reasons for Taking Leave: Unpaid FMLA leave is granted for any of the following
reasons:

1. To care for a newborn child, newly adopted child, or foster care child. Leave to
care for a child following birth or placement for adoption or foster care must be
concluded within 12 months of the birth or placement. Under this section a mother
may use sick leave for the portion of her disability leave. A father may use up to 120
hours of sick leave and thereafter will be required to use vacation and or
compensatory time;

2. To care for a spouse, child, or parent who has a serious health condition; or

3. An employee’s own serious health condition which leaves the employee unable to
perform the functions of his or her position, or for an employee’s disability due to

pregnancy.

Serious Health Condition Defined: A serious health condition is defined as an illness,
injury, impairment or physical or mental condition that involves:

e Any period of incapacity or treatment connected with inpatient care (i.e., an
overnight stay) in a hospital, hospice, or residential medical care facility;

» A period of incapacity of more than three consecutive, fill calendar days from
work, school, or other regular daily activities that also involves continuing
treatment by (or under the supervision of) a health care provider;

A period of incapacity due to pregnancy or for prenatal care;

A period of incapacity or treatment due to a chronic serious health condition,
for a permanent or long-term condition for which treatment may not be
effective, or to receive multiple treatments for restorative surgery after an
accident or injury or for a condition that would likely result in an incapacity of
more than three full, consecutive calendar days in the absence of medical
treatment (e.g. chemotherapy for cancer or dialysis for kidney disease).
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C. Intermittent Leave: Under some circumstances, FMLA leave may be taken intermittently
(that is, taken in blocks of time, or by reducing the normal weekly or daily work schedule), if
medically necessary because of a serious health condition. If FMLA leave is for birth,
placement for adoption or foster care, use of intermittent leave is subject to the City’s
approval.

D. Maintenance of Health Benefits: The City will maintain group health insurance coverage
for employees and their dependents while the employee is on FMLA as if the employee had
continued to work. Arrangements will be made for employees to pay their share of health
insurance premiums while on leave. In some instances, the employer may recover premiums
it paid to maintain health coverage for an employee who fails to return to work from FMLA
leave

E. Notice and Certification: Taking leave, or reinstatement after leave, may be denied if these
requirements are not met:

An employee must give the City at least thirty (30) days’ advance notice of a request for
leave. If circumstances do not allow the employee to give the required notice, notice shall be
given as soon as possible once the need for leave becomes known. If thirty (30) days’
advance notice is not given, and the need for the leave and the approximate date of the leave
were clearly foreseeable, the City may deny the request for leave until thirty (30) days after
the date of notice.

Prior to approving a request for medical leave, including intermittent or part-time leave, the
City will require medical certification from a health-care provider of the need for and
probable duration of the leave for a serious health condition of the employee or the
employee’s immediate family member.

The City will require a medical certification of fitness for duty to return to work after a
medical leave where the employee's own serious health condition made the employee
unable to perform the employee's job, or where the medical condition or job are such that
the City believes there may be a serious risk of injury to the employee or others if the
employee is not fit to return to work.

F. Periodic Reporting: If an employee takes leave for more than two weeks, the City requires
a report at least every thirty (30) days on the employee’s status and intent to return to work.
The City may also require subsequent re-certification of the need for continued leave. If an
employee discovers after beginning leave that the circumstances have changed and the
amount of leave originally anticipated is no longer necessary, the employee may return to
work earlier but only after providing the City with reasonable (usually two business days)
advance notice of the intent to return, the reason for the change and any required medical
release to work or fitness for duty certification.

G. Other Insurance Benefits While on Leave: Employees covered by other City insurance
plans, such as life or disability insurance, those coverages will continue during the paid leave
on the same basis as during regular employment. If the employee takes unpaid FMLA leave,
he/she will be responsible during the leave for the premiums normally paid plus the
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premiums normally paid by the City.

Taking a FMLA leave will not cause an employee to lose any employment benefits which
accrued before the start of the leave (e.g., seniority). However, the employee will not accrue
these benefits during FMLA leave.

H. Couples Employed by the City: If a married couple is employed by the City, FMLA leaves
may be restricted to a combined total of twelve (12) weeks in a twelve (12) month period for
the birth or adoption or foster care placement of a child, or the care of the employee’s parent
with a serious health condition. In certain situations, the City may grant FMLA leave to only
one spouse at a time. Employees should confer with Human Resources regarding their leave
rights under FMLA.

[. Determining Leave Availability: FMLA leave is allowed for up to twelve (12) weeks
during a twelve (12) month period. For purposes of calculating leave availability, the "12-
month" period is a rolling 12-month period measured backwards from the date the employee
uses any FMLA leave.

J. Substitution of Paid Leave: An employee on FMLA leave must use any accunmlated
vacation, sick and/or other accrued leave they have available. After an employee on FMLA
leave has exhausted their accumulated leave, the remainder of the FMLA leave will be
unpaid. An employee who incurs a work-related illness or injury may be eligible to receive
worker's compensation benefits. Any time off due to the work-related illness or injury will
count toward the employee's FMLA leave entitlement. For purposes of parental leave under
this section, a father may use up to 120 hours of sick leave for the birth or placement of a
child and thereafter will be required to use vacation and or compensatory time.

K. Designating L.eave as FMLA Leave: The City has the authority to designate before leave
starts, whether any paid leave to be taken counts towards an employee's FMLA leave
entitlement, and will notify the employee immediately upon learning that it qualifies as
FMLA leave. The mitial notification to the employee may be oral, but will be confirmed in
writing by the next regular payday. The City's designation is based upon information
obtained from the employee or the employee's spokesperson (e.g., spouse, parent, physician,
etc. if the employee is incapacitated). The employee must provide enough information to
enable the City to make a determination, if not; the City may make a tentative designation
until further inquiry is made to obtain the additional information.

Family Leave under State Law:

The State Family Leave Law (WFLA) expands on the Federal Leave law by allowing employees to use
their choice of any accrued leave they have available to care for their child, spouse, state registered
domestic partner, parent, parents of state registered domestic partner, parent-in-law, or grandparent as
described below.

A. Eligibility: Employees that have worked for the City for at least 12 months, although those
months need not be consecutive, before the employee is entitled to leave under the FLA. In
addition, the employee must have worked for at least 1,250 hours during the last 12 months
before the leave is to commence.
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B. Reasons for Taking Leave: Employees may use their accrued leave under the Washington
Leave Law for the following reasons:

1. To care for a child with a health condition that requires treatment or supervision, or
where the child needs preventative care (such as medical, dental, optical or
immunization services).

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

2. To care for a spouse, state registered domestic partner, or parent who has a
“serious or emergency health condition”.

Serious or emergency health condition is a condition that involves:
« Anovernight stay in a hospital or other medical-care facility:

o A period of incapacity or treatment or recovery following inpatient care;

« Continuing treatment under the care of a health care services provider that
includes any period of incapacity to work or attend to regular daily activities; or

¢ An emergency ( i.e.,, demanding immediate action).

C. Notification: Where the need for family care leave is unexpected, the City of Mount Vernon
understands that advance approval of the use of leave (as in required for certain kinds of
accrued leave) may not be possible. Employees are required, however to notify their
supervisor of the need to take time off to care for a family member as soon as the need for
leave becomes known, The City of Mount Vemon reserves the right to require verification or
documentation confirming that a family member has or has had a “serious or emergency”
heaith condition when available leave is used to care for that family member.

D. Concurrent Running of Leave: Leave taken under the Washington Family Leave Law
must be taken concurrently with any leave taken under the Federal Family and Medical
Leave Act of 1993, with the exception of Washington Pregnancy Disability Leave. Federal
and State Family Leave will be taken concurrently with any accrued paid leave.

If an employee has any form of accrued leave available, it must be used for the FMLA or
WPFLA or maternity leave taken leave taken.

If an employee uses paid leave for a purpose which is eligible for FMLA/WFLA or maternity
leave, the City will designate the paid leave as counting against the employee’s
FMLA/WFLA/maternity leave allowance. The employee is required to notify the City if paid
leave is being used for possible FMLA/WFLA/maternity leave qualifying purposes.

Return from State or Federal Family Leave: Upon returning from a family leave, the employee will
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generally be assigned the same position held when the leave commenced or to a position with equivalent
pay, benefits, and other conditions of employment. If other changes to the position occurred that were
not related to the scheduled leave, the City may opt to process those changes (ie. a department
reorganization, or planned change that was decided on prior to the employee’s scheduled leave). If an
employee is found to have engaged in serious misconduct occurring prior to or after commencing family
leave, which would normally give rise to discipline or termination, the City may proceed with such
discipline, when discipline is not based on the employee’s leave request.

Not all details concerning state or federal family leave are covered in this policy. If an employee needs
to take family leave, please discuss this policy with the appropriate department director and with Human
Resources to complete the required forms.

Section 19.9 - Washington Pregnancy Disability Leave

WA Pregnancy Disability Leave allows a mother leave from work for the period of time she is
temporarily disabled because of pregnancy or childbirth. FMLA will run concurrently with the
Washington Pregnancy Disability Leave and Washington Family Leave Act for up to 12 weeks.
Employees are eligible to utilize their accrued leave for the portion of disability leave. When an
employee has exhausted her paid leave, she will be placed on a leave of absence without pay for the

duration of the leave.

Once the pregnancy disability leave has ended {or the mother has been released by the physician), the
WA Family Leave Act (FLA) provides an additional 12 weeks of leave to care for a newborn. Medical
benefits are not paid after the initial 12 weeks of FMLA leave unless the employee has leave banks to
cover the additional time taken. The Washington Family Leave Act (FLA) also provides up to twelve
weceks leave to care for a state registered domestic partner to the same extent as a spouse.

The mother is allowed to use sick leave for the time she is on Pregnancy Disability Leave. Once she has
been released by her physician, she may use vacation for the remainder part of her leave. The husband
may use up to 120 hours of sick leave and thereafter will be required to use vacation and or
compensatory time.

Section 19.10 - Washington Domestic Violence Leave

In accordance with the Washington Domestic Violence Leave law, Chapter 49.76 RCW, the City will
provide reasonable leave from work, including leave on an intermittent or reduced-schedule basis, for
an employee to:

A. Seek legal or law enforcement assistance or remedies to ensure the health and safety of the
employee or employee's family members including, but not limited to, preparing for, or
participating in, any civil or criminal legal proceeding related to or derived from domestic
violence, sexual assault, or stalking;

B. Seek treatment by a health care provider for physical or mental injuries caused by domestic
violence, sexual assault, or stalking, or to attend to health care treatment for a victim who is
the employee's family member;

C. Obtain, or assist a family member in obtaining, services from a domestic violence shelter,
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rape crisis center, or other social services program for relief from domestic violence, sexual
assault, or stalking;

D. Obtain, or assist a family member in obtaining, mental health counseling related to an
incident of domestic violence, sexual assault, or stalking, in which the employee or the
employee's family member was a victim of domestic violence, sexual assault, or stalking; or

E. Participate in safety planning, temporarily or permanently relocate, or take other actions to
increase the safety of the employee or employee's family members from future domestic
violence, sexual assault, or stalking.

The employee may elect to use sick leave, vacation, compensatory time, or other accrued paid time off,
or may take unpaid leave. Domestic violence leave, including documentation of such leave, will be
applied and administered in accordance with the provisions of the state Domestic Violence Leave law.
Nothing in this section shall be construed to provide greater or lesser leave rights to employees who are
victims of domestic violence, sexual assault, or stalking than those required by Chapter 49.76 RCW.
Employees requesting Domestic Violence leave will be required to notify Human Resources for the

required forms.

Section 19.10 - Washington State Family Military Leave Act

A. Leave Under the Washington State Family Military Leave Act: The City supports
employees that are members of any United States Armed Forces division. An employee shall
be entitled to and shall be granted military leave of absence from employment for a period
not exceeding twenty-one (21) working days each calendar year (10.5 shifts for employees
working a 24- hour shift). In general, if military service extends beyond twenty-one (21)
working days, the additional leave shall be unpaid unless the employee uses accrued vacation
or compensatory time. Such leave must be for the purpose of active training duty. Such
military leave shall be in addition to any vacation or sick leave to which the employee might
otherwise be entitled. The employee must furnish a copy of his/her orders to his/her
department head prior to starting a tour of duty in order to receive full City pay for the period
involved. Reinstatement upon return from military service will be determined in accordance
with applicable federal and state laws. As soon as practicable, individuals returning from any
military leave of 30 days or more are required to provide evidence, such as a certified copy of
release papers, that they are entitled to reemployment.

B. Washington Leave for Spouses/Registered Domestic Partners of Military Personnel: In
accordance with the provisions of the Washington State Family Military Leave Act, Chapter
49.77 RCW, during a period of military conflict a regular fuil-time or regular part-time
employee who is the spouse/registered domestic partner of a member of the U.S. armed
forces, national guard or reserves is entitled to take up to fifteen (15) days of unpaid leave:
while their spouse/registered domestic partner is on leave from a deployment; or before and.
up to deployment once the spouse/registered domestic partner receives official notification of
an impending call or order to active duty. The employee must provide his or her supervisor
with notice of the employee’s intention to take leave within five business days of receiving
official notice: that the employee’s spouse/registered domestic partner will be on leave; or of
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an impending call or order to active duty. The 15 days of unpaid leave is per deployment.
The employee may elect to substitute any form of accrued leave (except sick leave) for any
part of the family military leave. Family military leave is in addition to other leave to which

the employee may be entitled.

. Federal Caregiver Leave for an Injured Service Member: In accordance with the
provisions of the federal Family and Medical Leave Act 0f 1993, as amended by the National
Defense Authorization Act of 2008, an employee who is the spouse, son, daughter, parent or
nearest blood relative, may take up to 26 workweeks of unpaid leave during a single 12-
month period to care for a member of the U.S. armed forces, national guard or reserves, who
1s undergoing medical treatment, recuperation, or therapy, is otherwise in outpatient status, or
is otherwise on the temporary disability retired list, for a serious injury or illness incurred by
the service member in active duty that may render the person medically unfit to perform the
duties of the member’s office, grade, rank or rating. The 26-week cap includes leave taken by
the employee for other FMLA qualifying reasons. Caregiver leave can be intermittent. The
administration of caregiver leave under the FMLA is subject to other FMLA procedures as
may be appropriate, such as procedures regarding substitution of paid leave, reasonable
notice, certification of the need for leave, and determining whether or not an employee is
eligible to use such leave. (An “eligible employee” must have worked for the City for at least
12 months, with a mintmum of 1250 hours worked during the past 12 months.) As with other
forms of FMLA leave, not all details concerning caregiver leave are covered in this policy. If
an employee needs to take caregiver leave, please see Human Resources for appropriate
forms.

. Federal Family Leave Due to a Call to Active Duty: Also in accordance with the
provisions of the 2008 amendments to the federal Family and Medical Leave Act 0f 1993, an
eligible employee may take up to 12 workweeks (during any 12-month period) of unpaid
FMLA leave for any “qualifying exigency” arising out of the fact that the employee’s spouse,
son, daughter, or parent is on active duty or has been notified of an impending call or order to
active duty in the U.S. armed forces, national guard or reserves in support of a contingency
operation. This form of FMLA leave shall be administered in accordance with applicable
procedures of the FMLA and final regulations issued by the Secretary of Labor.

Section 19.11 Jury/Witness L.eave

Jury/Witness Leave- In the event any full-time employee is called for jury duty or is required to attend
court as a witness, such employee shall be granted a leave of absence without loss of compensation.
There shall be no reduction of accrued vacation or sick leave during the period such employee is
actually serving as a juror or witness. In the event the employee is excused prior to the end of his or her
workday, such employee shall report back to work immediately until again called by the court. Any
juror fee or any witness fee paid to the employee may be retained by the employee, provided, the
employee may not receive compensation in excess of the fee paid to all witnesses generally, for services
as an expert witness, and also receive paid leave under this section.

Section 19.12 - Other Leave
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Other leave- In addition to other provisions for paid leave, the mayor may, in his sole discretion, grant
leave for limited periods of time for such other reasons as the mayor determines to be in the best
interests of the city and the employee.

Section 19.13 - Compensatory Time

Compensatory time off- Employees who accumulate compensatory time off under the terms of this
agreement shall be permitted to accumulate compensatory time off for hours worked in excess of normal
hours up to a maximum of two hundred sixty four (264) hours. Accumulated but unused compensatory
time off earned during any calendar year may be carried over to the next calendar year by the employee;
however, the City may elect to limit compensatory time off accumulation being carried over by cashing
out the compensatory time off by providing pay at one and one-half times the employee's normal rate in
lieu of carrying over compensatory time off. Use of compensatory time shall follow the rules for use of
vacation and holiday time.

Section 19.14 - Sick Leave Incentive

Any employee who has more than three (3} years continuous full time paid employment with the City
and who takes twenty-four hours or less of sick time in the calendar year following the completion of the
third (3rd) year of employment and any subsequent calendar year shall have twenty-four (24) hours
added to his/her vacation balance at the beginning of the following calendar year. Any employee who
has more than three (3) years continuous full time paid employment with the City and who takes thirty-
six (36) hours or less of sick time (but not more than twenty-four (24) hours) shall have eight (8) hours
added to his/her vacation balance at the beginning of the following calendar year. Employee shall
submit the request for review of benefit no later than January 31% each calendar year.

Section 19.14.1
LEQOFF II employees, who take less than forty-eight (48) hours or less of sick leave in a given
year, will receive $37.50 per month toward their MERP deduction the following year.

Section 19.15 Sick Leave Cash-Out

An employee who leaves City service in good standing after a minimum of ten (10) consecutive years of
service shall be eligible for a cash-out of a portion of their sick leave bank. The cash-out shall be
calculated as the employee’s final hourly rate multiplied by twenty percent (20%) of their sick leave
hour balance at the time of separation. LEOFF I employees will receive the cash-out in form of payment
on their final paycheck. LEOFF II employees will receive the cash-out into their MERP account on

their final paycheck.

Section 19.15.1
In the event of the death of an employee, the employee’s estate shall be paid for 50% of the total

accrued and unused sick leave hours at the employee’s regular hourly wage in effect at the time
of death. This benefit applies regardless of whether the employee is on duty or not at the time of
death.

ARTICLE 20 - FUNERAL LEAVE

Section 20.1
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It is hereby mutually agreed that in the event of a death of an immediate family member or close relative
of an employee, such employee shall be granted time off with full pay. "Immediate family member,"
“close relative” and "Time Off" shall be defined in subsections 20.1.1 through 20.1.3.

Subsection 20.1.1

“Immediate family member” or “close relative” shall mean only the employee's husband, wife,
son, daughter, mother, father, brother, sister, mother-in-law, father-in-law, son-in-law, daughter-
in-law, brother-in-law, sister-in-law, grandmother, grandfather, grandson, granddaughter, step-
father, step-mother, step-daughter, step-son or any other person living with or legally dependent
upon the employee, or upon approval of the Fire Chief.

Subsection 20.1.2

Time off (24 hour shift employees): An employee shall be granted two (2) consecutive twenty-
four (24) hour shifts off, with full pay, to assist with funeral arrangements and attend services
when death occurs within the state of Washington, and three (3) consecutive twenty-four (24)
hour shifts off, with full pay, to assist with funeral arrangements and attend services when death

occurs cutside the state.

Subsection 20.1.3

Time off (employees working 40-hour week): An employee shall be granted up to 40 hours of
work off with full pay, to assist with the funeral arrangements and attend services when death
occurs within the state of Washington, and up to 56 hours of work off with full pay, to assist with
funeral arrangements and attend services when death occurs outside of the State.

Subsection 20.1.4
All funeral leave shall be by notification and arrangement between the employee and the Fire

Chief or his designee.
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ARTICLE 21 - HEALTH AND WELFARE

Section 21.1

The City shall provide a health insurance program that provides coverage for medical, prescription drug,
dental, vision and an employee assistance program or full-time permanent employees, spouses, and their
dependents. This program shall include:

1. Medical Insurance. Employees may choose:

e Effective 1/1/2014, - AWC High Deductible Pian ~ Employer will pay 100% of'the
monthly premium for the employee and 90% of the premium for the employee’s
spouse and dependents. The employer will pay 100% of the deductible. The employer
will pay any out of pocket expenses once the employee has paid $1,000 of approved
out of pocket expenses (above and beyond the deductible). The City will provide each
employee with a pre-loaded benefit card. The benefit card will be loaded with $1,500
for employee only coverage or $3000 for family coverage. Any unused balance of the
deductible will be rolled into a HRA/VEBA account for the employee the following
April of any given year.

o AWC Health First Plan ~ Employer will pay 86% of the monthly premium for the
employee and employee’s dependents.

e Group Health Insurance — Employer will pay 86% of the monthly premium for the
employee and employee’s dependents.

2. Dental Insurance. Dental insurance is provided through the AWC Washington Dental
Service Plan E with the AWC Orthodontia IV Writer. The employer will pay 100% of the
premium for employee only and 90% of the premium for dependents.

3. Vision Insurance. Vision insurance is provided through the AWC Vision Service Plan ($0
deductible). The employer will pay 100% of the monthly premium for emnployee only and
dependent coverage.

4. EAP Benefit. The Employee Assistance Program is provided through AWC and is 100%
paid for by the City.

Section 21.2
The City shall provide a $20,000 life & Death & Dismemberment insurance policy to each eligible

employee and be paid for by the employer.

Section 21.3
The City shall provide for LEOFF II employees enrolled in the Union’s selected supplemental disability/

life insurance program an optional payroll deduction which will provide for the automatic deduction of
the monthly premium amounts which will then be forwarded by the City to the insurance provider.
Participation in this payroll deduction program shall be at the option of the employee. Specific annual
enrollment periods may be established by the City at its option.
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ARTICLE 22 - OPERATOR'S INSURANCE

Section 22.1
The City shall provide a minimum of $3,000,000 Liability and Errors and Omissions Insurance
protection for every employee while in performance of their duty. The insurance afforded each

employee does not apply to:

A. Bodily injury to 1) another employee of the named insured arising out of or in the course of
his employment, or 2) the named insured, or if the named insured is a partnership or joint
venture, any partner or member thereof.

B. Property damage to property owned, occupied or used by, rented to, in the care, custody or
control of, or over which physical control is being exercised for any purpose by 1) another
employee of named insured, or 2) the named insured, or if the named insured is a partnership or
joint venture, any partner or member thereof.

41



ARTICLE 23 - VACANCIES AND PROMOTIONS

General Requirements

This article shall supersede any and all Civil Service Commission rules regarding promotions for the
ranks of Lieutenant, Captain, and Battalion Chief.

Section 23.1

For the promotional positions of Lieutenant, Captain, and Battalion Chief, it shall be understood that
until a position is funded or is reasonably expected to be funded this article shall not apply, the City shall
certify three (3) eligible candidates, from the promotional list for that position, to the Mayor. Ifthere are
less than three candidates on the promotional list, the City may then, with agreement of the Union,
certify less than three candidates to the Mayor. The Mayor may then choose any one of the eligible
candidates to fill the position. If a candidate that ranks higher than another candidate is passed over for
promotion, a written explanation as to why the candidate was passed over shall be provided to that
candidate. The promotional positions of Lieutenant, Captain, and Battalion Chief shall come from
within the Mount Vernon Fire Department whenever possible. If at least two eligible candidates from
within the Mount Vernon Fire Department do not apply for the posted position, the City may then
advertise and invite qualified applicants from the outside to test for the posted position.

Section 23.2

The City shall establish and maintain current promotional eligibility lists for Lieutenant, Captain, and
Battalion Chief. Such eligibility lists shall rank individuals qualified for certification to the Mayor based
upon the results of examinations and any applicable service or veterans’ preference credits, as provided
in Sections 23.22 and 23.23.

Section 23.3

The City may hold additional examinations for the purpose of updating and keeping current the
promotional lists for Lieutenant, Captain, and Battalion Chief if upon requisition by the Mayor for an
employee the City is unable to certify two (2) eligible candidates to the Mayor in accordance with
Section 23.1.

Eligibility Lists — Definition and Removal From

Section 23.4
There shall be two types of promotional eligibility lists.

1. Reinstatement List: An eligibility list, according to class, containing the names, in rank order
according to retention credit for employees and former employees who have been removed from
their permanent position by a reduction in force (RIF) or an involuntary demotion/resignation
pursuant to Article 26, Section 26.3. Personnel demoted for disciplinary reasons are not eligible
for placement on the reinstatement list. Those RIF’d personnel shall be given priority for
promotion over any other personnel on the respective list. If an employee is RIF’d due to
budgetary constraints and the position remains unfunded for a period of three (3) years, a new
eligibility list will be established upon funding of the position.

2. Promotional List: An eligibility list, according to class and department, containing the names,
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in rank order, of employees who have successfully passed an examination given for the
promotional class for which the list is established.

Section 23.5

All promotional eligibility lists, and the eligibility of all persons appearing on such list shall continue in full
force and effect for not less than one (1) year, but no longer than two (2) years, unless otherwise exhausted
or terminated sooner. Any eligibility list that has been in effect more than one (1) year may be abolished
and a new examination held whenever in the judgment of the City the interest of the classified service
makes such course desirable.

Section 23.6
The City shall remove the name of a candidate from any promotional or reinstatement eligibility list for

any one or more of the following causes:
23.6(a) A written request from the eligible candidate that his/her name be removed.

23.6(b) Regular appointment to a permanent position through certification from an eligibility list for
the same or higher class,

23.6(¢) Declination of an appointment.

23.6(d) Failure, upon certification from the particular eligibility list, to respond to a notice to appear
for an appointment interview with the appointing power and/or department head, within the time
designated in such notice.

23.6(e) The non-availability of an eligible candidate or employment or appointment.

23.6(f) Failure to give notice of change of address or notification relative to availability for
employment or appointment, or failure to respond to a written inquiry from the appointing power
relative to such availability.

23.6(g) The making of any false statement by the eligible candidate with regard to any material fact
in his/her application, or who has attempted any deception or fraud in connection with any
application or examination.

23.6(h) For willfully or corruptly making any false statement, certification, mark or grading or
report in regard to any test for appointment held or made under the provision of these rules.

23.6(i) When the eligible candidate has been dismissed or has resigned in lien of termination
from any previous employment or position in any classified service, or any other public or
private employment, for any cause which would be cause for termination from City service as set
forth in the Rules and Regulations of the Mount Vernon Fire Department, or whose record of
employment has not been satisfactory with any other employer.

23.6(j) The eligible candidate fails to present themselves for the, medical or psychological
examination, or fails to cooperate in supplying the needed information to conduct a thorough and
complete background investigation.
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23.6(k) Where the medical and/or psychological examination reveals that the candidate is
physically or mentally unfit to perform the duties of the position which they seek. Minimum
medical standards are those set forth in the RCW’s for LEOFF 2 Retirement system personnel.

23.6(I) Where the background examination reveals that the eligible candidate has been convicted
by the State or Federal government for any crime the punishment could have been imprisonment
in a Federal or State prison or institution, or that they have been convicted of any offense
involving moral turpitude, narcotics or drugs, or any other circumstances that would lead the
reasonable person to conclude that the candidate is unfit for a position in the classified service
for failure to possess good moral character.

23.6(m) In the case of a promotional eligibility list, where the candidate has separated from
employment with the City of Mount Vernon for a reason other than layoff.

23.6(n): When a candidate has not been appointed from an existing list and the duration of the
list has expired.

Section 23.7
Whenever a candidate is removed from an eligibility list, for any of the reasons outlined in Section 23.6,
they shall be notified, in writing, by certified mail or in person, as to the reason for removal from the list.

Section 23.8
Appeal of removal of a candidate from a promotional list shall be made under Article 28.

Notice of Examination — Applications

Section 23.9

A general notice of examination for the positions of Lieutenant, Captain, and Battalion Chief shall be
made at least thirty (30) days prior to the last date of filing for a given position. This notice shall be
made by posting on the bulletin boards at all fire stations, via e-mail, and via a letter delivered to each
eligible candidate’s residence.

Section 23.10

All applicants for a given test must file an application for the position for which they are testing. The
application shall consist of a resume that clearly demonstrates the applicant meets the minimum
qualifications for the position for which they are applying. This application must be filed with the
Human Resources Director or designee during regular business hours and within the time limits fixed in
the official announcement of examination. The applications shall be stamped with the date and time that
they were received. Amendments or corrections must be made by the applicant within the time limit
fixed in the official announcement of examination. No applicant will be admitted to any examination
without first having filed a proper application. By filing an application, all applicants consent and agree
to submit to the following examinations or investigations to determine their suitability to hold the
position of Lieutenant, Captain or Battalion Chief: Background investigation and psychological
examination.
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Section 23.11
The City may reject any application or applicant for appointment to the classified service and prohibit
such person from taking the examination for the following reasons:

23.11(a) The applicant lacks any of the minimum qualifications set forth in the examination
announcement and Section 3 of this rule;

23.11(b) The applicant, after notification, did not promptly presént himself/herself at the time
and place designated for any examination required under these rules.

23.11(¢) The applicant refuses to furnish all information required to complete the application, or
has made a false statement with regard to any material fact in his/her application, or who has
attempted any deception or fraud in connection with such person's application.

Section 23.12
Whenever a candidate is rejected for a promotional examination for any of the reasons set forth in
Section 23.11, they shall be notified, in writing, by certified mail or in person, as to the reason for

removal from the list.

Section 23.13
Appeal of rejection of a candidate from a promotional examination shall be made under Article 28.

Minimum Service Requirements

Section 23.14
The following minimum service requirement shall be in place:

23.14(a) Lieutenant: Minimum of five (5) years service as a full-time paid structural firefighter
in a municipal fire department, fire district, or federal military installation and at least two (2)
years as a top step firefighter in the City of Mount Vernon Fire Department. Must be certified as
a Fire Officer 1 (IFSAC) or equivalent.

23.14(b) Captain: Minimum of five (5) years service as a full-time paid structural firefighter in a
municipal fire department, fire district, or federal military installation and a minimum of two (2)
years as a Lieutenant. Must be certified as a Fire Officer 2 (IFSAC) or equivalent.

23.14(c) Battalion Chief: Minimum of seven (7) years service as full-time paid structural
firefighter in a municipal fire department, fire district, or federal military installation with a
minimum of three (3) years as a Lieutenant or a position of equivalent or higher authority, and 90
credits or an AA. Must be certified as a Fire Officer 2 (IFSAC) or equivalent.

23.14(d) Fire Prevention Battalion Chief. Minimum of seven (7) years service as a full- time
paid structural firefighter in a municipal fire department, fire district, or federal military
installation with a minimum of three (3) years as a Lieutenant or a position of equivalent or
higher authority, and 90 credits or an AA/AS. An AA/AS or BA/BS degree in Fire Protection,
Fire Prevention, or related degree is preferred. Must be certified as a Fire Officer II (IFSAC) or
equivalent.
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International Code Council — Inspector I and Inspector II certifications within 120 calendar days
of appointment.

International Code Council — Plan reviewer certification within 12 months of appointment.

National Fire Academy plan review certification in Fire Sprinkler Systems and Fire Alarm
Systems or equivalent certification within 24 months of appointment.

IFSAC Certified Fire Investigator within 16 months.

The Department shall provide for and fully support the training classes for the above
certifications including out of state travel, provided, out of state travel is necessary and approved
by City Council.

23.14(e) All applicants must meet the minimum service requirements by the closing date and
time for the posted position.

23.14(f) The certification required shall be IFSAC (Intemational Fire Service Accreditation
Congress) as administered by the Washington State Patrol.

Training or Accreditation equivalency shall be based on the applicable NFPA standard
at the time the training was received.

Should the State of Washington not have IFSAC certification available or in place, the training
requirements shall still be in force.

The training for both Fire Officer I and Fire Officer 1l shall be made available once each
calendar year. This may be accomplished by either hosting the courses in-house or through
approved training at another specified location, such as a Fire Department/District or State
Community College.

This training shall also include any required pre-requisite training (such as Firefighter 1 and
Firefighter 2). Fire Officer certification training is not a job requirement for firefighters.
Notwithstanding, the City sees the value in professional development programs. As such, the
Fire Department will make this training reasonably available, and within the constraints of the
approved budget shall pay course tuition and fees towards NFPA Fire Officer 1 and Fire Officer
2 certification courses. The City shall not be liable for payment of overtime for firefighters
attending these courses.

Personnel desiring to attend Fire Officer certification courses should meet with the
Training Officer to outline a course of study. The intent of this meeting is to determine

courses that may be available locally or regionally that will maximize our training
resources as well as provide quality courses.

Examinations and Service Credit and Veterans Preference
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Section 23.15
All promotional appointments in the fire service shall be made solely on merit, efficiency and fitness,
which shall be ascertained by competitive examinations and impartial investigations as set forth in this

article.

Section 23.16
All promotional examinations and tests shall be prepared by the Chief Examiner under the direction of

the City to insure that all aspects of the examination and tests are competitive, impartial, practical in
their character, and have paramount regard to those matters such as skill, knowledge, abilities, and fairly
test the relative capacity and fitness of the individual for a particular position. A representative of the
collective bargaining unit shall work with the Chief Examiner throughout the application and testing
process.

Section 23.17

The particular form of any competitive promotional examination shall be left to the discretion of the
City. Promotional examinations may include a written examination, and an assessment center. An oral
interview may be included as a part of an assessment center.

The Chief Examiner shall make and preserve a record, which shows the rating standard, and formula
used, and shall preserve individual test records of candidates for a minimum of two (2) years.

23.17(a) Written examination: Any qualified applicant for a civil service position shall be
permitted to sit for the written examination when he or she presents himself/herself to the
examining location at the correct date and time specified in the examination notice.

23.17(b) Assessment Center: Assessment centers used as part of the examination process may be
prepared and administered by a consultant or by a departmental representative approved by the
City and the Union.

Section 23.18
The identity of all persons taking a competitive written test shall be concealed from the examiners by the

use of an identification number which shall be used on all examination papers. This number shall be
used from the beginning of the examination until the papers have all been rated. Any papers carrying
the name of the applicant, or any other identifying mark, or any applicant who reveals his/her
identification number to the City or any member of its staff, directly or indirectly, shall be disqualified
and the applicant so notified in writing immediately.

Section 23.19

Any applicant shall have the right to personally inspect their examination papers within fourteen (14)
calendar days after the examination. Such personal inspections shall be made in the presence of the City
or their authorized designee. An error in grading or rating, if called to the attention of the City within
the inspection period, shall be corrected immediately. Corrections shall not invalidate an appointment
previously made, except that in the case of a promotional candidate, any error discovered within the
fourteen (14) calendar day period shall be corrected and any promotions made on the basis of the error
shall be adjusted accordingly.

Section 23.20
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Any appeals of the testing process shall be made in accordance with Article 28.

Section 23.21

The scoring total for all parts of an examination shall be set at 300 points. The City may determine the
minimum grade for the overall examination, and for the following individual parts of the examination (if
used): the written test, and the tactical/IMS section of an assessment center. Any candidate who fails to
attain at least this minimum grade shall be considered to have failed the examination and shall not be
examined on any further parts, if they are planned. Appropriate objective techniques and procedures
shall be used in rating the results of the various parts of the examination's process, and in determining
the relative ratings of the competitors. A candidate’s final score shall be expressed as number of points
earned out of a possible 300. Such score shall be referred to as the raw earned examination score.

Section 23.22

Regular employees in the classified service who receive a passing grade on a promotional examination
shall have a credit for continuous service added to such grade. Such service credit shall be computed by
adding to the raw earned examination score (1) one point for each full year of continuous service as a
regular employee in the classified service, up to a maximum of twenty (20} years.

Section 23.23

Pursuant to RCW 41.04.010, every veteran who legally qualifies for, takes and passes an entry level or
promotional (23.23c only) examination shall be entitled to scoring criteria status only as hereinafter
provided, by adding the prescribed percentages to his/her total earned cumulative examination score in
accordance with the following:

23.23(a) Ten percent (10%) to a veteran who served during a period of war or in an armed
conflict as defined in RCW 41.04.005 and does not receive military retirement. The percentage
shall be added to the passing mark, grade, or rating of competitive examinations until the
veteran’s first appointment. The percentage shall not be utilized in promotional examinations.

23.23(b) Five percent (5%) to a veteran who did not serve during a period of war or in an armed
conflict as defined in RCW 41.04.005 or is receiving military retirement. The percentage shall
be added to the passing mark, grade, or rating of competitive examinations until the veteran’s
first appointment. The percentage shall not be utilized in promotional examinations.

23.23(c) Five percent (5%) to a veteran who was called to active military service for one or more
years from employment with the State or any of its’ political subdivisions or municipal
corporations. The percentage shall be added to the first promotional examination only.

23.23(d) There shall be no scoring criteria status other than those which have been specifically
provided for above and the scoring criteria status above specified in (a), (b) and (c) must be
claimed by a veteran within fifteen (15) years of the date of the veteran’s release from active

service. The fifteen (15) year period may be extended for valid and extenuating reasons, which
include, but are not limited to:

23.23(d)1 Documented medical reasons and beyond the control of the veteran.
23.23(d)2 Any Veteran’s Administration documented disabled veteran.
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23.23(d)3 Any veteran who loses his/her job, without being a fault, and whose livelihood
is adversely affected may seek scoring criteria employment consideration.

23.23(e) This credit shall be given only on any applicant's first competitive examination given by
the City of Mount Vernon in which the applicant receives a passing earned examination score
prior to the credit being added; however, the applicant's first competitive examination shall not
be construed to be the first examination for which the credit for veterans preference is requested,
since the applicant is responsible for claiming the preference, and if he/she fails to do so, he/she
shall have waived the credit to which he/she would have otherwise been entitled.

Section 23.24

The total earned cumulative examination score plus any applicable credit shall be referred to as the
applicant's final examination score. Ifno credit is applicable, an applicant's earned examination score
will also be his/her final examination score. It is this final examination score which shall be used in
determining the order in which the names of applicants appear on the eligibility list from a competitive
examination.

Section 23.25
Each applicant taking a promotional examination shall be given written notice of their results and

ranking. Written notice shall include points earned on each individual section of the examination as
well as the amount of service credit points the individual has earned. The final examination score shall
also be given. It is this final examination score that shall be used in determining the order in which
names of applicants appear on the eligibility list. Applicants shall receive this notice within five (5)
calendar days of the completion of the examination.

Establishing and Certifying Eligibility Lists

Section 23.26

Upon establishing the final examination score of each applicant, the Chief Examiner shall prepare a
proposed eligibility list, ranking the candidates according to their final score. Ties in final score shall be
resolved by priority in time of filing applications. The Chief examiner shall forward the proposed
eligibility list to the City for certification within 3 working days following the end of the fourteen-day
period specified in Section 19.

Section 23.27

After receiving the proposed list from the Chief Examiner, the City shall take action to either approve or
reject the proposed list. Ifthe list is approved the list shall become known as a promotional eligibility
list for the specified class. The City shall meet within seven (7) working days of receipt of the list to

take action.

Provisional Appointment

Section 23.28
The City may authorize the Mayor to temporarily fill a vacancy in a permanent position by provisional
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appointment when there occurs a vacancy in a permanent position in a class for which appropriate
eligibility lists are not then available, and pending the results of a competitive examination and creation of
an eligibility list from which a permanent appointment can be made; Provided, that the City makes a finding
that such provisional appointment is necessary to the effective operation of the department involved.

Section 23.29

Provisional appointments shall be terminated at such time as permanent appointment can be made from the
appropriate eligibility list or until such time as the reason necessitating the provisional appointment no
longer exists. However, no provisional appointment shall exceed four (4) months from the date of
appointment. No person shall receive more than one (1) provisional appointment in a given class for more
than four (4) months in any one calendar year except for the following reasons: 1) Providing continuity of
leadership for the department, 2) The provisional appointment is anticipated to end within the next four
month period, 3) An eligibility list is in the process of being established.

Section 23.30
A provisional appointee shall have the authority and responsibility normally attendant in the position to

which the employee has been appointed during the effective period of the appointment.

Section 23.31

The acceptance by an individual of a provisional appointment shall not affect their standing on the
eligibility list for permanent appointment. Such service shall not be counted as part of the probationary
period set forth in Section 23.40 of this Article in case of such appointment to a permanent position.

Section 23.32
A provisional appointee shall not acquire any Civil Service status in the position or class to which

appointed by virtue of any provisional appointment. Such status may be acquired only by permanent
appointment under these rules.

Section 23.33
A provisional employee shall not accrue any service credits in the position to which he/she has been
appointed except those credits to which such employee would otherwise be entitled.

Section 23.34

Those individuals on a reinstatement list who have been involuntarily demoted after attaining a permanent
appointment shall be re-appointed to their respective position in the affected class before any provisional
appointment is made. If the re-appointment is temporary, the affected individual shall be RIF’d and placed
back on the re-instatement list for a period not to exceed three (3) years from the date of the RIF for an un-
funded position. The re-instatement list shall take priority in filling vacant positions over the promotional
list for a given class.

Section 23.35
Provisional appointments shall be made in rank order from the affected eligibility list. Should there be no

current eligibility list for a given classification, seniority within the next lower classification shall be used to
select an employee for provisional appointment.

Miscellaneous Situations
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Section 23.36
Appointments to Vacancies Resulting from Regular Employees on Indefinite Military Leave of Absence
shall be considered as a permanent position and shall be filled in the manner provided in this Article.

Section 23.37
Appointments to Vacancies Resulting from Regular Employees being granted Leave Without Pay for One
Year shall be considered as a permanent position and shall be filled in the manner provided in this Article.

Vacancies in Classified Positions

Section 23.38

Any permanent vacancy in a classified position shall be filled within one hundred twenty days (120) upon
the official vacancy of said classified position. Classified positions included in this section are: Licutenant,
Captain, and Battalion Chief, for the position of Firefighter or Firefighter/ Paramedic, the process for
establishing a list will be started within sixty (60) days of a vacancy being created either due to termination,
resignation, or the creation of a newly funded position.

Lateral Firefighter/Paramedics

Section 23.39
The City reserves the right to hire lateral transfers when hiring firefighters and firefighter/paramedics.

23.39(a) Date of hire with the City will determine seniority and all accrual levels, i.e. vacation,
sick, longevity pay, etc.

23.39(b) Lateral transfers will be hired at the second-class firefighter or firefighter/paramedic pay
scale and may be promoted to first-class firefighter after successfilly completing their one-year
probationary period. Lateral transfers will not be eligible for promotional testing for four (4) years
from date of hire.

23.39(c) Lateral employees will be given a sick leave bank equivalent of a 2nd grade
firefighter/Paramedic consisting of 216 hours. Monthly accruals will follow section 23.39(A)

23.39(d) Lateral employees will be given five vacation days upon hire. These vacation day’s may
be carried over to the following year or cashed out a 100% of the value at the end of their probation
period/anniversary date of hire.

23.39(e) Lateral employees will not be given seniority, longevity, or any additional holidays.

23.39(f) Lateral employees must have a FF1 certification and they must pass a physical examination
as set forth by RCW 41.26.045.

Section 23.40
No appointment shall be deemed complete until the expiration and satisfactory completion of a six (6)

month probationary period. Appointments subject to the six (6) month probationary period are Lieutenant,
Captain, and Battalion Chief. Newly hired firefighters and Firefighter/Paramedics shall be subject to a
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twelve (12) month probationary period with the aforementioned requirements. The probationary period
shall commence on the date of appointment.
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ARTICLE 24— PROVIDING ALS SERVICES WHILE UNDER A BLS LICENSE

Section 24.1
This Article is reserved for future use
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ARTICLE 25 - DISCIPLINARY PROCEDURES

Section 25.1

Employees may be disciplined or discharged for just cause. Discipline, if needed, shall be applied at
progressive and escalating levels to allow the employee proper notice of misconduct and an opportunity
to improve performance. The level or degree of discipline imposed shall be appropriately based on the
employee's prior record of service, length of service, severity of offense and proper record of discipline.

Section 25.2 |
A Supervisor, upon receipt of information alleging a possible violation or violations of department
Policies and Procedures, or Rules and Regulations may begin an investigation into the complaint if he
determines that there is reasonable cause to believe that a legitimate complaint exists. The supervisor
may also begin an investigation upon receipt of a written notice of violation against a member. The
supervisor shall not assume or prejudge the validity of the complaint until the completion of the
investigation.

Subsection 25.2.1

If, after the investigation, the complaint is deemed to be valid, and if management determines
that disciplinary action is to be implemented, a written complaint, signed by the person
originating the complaint or by the investigating supervisor, shall be given to the individual to
whom the complaint refers. This requirement shall precede the initiation of any disciplinary
procedures under the terms of this Article.

Section 25.3
Disciplinary action or measures shall be used in a method to reeducate the employee from repeating

inappropriate action. Discipline used shall be suitable to the infraction and progressive.

Section 25.4
Discipline is documentable within the employees personnel file and may include the following:

A) written reprimands,

B) any sanction that includes loss of privileges,
C) pay or benefits,

D) reduction of rank

E) discharge.

Section 25.5

* Prior to the imposition of any discipline or discharge, the employee shall be provided a copy of the
alleged violation and all relevant documents the Employer has in their possession. In addition, the
Employer shall hold a pre-disciplinary hearing no sooner than ten (10) days and no longer than thirty
(30) days from the time the employee was notified of the alleged violation. At this hearing the employee
will be given an opportunity to present his side of the issue.

Section 25.6

The employee shall be entitled to have Union representation present at any meeting held with the
Employer to discuss potential disciplinary action against him. Should said employee decide not to use
Union representation, the employee will be required to sign documentation to that effect.
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Section 25.7
The Employer may suspend an employee with pay pending the final decision as to the appropriate

discipline resulting from the pre-disciplinary hearing,

Section 25.8

The employee and the employee's Union representative, with the employee's authorization, shall have
the right to inspect the full contents of his personnel file. An employee who disagrees with the validity
of any disciplinary document that is added to his file shall have the opportunity to challenge said
document under the grievance procedure of this contract.

Section 25.9

No written reprimand or greater disciplinary document may be placed in the personnel file unless the
employee has first been notified of said disciplinary document and has been given a copy of the
document, with a copy to the Union. The employee shall be required to sign the written reprimand or
other disciplinary action acknowledging that he has read the contents of the document,

Section 25.10
Written reprimands will be removed from an employees personnel file after three (3) years from the date
said action was finalized provided that no further written reprimands have been issued within the three

(3) year time period.

Subsection 25.10.1

If another written reprimand or any other disciplinary actions has been issued within the time
period, the original written reprimand shall remain in the personnel file for an additional one (1)
year from the latest reprimand.

Section 25.11
It is the Employer's sole determination as to whether or not an employee suspended without pay may be
allowed to forfeit accrued vacation or compensatory time off in lieu of the suspension of pay.
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ARTICLE 26- PERSONNEL REDUCTION

Section 26.1
If a reduction in force is to be effected, the City shall notify the Union of its intention at least thirty (30)

days prior to the date of the reduction.

Section 26.2
Any reduction in force shail be handled in the following manner:

A. Seniority shall prevail in the event of a reduction in force,

B. Inthe event of a reduction in force of sworn (i.e. Fire Suppression) personnel, the employee with
the least seniority shall be the first laid off.

C. In the event that there are two (2) or more employees eligible
for layoff within the department with the same seniority, the City shall determine the order of
layoff based upon employee performance.

D. Priority for re-employment shall be according to seniority. The last sworn employee laid off
shall have the first opportunity to return to work in a sworn position vacancy,

E. No new employees shall be hired until employees on layoff status have been given the
opportunity to return to work, provided, however, the employee has the qualifications for the
position vacant.

Section 26.3

Demotions- Demotions shall fall into four categories: voluntary, involuntary, disciplinary and
probationary. A demotion of any employee who has not previously held a classified position with the
Mount Vernon Fire Department and therefore has no reinstatement rights at a lower ranking position
may result in termination of employment. Any demotion of an employee not having previously held a
classified position shall in no case result in the termination or demotion of any other member of the

bargaining unit.

Subsection 26.3.1
Voluntary Demotion- an employee may request a voluntary demotion in writing to the Fire

Chief or his designee. An employee receiving a voluntary demotion shall be returned to his
previously held rank or grade. Voluntarily demoted personnel shall not retain reinstatement
rights to the higher rank or position but shall have the option of retaining accrued time in grade
for the time served in the higher ranking position or having this accrued time added to time
served at their previously held permanent rank. Should an employee elect to have time served at
a higher rank added to his time in grade served at a lower rank, this time will not be applied to
the higher ranking position upon reappointment to that position. The employee must notify the
fire chief in writing of his intention to retain accrued time in grade at the higher ranking position
or whether it is to be added to time accrued at his previous permanent rank.

Subsection 26.3.2
Involuntary Demotion- an employee receiving an involuntary demotion from a permanent

position due to a reduction in force, elimination of a job category or similar occurrence, or due to
an involuntary demotion of a higher ranked person shall retain ongoing reinstatement rights in
the higher position based on the date of the demotion with the person last demoted being the first
reinstated. The last demoted employee shall have the first opportunity for reinstatement.
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Involuntarily demoted personnel shall retain reinstatement rights to the higher rank or position
and shall have the option of retaining accrued time in grade for the time served in the higher
ranking position or having this accrued time added to time served at their previously held
permanent rank. Should an employee elect to have time served at a higher rank added to his time
in grade served at a lower rank, this time will not be applied to the higher ranking position upon
reappointment to that position. The employee must notify the fire chief in writing of his
intention to retain accrued time in grade at the higher ranking position or whether it is to be
added to time accrued at his previous permanent rank. An employee receiving an involuntary
demotion from a provisional position shall not receive any reinstatement rights to the position.
An involuntarily demoted employee shall retain eligibility for any higher ranking position for
which they were eligible prior to their demotion.

Subsection 26.3.3

Disciplinary Demotion- an employee receiving a disciplinary demotion according to the terms
of this contract, department rules and regulations, or civil service rules shall be returned to his
previously held permanent rank. Personnel demoted for disciplinary reasons shall have the
option of retaining accrued time in grade served in the higher ranking position or having this
time added to time served at their previously held permanent rank. Should an employee elect to
have time served at a higher rank added to his time in grade served at a lower rank, this time will
not be applied to their higher ranking position upon reinstatement to that position. The employee
must notify the fire chief in writing of his intention to retain accrued time in grade at the higher
ranking position or whether it is to be added to time accrued at his previous permanent rank.

Subsection 26.3.4

Probationary- involuntary demotions due to the failure to satisfactorily complete a probationary
period shall be in accordance with appropriate civil service rules and the affected employee or
employees shall be returned to their previous permanent rank or grade with no reinstatement
rights and no accrual of time in grade at the higher position. Time served at the higher rank shall
be credited to the employee’s permanently held rank.

57



ARTICLE 27- TERMINATION PAY AND METHOD OF COMPUTATION

Section 27.1
Upon termination of employment, all regular full-time employees shall receive earned severance pay as
follows:

A. Accrued holidays

B. Accrued and unused vacation days

C. Overtime for which pay has been performed and pay authorized

D. Accrued and unused compensatory time off

E. Appropriate compensation for unused sick time

Section 27.2

In accordance with terms of Article 26 of this Agreement, employees terminated because of financial
limitations or constraints upon the City's budget shall be provided the opportunity not to receive accrued
vacation, holidays, time off or other compensation for a period not to exceed three (3) months. When
employees are terminated, the affected employee shall be advised by the City of their prospects for
being rehired within the following three (3) and twelve (12) month periods. Should any employee who
has opted to delay the termination compensation be rehired within three (3) months of termination, such
vacation, holiday or other accruals as were earned at the date for which no compensation has been made
shall be restored to the employee. Otherwise, upon expiration of the three (3) months absence without
being rehired, or an earlier date if so requested in writing by the employee, full compensation for such
accruals shall be made to the employee.
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ARTICLE 28- GRIEVANCE PROCEDURE

Section 28.1
The purpose of this procedure is to provide an orderly method for resolving grievances. A determined
effort shall be made to settle any such differences at the lowest possible level in the grievance procedure.

Section 28.2

For the purpose of this Agreement, a grievance is defined as only those disputes involving the
interpretation, application or alleged violation of a provision of this Agreement or a dispute reasonably
related thereto. Grievances shall be processed in accordance with the following procedures within the
stated time limits.

Section 28.3
It shall be understood that all grievances and responses generated by this grievance procedure shall be in
writing. The grievance form shall include the following information:
A. A statement of the grievance and the facts upon which it is based including the date of
occurrence.
B. The section of this contract to which the grievance reasonably relates.
C. Remedial action requested.

Section 28.4

Time periods between grievance steps may be extended by written mutual agreement of both parties.
Days for the purpose of this grievance procedure are defined as Monday through Friday, excluding
Saturdays, Sundays, and Holidays.

Section 28.5
Grievance steps include the following:

Step 1: Within thirty (30) days of the alleged grievance or knowledge of the alleged grievance, if the
Union grievance committee determines that a grievance exists, the Union shall present the grievance in
writing to the Fire Chief or his designee.

Step 2: The Fire Chief or his designee will attempt to resolve the grievance within ten (10) days of its
submittal.

Step 3: If the grievance remains unresolved, the Union shall within ten (10) days submit the grievance to
the Mayor.

Step 4: The Mayor shall attempt to resolve the grievance within fifteen (15) days of its submittal.

Step 5: Ifthe grievance remains unresolved as a result of step 4 in Section 28.5, the Union may, within
thirty (30) days following the fifteen (15) day period of step 4 (above), submit the grievance to a Board
or Arbitration consisting of three (3) persons.
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Subsection 28.5.1
This board shall consist of a representative of the Union, a representative of the City, and a third

member chosen by both parties. The Union and the City representatives must be appointed and
meet to select the third member within ten (10) days following the Union's decision to submit the
grievance to arbitration. The City and Union representatives shall have five (5) days to select the
third member. If the parties cannot agree on a third member within this time period, both parties
agree to petition the Public Employees Relations Commission for a neutral arbiter.

Subsection 28.5.2
Both parties agree that the Board shall meet to hear the grievance at the neutral arbiter's earliest

convenience.

Subsection 28.5.3
The decision rendered by the Arbitration Board shall be final and binding on both parties.

Subsection 28.5.4
Each party hereto will pay the expenses of their respective representatives. The expenses of the

third member of the arbitration board shall be shared equally by the parties hereto.

Section 28.6
The Union and the employer agree that the submission of a case to arbitration shall be based on the

original written grievance. The arbitrator shall have no authority to alter, modify, vacate or amend any
terms of this agreement or impair any common law right of the employer.

Section 28.7
The prescribed time limitations are designed to resolve grievances in a timely manner.

Subsection 28.7.1
It is incumbent upon the party initiating the grievance to adhere to the time limitations prescribed

in Steps 1 and 2 of the grievance procedure. Failure to submit a grievance in accordance with
the limitations prescribed in Steps 1 and 2 of this grievance procedure shall constitute
abandonment of the grievance.

Subsection 28.7.2
In the event the grievance is not resolved in the prescribed time limits set forth, the grievance

shall automatically proceed to the next step uniess the time limits have been extended by written
mutual agreement of both parties.

Section 28.8
The steps outlined in this grievance procedure are intended to provide for the resolution of grievance by

line of responsibility. Failure to submit a grievance in accordance with the process prescribed shall
constitute abandonment of the grievance.
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ARTICLE 29 - HEALTH AND SAFETY MEASURES

Section 29.1

The Union and City agree to create and participate fully in a Health and Safety Committee in order to
promote a safe work place and reduce work-related injuries and illness. The committee shall propose
safety and health standards for the Fire Department to achieve the safest workplace reasonably attainable
under the conditions to which the employees are or will be exposed.

Subsection 29.1.1

The Committee shall consist no more than (6) six people, with two representatives appointed by
the Union and a representative that is the Fire Chief or his/her designee. The committee's
jurisdiction shall cover all matters of safety to the members of the Fire Department. Decisions
shall be made by a majority vote. Committee meetings shall be held at least quarterly or at other
reasonable times as mutually agreed.

Section 29.2
A Physical Fitness Program designed to maintain and improve the cardiovascular system, muscular

flexibility, and coordination shall be developed by the Union and approved by the Fire Chief.
Participation by all Union employees in this program shall be mandatory.

Section 29.3

Limited Duty. In the event a member (excluding LEOFF 1 employees) covered under this contract is
temporarily disabled due to injury or illness and that member’s physician releases him or her to limited
duty, every attempt to reasonably accommodate that release will be made.

The member’s physician will be required to present a statement as to the reasonable accommodations
that may be needed and the probable duration of those limitations. Any limitations and job placement
would be reviewed weekly by the Human Resources Department and Fire Administration. All
placements would be considered temporary in nature with a goal of expediting the earlier return to work
ofthe member. Limited duty placements will be made only when they can be done without placing an
undue burden of cost and/or manpower movement on the City. Procedures shall be developed by the
EAP Officer, a Union Representative, Fire Administration and the Human Resource Department.
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ARTICLE 30- POLICY AND PROCEDURES

Section 30.1

The Union agrees that its members shall comply with all Fire Department Policies and Procedures,
including those relating to conduct and work performance. The City agrees the department policies and
procedures that affect working conditions and performance shall be subject to the Grievance Procedure.

Section 30.2

The employer shall appoint representatives and the Union shall appoint representatives to sit, as a
committee, as needed to review or update Fire Department Polictes and Procedures and Standard
Operating Guidelines. This will be accomplished through mutual consent. Comment from either the
employer or the Union must be made within thirty (30) days of receipt of proposed updates. Failure to
reply within thirty days will be in violation of this agreement.
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ARTICLE 31 - CLOTHING ALLOWANCE

Section 31.1

The City will shall furnish, launder, and maintain all uniforms, protective clothing or protective devices
required of employees in the performance of their duties. Laundering services shall be contracted with a
local Mount Vernon business and shall provide pick-up and drop-off (at least two times a week) of
employees uniforms at each Fire Station. Should the employee be without uniforms prior to a scheduled
shif, it is the responsibility of the employee to contact the Laundry service provider for pick-up of
necessary uniforms. Replacements will be made as necessary as determined by the Fire Chief or his
designee.

Section 31.2
The City shall provide each employee covered by this agreement with the following complement of

uniforms that comply with SOG 4.7.1 and the current edition of NFPA 1975:

5 — Pair of Class B Nomex (7.5 oz) pants
5 — Class B Nomex (4.5 0z) shirts

1 — Duty jacket

1 — Pair of shoes or boots, 6 pair of socks

1 — Duty belt
1 — Sweatshirt
4 — T-shirts

1 — Set of 2 badges, collar brass, and name tag

Section 31.3
Once the employee is issued their initial uniform as indicated in Section 31.2, each employee shall be

provided a clothing allowance of $400.00 per calendar year to purchase any replacement items
necessary. The $400 allowance will be pro-rated in the initial year that the employee receives their
uniform. The City shall track the expenditures of each employee throughout the calendar year. The
annual clothing allowance shall not be considered part of the employee’s wages.

Section 31.4
The City agrees to furnish employees who have completed two years of service with a Class A uniform

complying with SOG 4.7.1 and consisting of:

1 — Class A dress coat (double-breasted, navy style) with appropriate rate and service markings and
patches

1 — Pair of black dress slacks

1 — White dress shirt w/o insignia

1 — Pershing style hat w/ appropriate hat badge

1 — Black tie

1 — Black belt

The City also agrees to update (if necessary) on an annual basis, any rank and service markings
applicable to the Class A coat.
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Section 31.5
The Union will be allowed, at no expense to the City, to wear an IAFF Union symbol on the duty

uniform. Acceptable type of symbol (patch, pin, other) and acceptable placement to be mutually
determined by the City and the Union.
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ARTICLE 32- TRAINING/CONTINUING EDUCATION

Section 32.1 — College Courses

College courses requested by employee for career enhancement, if approved, City shall reimburse the
employee for tuition, books & lab fees upon receipt of a report card with grade of “C” or higher for the
class. Employee will not be docked for time off if attending while on duty. Employee must provide
cover for vacancy if attendance at class leaves the shift short. Employees are encouraged to attend on-
line courses and may do so during work hours so long as classes do not interfere with normal operations
of the company. Hours spent in classes while off-duty are not considered work and are non-

compensable.

Section 32.2 — Optional Training

Subsection 32.2.1
Optional training definition:

A) Training that is requested by and attended at the employee’s option and approved by the
appropriate program manager.

B) Schools, classes or conferences that pertain to the maintenance or improvement of
knowledge or skills in firefighting, rescue, emergency medical care, hazardous materials,
emergency management, supervision and leadership.

Optional training shall be compensated as follows:

Subsection 32.2.2
All compensable hours in excess 0f 212 hours per an employee’s 28-day work cycle or 40 hours

per 7 day work week shall be paid with compensatory time or pay at 1 % times his or her normal
hourly rate,

Subsection 32.2.3
At the option of the Fire Chief or his designee, an employee’s work schedule may be adjusted for
the express purpose of reducing compensable training hours.

Subsection 32.2.4
Backfill, if needed, will be provided by the City.

Subsection 32.2.5
Overtime calculations based on exceeding 24 hours in a 72 hour period will not apply to optional

training,

Subsection 32.2.6
Compensation shall be determined prior to the employee attending the training.
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Subsection 32.2.7

For calculating compensable hours for optional training, actual hours worked in the affected
28 day work cycles shall be used. Actual hours worked include regular shift hours, travel
time to and from training, and actual time spent in class.

Section 32.3 — Mandatory Training
Mandatory training is defined as:

A} Any class that is mandated by the Chief,
B) Any class that is compulsory and the employee has no choice but to attend.
C) Training that is required to maintain certifications:
EMT / Paramedic
Fire Investigation Including IFSAC Fire Investigator Continuing Education
SCBA Repair and maintenance
PPE Repair and maintenance

Section 32.4
Mandatory training will be compensated as follows:

Subsection 32.4.1

All compensable hours in excess of an employee’s 192 hours per 28-day work cycle or 40
hours per 7 day work week shall be paid with compensatory time or pay at 1 2 times his or
her normal hourly rate at the option of the employee.

Subsection 32.4.2

All compensable hours in excess of 24 hours in a 72 hour period shall be paid with
compensatory time or pay at 1 % times his or her normal hourly rate at the option of the
employee.

Section 32.5
Travel time shall be compensated as follows:

For college courses and optional training there is no compensation for travel time. Travel costs
(mileage, air/train fare, car rental) may be paid for by the City for Optional training if the employee is
approved to attend. Employees shall always use a city vehicle for travel, if driving, unless there is no
vehicle available. Employees may opt to drive personal vehicles at their own cost.

Travel costs (mileage, air/train fare, car rental) may be paid for by the City for Mandated training,
except for regular term college classes. If driving, time will be calculated using Mapquest® , and shall
be compensated at 1.5 times hourly rate for the driver of the vehicle only if outside the employee’s
regularly scheduled work schedule. Travel time for Paramedics will be deducted from their 50 hours of
CME overtime.
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Section 32.5 - Paramedic Recertification
Certified Paramedics shall be allowed up to 50 hours of overtime to attend approved ALS CME per

calendar year. Attendance of CME while on-duty shall be deducted from the 50 hours. The Medical
Program Director or his designee shall establish the list of required classes and their availability. It is the
responsibility of each employee to maintain proper paramedic credentials as a condition of employment.
These classes include, but are not limited to, ACLS, PHTLS, and either PEPPS or PALS, OTEP and
Run Review. Paramedics shall be allowed twelve hours of overtime each year in their initial
certification period (1% three years of certification) for intubations and one hour per intubation as

required by laws in each subsequent year (4).
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ARTICLE 33- SUCCESSORS AND ASSIGNS

Section 33.1
This agreement shall be binding upon the successors and assigns of the parties hereto, and no provisions,

terms, or obligations herein contained shall be affected, modified, altered, or changed in any respect
whatsoever by the consolidation, merger, annexation, transfer or assignments of either party hereto, or
by any change geographically or otherwise in the location or place of business of either party hereto.
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ARTICLE 34 - STRIKES
Section 34.1

The Union agrees there shall be no strikes, slow downs, stoppage of work or any interference with the
efficient management of the Fire Department for the duration of this Agreement.
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ARTICLE 35 - SAVINGS CLAUSE

Section 35.1

If any provisions of this Agreement or the application of such provisions should be declared invalid by
the Court action or by reason of any existing or subsequently enacted legislation, the remaining parts or
portions of this Agreement shall remain in full force and effect.
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ARTICLE 36 - DURATION OF AGREEMENT

Section 36.1
This agreement shall be in full force and effect from January 1, 2013 through and including December
31, 2016. This agreement may not be modified except by mutual consent of the Employer and the

Union.

Signed this <Q day of A’mﬂ: l , 2014

ayor, City of Mount Vernon —Pfesident, Local 1983
International Association of Fire Fighters

Approved as to form:

e

City Attorney

e A —
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APPENDIX A - WAGES

Section A.l
The Salary Schedule for 2013-2015 shall be as follows:

Job Classification 2013 2014 2015
Captain 6,742.00 6,876.84 7,224.80
Lieutenant 6,448.88 6,577.86 6,910.70
Firefighter/Paramedic -

Hire 5,288.08 5,393.84 5,501.72
Firefighter/Paramedic -

1 year 5,803.98 5,920.06 6,038.46
Firefighter/Paramedic -

2 year 6,448.88 6,577.86 6,709.41
Firefighter - 1st Grade  4,807.34 4,903.49 5,001.56
Firefighter - 2nd Grade 5,276.35 5,381.87 5,489.51
Firefighter - 3rd Grade  5,862.61 5,979.87 6,099.46

Section A.1.1

The salary grade above includes a 2% wage adjustment for all positions in 2013.

The salary schedule above includes a 2% wage adjustment for all classifications in 2014,

The salary schedule above includes a 2% wage adjustment for all classifications in 2015, Captains and
Lieutenants receive an additional 3% increase in 2015 (in addition to the 2%).

Section A.1.2
Effective January 1, 2016, wages will increase by 100% CPI-U for Seattle-Tacoma-Bremerton (June

2014 to June 2015) with a minimum of 1% and a maximum of 3.5%.

Section A.2
Paramedics will receive an additional 10% above the wage of their rank/classification.

Section A.3

EMT Pay for Firefighters- Fire suppression personnel who obtain or possess a valid Washington State
Emergency Medical Technician certification shall receive, in addition to all other monthly
compensation, the amount of $10.00 per month as an incentive to obtain and maintain the EMT
certification.
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APPENDIX B - LONGEVITY AND DEFERRED COMPENSATION

Section B.1

All present and future full-time employees of the Fire Department shall be granted Longevity Pay in
addition to the base salary set forth in Article 10. Longevity Pay shall commence on the anniversary date
of the employees employment, according to the following schedule:

$10.00 per month additional salary for each year of employment, such additional payment to
commence on the anniversary date of employment after the completion of five (5) years
consecutive employment on a full-time basis, with no maximum accrual.

Section B.2
Effective July 1, 2014, the City of Mount Vernon will contribute a 1% matching contribution into a 457
deferred compensation account (employee’s choice) on behalf of the employee.

Effective July 1, 2015, the City of Mount Vernon will contribute a 2% matching contribution into a 457
deferred compensation account {(employee’s choice) on behalf of the employee.
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APPENDIX C - EDUCATION INCENTIVE

Section C.1
To be eligible to receive the Educational Incentive, employees must provide proofto Administration that

they possess an Associate’s degree or a Bachelor’s degree as described in Sections C.1.]1 and C.1.2 of
this appendix. Employees hired prior to ratification of this contract shall be eligible to receive the
appropriate educational incentive if they have any Associates degree or Bachelors degree from an
accredited college.

Subsection C.1.1

Employees covered by this agreement with either an Associates Degree in Fire Science,
Emergency Medical Services, Fire Command Administration, or an allied field subject, shall
receive a premium of $50.00 per month. Acceptance of an allied field degree is subject to the
approval of the Fire Chief or his designee.

Effective January 1, 2015, employees covered by this agreement with either an Associate’s
Degree in Fire Science, Emergency Medical Services, Fire Command Administration or an
approved field subject, shall receive a premium of $100 per month. Acceptance of an allied field
degree is subject to the approval of the Fire Chief or his designee.

Subsection C.1.2

Employees covered by this agreement with a Bachelor degree in Fire Science, Emergency
Medical Services and/or Fire Command Administration, or an allied field subject, shall receive a
premium of $100.00 per month. Acceptance of an allied field degree is subject to the approval of
the Fire Chief or his designee.

Effective January 1, 2015, employees covered by this agreement with either a Bachelor’s Degree
in Fire Science, Emergency Medical Services, Fire Command Administration or an approved
field subject, shall receive a premium of $150 per month. Acceptance of an allied field degree is
subject to the approval of the Fire Chief or his designee.
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APPENDIX D - KELLY DAY CRITERIA

The City and Union agree to the following language for selecting Kelly days. Where it is the intent of
the union and the City to not change Kelly days once they are jointly approved by the Union and the
City; schedules may be adjusted for a period of time due to organizational needs if mutually agreed to by
the employee and employer (disability, military leave of absence, provisional assignments, etc.).

1.

2.

Kelly days must be taken in each 28 day cycle as set by the Fire Department Administration.

Only two employees may be off on Kelly days on any given day; however, there may be an
exception to this rule on two to three days per year.

Battalion Chiefs and qualifying BC’s assigned to the same shift shall not select Kelly days on the
same day.

All Kelly days shall be scheduled for the following year by December 15 of the preceding year.
All shifts shall use the same Kelly day selection criteria. Kelly days shall be selected by all
members of each shift at one time in a single session, using a “round-robin” format, with the
senior person selecting 1 Kelly day first in any one of the 28-day cycles assigned to that person,
followed by the next senior, and so on until all individual 28-day cycles have been assigned the
appropriate number of Kelly days.

At no time shall Kelly days create an overtime expense to the City.

The completed Kelly day calendar shall be submitted to the Fire Chief electronically upon
completion, and reviewed by labor management prior to Vacation and Holiday selection.

In the event an employee is moved from shift to shift during the year, they will move into the 28-
day cycle of the position they are replacing, and shall be assigned the Kelly days for the position
they are replacing, unless the movement creates unnecessary overtime.

Kelly days shall be allowed on mandatory training days. If an employee chooses a Kelly day on
a mandatory training day, it will be the responsibility of the employee to make up the training at
no expense to the City.

No Kelly days selected under the rules above will be considered approved until after the City and the
Union meet to review the Kelly day selection.
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APPENDIX E - CONSENT/RELEASE FOR ARTICLE XI, DRUG POLICY

I consent to the collection of a urine sample by and its analysis by
for those drugs specified in the Collective Bargaining Agreement.

The laboratory administrating the tests will be allowed to release the results to the City of Mount Vernon
only after the laboratory’s results have been reviewed and interpreted by the Medical Review Physician.
The information provided to the City shall be only whether the tests were confirmed positive or were
negative and no other results of the test without my written consent.

The laboratory is not authorized to release the results of this test to any other person without my written
consent.

I understand that I have the right to my complete test results and that the laboratory will preserve the
sample for at least six (6) months. I have the right to have this sample split and a portion tested at the
City’s expense at a second laboratory of my choice in the event the test results are confirmed positive.

I understand that the City is requiring me to submit to this testing s a condition of my employment and
that alteration of the sample or failure to reasonably cooperate with the collection of a urine sample may
result in disciplinary action by the City.

I understand that a confirmed positive testy may result in a requirement that I undergo rehabilitation.
By signing this consent form, I am not waiving any of my rights under any federal, state, or local law,
statute, constitution, ordinance, administrative rule or regulation or common law provision, I understand

that I have the right to challenge any confirmed positive test result and any City action based thereon, by
filing a grievance under the Collective Bargaining Agreement.
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APPENDIX F — SUMMARY OF BENEFITS

For most up to date Health Plan Summaries, refer to the City Website, www.mountvernonwa.gov,
Human Resources/Employee Benefits/General Benefits.
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WDS Dental Plan E

Benefit Summary

Class | Benefits -
Class il Benefits [
Class I3l Benefits  50%
Annuai Plan Maximium

(lass | Benefits:
*Diaonostic &
Preventative;

« Routine Examination & Cleaning
{up to Z Umes annually).

» Comprehensive Oral Exam
feovered 1 time ina 3-year
peried, instead of 1 routine
exaimj.

+ X-rays,

+ Emergency Examinations.

v Fissure Sealants (Covered 1 time
cvery throe years up to age 154

= Toprcal Application of Fluoride
tup to 2 times annually).

‘

. Piease 1o dental Booklet for Hmitetions, sad excluslumof u:.h dtnul pun,

Class Il Benefits:
“Restorative, Oral Surgery,
Periodontics & Endodontics:

« Amalgam fillings. {Composite or
filled resin restoration will be
covered up to the amount of an
amatgam. filling).

« Removal of teeth and surgical
extractions (fncludes removal of
wisdoriy tewth).

~ Progedures for peipal and root- -
canal treatment. _

= In certaln anditions of cral
health, general anesthesia or
intravenous sedations may be
covered. .

* This benefit smimoey §s intenched Geify 6% 0 ptan overview. 1 does not intlde alt mramem's,
fiitaticns and éxebugions of the plan. Please nofer to plan baokiet far ad«ﬂli-ﬁnﬁl infgemation.
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Class ||l Benefits:
*Periodontics &
Prestodontics:

a Cronvns,

= [nlays & Onlays (limitations
apply).

» Dentures, fixed bridges.

+ Surgical placement or removal
of implants or attachments to
implants.

v R Dt Taume & 5 rurher of G
Flok oy Dt Py &5250aton




An Eyecare Plon
With You in Mind

Are you reaily secing your pesl? Or are
you simply wsed o tha view? With good
VISICN, YUl RLPEHSNCEs arg CIRomm!
Sharper, Brighter,

sesiges helping you oo better rouling T
eve axoms can detect o number of sefious health condlitions
such o gloucoma, cataracts ond diabefes. Even concer. Pluz,
pye exams fof kids can spol problems that can impac leaming

ong development,

New patients always welcome.

; V5P notwork doctors are
tocated Aght where you
nead Bem -~ close to
work, hame and shoppng
cenlars, They provide
arceplional care and offer
a wide selection of frames
and contact lenses o
choose ram — ol af one
converient location, Their
commitmant o core and
s@rvice grows with you and
vour lamily for a Keflima
of cara.

Evecaie
is important.

No ID cards. No claim forms. Easy as 1, 2, 3.
1. &ned 21 YSP network doctior of vsp.com o coll BOD-877-7195,

2. tagke on appointmenl and fell the docior you ore o
VP mimber,

2, Your doctor and WP will handie the ratk,

Visit vsp.com today.
what's important 1o yeu? Do you need an evering
oppointrnent? Interested in ¢ dogctol wihio focuses an sports
pyewes o childron? Wont an anlie savings stelement alter
o st o WP doctor? Secrching for
inforemetion or candiliens af the ave?
wisit vip.cony. You'll ke wial you sed.

ik 111987 ® e

Loty
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$0 copay

Your eyecare henefil is brought to you by
the Association of Washington Citles Employaa
Benefit Trust and V8P,

Your Coverage from a VSP Docter

Exam covare im Sl e coiom oo BY¥ECY 12 months
Proscription Glasses
Lenses coverad in full oo, svery 12 months
» Sipge welon, lwed bifocsl, fned iffocal lenses,
ovorsized Reises, photochirorme, paladzedIaminsted,
solid #infs and dyus, astic gradiant dyes, seeateh
coellng, arti-eliective ceating, color cogding, iniror &
skf fype coating and rimwess mounfing.
+ Polycanonats lsnsos for dopendent ehiddran
Frame avory 24 months
+ Frame of your cholce covernad up (o § 120,00
s Plus, 205 off any oul-ol-pocke! costs,
~0OR~
Contact Lens Care. .. awmiminscnn: YRy 12 months
When you chogse eentscts instesd of gfasses, yowr
$150.00 allowance gupies o the cost of yarr contarts
and the contsct fans exa ({Titlng and evalwation). This
exem is N addition fo your Wsion gxan D ersud ropes
il oF cantacts

Extra Discounts and Savings

Laser Vislon Comection Discounts

Prascription Glasses

» Up o 20% savings on fens exiras such as scralch

rasistant and antiveffective coalibgs and progressives |

+ 0% ofF adihitions) prescriotion glassas and simglasses®

Contacts”

v 15% off cost of comtact fens exam (fitting anid eraltusion)

* Avadaile Far) the sima VSP Oodiar Whe frowed yoor ape
exary] withit $he Jast 32 manths

Your Copays

No copays apply

Dottar far delfar you get the baet value from pour VSP bansht
when you vislt 8 VSP network docsor, I yoa decide nat 1o see
8 V5P dacsor, copays SIH apply. You'll alsa receive 3 lesser
peacht and typiealy pay mara out-of-pozket, You are
required %0 pay the providar in full at the lme of your
appoitment and submit a dalm so V5P jor partist
reinmborsement. 1€ your doclde 0 500 a provider not in 1he V5P
natwork, call us first al 800077-7195.

Okrt-af-Network Relmbuesemant? Amounis:

= 1 TN OTRONPINONSNUNUTSRO 1. .J | .1 #1411
Lﬁﬂﬁéﬁ,

SINGIa WIBKNG ...vcrevvvvcrerir e et e arenenn U 18 §90.00
Linod Bifogal . Up to $60.00
Lined Trifocal Up to $30.09

Up o S4500
- Up o $5.00

U f $150.00

VSP guarantees servoe from VSP astwork dockars only,
11 the event of a coriic balwean s informahon and
your egamization's contract with V8P, the fnrms of the
cenlract will pravalt



Orthodontia

Amendment

For Children
Program #177 - Plan IV

The following amendment applies te your dantal program:
W In addition to covered dental benefits described in your booklet, your program provides

coverage for orthodoncic benefits,
m Qrihadontic treagment is defined as the necessary procedures of weatmant, performed
by a ficensed dentist, involving surgical or applance therapy for movement of teeth and
post-treatment retention.
Eligible persons are children from birth to age 19 or to age 23 if attending an accredited schos!
or college on a full-time basis.
WIS will pay a constant 50% of the lesser of the maximum aliowable fecs or the fees acwally
charged for orthodontic procedures. Pra-guthorlzation of off orthodontic procedures is
recommended.
The lifetime maximum amount payable by WDS for orthodontic benefits provided 1o an cigible
chitd Is $2,000. Not more than 51,000 of the maximumn, or ohe-half of WD3's toal
responsibility shall be payable for treatment during the "construction phase”. The final payment

of' WDS's responsibility shall be made during the 7* month following the construction phase,
previding the employee is efigible and the dependent is In compliance with the age limitacion.

Covered Dental Benefits
Treatment of malalignmeat of teeth and/for jaws.

Limitations
Payment is limitad to completion, or to age {9 or to age 23 (if & fult tme student) for cligible

children, whichever occurs flrst. Termination of the treatment plan prior to completion of the case.
Terminatlon of this program,

Exclusions
Charges for replacement or repair of an 2ppliance. Orthognathic surgery. No benefits will be

provided for services considered inappropriate and unnecessary, as determined by WDS.

CLAIMS WILL BE PROCESSED ACCORDING TO THE PROVISIONS OF THIS AMENDMENT.
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