COLLECTIVE
- BARGAINING

belween

CENTRAL VALLEY FIRE DISTRICT R

'-Vand-.

-': TA¥F LOCAL NO,_{493_95;_ .

* January 1, 2017 through June 30, 2022

o ~ Z:\Open\Administration-Open\Board Meeting _Packgis\Upcoming Board Meéling\M. 1 CVFD CBA ammended 2019.doc



CONTENTS

ARTICLE III - MANAGEMENT RIGHTS..........ccoooviiiiiiiiiiiii
“ ARTICLE IV — RULES AND REGULATIONS ......cocoeeveveenannnn., Be e s o

ARTICLE VI - SHIFT TRADES................
ARTICLE VII - UNIFORMS AND PERSONAL PROTECTIVE EQUIPMENT

ARTICLE VIII - HOLIDAY PAY...... et e nea e

ARTICLE X — VACANCIES AND PROMOTIONS.......... e,
ARTICLE XI — WELLNESS ..:0ovovovviveeeennne., [OOSR

ARTICLE XIV — LAYOFF/REDUCTION IN FORCE.... . o......... e,

ARTICLE XV — GRIEVANCE AND ARBITRATION.................... SN

ARTICLE XVI - LABOR MANAGEMENT B0 5 C R ——

" ARTICLE XVII = NO STRIKE PROVISION ........vvveivr e, AT

ARTICLE XVIII — SUPPLEMENTAL AGREEMENT.............covverrereen...
ARTICLE XIX — SAVINGS CLAUSE.......... R e
ARTICLE XX — TERM OF AGREEMENT ............. e
APPENDIX A ..o, e eeereees

. e . .
Z:\Open\Administration-Open\Board Mecting Packets\Upcoming Board Mecting\ 14. 1 CVED CBA ammended 2019.doc

Ko =Y w W W (V8] (V3

~ ~



COLLECTIVE BARGAINING AGREEMENT |

" This Agreement is made and eéntered into between Central Valley. Fire DlStrlCt '
hereinafter referred to as “the Dlstrrct ” and IAFF. Local No. 4939 heremafter referred
to as the “Umon '

ARTICLE I- RECOGNITION

A. - The employer. Central Vallev - Fire [)istliet (I)lbll m) " recognizes  the

- International -Association” ol Lire: [I* ighters T.ocal 14939 (U nion). as the exclusive
representative for all full-time caréer and scasonal TFirefighters and Company

“Otficers of the Central Valley Fire-District. . Chief olheu ~administrative -

. ,pel-sonncl. . part- um,e.,.hl.chghtcrs.‘ and  volunteers arc “excluded from - the
.bareaining'unit.‘ e, o T ¢+ a s

B. _llk Unmn Fecoenizes that’ (urlml Valley Fire- District is a_combination -[ire
- department where. volunteer firelighters <md officers eunuul\ and hlslonedll\
perform some bdl uammﬂ unit w OlI\ : S

ARTICLE 11 - UNION SECURITY

A Upon written duthon/atlon of an’ emplmce within the bar gaining unn the
cmplmcn shall “deduct from “the -pay of the meloyee the month]\ amount; of the
assessments, dues; Fire PAC or monthly Service charge as eutlhed h\ lhe Unmn .
' .Secnetal\ and qhall dLll\ er 1he momw Lo the Union lreasm er. : : '

. The DlSll ict agrees to allow lhc L:mon to plaee a hullctm bodrd- in. the lire
‘station.. The Union: shall limit its- posting -of" notices concerning Union activity to.such. -
bulletin board and. agrees not to'post any material derogatory to “the District.” The use of
the District’s computers or email system may be used: for the. purposc of. LOﬂdULlll]\_'
union- business -so long as SLl(.h usc ‘docs not . umﬂlct W nh or, dlsmpt the DlS[l icl's
'0pc1at10m : : nE

Thc DlSlllLl S uammo center: .and Dlslll(.l Lqmpmcnl nn\ bc used lm the -
punpose of conduetmo union-related business so lono as such use does not interfere with
“the régular operation ‘ol the District. is inclusive of alf members of .the Distiict. and
applmed by~ the Fire Chief in advance.” Use of the ‘District’s training center or.
-equipment shall not result in additional expense 1o the Dl\lll(,l dnd lhe [)Nru.t \\lll"
- cooperate with lhc_ Umon in sehedulmn such use. o : .

ARTICLE I - MANAGEMENT RIGHTS

\‘othm0 LOIIIdIﬂLd in. thls Auleunent slmll in an) avay restr ict or mlrmOe upon
the prerogatives of the District and the Fire Chicl to operate and manage the affairs.ol” -
_the District. Opcnauons and management of thc Dmnct include but are not hmued o
1hc ollm\mo :

Dmctma unplm ces:

T2 Hiring. plOlTlOlan transferring. assigning, and retaining employees: -

8 - l - -
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. Relieving employees.from duties because. ol lack of work. funds, or under
conditions where continuation ol* such work would be inefficient and-
nonproductive; ~ . - : . o o
Maintaining the efficiency of District operations: - | e

Determining ‘the methods. mcans. job classifications. certifications, -~

qualifications, and’ personnel "by” which "District operations . are to be

conducted. including the abilily to. subcontract with individuals or entities .
- to [ultill the necessary tunctions ol the District so long as subcontracting -
“does not result 'in the Joss ol duties and responsibilities essential to
+ lirefighting or emergency medical services currently being performed by
~ bargaining unit members. The parties agree that temporary. seasonal, dnd
L - voluntéer firefighters.are not considered subcontractors: i S Caa
6. Taking whatever actions may be necessary 1o cairy out the mission of the
7 Distriet; and o T e w2l e T e T
7. LEstablishiing the' methods-and processes by which work is performed.

RIS

" ARTICLE IV — RULES AND REGULATIONS

- The Union agrees that its members shall fully comply with the District mission

- and values. all District rules and regulations, . including -but not limited to, those set
- forth in.the Employee Personnel Manual, and District policies and standard operating
procedures, as amended from time to time. 'The parties agree to discuss any proposed -

“changes to District rules and regulations in the Labor Management Committeé, The . . .

' District retains the sole’ discretion to ‘implement, changes to its rules and regulations, -

excluding mandatory subjects of bargaining. - S T
| | ARTICLE V - UNION BUSINESS =~

‘ ;Emp]dyééé elected or éppdiﬁt‘ed as Unjiodofﬁ'cer:s-:o‘r individuals api)oinfed:by tlie_

" -Union to represent the Union shall be granted reasonable work time to perform their

necessary functions so long as.it is not disruptive to CVFDr operations. This work time -

o E v 5

' “shall i'l_git_ interfere with the performance of regUlar]duties_.; 4 L
. ARTICLE VI - SHIFT TRADES .

- Upon approval of the shift Captain and Fire Chief, oi his designee. in advance.
. bargaining unit employees may trade shilts with “another . emplovee in the same

© -classitication when the trade does not interfere with the best.interests of the District, It

the shift'is denied. a reason for the denial shall be:provided to the employee requesting
~ the-trade.  In no  event shall any shift -trade result in” the payment of overtime

compensation.- - The District assumes no -obligation to “insure- repayment- of* time- for
- employees involved in shift trades.” The employée requesting the - trade. retains full
~responsibility for that shift. = - -~ - 00 = o o

. ARTICLE VII - UNIFORMS AND PERSONAL PROTECTIVE EQUIPMENT

-The emplojzer shall provide NFPA compliant _s,iaﬁon,/dtity uniforms;. s'truct‘urél»-'
personal protective equipment, and wildland firefighting personal equipment. -
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ARTICLE VIII - HOL_[DAy_ PAY'

A. Regulm tull- time shift personnel shall receive cight (8) hou:s straight’ llmc
‘ “pay for each recognized holiday. regardless of whether the h()hda\
\\forl\"ed. in adchllon to their lCUUldl pay. as l‘IOlldd\ compensahon

B _Rcoulal full time. non- shlll personncl shall receive: thc holiday oll W nh_
o pay. - Rcoulal full-time non-shift personnel who are scheduled Tor a day
~off on'a da\ that is. observed as-a legal’ hohda\ or on call as a dut) 3
officer. will receive a dilferent day off “with pay.” This.day will be in the

same pd\ period as scheduled by thc emplO\ ee and hls/hCI supuvrsm

ARTICLE IX CALL BACK

Al employees are e‘(pected to 1eturn to service f01 a mrmmum of 20% -of call .
“backs. - Call backs ‘include: All Calls, Ist Alalms and greater. Comphance shall be
evaluated on a quarterly basis.: E\emptlons mady be oranted at the discretion of the Fire
_- Chief or his-designee. Employees called back to dut) w1ll be pald theu appl opr 1ate 1ate -
of pay for hOUlS worked, mcludmg ovettlme pay : : '

, Emplm ees who are called out.to an eme1 oencv scene. or requlred to retur n'to
- ~work will receive a minimum ot I hom of~ pay even- lf thex do not \\1011\ the full 1
‘ hour : , : : S :

Employees who are requned to e\tend their. work sh1tts in the event of -
~ emergencies, or-as needed by CVFD, will receive a minimum of’ ‘A hou1 of pav even .
. 1t the) do not \vmk for the full Vi hou1 ' ‘

ARTICLE X - VACANCIES AND PROMOTIONS

AL _'l dbOl and manaoemcnt agree- 1o lorm a- commltlee to dlscuss thc_.
pr omotlon'rl plocesscs Tor all posmons \vlthm the hcuoammo umt

B, - Itis amccd upon b\ labor and managément thal once thc ploccss s

_ LSIdbllSlILd il shall be’ madc av mlahlc tor any. mcmhu upon 1cqucst

ARTICLE X[ - WELLNESS

All members of the baroammg umt shall be requued to- undergo and pass- o ©

méndator} medical evaluations to be conducted by a physician selected by the Distriet.

' The medical evaluation will be based on the applicable NFPA standard for firefighter = =

physical exams., -and ‘will include all appropriate Hepatitis B vaccmatrons The’ Dlstrlct.
shall be responsrble for all costs assocrated with evaluauons > :

ARTICLE XII - RESIDENCY REQUIREMENTS

_ Al employees shall live in the DlStl‘lCt or within a thrrty (30) mmute response :
' trme of a District Fire Statlon with the tne chlet S approval ;

- 3- | o
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ARTICLE Xlll - -TRAINING

The District recognizes career development tra ammo beneﬁts both the employee
and the District. Mandatorv training to ensure competencnes are met \wll be provided
on shift whenever. poss1ble

‘The Drstrrct is also. willing to support optlonal training opportunmes for its
. employees when practicable. Optional training is defined as any training that is not -
mandatory and:not. provided. for by -the District. All requests for - optlonal training,
including anticipated training, e\(penses must be approved by . the Frre Chief  or hrs
desronee in advance. '

: Any expenses pard by the D1str1ct requlre the submrssron of appropnate recelpts
and- successtul completlon of the training.

, Employee compensatron for attendance at District supported trammg mandatory -
and approved optional training, will be at the employee’s. regular rate of. pay and in
- accordance with the Fair Labor Standards Act (FLSA). At no time will par tlcrpauon in .
training appr oved by, the District neoatwely impact an employee s scheduled earnings.

'_Unscheduled tnne not related to tramlng wrll not be compensable

' ARTICLE XIV - L‘-AYOFF/REDUCTION- IN FORCE'

4 In the ev ent ol a lav oll or lLdll(.llOl’l n lor ce the DlSlllLl i its. sole dlscretlon '
_\\1ll determine the timing of layolts or 1cduct10ns in for ce and the number of elnplo) ges’

in each classxhcauon 1o be laid off or reduced. The Fire Clncl will conduct la\ olts or -

' l‘GdU(.thl'lS in lonee b\ ]ob Llassmcauon in the lollo“ ing ordu '

l empox"n v and scasonal emplO\ ees:
- Probationary: employees: and
~Length of service with the District '
- [ ~ When length of sérvice is equal L]UdllllC'lll(mS e\pel ience. and
pe1 lormance ev aluauon will he (.OllSId(.l ed. ; -

ln the event th Distri lct is ahle to fill a: \acanC\ W hrle emplovees in the same 10b' y
(.ldSSIllCEltl(m are laid off. such employees will be eligible for recall’in the reverse order
- of la\otl for a period of two (2) vears from the date of layott. plowded that such
employees meet all necessary ‘qualifications. and eligibility “criteria of the position”

. established by the District. rmludmo but not llmll.Cd to. all nuessm\ celtrlleatlons and
'ph\ su,al tltncss 101 duty 1equnements '

~The DlSll ict slmll send a notice of recall by certmed mall to the lasl know

address of the laid off melO\’Ct. reflécted in District records. Tt is the employee’s sole .
responsibility, to-maintain current contact information with' the District.  Within' five (3).
‘business .days of délivery or attempted. delivery of the notice of recall. ‘the laid off
employee musl notify- the District- of - his/her "intent to return to” work on the date

: specrlred for recall and must meet all current requirements of the position. supported by
.. _appropriate documentation. If the’ employee fails to fespond to-the notice of recall
T within the time allowed. fails fo report for worl\ on the date speulled for recall, -and/or
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fails 1o meet all current requirements of the position. the employee forfeits all recall
rights. : :

ARTICLE XV - GRIEVANCE AND ARBITRATION

A grievance is defined as an alleged violation of any provision of this
Agreement, or an alleged violation of any provision of the District Personnel Manual,
and any amendments with -the term of this Agreement, not contained within this
Agreement. ‘This grievance and arbitration procedure shall be the exclusive remedy for. -
all grievances. : : : :

The Union shall certify in writing to the District the names of all employees or.
others authorized .to represent the Union in this procedure. For the  purpose of this
~article, persons are authorized to represent the grievance-during regular working hours
without. loss of regular pay provided the Employer does not incur the cost of any
overtime as a result of representation. ~Union representatives from the local or
international level may "be called in to assist at any step during the grievance.
Departure from the established procedure, unless-mutually: waived by both parties, shall

automatically constitute a waiver of the grievance.-

.For the purpose of this article a business day is defined as. all calendar days
except ‘Saturdays, Sundays, and holidays. Presentations of grievances must, at each
step of the following process, include the following information: S :

Name of employee(s) grieving;

‘a.

‘b, 'Dates of the action(s); .

- ¢. Statement of Grievance; o - :
- d. Contract-and/or District Personnel Manual Provision Violated;
e ‘Specific Remedy or Corrective Action requested.

Procedure:

Step 1 Immediate Supervisor No_ti_ﬁcatidn: .

‘The grievance shall be biought to the employee’s immediate- supervisor within
ten (10) business days of the day the incident giving rise to the grievance occurred.

Step 2 Immediate Supervisor’s Response: -

_ " No formal grievance may be filed until the immediate su'p‘ervi_sbr has been given
an opportunity to attempt resolution. The immediate supervisor has ten (10) business
days to respond to a Step 1 notification. ' .

Step 3 Formal Grievance: =

~In the event the employee(s) covered by this agreement chooses to file a formal

grievance they shall notify the Union Grievance Committee within ten (10) business
days from the end of Step 2. : :

. ' =5 o
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Ste_pd Uhion Investigation'

. "The Union Grievance Commiittee shall inform the Fire Chlef that a p0551ble
grievance has occurred, and that they will mvest1gate the grievance.and if it determires -
that a grievance exists, it shall present the grievance to the.Fire Chief within ten ( 10)
‘business days of notification of ‘the grievance. .If the Union .determines that no’
grievance is. warranted, this shall be considered the final obligation of the Union, and -
: the employee(s) is- llmlted to seekmg remedy out31de ot thls agr eement 1f apphcable

‘Step 5 Flre Chlef Response
“The Fire Chief shall- respond to the employee(s) and present ‘written. dec151on to-

the employee(s) and the Union Grievance Committee within ten ( 10) busmess davs ot
: recelpt of the grlevance fr om the Umon Grievance Commlttee - -

| o _Step 6'1\’ledldt10n

o If aftel the Ftre Chlef’s fa11u1e to issue wntten dGClSIOH at Step 3 “or afte1 :
issuance of the written decision by-the -Fire Chief at Step -3, the grievance remains

- unresolved, either party, oi-both-shall request mediation, -by ‘using the process available -

through the. Montana Board of Personnel Appeals (BOPA) ‘pursuant. to Montana Code
Annotated § 39-31-307, within ten (10) business days of the deadline for the Fire Chief”
. to.issue his written decision, or w1thm ten. (10). busmess days of the recelpt of the. F ire .
. Chtef’s wrltten dec1510n o . :

.:Step 7»Fact' Fmdmg"

: It medlatlon is- unsuccessful elther party or both may petmon the BOPA to-
-mmate fact finding pursuant.to° Montana Code Atnnotated 9§ 39 31 308 & 309 w 1thm e

r ten i IO) busmess days of the medlatlon date.

. “Step 8 Arbltratlon

LIf afte1 the plocedtues for medlatmn and fact ﬁndmg have been e\hausted an. -
impasse exists between the parties, either par ty.or both may petition the BOPA for final
and binding arbitration pursuant to Montana Code Antiotated §§ 39-34-101; et seq.,
" within ten (10) busmess days. of the medlatton date or completlon of fact-tmdmo 1t ;4
apphcable : '

" The partles shall select an ar b1tratox by alternately strlkmg names ﬁ om the hst",,
- provided by.BOPA, with.the parties flipping -a coin -to -determine who is. entltled to
str 1ke the ﬁlSt name. The last name on the hst shall be. the ar bm ator '

-~ The decmon of the arbitrator _is. bmdmg upon. the partles Each party shall be_-:
1espon51ble for his/her/its/their-own fees and costs incurred in p1 esentation of the case .
~ to the. arbltrator The tfees and expenses of the arbltratm shall be shared equall) by the
' partles : , , W

3 6 _
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ARTICLE XVI - LABOR MANAGEMENT COMMITTEE

The parties agree to t01 m a Labor Management Committee (L\/IC) Either party
may contact the JAFF/IAC Labor Management Initiative or the Montana Board of
Personnel Appe'lls (BOPA) in Helena. Montana 1o arrange for training to be . provided
to representatives from the Union and Management. The paltles agree (o JOIllth
develop the LMC chal ter and rules.

“The purpose of lhlS committee " is to hc1htate commumcatlons between. the
District and the bargaining unit. It is not to take the place of contract negotiations or
grievance plocedme under this agreement. The commitiee shall be used to discuss
items that are ol 1nte1 est to the group. ’ ’ '

Rep1 esentatives of the Union shall not lose pay or benefits for meetings mutually
scheduled during ‘their duty times. Employer shall not incur costs. of overtime as a
result of attendance at committee meetings. .

ARTICLE XVI - NO STRIKE PROVISION

_ Strikes are pr ohlblted duunc the term 01 any contract and the neootlatlons or.
arbitration of that contract. No member of the bargaining unit shall strike or recognize
a picket lme of" any labor organization in the per t01 mance ot his/her ofﬁc1al dutles

ARTICLE XVIII - SUPPLEMENTAL AGREEMENT

By mutual agreement only, lhe partles he1 eto ma) at any time negotlate addmons
or modifications to this Aoreement which, after being mutually ratified, shall become a
part of '[hlS AQI eement as i contamed herem ot S

- ARTICLE XIX — SAVINGS CLAUSE

" n the event anv prowslon of this Agreement or the application-of such p10v1510n
is rendered or declaled invalid by any court action or by reason of any existing or
subsequently enacted legislation, ‘the 1emalmng pomons of this Agreement shal] remain - . -
in full force and effect.. c

' ARTICLE XX TERM OF AGREEMENT

Tlns A°1eement shall become effective on' the ‘1st day of Januzu) 2017 and
continue in full force and effect through June 30, 2022. - Thereafter, it shall
automatically renew for one year in its current form unless either party gives written
notice to the other of such party’s desire to terminate or modify the Agreement at least
sixty (60) days prior to the- expiration date. - Such notification shall include the desired
modification(s) in order for the other party to review the.proposed chariges prior to the
first negotiation session. It is understood and agreed that either party may open the
Agreement for further negotiations.only as to Appendl\ A, it must give written notice
to the other party no later than \'Iarch 30, 2019. Failure to provide such notice shall
constitute a waiver of the right to re-open negotlatlons on Appendl\ for term.of the
Agreement. :

. _7_
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IN WITNESS WHEREOF, the parties hereto have set their hands this _ day

of 3,,“ . , 201K 9

CENTRAL VALLEY FIRE DISTRICT IAFF LOCAL NO. 4939

v G/l/20(9 N@Vﬁx @)1z
Board of Trustees, Chair ate iPresndent Date
/ / 6 G [? z:__yL W
Boarﬁ of ;rustees Vice Chaz éate

Union Secretary / Daté

8-
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APPENDIX A
Wages and Compensation

The CVFD Board of Trustees has adopted a sk111-based pay system that rewards depth
and breadth of skill and experlence to encourage long—term career development for our
personnel. :

It is the 'policy of the Central Valley Fire District Board of Trustees to maintain an
effective, productive, engaged, and satisfied District workforce by:

e Offering a total compensation package that District employees regard as
equitable; based in part on benchmarking with regional fire services total
compensation, and within the District’s fiduciary responsibility.

e Offering compensation beyond baseline, in the form of technician ratings, that

rewards increased depth and breadth. of skills that contributes to District mission = -

and goals;, _

e Providing an intrinsic motzvatzon system that allows employees to grow
professionally and advance their careers; and - -

e Maintaining ~an organizational culture that. encourages and promotes
organizational learning through training, education, and involvement. '

Skill-Based Pay

Sklll-based pay (SBP) is a compensatlon system that rewards employees with addltlonal-
pay above a threshold level for formal attainment and demonstration of advanced skills,
- knowledge, and competencies that are necessary to fulfill the organization’s mission. It
encourages and builds both depth and breadth in employee capabilities in a self-managed
‘career -path. It complements small organizational structures where employees are
- expected to have a high degree of involvement in work planning and execution with
superior skills, greater flexibility to perform a wide variety of tasks, and ability to work
- ~without close supervision. Overall SBP is targeted at developing and compensating a
workforce that is smaller but higher skilled and more productive on a per-worker basis.

All full-time career firefighters must meet entry level eligibility requirements to be
considered for employment and must attain the base firefighter classification within a
. predefined number of years. Advanced skills, in the form of technician ratings; are
optional;- however the advanced skills are tied directly to the breadth of skills that CVFD
requires for career development to be a dynamic public safety service provider.

-10-
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Classifications and Technician Levels

The following table represents eligibility requirements for job classifications and
technician ratings.

Classification | Technician Eligibility

Entry Level | Not Eligible | Firefighter 1 or equivalent and EMT-B certification, pass
Candidate Physical Ability Test (CPAT) and written exam

Base Firefighter | Eligible for | Firefighter 2 or equivalent and Montana EMT-B certification,
up to three: | Driver/Operator designation, NWCG Red Card at Firefighter 2
level

Public Certified as Car Seat Technician, Fire Inspector 1, Public
Safety Education Specialist
Technician

Engineer | Certified in driving, operating, hydraulics, and basic
maintenance of all CVFD apparatus and equipment on the

apparatus.
Wildland | NWCG coursework and Red Card at the Engine Boss or
Fire greater level

Technician

Base FF Eligible for | Certified as Base Firefighter and hold a Montana Paramedic
Paramedic up to three: | License

Public Certified as Car Seat Technician, Fire Inspector 1, Public
Safety Education Specialist
Technician

Engineer | Certified in driving, operating, hydraulics, and basic
maintenance of all CVFD apparatus and equipment on the

apparatus.
Wildland | NWCG coursework and Red Card at the Engine Boss or
Fire greater level

Technician

Base Captain | Eligible for | Base FF and Technician ratings; Incident Command, Fire
3 of the Instructor 1 and Fire Officer 1 within one year of promotion.
following:

Paramedic | Maintain Montana Paramedic License
Technician

Public Fire Inspector 2, Basic Fire Investigator, Basic Public
Safety Information Officer

Technician
Wildland | NWCG Red Card at the Incident Commander Type 4 or
Fire greater level
Technician '
Administrative Same as Base Captain, Incident Command, Fire Instructor 2 within first
Captain Base year of rotation. Fire Officer 2 within second year of rotation.
Captain ’

-11-
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Total Compensation

Wages and compensation.are established using a total compensation model comparing 9
similar fire services in the state of Montana. Benchmarking will occur every three years,
starting the third quarter of Fiscal Year 2016, for the positions of probationary firefighter,
base firefighter, base. firefighter paramedic, base captain and training officer. Total
compensation includes: wages, health care, Medicare, retirement, and any other form of
regular and reoccurring compensation that is a financial liability to the District. Duty
uniforms, PPE, and Workers Compensation are provided by the District, and are not
considered a form of compensation. Every three years, benchmarking may result in an
increase or a decrease in total compensation, depending on the results of the surveyed
departments. The District will set total compensation in the 70 percentile of compared
departments in Fiscal Year 2017.

Technician Pay:

Technician pay is additional compensation of 2.5% of base wage for each technician
rating. A maximum of three ratings (7.5% above base wage) will be compensated.
Employees must maintain the required skill set. Probationary employees are not eligible
for technician pay.

Cost of Living Adjustment:

On the second and third year following benchmarking, the District will pay the increased
cost of health care up to a 5% increase and an additional 1% increase in wages. If the
cost of health care exceeds 5%, the District will pay the increase, but not pay an increase
in wages. If there is no increase in the cost of health care, the District will pay a 2%
increase in wages.

Health Care:

The employer agrees to pay the health insurance premium for each employee and their
family. In addition, the employer will contribute $1,600 (individual) and $2 800 (Family)
per year into a Health Reimbursement Account.

Employees are required to have health insurance. In the event that the employee declines
District provided health insurance, the employee shall not be entitled to recelve cash or
other benefits in lieu of the insurance premium.

Coverage shall be extended to all insurable employees and their dependents under the
rules and conditions provided for by the terms of the insurance policy while the employee
is in active pay status. Employees not in active pay status may continue their health
insurance coverage under COBRA guidelines.

-12- -
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Longevity:

Longevity recognizes the value of long-term employees. Longevity will be calculated
annually, for each full year completed, at the beginning of the fiscal year. Longevity will
be paid as an hourly rate and added to the base wage.

Number of completed years of service | Annual Longevity per year of service
1-10 $150
11-20 $160
21- plus $170 (not to exceed $4,250)
Acting Pay:

Firefighters that meet the qualifications of Company Officer will be paid an additional
5% above their hourly rate when serving a half shift (12 hours) or full shift (24 hours) as
a Company Officer.

On-call:

Time spent on-call is not compensable as hours worked. Call back, including
emergency response and extensions of shifts, is considered hours worked and is
compensable for the purpose of overtime calculations.

Captains who meet the qualifications to serve as a Duty Officer may do so at the
request of a Chief Officer. Captains serving as a Duty Officer will be paid a
stipend in the amount of 25% of their hourly rate for the number of hours on-call
as a Duty Officer.

Administrative Captain:

The position of Administrative Captain is a three-year rotational position for
Captains, with an option to serve a fourth year. Expectations for these positions
are outlined in their respective Class Specifications and include, but are not limited
to, the following: duties as listed, swing up into the Duty Officer rotation as
-assigned, respond to and assume a command team role at scenes of major or
simultaneous incidents, and work a flexible 40 hour per week schedule. These
positions are considered developmental positions towards becoming a chief officer.

Compensation:
e Salary: These positions will be paid a bi-weekly wage established for base
- Captain.
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e Technician Ratings: Administrative Captains are eligible for technician pay for
ratings maintained while working as an administrative captain.

e Leave Balance Conversion: When switching between a 40 hour per week and a
56 hour per week job classification, the following conversion factor will apply
to sick and vacation leave balances.

o 40 hrs. to 56 hrs. per week- multiply leave balances by 1.400
o 56 hrs. to 40 hrs. per week- multiply leave balances by 0.715

Total Compensation Basis for Fiscal years 2020-2022

Base total compensation set at 70™ percentile of comparable departments with the
exception of firefighter/paramedic wage increased to 80" percentile to alleviate
compression between firefighter/EMT and firefighter/paramedic for this 3 year cycle.
This deviation is not to be construed as precedence to move to 80" percentile in future
negotiations.

& o7
P ® o & o
Job Title R I I S P o
Probationary FF/EMT $ 101,810 $ 75782 $ 71253|$S 5,741 6|S |
B it o «
FF/EMT $ 108559 |8 S 84807|S 88307]S 4,576 1218
FF/Paramedic $ 116408 ]S S - S 89,139 S 8,7.77 718
1 $ 127,235 $ 103610 S 8,823 3]s
$ Amount of Health
401K, 457, or Insurance Total
Medicare| FURS |HRAemployer| employer Other misc Annualized
Job Title 1.45% | 14.36 % | contribution | contribution benefits Benefits
Probationary FF (1st year) $ 48,670 | $ 706 | $ 6989 | § 2,800 | $ 22,440 $ 32935 | $ 81,605
FF/EMT (3rd year) $ 54,770 | $ 794 (% 7865(8$ 2,800 | % 22,440 $ 33,899 | § 88,669
FF/Paramedic (3rd year) $ 57,900 | $§ 840 |$ 8314 ($ 2,800 | § 22,440 $ 34394 | § 92,294
Captain (3rd year) $ 69,700 [ $ 1,011 [ $ 10,009 [ $ 2,800 |$ 22440 $ 36,260 | $ 105,960
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History of Negotiated Amendments

1. October, 2017: Health care reimbursement account amounts increased from $1,200 per
year to $1,400 per year (individual) and $2,400 per year to $2,800 per year (family) to
offset the loss of pediatric eye and dental insurance.

2. July, 2019: Article XII Residency Requirements; the time to a CVFD station was
increased to 30 minutes, from 20 minutes, to provide employees a wider range of
affordable housing. Meeting the 20% minimum callback for multiple alarm incidents is
required regardless of location of residence.

3. July, 2019: Appendix A, Total Compensation, increased and paid according to table on
page 14.

4. May, 2020: Appendix A, Training Officer replaced with Administrative Captain.

Needs to be corrected.
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AGREEMENT TO AMEND THE COLLECTIVE BARGAINING
AGREEMENT BETWEEN CENTRAL VALLEY FIRE DISTRICT AND
THE IAFF LOCAL NO. 4939

Parties: This Agreement is entered into between Central Valley Fire District, hereinafter
referred to as “the District,” and IAFF Local No. 4939, hereinafter referred to as the “Union”.

Background: The District and the Union entered into a collective bargaining agreement (CBA),
effective January 1, 2017 through June 30, 2022, governing the relationship between the full-
time career and seasonal Firefighters and Company Officers of the Central Valley Fire District
and the combination fire department of the Central Valley Fire District. A request was approved
in March 2020, to open Appendix A of the agreement in order to negotiate wages for the position
of Administrative Captain, superseding the prev1ous agreement for the position of Training
Officer.

Terms: Appendix A has been amended as follows (deleted language is stricken, and new
language appears in Bold)

Administrative Captain:

The position of Administrative Captain is a three-year rotational position for Captains,
with an option to serve a fourth year. Expectations for these positions are outlined in their
respective Class Specifications and include, but are not limited to, the following: duties as
listed, swing up into the Duty Officer rotation as assigned, respond to and assume a
command team role at scenes of major or simultaneous incidents, and work a flexible 40
hour per week schedule. These positions are considered developmental positions towards
becoming a chief officer.

Compensation:

e Salary: These positions will be paid a bi-weekly wage established for base Captain.

‘e Technician Ratings: Administrative Captains are eligible for technician pay for ratings
maintained while working as an administrative captain.

e Leave Balance Conversion: When switching between a 40 hour per week and a 56 hour
per week job classification, the following conversion factor will apply to sick and
vacation leave balances.

o 40 hrs. to 56 hrs. per week- multiply leave balances by 1.400
o 56 hrs. to 40 hrs. per week- multiply leave balances by 0.715




IN WITNESS OF AGREEMENT TO THIS AMENDMENT, authorized representatives of
the parties hereto have set their hands, May, 2020.

CENTRAL VALLEY FIRE DISTRICT IAFF LOCAL NO. 4939
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