SECTION II
ARTICLE 201-GRIEVANCE PROCEDURE

Grievances shall be limited to alleged contractual violations or
misapplication or misinterpretation of any provisions of this Agreement.

Informal Resolutlon

e

fem%a}-gﬁevaﬂee—pfeeeéf&e—The pames are encouraged to resolve matters at

the lowest possible level prior to escalating a grievance through the formal
grievance procedure. The matter may be brought to the LMC prior to
resorting to the following resolution steps.

Formal Resolution

Grievances may only be filed on behalf of an individual employee or group
of employees covered by this Agreement, or the Union as the exclusive
representative.

An individual employee may not invoke or file a grievance under this article.

All formal grievances shall be filed in writing and shall contain the
following:
1. The name and classification of the effected employee
2. The date and time the alleged incident or violation took place
3. A clear and concise statement of the grievance
4. The specific section or sections of this Agreement the affected
Member contests have been violated
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5. The specific section or sections of this Agreement the Union contests
have been violated
6. The relief sought

Step 1:

If a mutually agreed upon solution is not reached through informal
resolution, the Union may submit a formal grievance to the Fire Chief within
ten (10) business days. The Fire Chief shall respond in writing within ten
(10) business days of receipt of the written grievance and may within this
time period request a meeting with the Union to discuss the grievance and its
settlement. If the grievance is not satisfactorily resolved at this level, the
grievance may be submitted to Step 2.

If the Fire Chief determines that a grievance has been filed in response to an
alleged violation, misapplication, or misinterpretation of this agreement by
Management outside of the Fire Department, he shall forward the grievance
to the City Manager and the process shall immediately move to Step 2.

Step 2:

The grievance may be filed with the City Manager within ten (10) business
days after the time for response from the Fire Chief. The Union shall submit
the grievance to the City Manager in writing. The City Manager shall
respond in writing within ten (10) business days of receipt of the written
grievance and may within this time period request a meeting with the Union
to discuss the grievance and its settlement. Failure on the part of the City
Manager to respond within ten (10) business days shall constitute a violation
of this agreement. If the grievance is not satisfactorily resolved at this level,
the grievance may be submitted to final and binding arbitration by the Union
(but not by the individual employee) as per Article 203 within twenty (20)
business days after the time for response of the City Manager.

Miscellaneous

Once a grievance has progressed to Step 2, recording devices may be used
by either party participating in a grievance proceeding provided the other
party has been given written notification three (3) business days in advance.
If such notice is not provided, such devices may only be used upon mutual
agreement of the parties. This provision shall not apply to Arbitration
hearings.
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Any of the time limits set out in this procedure may be extended, waived, or
otherwise modified by written mutual agreement of the parties.

If the Employer fails to respond within the designated time limits, the
grievance shall move to the next step in the grievance process. A party to
this Agreement or an individual employee may be represented by counsel at
any step of the formal grievance procedure at his own cost.

A grievance may be withdrawn by the Union at any step of the procedure
without prejudice and without precedence except as to objections of
timeliness. The arbitrators shall decide all disputes regarding the grievability
of grievances.

ARTICLE 202-DISCIPLINE/CORRECTIVE ACTION AND
DISCHARGE

Discipline/Corrective Action or discharge shall only be for just cause. All
disciplines shall be held in the strictest confidence.

The primary purpose of this is to train or correct performance or behavior
that is below standards or that is contrary to the Employer’s legitimate
interests.

Discipline/Corrective Action shall be progressive and will consider the
following courses of action:

A. Informal Counseling: A supervisor may initiate an informal counseling
session at their discretion. Any written communications shall be kept
between the supervisor and the employee and will detail both the
infraction and the recommended remedial actions. These may be
material in any subsequent Disciplinary/ Corrective Actions involving
the employee.

Oral Reprimand
Written Reprimand

. Suspension
Disciplinary Demotion
Termination

TEHoaow

Because of the serious nature of some infractions, a more severe form of
discipline, including dismissal, may be appropriate without first having
imposed a less severe form of discipline.
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Informal Investigations

1. To initiate a disciplinary/corrective action, the supervisor shall conduct
an Informal Investigation. The supervisor shall serve the implicated
employee(s) and a Union representative with a Notice of Informal
Investigation which shall describe the alleged conduct, action, or
omission which forms the basis for the informal investigation, the date of
discovery of the alleged infraction, and will provide the date, time, and
place of the investigation meeting. This notice will also indicate the
amount of time necessary to complete the investigation, not to exceed
thirty (30) calendar days. This notice, in the form of a written
memorandum, shall be served to the Employee and the Union within ten
(10) business days of the date of discovery of the alleged infraction. If an
Employee is on leave when this period expires, it shall be extended until
the first day the Employee returns to work.

2. The investigation meeting shall be considered part of the investigation. A
Union steward must be present at the investigation meeting. An
immediate supervisor and his or her supervisor or designee (excluding
the Fire Chief) may be present at the investigation meeting. The
investigation meeting shall serve as an opportunity for the supervisor and
the employee to try to resolve any misunderstandings about the matter.
The supervisor shall use this meeting to gather additional information, to
hear the employee’s side of the story, and to take into account any
extenuating circumstances. If an Employee is on leave on the date an
investigation meeting has been scheduled, the meeting shall be
rescheduled on a date mutually agreed upon by both parties.

3. Upon completion of the informal investigation meeting, and no later than
five (5) business days thereafter, the supervisor shall present the
employee with either a memo stating that no formal disciplinary action is
recommended or a Disciplinary/ Corrective Action form with the
recommended action checked. The employee should sign this form as an
acknowledgment that he is aware of the action being recommended. A
signature does not indicate agreement with or acceptance of the
recommended disciplinary action.

4. The Disciplinary/Corrective Action Form is forwarded to the Fire Chief
for review.



5. If the employee wants to dispute the supervisor’s recommendation, they
may submit a written appeal to the Fire Chief. Appeals will be submitted
no more than ten (10) business days after the first business day following
the date the Employee was presented with the Disciplinary/Corrective
Action form.

0. The Fire Chief may request a meeting with the Employee and a Union
representative to discuss the appeal and its settlement. Upon review of
the relevant facts, the Fire Chief may withdraw, modify or concur with
the proposed action and forward it on to the Human Resources Director.
The Chief will notify the employee in writing of their decision no more
than ten (10) business days after receiving the appeal.

7. The Human Resources Director shall review the documentation for
completeness and compliance with the contract and forward it to the City
Manager within five (5) business days.

8. The employee may file an appeal of the disciplinary action determined by
the Fire Chief if it is a written reprimand, suspension, demotion, or
termination. The employee will file such an appeal with the City
Manager within ten (10) business days after the employee receives the
recommendation of the Fire Chief.

9. The City Manager shall respond in writing within ten (10) business days
of receipt of the written appeal and may within this time period request a
meeting with the Employee and the Union to discuss the appeal and its
settlement. Failure on the part of the City Manager to respond within ten
(10) business days shall constitute a violation of this agreement.

10. If the appeal is not satisfactorily resolved at this level, and the
recommended action is a suspension, demotion or termination, the appeal
may be submitted to final and binding arbitration by the Union as per
Article 203 (but not by the individual employee) within twenty (20)
business days after the time for response of the City Manager. If the
appeal is not submitted to final and binding arbitration by the Union
within twenty (20) business days after the time for response of the City
Manager, the Manager’s action shall be final and binding on the
employee.
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If the Employer fails to respond within the designated time limits, the action
shall become null and void.

Disciplinary Actions:

Oral Reprimand — A record shall be kept in the employee’s file at Fire
Department Headquarters for not less three (3) months. Oral reprimands may
be removed via memo to the Fire Chief.

All other disciplinary actions shall become a part of the Employee’s official

personnel record. Disciplinary actions may be removed by the employee if

the employee requests their removal in writing to the Human Resources

Director via the Fire Chief as follows:

1. Written reprimands — Not less than six (6) months

2. Suspensions — Not less then twenty-four (24) months

3. Disciplinary demotions — Shall remain in the employee’s file as long as
they are employed by the Santa Fe Fire Department

If an employee receives an additional official disciplinary action during the
above-specified time frame, the initial disciplinary action shall be held in the
personnel file of the employee no longer than the length of time the most
current disciplinary action is held.

Miscellaneous:

A. If the initiating party is the Fire Chief, following the informal
investigation meeting, the recommended action and the appeal will go
directly to the City Manager.

B. Any of the time limits or steps set out in this procedure may be extended,
waived, or otherwise modified by written mutual agreement of both
parties if extenuating circumstances exist.

C. If an appeal has been filed with the City Manager, recording devices may
be used by either party participating in the disciplinary process provided
the other party has been given written notification three (3) days in
advance. If such notice is not provided, such devices may only be used

upon mutual agreement of the parties. This provision shall not apply to
Arbitration hearings.
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A party to this Agreement or an individual employee may be represented by
counsel at any step of the appeal procedure at his or her own cost.

ARTICLE 203-ARBITRATION PROCEDURE

Disputes between the Union and the Employer arising from a grievance, an
appeal of disciplinary action, or the declaration of impasse in the negotiation
of this Agreement may be submitted to final and binding arbitration in order
to reach a resolution.

To request arbitration for a grievance, as per Article 201, or the appeal of
disciplinary actions, as per Article 202, the Union shall serve a written
demand for arbitration upon the Employer within twenty (20) business days
from the time of response from the City Manager.

To request arbitration to resolve negotiations at impasse, either party shall
serve a written demand for arbitration upon the other no more than fifteen
(15) business days following the declaration of impasse.

No more than five (5) business days after receiving or issuing the written
demand for arbitration, the Employer shall make a request for a panel of
seven arbitrators from the Federal Mediation and Conciliation Service
(FMCS) or the American Arbitration Association (AAA), unless the parties
can agree upon an arbitrator or alternative panel of arbitrators from which to
select an arbitrator.

The parties will confer to select the arbitrator no more than five (5) business
days after a list of arbitrators has been received. The selection shall be made
by the Union and the Employer alternately eliminating names. The parties
shall flip a coin to determine who shall strike the first name. The last name
remaining shall be the arbitrator. If either party fails or refuses to strike a
name from the list, the other party may request that the FMCS or the AAA
unilaterally appoint an arbitrator to hear the matter.

Once an arbitrator is either selected by the parties or appointed by the FMCS
or AAA, the arbitrator shall have full jurisdiction.

The arbitrator's decision shall be final and binding on the parties. The

decision of the arbitrator shall be based upon the facts established by the
testimony and documents presented in the case. The arbitrator shall have no
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power to add to, subtract from, alter, or modify any of the terms of the
Agreement. However, the arbitrator may give appropriate interpretation or
application to such terms and provide appropriate relief.

If the arbitrator rules in favor of the Union, the Employer shall pay the
arbitrator’s fees and expenses. It the arbitrator rules in favor of the
Employer, the Union shall pay the arbitrator’s fees and expenses. If the
arbitrator’s ruling does not clearly support the position of either party, both
parties shall pay one-half of the arbitrator’s fees and expenses.

The arbitrator shall not have authority to make an award that includes a fine
or other punitive damages or award of attorney's fees.

In an arbitration involving the appeal of a disciplinary action, the Employer
shall have the burden of proof by a preponderance of the evidence. In an
arbitration where the Union alleges a contractual violation or dispute over a
working condition, the Union shall have the burden of proof by a
preponderance of the evidence.

In an arbitration to resolve the declaration of impasse in negotiating this
Agreement, either party may require that the issue first be mediated prior to
submitting it to final and binding arbitration.

ARTICLE 210-STAFFING LEVELS

In order to assure the effective delivery of essential services as well as
firefighter health and safety, the following staffing levels shall be
maintained:

Shift:
Minimum staffing shall be thirty-four (34) members per shift, not including
the Training Captains and Battalion Chiefs.

Qualified individuals on the BC promotional list may choose to work as a
BC if they are asked to and doing so will not require mandatory overtime in
any classification. If BC overtime is accepted on a different shift this rule
does not apply.
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In the event additional stations are staffed with frontline personnel or
additional positions are required by law or necessity, any related concerns
shall be addressed in Labor-Management Committee per Article 220.

Station:

Minimum staffing shall be five (5)si{63members per station with the
exception of Station 10 which will be staffed with a minimum of two (2)
ARFF active members.

One (1) Captain shall be assigned to supervise each operational fire station.
Stations may be supervised by a Lieutenant only in the event that either the
Captain assigned to that station is not at work or there is a vacancy in that
assignment.

Apparatus:

A. In no case will staffing on any Type 1 Engine, Type 6 Engine, Ladder,
Rescue, Medic unit-Atrpert-Crash-Resene-Vehiele, or Tender drop
below two (2) while available for an emergency call and being used as
an independent resource.

B. Minimum staffing on a Type 1 Engine may only be reduced to two (2)
personnel if each Ladder and Rescue has been reduced to two (2)
personnel.

B-C. Staffing or additional apparatus will only take place if thirty-six
(36) or more personnel are on duty.

Type 1 Engine:
Each Type 1 Engine shall be staffed with a minimum of two (2) SFFD
personnel: one (1) Engineer, one (1) Company Officer.

Medic Unit:

Each Medic Unit shall be staffed with a minimum of two (2) SFFD
personnel, one of whom must be a licensed paramedic. Licensed Paramedics
working in the classification of Captain or Lieutenant, Engineer orand
Rescue Technician may be utilized as the only Paramedic on the unit as a
voluntary assignment.
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Rescue:
Each Rescue shall be staffed with a minimum of tFwo (2) Rescue
Technicians, and one (1) SFFD personnel..

Ladder:
Each Ladder shall be staffed with a minimum of two (2) SFFD personnel,

One (1) Company Officer and one (1) Engineer or two (2) Rescue
Technicians.

Crash Rescue Vehicle:
The Airport Crash Rescue Vehicle (ARFF) shall be staffed with a minimum

of the FAA’s part 139 requirements.twe-{2} FAA-ARFEFE-qualified SEED
persesirer—nehidine e - ARFEqualified CompemOfieer

Type 6 Engine:
Staffed with a minimum of two (2) SFFD personnel when staffed as an
independent resource.

Tender:

Staffed with a minimum of two (2) SFFD personnel when staffed as an
independent resource.

In the event a Type 1 Engine or Rescue drops to two (2) personnel and
minimum manning is below 34, prior to to 2200 hrs, the BC will outbound
for a minimum of 45 minutes in an attempt to bring minimum manning back
to thirty four (34) as outlined in article 330.

ARTICLE 211-SHIFT ENGINEERS

Two (2) Shift Engineers will be assigned per shift. Shift Engineers will be
assigned to fill in for station Engineers who are not at work in their
respective assignment for any reason. When a station Engineer assignment 1s
unmanned, a Shift Engineer assigned to the affected shift will fill it before
other Engineers are used. A Shift Engineer may be utilized in other positions
according to qualifications and licensure when no station Engineer
assignments need to be filled. Shift Engineers will be utilized based on order
of promotion on their shift.
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Shift Engineers may be offered overtime or be ordered in to work in
accordance with Article 330 — Overtime.

When a permanent station engineer assignment becomes available, a Shift
Engineer will be given an assignment without competition in the order they
were promoted.

Shift Engineers are not eligible for a permanent station assignment based on
shift bidding or seniority.

212-LIEUTENANTS

Two (2) Lieutenants will be assigned per shift. Upon promotion, Lieutenants
shall be assigned to a Captain until they have successfully completed a

mentorship period. Until such time, they shall not be utilized as a Company
Officer.

Once a Lieutenant has successfully completed their mentorship, they shall be
assigned to fill in for station Captains who are not at work in their respective
assignment for any reason. When a station Captain assignment is unstaffed,
a Lieutenant assigned to the affected shift will fill it before Company
Officers from other shifts are utilized.

It is the Battalion Chiefs’ responsibility to ensure that the qualified
Lieutenants on their respective shifts have an equal number of opportunities
to fill unstaffed station Captain assignments. Such opportunities shall be
offered to each Lieutenant on a rotating basis and shall not regularly exceed
forty-eight (48) hours. (* See note at the end of this Article).

Battalion Chiefs shall offer on-duty Lieutenants the opportunity to fill all
unstaffed station Captain assignments according to their place in the rotation
prior to hiring overtime to fill the assignment(s) or utilizing a qualified on-
duty Lieutenant to fill an unstaffed assignment.

On-duty Lieutenants who are not assigned to fill in for a station Captain may
only be utilized in firefighter assignments

Lieutenants who have successfully completed their mentorship may be
offered overtime or be ordered in to work in accordance with Article 330 —
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Overtime. Such Lieutenants and Captains may trade shifts in accordance
with Article 213 — Shift Trades.

*Note : Lieutenants may fill an unstaffed Captain assignment for more than
forty-eight (48) hours in those instances where the respective assignment is
scheduled to remain unstaffed for a period of ten (10) consecutive shifts or

more (e.g., when the Captain is on FMLA, Military Leave, etc.).

Battalion Chiefs shall make every effort to ensure that the Lieutenants on the
affected shift are given an equal amount of time filling the unstaffed
assignment.

ARTICLE 213- SHIFT TRADES

All bargaining unit employees will be allowed to trade shifts within their
own classification. For the purposes of this Article, FF I and FF I shall be
treated as one classification, Lieutenant and Captain shall be considered the
same classification, Engineer and Shift Engineer shall be considered the
same classification, Fire Inspector I and Fire Inspector II shall be considered
the same classification, and Paramedic I and Paramedic II shall be
considered the same classification.

Shift trades will be entered into Telestaff by the collective bargaining unit
member trading off/initiating the shift trade. Trades shall be considered any
time greater than one hour. In order for a trade to be approved, members
must possess a balance of annual leave equal to or greater than twice the
amount of hours traded.

In the event that a member who agreed to work a shift trade is unable to do
so, that member will forfeit annual leave hours equal to twice the amount of
hours traded. If an employee does not have enough annual leave hours
available to cover such a forfeiture, they shall be placed on Leave Without
Pay for the amount of time equal to the remaining hours owed. The only
exceptions will be Funeral Leave, outlined in Article 310, a job-related
injury, and/or a legitimate extenuating circumstance provided the member
gives proper notification to a Battalion Chief or Fire Marshal.

ARTICLE 214 - SHIFT AND STATION TRANSFERS
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Section 1 - Station Trade

If two employees of the same classification mutually agree in writing to a
station trade, the employer will grant such a request unless it is not deemed
to be in the best interest of the Department. Reasons for such a denial shall
be provided in writing to both employees. Employees on different shifts
shall be allowed to request a station trade. The trade shall be in force for not
less than one (1) year from the date it becomes effective.

Section 2 - Shift Change

Each year in October, any shift personnel wishing to change shifts shall
submit their request in writing to the Battalion Chief. Such changes will be
implemented based on seniority and by job classification. For this section,
FF I and FF II shall be treated as one classification. Any new assignment
shall remain in effect for not less than two (2) years. The two-year limit does
not apply to involuntary reassignment. Reasons for reassignment shall be
documented in writing and forwarded to the employees.

Section 3 - New Fire Station

In the event a new fire station is opened, each assignment at that station shall
be offered to all members and assigned in order of classification and
seniority. This section does not apply to remodeling or replacement of
existing stations.

Section 4 - Involuntary Reassignment

Battalion Chiefs may reassign any employee if deemed in the best interest of
the Department. Such reassignment may be temporary or permanent.
Reasons for such assignments shall be documented in writing and forwarded
to the affected employees.

Section S5 — On-Call Trade

If two Fire Inspectors mutually agree in writing, i.e.: memo, to an on-call
trade, the employer will grant such a request unless it is not deemed to be in
the best interest on the department. The on-call trade will be initiated by the
inspector requesting the time off. Final approval rests with the Fire Marshal
or their designee.

ARTICLE 215 - ARFF

ARFF certified personnel will be divided into two categories: ARFF active
and ARFF inactive.
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ARFF active personnel will be FAA ARFF qualified. Only ARFF active
members will be allowed to work at the Airport.

One Captain, Two Lieutenants, and (3) three Firefichters with 3 vears or
greater per shift will be ARFF active.

Selection for ARFF active positions will be made as follows:

1) Any firefighter with (3) three years or greater may volunteer to be
made ARFF active.

If more than 9 members volunteer then selection will be based on
seniority. When a member volunteers, they will be placed at ARFF for
a minimum of 1 vear, or until they promote to a Category II position
as outlined in Article 340.

2) If no volunteers are found then the Firefichters with (3) three vears or
oreater may be assigned to ARFF based on reverse seniority.
The three ARFF active Firefighters will be rotated fairly in and out of
ARFF.

All ARFF active personnel shall be allowed to trade as outlined in
article 213 unless at the time of the trade overtime is created. In this
case the trade must be completed with another ARFF active member.

ARTICLE 220-LABOR-MANAGEMENT COMMITTEE

There shall be a Labor-Management Committee (LMC) consisting of three
(3) Union representatives and three (3) Employer representatives. Union
representatives shall be appointed by the Union. The Committee shall meet
at the request of either party, or at least quarterly. The party requesting a
meeting shall present a written agenda to each member at least five (5)
business days prior to the meeting.

LMC shall have the authority to:
1. Discuss areas of mutual concern
2. Develop sub-committees of the LMC as deemed necessary
3. Clarify and/or amend, articles of this agreement



4. Review and discuss recommendations submitted by LMC sub-
committees

5. Develop, agree upon, and sign memorandums of understanding
(MOU’s) deemed by both parties to be in the best interests of the
Fire Department

LMC Sub-Committees
LMC sub-committees shall meet to discuss and formulate recommendations
to LMC as deemed by the committee to be in the best interests of the
department. Sub-committees shall include, but not be limited to, the
following:

- Health and Safety (See Article 221)

- Standard Operating Procedures

- EMS

LMC sub-committees shall submit recommendations to LMC for review.
LMC shall make any such recommendations available to the Union
membership and the Employer. Recommendations agreed upon in LMC
shall be implemented by an MOU where appropriate.

The Employer shall notify LMC and/or a designated Union representative
prior to creating committees or sub-committees that affect union members.

Memorandum of Understanding (MOU)

Both Union and Management shall make a good faith effort to address and
resolve areas of mutual concern through a formal MOU whenever prudent
and/or appropriate. MOU’s shall detail the nature and intent of the
understanding and/ or mutual agreement between both parties.

Any MOU must be signed by both the Fire Chief and the Union President
(or their respective designee) to be valid.

A valid MOU is required in order for any of the following to occur:

1. Clarification or amendment to articles of this Agreement.

2. Revision of SFFD Standard Operating Procedures, Standard
Operating Guidelines, and/ or Rules and Regulations that effect
working conditions.

3. A change in working conditions that have not been the subject of
collective bargaining but exist on the effective date of this Agreement.
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4. Adding, rescheduling, or canceling of promotional testing processes
for any classified position represented by the Union as outlined in
Article 340 — Promotional Policy.

A MOU amending articles of this Agreement must be approved by a simple
majority vote of the Executive Board before the Union President (or their
designee) may sign it. Executive Board members who are also members of
LMC must abstain from this vote. The Union membership must be notified
of any such MOU being considered by LMC no less than ten (10) days prior
to a vote by the Executive Board. Any MOU signed by the Union President
(or their designee) less than ten (10) days prior to Union member

notification and/ or without the approval of a majority of the Executive
Board shall be invalid.

Both parties shall consider any MOU’s amending articles of this Agreement
as a formal proposal in the first negotiations process after it becomes valid.
All such MOU’s shall be null and void on the effective date of the first

Collective Bargaining Agreement negotiated after it becomes valid.

In the event that LMC becomes deadlocked on issues outside of those listed
above, the Employer reserves the right to make a decision and the Union
reserves the right to file a grievance.

Time spent at LMC or LMC sub-committee meetings or activities shall be

treated as hours worked for Union representatives in accordance with Article
112,

ARTICLE 221- HEALTH AND SAFETY

Safety is an integral part of the responsibilities of every manager, supervisor
and employee.

The Employer recognizes its obligation to comply with all applicable federal
and state standards relating to health and safety in the Fire Department. The
employee realizes that when engaging in emergencies or any and all
activities, members shall exercise proper precautionary measures to avoid
injury to self and others and that it shall be considered a disciplinary offense
for any member to disturb any other member’s personal safety equipment
without that person’s prior knowledge and approval. The Union through its
various representatives will be accorded certain participatory rights relating
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to employee health and safety; however, it is not the intention of the parties
that these provisions shall in any way diminish the Employer's exclusive
responsibility as described in this article.

There shall be a joint Health and Safety Committee composed of up to three
(3) representatives of both the Employer and the Union. The Union's
representatives shall be designated by the Union and the Employer's
representatives by the Employer. Health and Safety Committee meetings
will be counted as hours worked for bargaining unit employees.

The Health and Safety Committee shall:

A.

B.

Meet at least quarterly.
Make annual inspections of Fire Department facilities.

Make inspections of approved SFFD Personal Protective
Equipment (PPE) per NFPA 1851. The PPE inspection form
shall be completed by all Fire Department personnel and
overseen by the Battalion Chief for Fire Captain and the Fire
Captain for the personnel under their supervision. It is every
firefighter’s responsibility to maintain a constant awareness of
the condition of his or her PPE and immediately report any
defects in writing to the employee’s immediate supervisor.
Any firefighter may request an inspection at any time. It is the
responsibility of the Fire Captain to report, per the chain of
command, any discrepancies or deficiencies noted.

Make written recommendations for the correction of hazardous
conditions or unsafe work methods which come to its attention.
All recommendations will include a proposed schedule for
implementation and estimate of costs involved.

Review all reports of job related accidents or injuries and make

written recommendations to modify or add rules and procedures
to further promote the avoidance of such incidents in the future.
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F.  Make written recommendations concerning the Fire
Department's existing regular medical testing program to
maintain or exceed compliance with NFPA 1582, 1992 Edition.

Only personnel who have been trained and certified by the manufacturer or
applicable federal agency shall be permitted to perform maintenance and/or
repairs on self-contained breathing apparatus.

The Employer agrees to pay for the inspection and testing of the structural
integrity and safety of aerial devices in accordance with NFPA 1914, 1991
Edition. Testing is to be conducted by an independent testing company,
other than the manufacturer prior to acceptance of a new aerial apparatus
and annually thereafter. Copies of the test results shall be made available to
the Health and Safety Committee for their review.

ARTICLE 225-PERSONNEL PROTECTIVE EQUIPMENT AND
UNIFORMS
Section 1 — PPE
A. The Employer shall furnish and maintain at no cost to the
employee all respiratory apparatus, gloves, helmets, protective
clothing (bunker gear), wildland gear, and other protective
equipment necessary to preserve and protect the safety and health
of firefighters. All protective items shall meet the applicable
standards at the time of purchase.

B. All purchase requests must be made by March 31%. The exception
will be the replacement of damaged uniform items.

Section 2 — Eye Protection

A. The Employer shall furnish non-prescription eyeglasses as
required.

Section 3 — Class C Uniforms
A. The Employer will provide at no cost to new bargaining unit
members four pants, six Santa Fe Fire Department T-shirts, one
jacket with liner, one pair of boots, one squad suit if requested, and
one sweatshirt.
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B. Bargaining unit members will maintain a minimum of four (4)
complete sets of Class C uniforms for inspection purposes. All
uniforms shall comply with NFPA 1975, current edition, or be of
100% cotton fabric. Fire inspector uniforms will be of a type
acceptable to the Fire Marshal.

Section 4 — Class A & B Uniforms
A. The Employer shall provide at no cost to new bargaining unit
members one dress uniform consisting of one Class A jacket, one
pair of dress pants, one cotton blend long-sleeve shirt, one cotton
blend short-sleeve shirt, one Class A cover, one pair “Hi-gloss”
Class A shoes, and one tie with a tie clip.

B. All members shall maintain one Class A and B uniform per the
SFFD uniform guide.

Section 5 — Uniform Replacement
A. Requests for uniform items that are selected for replacement due to
normal wear and tear or loss shall be submitted to the main office
via e-mail by the employee and deducted from the established
allocation per employee. A purchase order will be approved, if
sufficient money is available in the employee’s allocation, and
made payable to the vendor.

a.

Each bargaining unit member shall be allocated six hundred
twenty-five dollars ($625) uniform allowance at the
beginning of each fiscal year.

New bargaining unit members shall not receive a uniform
allowance until the first full fiscal year in which they are off
probation.

Twenty (20) T-shirts, four (4) hats and four (4) sweatshirts
per fiscal year may be purchased through the requisition
system.

B. The Employer will replace approved uniform items, separate from
the member’s allocation, if the following conditions are met:

a.

b.

The item is irreparably damaged or destroyed during
emergency response activities.

The member submits a uniform replacement form, a
memorandum documenting how the damage occurred, and
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the damaged item to Fire Department Headquarters for
processing.

C. City property issued to the employee shall become the
responsibility of the individual employee. If it is determined that
items are missing due to employee negligence, these items will be
immediately replaced and their cost deducted from that employee’s
clothing allowance. If it is determined that the individual
employee is not at fault for missing or stolen items, these items
will be immediately replaced at no cost to the employee

Members may purchase approved clothing items through the
requisition process for the employee only. Any change in uniforms or

uniform items will be made through the process prescribed in Article
220,

ARTICLE 230-TRAINING

. The employer will provide sufficient training opportunities for
employees to maintain licenses and certifications required by New
Mexico regulation or statute, SFFD Standard Operating Guidelines,
SFFD Rules and Regulations, and/or job description.

. A minimum of two (2) EMS refreshers will be provided per licensure
level per year. Each Paramedic refresher will include ACLS and
PALS renewal. A minimum of six (6) training applications must be
received no later than the deadline specified in paragraph 5 below or
the class may be canceled. The Training Section shall determine the
maximum class size, which shall be no fewer than ten (10) students.
Applications will be approved on a first come, first served basis.

. One Advanced EMT course will be provided per year. A minimum of
six (6) training applications must be received by the Training Section
no later than the deadline specified in paragraph 5 below or the class
may be postponed until the following year. The Training Section shall
determine the maximum class size, which shall be no fewer than ten
(10) students. If more applications are received than class size
permits, pretest scores will be the determining factor for acceptance.
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4. It is incumbent upon the individual employee to attend all classes
necessary to maintain required certifications and/or licenses. If an
employee does not attend any class described herein, it becomes the
responsibility of the employee to seek and obtain the necessary
training, at his or her expense and time, so that there is no lapse in any
required license or certification.

5. The Training Section will provide employees a twelve-month calendar
on or before August 30 of the year prior to that in which the training
will be offered. This calendar will reflect training offered by the
Training Section. Applications for any and all classes must be
received by the Training Section no later than forty-five (45) days
before the first day of class. The Training Section shall notify
personnel of application deadlines for all training/classes it offers no
more than fifteen (15) and no less than ten (10) business days prior to
that deadline.

6. According to the provisions of Article 340 of this Agreement, the
employer will provide promotional classes annually unless 5.c applies.

a. These classes will be included on the training calendar per
paragraph 4 above.

b. Employees wishing to attend these classes must make written
application to attend to arrive at the Training Section no later
than forty-five (45) days before the first day of the class.

c. If the Training Section receives no applications for the class at
the time the posting closes, the employer may cancel the class.

7. The employer will maintain an in-house library of materials relevant
to job requirements and promotional testing for use by employees.
Employees will be allowed to check out library materials up to thirty
(30) days prior to the start of the applicable promotional testing
process. Less than thirty (30) days before a testing process begins,
applicable library materials will be available and must remain at the
training center. Employees who fail to return borrowed library
material shall have the replacement cost deducted from their clothing
allowance and will be barred from borrowing library material for a
period of one (1) year after the date the material was to be replaced.
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8. All training equipment and facilities will be serviceable and judged
safe by the Training Officer. The training facility will be included in

the yearly safety inspection conducted by the Health and Safety
Committee.

9. A safety officer will be designated for any training exercise deemed
hazardous according to the current edition of NFPA1403 or in the
judgment of the Training Officer or lead instructor responsible for the
class or exercise.

10.There shall be no training scheduled on September 11" of any year.

ARTICLE 231-TRAVEL

All required documentation must be submitted to the Fire Chief twenty (20)
business days prior to the class, seminar, or conference for which travel is
necessary. The Employer shall provide a suitable City vehicle for members
to travel to classes, seminars, or conferences outside Santa Fe city limits
scheduled and approved by the Employer.

The Fire Chief may waive the twenty day requirement.
ARTICLE 240-SENIORITY

Seniority means a privileged status attained by length of an Employee’s
continuous service calculated from the last date of hire within the Santa Fe
Fire Department. Continuous service shall be broken by the following:
1. Resignation
. Discharge
. Retirement
. Employee is laid off for more than two years
. Employee declines an opportunity to return to work after recall
. Employee fails to return to work from a leave of absence

N B L)

If two or more employees start on the same date, seniority will be
determined within their hiring group as follows:

1. Most recent date of hire within the Santa Fe Fire Department

2. Continuous full-time paid employment with the City of Santa Fe
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3. For employees hired prior to July 1, 2009:
- Highest Sum of all the digits in the employee’s social
security-number
For employees hired after July 1, 2009:
- Highest cumulative test score average achieved during the
SFFD Fire Academy
4. Flip of a coin

Seniority shall be used for:
1. Annual vacation selection
2. Shift changes and new fire station as per Article 214
3. Temporary transfers

Seniority shall not be a determining factor on any emergency scene.

ARTICLE 241-HOURS OF WORK

Emergency Services Section

The work week for firefighters assigned to the Emergency Services Section
shall be an average of fifty-six (56) hours calculated on a two pay period
(28-day) basis. Assigned shifts will start at 8am for all bargaining unit
members in the Emergency Services Section, and shall be maintained with
24-hour shifts.

Fire Prevention and Training Sections

The standard week schedule for both Sections shall be one of the following:

1. From 8am to S5pm, with one (1) hour off for lunch, five (5) days per
week, with weekends and contract-approved holidays off. Members
may request, through the chain of command, to work a flex week
schedule. Approved members shall work a total of forty (40) hours per
week with contract approved holidays off. During a workweek with a
contract-approved holiday, members working a flex week schedule
will revert to a standard week schedule. Otherwise, two weeks notice
will be provided for a change of schedule. Approval to work a flex
schedule is solely at the discretion of the Employer.

2. A work week that averages fifty-six (56) hours calculated on a two (2)
pay period (28 day) basis. Members will start at 0800 hours and will
work twenty-four (24) hour shifts on a forty-eight (48) hour tour.
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Changes to the standard week schedule for members assigned to either the
Fire Prevention or Training Sections shall be discussed in LMC prior to
implementation.

No members assigned to either the Fire Prevention or Training Sections shall
be utilized in another assignment in order to satisfy minimum staffing
requirements.

These schedules will hereafter be referred to as “Twenty four (24) hour
shifts” and a “40 hour week” respectively.

ARTICLE 242-LEAVE OF ABSENCE

The Fire Chief may approve leave without pay for up to ten (10) consecutive
business days upon the written request of the employee. A request by an
employee for leave without pay in excess of ten (10) business days must be
approved by the Fire Chief and City Manager.

Leave without pay, when requested, may be granted only when the Fire
Department can assure a position of like status and pay within the Fire
Department upon the return of the employee from leave without pay.

If the Fire Department cannot assure a position in the Fire Department, and
the employee agrees in writing to waive that requirement, leave without pay
may be granted.

Leave without pay may not exceed twelve (12) consecutive months.
Employees on leave without pay in excess of thirty (30) calendar days will
be credited with only thirty (30) calendar days towards eligibility for a
productivity increase or toward seniority.

Employees shall not accrue sick or annual leave while on leave without pay.
Service time will not be credited while on leave without pay.

Leave without pay will be reported on a Personnel Action Request Form
only if it exceeds ten (10) business days.

Failure to report to work upon the expiration of approved leave without pay
may be grounds for disciplinary action.

(9% )
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Return from leave without pay in excess of ten (10) business days will be
reported on a Personnel Action Request Form.

During leave without pay, the employee may pay the Employer's portion and
his portion of the insurance in order to continue coverage.

ARTICLE 243-MODIFIED WORK ASSIGNMENTS

Modified work assignments can be requested by an employee or the
employer. Reasons for such a request can be inability to perform job duties
due to injury or illness (light duty), pregnancy (non-hazardous duty), or as
part of the discipline/corrective process (alternative duty).

Section 1 — Light Duty

Any employee placed on light duty by the Employer’s occupational
medicine doctor for a work related illness or injury may continue to work
within the Fire Department without loss of pay or reduction of benefits.
Work shall be found which permits an employee to perform tasks that will
not exceed the scope of light duty and will not disrupt or conflict with the
work of other Union members. Light duty status shall continue until the
Employer’s occupational medicine doctor either releases the employee to
full duty or determines the employee will no longer be able to fulfill his job
duties.

An employee may solicit a second opinion from a physician of his choice,
the cost of which will be paid for by the Employer. The Employer's
occupational medicine doctor and the employee's personal physician shall
confer on treatment, care, and light duty status.

In cases where the Employer's occupational medicine doctor and the
employee’s doctor disagree, a mutually acceptable third and neutral
specialist in the field of the Employee’s injury/illness shall review the
employee’s medical records and make the final determination on the
appropriate course of action.

Injury leave shall be in accordance with City Resolution 1988-11
establishing a workers compensation program for City employees.

An employee injured while off duty may be offered light duty depending on
the type and severity of the injury, provided that the Employer can identify
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work which permits the employee to perform tasks that will not exceed the
scope of light duty. Such work may be in the Fire Department or other City
departments. An employee wishing to be considered for such assignment
should submit a written request to the Fire Chief. Light duty granted for an
off-duty injury shall not exceed six (6) months in duration.

Section 2 — Non-Hazardous Duty

The Employer will offer non-hazardous duty for pregnancy from the time
the pregnant employee provides written notification. The pregnant employee
will be on non-hazardous duty from the time of acceptance of such duty until
maternity leave begins.

Non-hazardous duty shall mean an assignment within the Fire Department in
which the pregnant employee will not be exposed to blood borne or airborne
pathogens, hazardous materials, products of combustion, or arduous physical
labor.

Acceptance of non-hazardous duty shall not result in a reduction in pay, an
adverse effect on time in service, or ability to promote.

Section 3 — Alternative Duty
An employee may be assigned to alternative duty within the Fire Department
as part of the discipline/corrective process.

ARTICLE 245-COMPENSATORY TIME

Compensatory time will not be paid in lieu of cash over time to any member
of the Union.

ARTICLE 248-VOLUNTARY DEMOTION

Any employee who voluntarily requests a demotion from current
classification may be demoted to a lower appropriate classification if a
vacancy exists. The employee shall make the request in writing for approval
by the Fire Chief. The employee shall receive the rate of pay established for
the lower appropriate classification for the contract year.

ARTICLE 250-EXTREME WEATHER
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Members shall not be required to perform strenuous non-emergency duties
outdoors, including training exercises, when weather conditions are extreme.
Extreme weather conditions are those conditions during which employees
are likely to suffer injuries relating to excessive heat, lightning, high winds,
ice, snow, or heavy rain. Weather conditions shall be determined to be
extreme by the Battalion Chief(s) in consultation with Captains.

ARTICLE 251-STATION MAINTENANCE

The Employer agrees to supply and make available necessary materials
required for the day-to-day maintenance and upkeep of fire stations. The
Employer agrees to supply items necessary to maintain satisfactory sanitary
conditions of quarters within fire stations. The Employer will make every
effort to consider the recommendations of station crews when purchasing
furnishings or kitchen supplies for fire stations.

ARTICLE 252-MAINTENANCE AND REPAIR

The Employer shall be responsible for the timely repair of any emergency
vehicle and its associated equipment upon submission of a work order by an
employee to the Emergency Vehicle Technician.

The Employer shall make every effort to keep an adequate supply of
common maintenance items such as vehicle light bulbs, oil, fluids, and so
forth. Any parts needed for repair but not in stock shall be ordered as soon as
possible.

ARTICLE 253-EMERGENCY ASSISTANCE FOR EMERGENCY
VEHICLE TECHNICIAN

Fire crews may assist a Fire Department Emergency Vehicle Technician
with repairs to essential equipment and vehicles on an emergency basis.

ARTICLE 255-DRUG AND ALCOHOL TESTING

Santa Fe Fire Department employees will follow the Drug and Alcohol
Policy for the City of Santa Fe Fire Department (March 2003). This Policy is
listed as an appendix to the City of Santa Fe Fire Department Rules and
Regulations.



In addition, an employee has the option of acquiring a commercial driver’s
license (CDL) at the expense of the Employer. If the employee fails the
exam or allows the license to lapse, any future cost associated with obtaining
a CDL will be at the employee's expense.

ARTICLE 256-COUNSELING SERVICES

The Employer agrees to provide, at no cost to the employee, up to six (6)
professional counseling sessions for the employee, their spouse, and
children. An employee involved in a job-related critical incident will be
allowed ten (10) additional sessions. These counseling sessions shall remain
confidential between the employee, the employee's family, and the
counselor. Information shall be released to the Employer only with written
consent of the employee.

ARTICLE 258-TECHNOLOGICAL CHANGE

At least sixty (60) days prior to the introduction or implementation of
substantial technological change affecting the employment status of Union
members, the Employer shall by written notice furnish the Union with full
information on the planned change or changes. This notice shall contain
relevant information reflecting the nature and degree of change, the date or
dates on which the Employer plans to effect the change, and the location or
locations involved. Following the disclosure, both parties shall meet for the
purpose of resolving any issue which may concern the employment status of
any Union member.
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