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This agreement is made and entered into by Hernando County, a political
subdivision of the State of Florida, {(hereinafter referred tz as Employer
or County, and the Professicnal Firaficgh-ers of Hernandc Countyv Local
2760 of t“he Internationzl Associa<tion of Firefighters, AFL-CIO
hereinafter referred tc as Unionj, in acccrdance with Chapter 447 of the
Florida Statutes. Furthermore, this agreement serves as an
acknowledgement that the employer and the union acted in good faith, and
that this agreement ewpresses the rasults of their negotiations.

This Agreement shall apply to every Hernando County emplovee who is
included in the bargaining unit tnat the Union is certified to represent
under Florida Public Employees Relations Tommission (hereinafter referred
to as Florida PERC), Certification #1457 and #14%5, as amended.

The purpose of this agreement 1s to prom-te and maintain harmonious and
cooperative relationships betweer. and among Employer, its employees (bozth
individually and collectively), and "nion, and to set forth herein the
entire agreement between Union and Emplcyer as to wages, hours, and terms
and conditions of employment.

he emplover and the unior recognize the need tco provide efficient
e e to the public and tc maintain the guality of service.

rmore, both parties agree for the need to maintain a professicnal,
tful, and courteous relationship, =and manually agree to continue
g

The following words or terms shall mean apply:

A. Emplovees: Every person wic wcerks for the Employer and is included in
the bargaining unit that the Unicn is certified tc represent under
Florida PERC Certification #1452 ard #1485 as amended 1s synonymous with
the definition of: Members and Ferscrnel.

B. Fiscal Year: Refers to the period October lst through September 20th,
inclusive.

. Holiday(s): Refers to one or all of the days observed pursuant o

Arcicle 44, of this agreement.

D. Management: Refers both singularly and collectively to bmployer's non-
bargaining unit supervisors and managers. Additionally, each time the
Fire Chief is referred te it shall also designate his/her designee.



E. Members: Every person whc works for the Employer and Is included in
the bargaining unit that the Union is certified to represent under
Florida PERC Certification #1452 and #1480 as amended and 1s synonymous
with the definition of: Employees and FPerscnnel.

I'. Pay Periods: Twenty-four [(2Z4) nour shif:f emnplovee's pay pericd shall
pe from 0800 hours on Monday throuagh the second Monday at 075% hours for
a period of twc weeks (14 days). Forty (40 hour emplovees pay period
shall be from 0000 hours on Monday through the Zecond Sunday at 2356
hours for a period of two weeks (14 days

L

5. Personnel: Every person whc works for the Employer and is included in
the bargaining unit that the Union is certified to represent under
Florida PERC Certification #1452 and #1425 as amended and 1s synonymous
with the definition of: Emplovees and Members.

H. Union: Synonymcus with Labor, shall refer to the Organization known &s
the Hernando County Professional Firefighters, Local 3760 of the
International Assoclation of Firefighters AFL-CIO, and its members as
certified under PERC Certification #1457 and #14Ff5 as amended.
Additionally, each time the Union President 1s referred to it shall also
desiagnate his/her designee.

I. WorkDay(s): Business Days Refer to days in the period between &:00am

and 5:00pm. Monday through Friday, excluding combat assigned holidays or
any cther county recognized holidays, or any days in which county offices
are closed or partially closed. This time does not refer -o the actual
shifts worked by the firefighter, but only refers =c the time period for
filina grievances and other similar Administrative matters.

J. Work Schedules: Twenty-four (24) hour shifts shall begin at Ram (0800
hours) and end at 7:5%am (0759 hours) the following morning consisting o
a twentv-four-hour shift. 3hifts are defined as A, B, C shifts and
ailrvernate accordingly. For twenty-four (24) shifr employees the pay
period shall be from 0R0C hours cn Monday through the second Monday at
7759 hours for a periocd of twc weeks. Forty {(40) hour Employees shall
either be five (5) eight-hour davs, or four (4) ten- hour davs scheduled
(including the start and ending times) at the discretion of tThe Fire
Chief or designee based on the needs of the department.

£
L

* The County and the Union both agree that the first time the work
schedule is changed from ending at 1959 hours Sunday tc 0759
nours Monday morning, any emplovee working additional hours that
would ncot be considered part of their normal 24 hours on and 48
hours off schedule will pe compensated at one and one half times
their normal hourly rate of pay for those hours unless they are
working a mutual shift. Any circumstances that would normally
disqualify the employee from being compensated at the overtime
rate of pav shall apply in this circumstance.



The employer hereby recogrnices the Union as the exclusive representative
nf emplovees in the bargaining unit for ~he purpose cf ccllective
bargaining with the Employer regardinag wages, hours, benefits, and cther
terms and condiftions of emplovment as afforded to the Jnion pyv Florida
Statute, Title XXXI Chapter 447, Lapor Organizations or as negotiated
within the Collective Bargaining Agreement (CBA).

The bargaining unit shall include all full time, employvees occupyving
positions in the unit clarification listed in Florida PERC #1452 and
#1485, as amended.
These positions include but are not limited to:

* Firefighter 1

* Iirefighter 2

* Emergency Medical Technician

¢ Paramedic

* Driver Engineer

* Lieutenant

* Fire Captain

e Training Officer

* Training Captairn

* Battalion Chief

* Quality Assurance Ccordinator

Union and Fmployer shall apply the provisions of this Agreement equally
tc ali emplovees without discrimination because of race, color, religiorn,
sex, national origin, age, disability, marital status, veteran status,
political affiliation, or membership or non-membership in Union in
accordance with appiicable Federal and 3tate Law.

Union shall comply with all Federal and State laws and the rules and

regulations promulgated by the Florida PERC and will accept persons intc
its organization as full members without regard to race, color, religion,
naticnal origin, aage, disability, marital status, veterar status, Or

> r
~litical affiliation.

Employer shall comply witn &ll reageral and State law and the rules and
regulations promulgated by the Florida FERC and will not discriminate



agalinst any emplovee covered by this Agreement because of membership in
nion.

Per section 447.209, Florida Statites: As it is the right of *the public
employer to determine unilaterally the purpose of each of its constituen:
agencies, sef standards of services to be offered to the public, and
exercise control and discretion over its organization and operations. It
is alsc the right of the public emplover tc direct its employees, take
disciplinary actions for proper cause, and relieve its emplovees from
duty for lack of work or for other legltimate reasons. However, the
exercise of such rights shall not preclude employees or their
representatives from railsing grievances, shculd the decisions on =he
above matters have the practical consequence of violating the terms and
conditions of any collective bargaining agreement in force or any civil
or career service regulation.

The County reserves and retains all rights, powers, prerogatives, and
authority customarily exercised by the Tounty and shall retain all
constitutional, ordinance, inherent, common law or other rights fc
organize, plan, direct, ccntrol, operate, and manage its offices and
those of its employees it enjoyed prior to entering into this Colliective
Bargaining Adgreement, except as expressly limited or modified by a
specific provision of this Agreement.

The Union and the employees coverec under this Adreement recognice and
agree that the County has t scle and exclusive right, except as
specifically provided for in the Acreement, to manage and direct any and
all of its operations. Accordingly, the County specifically, but not by
way of limitation but merely by way of illustration, reserves the sole
and exclusive right to:

t standards for services tc be offered toc the public, set
andards for the performance and conduct of its emplcyees and
tablish and/or modify County and/or Deparfment po.icies,
procedures, rules, regulations, guiidelines and directives
(hereinafter referred =c¢ as "policies") arising out of or relating
to the County operations. The County agrees to provide advance
notification to the Unicn President of modifications tc existin
policies affecting employees, or the addition of new HCEFR or County
policies affecting employees, unless an emergency conditlion
precluding notice, exists at the determination of the Fire Chief,
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or designee, and agrees fto provide the Union with an opportunity +c
bargain the impacts of bargaining unit members -f any modified or
new policy affecting emplovees.

Determine the purpose and mission of the Tounty and 1ts
departments, divisions, and agencies, irncluding the amount of
pudget to be adopted for each.

T2 change o2r eliminate existing merhods of operation, equipment,
facilities, or personnel, due toc lack of work funds, or other
reasons.

Decide the number, location, method, and personnel by which
operations are <o be conduc-ed, includinag -the right tc assian
overtime work to employees and contract or subcontract cut work in
whole or in part, subject to the layvoff and recall provisions of
Article 1A.

Determine the services to bs orovidea ¢ the public, and the
maintenance procedure, materiais, facilities, and equipment t< be
used and tc introduce new or improved services, maintenance
rocedures, materials, faclilities, and eqguipment.

U)

kD Ko}

for employment, including minimum qua.ifications for promotion wi
input from the President of the bargaining unit or designe=.

Seiect, hire, and determine “he criteria and standards of selection
th

0]

£ procedures ana standards tc evaluate Tounty employees' -ob
rformance, including the farmulaticn and/>r amendment <f -“ob
scriptions and/or evaluation forms with input from the President
the bargaining unit or designee.

(

O QT W

e
i

Create, expand, reduce, alter, combine, assign, <r cease any ~oF
with +the cessation of any filled position.

Tc suspend, demote, discharge, reprimand, or take <ther
disciplinary action against employees for proper cause.

The parties agree that the work scpedules shall comply with the
Fair Labor Standards Act '“FLSA”), 2% 17.S.C. ss 201 =2t sedg.

—t

ny action deemed appropriate or necessary toc guard the

s emplovees or the public and/or malntaining
established ope raflona‘ or performance standards, including
requiring an employee to undertake a drug and/or alcohol, phvsical,
mentai, psychological, or other examination, provided such
examinations is not required by the County in an arbiltrary or
capricious way and they will be done at no cost to the employee.

b

action deemed apprcrriate or necessary o guard the safety
emplovees or the puklic and/or maintaining established
onal or performance standards, includina requiring an
e ~o relocate to a different station and/or shift, provided
location is not reguired by the County in an arblitrary or
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capricious way. Article 3
applicable.

will apply whenever

M. To institute, adopt, modify, or ferminate any cost or general
improvement programs, financia. and resource controls, or programs
and activities related tco the pilanning, organizing, training
equipping response, and evaluatina phases of organizaticnal
preparedness.

N. If in the scle discreticn of the Chairman of the Board -f Toun=ty
Commissioners it is determined that civil emergency conditicns
exist, including but not limited tc: ricts, civil disorders,
hurricanes, flooding conditions, or any similar or dissimilar
catastrophe, *the provisicns of the Agreement may be suspended by
the County ARdministrator prov.ded, however, that the wage rates and
monetary fringe benefits shal. nct be suspended.

O. The Cecunty's failure -o exercise any function 2r right in a
particular wayv shall not be deemed a waiver of its rights tc
exercise such functions or right in the future, ncr preclude the

County from exercising the same in some other way.

I'. Mandatory supervision meetings may be scheduled with a fourteen
(14 days written notice to Battalion Chiefs and Captains, with <he
excepticn of meeting dates Zalling on previously approved: vacation
days ‘inc.uding off dJduty davs cpetween vacatlon days), mutiar swap
days, FMLA leave, and military leave of absences. The Fire Chief,
Deputy Fire Chief or Divisicn Thief of Operations may arant excused
absences for other extenuating clrcumstances, upon written request.
Battalion Chiefs and Captains attending mandatory meetings shall be
granted one and one half (I Y} Zimes their reagular rate of pay with
a two (2} hour minimum. There shall be not mcre than six (6]
mandatory meetings for Battalion Chiefs and not more than twc (2|
mandatory meetings for Captains annually.

Delivery of County services in the most efficlent, effective, and
courteous manner is of paramount importance. As such, the Roard of County
Commissioners shall have the scle authority ¢ determine the purpose and
mission of the County Government.

~

4]

The County and the JUnion agree tc strive for gquarterly meetinas to
discuss general issues, concerns, zna ideas for continuous ilmprovement in
the Department's provision of services and employee morale. Further, the
nion President, or designee may communicate as needed with the Fire
~“hief or senior command staff with general questions, concerns, O
suggestions for improvement in the Department's provision of services.



Hernando County agrees that if a coasolidation of fire/rescue service
(wnich includes Hernando Ccunty Fire Rescue) 1s considered for Board
action, *he Fire Chief, ZTounty Administrator, Board of Zounty
Commissioners, or their desiagnees shall incluce a representative cf Union
Local 3760 on the internal transitional planning team. The Union adgrees
tc participate on the transitional olanning team for any possible
consolidation of fire/rescue services and work to make the consclidation
as smooth and seamless as 1s possible. This article shall not limit or
negate the rights of the County or the Unicn, set forth within Article 4
(Management Rights).

Should the County enter intc formal nego=tiations with a private or public
entity, incorporated muricipality, inccrporated special district and/or
elected constitutional officer, relative to the possible takeover,
transfer or consolidation of work currently being performed by the
Bargaining Unit members, and which could result in the lavoff or
reassignment to another classificatiorn in lieu of layoff of Bargaining
Unit members, the County wil: advise the Union ¢f such negotiaticns,
sclicit the Union's input “hrough the Unicn President and shall give such
input serious and good faith consideration. Nothing hereirn shall limit or
restrict the County from its management rights as set forth in Articled
(Management Rights) and pursuant te Florida State Statutes.

Tc the maximum extent allowable by law, this Collective Bargaininc
Agreement will be binding upon -“he successors and assigns of the parties,
and no prcvisions, terms or obligations herein containea shall be
affected, modified, alitered, or changed in any respect whatscever by the
consolidation, merger, annexation, transfer, or assignment of either
party, or by any change geographically cor otherwise in the locaticn or
place of business of either parfty.

There will be no strikes, wcrk stoppades, slowdowns, boycotts, or
concerted failure or refusal tc perform assigned work (as per Florida
State Statute 447.505) by the employees -r the Union and there will be nc
loskouts by the County for the duration of this agreement. The Jnion

10



supports the County fully in main-aining normal operations. Any employee
whe participates in or promotes the above activities shall be terminated.

The County shall provide electronic access to this collective bargaining
agreement from each of the stations and offices in the department via the
intranet.

Amendments to this agreement shall be done in writing and signed bv all
parties via Memorandum of Understanding (MOU). Items of economic impact
reguire approval by the Board of County Commissioners and the uniorn
membership. Language or non-economic changes may be approved by the
County Administrator, or designee. The final agreement shall be reviewed
and approved by the County Attorney's Office as to form and legal
sufficiency, signed by the BOCC Chair, and witnessed by Local 3760's duly
authorized representative(s). Unless otherwise authorized, Memorandums of
Understanding will expire upon ratification of a new collective
bargaining agreement.

=
D

here shall be one steward for each shift. The names of the primary
zecutive board members and shift stewards shall be given, in

ting, to the Fire Chief at the beaginning of each fiscal vear.
notification will be made by an officer of the Union. Notice
ny changes shall be given tc the Fire Chief, in writinag, within
b (5) calendar days of the change. The department shall have no
biigation to recoanize a Union representative not properly
esignated in the manner described herein.
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B. Any employee having a grievance shall have the right tc take the
matter up with their assigned Unicon representative during working
hours, so long as such action does not interfere with emergency
activities, or otherwise disrupt the smooth and efficient operation
of the department.

C. When an emp.iovee who is required tc attend a meeting where the
employee feels he or she 1s being considered or reasoconably may be
considered o possibly receive disciplinary action, the employee
shall be permitted, upon reguest, to have a Union representative
present. The supervisor initiating the meeting shall have the right

11



toc reguest that a Unicn representative be present. Representation
wiil be provided by the emplovees assigned representative. All
hearings, proceedings, or questionings shall be in accordance with
Florida Statute 112.82 Rights of Firefighters.

D. A reasonable time period, defined as no later than 1100 hours on
the employees’ next scheduled shift, shall be provided to any
employee who reguests Jnion representation for any of the abcve
listed proceedings. After 1100 hours on the employees next
scheduled shiff hours, the emplovee shall be required tc choose
from the available on-duty Un-on stewards or other immediately
available Union Executive Board member.

FE. If it's determined that the magnitude of the situation warrants
that the investigation cannot be delayed, an employee may be denied
any further leave that has not bkeen previously approved, including
mutuals. If on previcusly scheduled leave, the employee may be
required to repcort to work Zor the purposes of an investigation or
disciplinary hearing, as tc not delay the process. Bxtenuating
circumstances will be taken into consideration by the Fire Chief.

The Union will provide the County with the employee names of the Primary
Negotiating Members (PNM). The PNM will not exceed four (4) members. The
PNM will be allowed to attend all negotizating sessions if those sessions

occur on the emplcyee's regularly scheduled work day(s). Twc (2)
additional members of the Union Negotiating Team may be designated as
"Key Alternate Members" (KAM). When reguested, the County will make a

good faith effort to accommodate the KAM attending the negotliating
sessions. Meeting times and locations will be mutually agreed upon
between the County and the Union.

The Emplover agrees to provide space for one (1) bulletin board in each
station, the location of which shall be determined by the Fire Chief in
consultation with the Union. Unicn, at its own expense, may install one

AN

(1) bulletin board not tc exceed approximately 24" » 36" in each stazicn.

Bulletin board space may be used for posting official Union nctices,
including, but not limited tc:

L. Notices of Union recreational and social affairs
B

Notices of Union elections and results of elections
C. Notices of Union appolntments

12



D. Notices of Union meetings
E. Minutes of Union meetings

Materials other than those listed in Section 2 of this Article may be
removed by Management after consultation with any of the union executive

board mempers.

Subject to applicable law, the Empiover shall deduct the full amount of
the regular Union dues of each employvee Zrom his or her biweekly pavcheck
for those employvees whce have the orescribed payroll deduction
authorization on file with the Emplover. Such authorization shall be
revocable at the emplovee's will upon thirty (30) davs written notice to
the Empleoyer and Union.

The Union shall pay the Emplover an annual fee of $100.00 tc reimburse
the Employer for its costs in collecting Union dues. This fee shall be
paid directly to the BOCC for the Clerk's services, by the Union in
September for that current budget year collections.

The Union shall nctify the Employer's Human Resources Director in writing
of any changes in dues nc less than thirty (30) calendar davs prior <o
the anticipated effective date for such changes. All changes will be dcne
in accordance with the Local 3760 By-laws, and written submission to the
County of any changes will serve as sufficient documentation of the
approved changes by the membership. Notice delivery on or before the
twentieth (20} dayv of any month shall become effective with the Ilrst pay
period of the succeeding month.

Bi-weekly the employer will transmit Union dues to the Union via
Automated Clearing House (ACH).

The BEmployer shall not be required tc deduct or collect any sum which
represents fines, penalties or special assessments levied by Union.

13



The Union and its members shall indemnit, defend and hold the Emplover
harmless against any and a.l claims, demands, suits or other terms cof
liability that shall arise out of the payroll deductzion »f Union dues.
Any discrepancies regarding Union Dues by any member will be betwsen the
Unicon and the member.

The Union and Management agree that it is in the best interest of bcth
parties to resolve department related issues efficiently and effectively.
Therefore, 1t is agreed that the Union President or designee and the Fire
Chief or designee, shall attempt tc resolve issues together, prior to

ringing the issue tc the County Administratcor cor Board of County
Commissioners' attention.

The Union and Management will continue the ongoing practice of open and
respectful dialogue, between the senior leadership of both parties.
Questicns, concerns, or conflict within the purview of the collective
bargaining agreement should be addressed in real-ftime (as realisticalyiy
possikble) as they arise.

Unicn and Management senior leadership will maintair. the highest level of
professionalism and civility in all labor/management Zommunications with

~

fellow County employees and contractors.

ALl employees hired by the Emplover shall serve an initial probationary
pericd of twelve (12) months. At the discretion of the Fire Chief, *the
probationary period may be extenaed up tce an additional =—hree (3) months.
Specific objectives tc be met during the extended probazicnary pericd
will be listed in the employvee's twelve (12) month probaticnary
evaluation.

Employees terminated during the in-tial probationary period may not
grieve or arbitrate the terminat.on.

Emcloyees promoted intc a new position must serve a six (6] month
gqualification period. Employees that are nct able tc successiuily
complete the qualification period, as determined by the Fire Chief or

14



designee may return to thelr original position if it is still available
or apply for any otner open posted position within the County for which
they are gualified. The gqualification period may be extended up tec an
additional three (2) months. Specilfic ob ectives tc be met during the
extended qualification period will be listed in the emplovee's six (6)
month promotion evaluation.

The Employer will provide uniforms at no cost to the emplovee, via a
self-directed cafeteria plan. Rank specific required protective gear will
be provided to the emplovee at nc cost. The emplovee shall take routine
inventory of all their uniform items and the condition thereof, ordering
needed replacements cor un-issued iltems consistent with HCFR SOGs
(Uniforms as determined bv “he Fire Chier, or designee!., JUniform orders
that are not consistent with HCFR S0O3s , 2r are not of the ccocrrect size
and/or are of an abnormally large guaantity {(indicating the intent to not
utilize the unifcrm item for HCFR work), shall be declined and/or re-
Justified.

ised of rank-and-file member
sed unifcrm changes and

A unifcrm committee may be created and comp
that will meet pericdicallv to discuss prop
provide input to the emplover.

o

t

O B

A. The employer will provide employees access tc a computerized online
uniform ordering web site for ordering uniforms and a separate In-
pverson f{(allowing for actually trving cn the boots before
purchasing) local process for acquiring non-firefighting duty
bocts.

B. Each 24-hour shift emplovee below the rank of Captain z
personnel assigned tc staff rascues shall be authcrizea
to a maximum of $350 annually, between November 1st an
of each fiscal vear, for the ourchase of both non-fire
boots and uniforms (excluding Zlass & uniform pants, -
ties, which will be prcvided oy the Fire Department on
ordering cycle;.

0 hcur
< spend ug
d August lst
fighting du=zy
ackets and

a phased-in

3
ot Q.
.
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C. Each 40-hour shift employee nct normally assiqned to rescues and
Officers at or above the rank 2f Taptain shall be authcrized tc
spend up te a maximum of $375 annually between Ncvember 1st and

August lst of each fisca. yesar, for the purchase of both non-
firefighting duty boots and uniforms {excluding Class A uniform
pants, Jackets and ties, which will be provided by the Fire
Depar-ment on a phased-in ordering cycle) .

T. Approved uniforms to be offered on the online ordering website will
be in conformitv with HCFR department SOGs. In additicn to the
standard unifcrm items addressed in department 50Gs, the fol.owing
accessorv items will also be available through the online ordering
website:

15



E.

F

Uniforms will be replaced if damaged, L ,
uniforms purchased in accordance with Secti

basis if the loss, damage, or wear occurred during a line of dut event
“hat was deemed to be special circumstance and was not a result of
employee negligence, after the review ard approval of the Battallon
Chief.

1. Department ball cap and boonie hat.
2. Extrication gloves

3. Department winter beanie

4. Knee length rain coat

5. Duty bel-

6. Gear baag

7. Secondary rank specific badge
R. Jumpsuit

3. Sweatshirt

10.Sweatpants

11.Winter jacke:

A minimum of three (3} brand/models of non-firefighting duty boots
will be available on the on.ine store.

Remaining balances of the annual uniform/boot authorization, after
August 1st of each fiscal year, will ke utilized by the department
te purchase Class A uniform pants, Jjackets, and ties (bkased on
equipping the highest rank tc the lowest rank, based on need and
rank seniority).All members of the department with &t least fwce
years of service shall have a complete Class A dress uniform
provided tc them at no cost. The Class A dress uniforms will be
provided for all members of the department upon completion of “heir
second year of employment. The dress uniforms will consist of
traditional Class A dress uniforms including but not limited fc:
dress coat, dress pants, dress belt, lace up dress shoes/boots, a
bell-toe cap and aloves.

Duty T-shirts will be labeled with rank and/or title
(Firefighter/EMT, Firefighter/Paramedic, Driver Engineer, Captain,
Battalion Thief, Paramedic & EMT etc.). Specialty shirts such as
Breast Cancer Awareness and/or Autism Awareness shirts will pe
allowed or. a case-by-case basis af-er seeking input and approval
from the Fire Chief or designsze.

A1l duty T-shirts will recognize *he Union with the I.A.F.F. Local
3760 font on the left sleeve. A lapel pin may be worn on all
collared shirts and placed on the left collar side. Lapel pins may
also be worn on kall caps. One two-inch TAFF insignia sticker may
be placed on the empioyee's helmet.

Employees will be allowed to supplement their authorized annual
allotment, as well as purchase uniform and accessory ltems betweern
August lst and Ocrtober 31st of esach vyear, with their own perscnal
funds 1f they so desire (done oniine via personal credit card and
is subject =0 sales tax, .

or stolen in addi-ion t:z
ion 2 akove, on & case-by-case

The Emplover should make every attempt tc furnish firefighters
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with uniforms and non-firefighting

of placing an online order.

If ~he County chanages a safetyv S0G

firefighting duty bcots;,

it sha’l be the Zourty'
orcvide cach employee with the ablility te order online cr in perscn,

duty boots within forty-five (45) days

(related

o uniforms

or non

s responsibili=y to

appropriate uniforms 2r non-firefighting duty boots within a r
time frame based on County Purchasing and vendor's supply restricticns at
no cost ftc the employee.

sasonablse

A. Newly hired emplovees shall be furnished with the following basic
uniform allotment:

B.

» 4 short sleeve tee shirts in the appropriate color
e 4 Pairs <f BDU pants
* Long sleeve Class A "badge"”" shirt in the appropriate color

LI
L
e 1
» 1 Jacket
« 1 Dutv b
1
1

Emplovees hired after the start of a fiscal vear will be given

Gear bag
Pair of departments arproved duty boots

Job shift rank specific
Department ball cap and 1 winter
Knee length raincoat

wear

beanie

O

prorated amount 1in thelr cafeteria plan in addition to thelir

initial unifeorm allotment as stated in

* Hired
« Hired
¢ Hired
s Hired
* Hired
¢ Hired
* Hired
» Hired
¢ Hired
*» Hired

in
in
in
in
in

in

3

b e
e}

October
November
December
January
February
March
April
May

June
July

$400
355
$330
$295
$260

$22¢

$190
S1tt
$120
SR5

Section 5HA:

~he
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Newly promoted employees shall be farnished witnh the following basic
uniform updates in addition tc the uniform cafeteria plan set forth in

Section 1:

e Job shirt (Rank Specific;

¢ Badge and ccorrespconding collar brass
due to rank:

e Long sleeve Tlass A "padgs" shif-

due to rank,

* Duty T-3hirts (3)

(and name tag

1if cclor chanage

if

necessary

is necessarv

A. Overall department seniority shall be defined as overall time oF
service within Hernando County Fire Rescue based on Date of Hire.
a. Overall senioritv shall be used to determine priority for aii of
the following, buft not limited <c:
1. Annuali Vacation / FTO Bids
2. Kelly Dav Bids
L. In the event of a tie between members of overall seniocrity,
employee IL number shall be used as a tiebreaker.
B. Rank-based seniority shall ve defined as the time in qgrade for the

current rank cf a2 member.

determine pricrity

for all

a. Rank based seniority shall be used to
of the following but not limited to:
1. Staticn/ Shift Bids
2. Specialty Team Alternate Positions
3. Deployment List Placement in Accordance with Article
36.
b. In the event of =z

t
overall seniority s

ie between members of rank-based seniority,
hall oe used as a tiebreaker.
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The promotionai process shall apply to the Local 3760 CBA positions
as listed below,

e Battaliorn Chief

e Captain, Fire and Training

e Lieutenant

* Driver Englineer

The promotional process sha’l adhers to the current HCFES 350G #300,
Promotional Process

For & candidate tc qualify and participate in the Promotional
Process, applicants must meet a11 minimum gualifications as stated

in the job descriptions at the time of application.

The candidate must meet the follcowing Zimelines:

1. License(s), certification(s} and/o2r reglistration(s' requirements
must be met fourteen (14, dayvs prior to the scheduled test date.
2. Experience and/or time in grade requirements must be met at

least one day prior =¢ scheduled test date.

. Degree reguirements must be met at least one (1) day prior tco

the scheduled tes- date.

4. In instances where cffic-al licenses, certificates,
registrations or degrees are not vyet available for submission bv
the dates required, >fficial notifications by the issuing entity
(i.e., officia. entity emall, 1 er, 2tc.; of successiul
completicn will be accepted or a case-by-case basis as
determined by the [Divisicn Chief cf Training or desianee

J

U]
ot
ot

The promctional process will consist of three (3) phases. Phases cne
thrcugh three will be scored and be applicable to the ranking of
candidates for the (position specific) Tandidate List.

A.

@]

Phase 1 Written Exam: Qualified candidates will participate in a
written examinaticn. The candidate must successfullyv pass the
written examination, minimum score of 70, in order to continue tc
the promotional process and mcve on to Phase 2.

Phase 2 Practical Evaluation: Qualified candidates will be given a
practical evaluation specific tc <he positicn. The candidate must
successfully pass the practical assessment, with a minimum score of
70 , 1n order to move ontc Phase 3 of the promctiona. process.
Fhase 3 Interview Panel: Qua.ified candidates will participate in &
scored interview panel process. The interview panel questlons may
include, but rnct limited =-o:

+ Candidates career and work experience/goals

* HCFES policies, procedures, directives and/cr regulatlions

* Local 3760 Current Bargaining Agreement
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Zandidates will be ranked on the vosition specific candidate list for whe
successfully pass the interview panel process. A minimum score of 79

must be achieved on the interview in ~rder to be placed on the (position
specific! Candidate List.

Interview panel, practical, and written %esting process mcnitorinag [non-
evaluating status) by the Local 3760 Representative. At nc time shall the
union represertative who is moniftoring the interview panel, practical
and/or written process, be considered as o2ne I the candidates on any

list.
D. Tandidate List: The (position specific! Candidate List will be
created by adding the weighted passing sccres from Phases I - 3 and
adding the results = ral. score. Each

¢ cbtair the zandidate’s cve
@]

WS

phases' score will be weigh-ed as Icll

The overall sccres will be utilized to create the (pesiticn
specific) candidate List. Tne candidate’s score will be lis*ed in
descending order. This will *hen be “he ranked order 1ir which
person{s) will be selected for promction when a vacancy =x1sts.

/

O
e

/[\;

4. The Candidate List(s'® shall be in effect for a minimum ©f <wc
Vears.

B. If a Candidate List is exhaustec befcre the two (2} vear
promotional process will be initiated following HCEFES SO0G

o)

ime frame,
)

HE b
w
)
)

Promotional Process.

L. Promotional increase in pay shall be as stated in Article {4
B. All employees peing promoted havirg a pay grade chance shall be

subject tc the gualification period listed in Article 13, Prcbaticr &
Qualification Period, Sectlon 2.

20



smployee’s normal work hours. At“endance at required =&
exclusive of vacation, persona., or FTO time. A1l emplcy
attend departmen=t sponsored refresher —ourses when offered

The County shall pay for recertification fees of any job required
certifications such as State certified EMT or Paramedic, as well as
Medical Terminology coursework as prerequisite qualifications. Other
rank specific recertification Zees that are part of the job
requirement shall be paid for by the County. Such certifications
include Florida State Fire Inspector and Florida State Fire
Instructor. The County reserves -—he right to require employees to
attend in-house trairing when offered, rather than sending emplovees
o outside training facili-ies.

When it is unavoidable due to scheduling or course availability,
personnel mayv be required fc attend training classes durinag their off-
duty days, provided a minimum <f l4-day notice is given in writing and
the emplovee is paid at their 2vertime rate. Emplovees will not be
reguired tc report tc work while on previously approved leave,
although may choose to cancel their leave for the purposes of
attending the mandatory trainina/meeting. Emplovees whc are unable to
attend due tc their scheduled lezve shall coordinate with the Training
Division in advance to develop a course of action tc complete the
mandatory training. Should the Training Division not have the
resources to assist the emplcyee whe missed all the traininc and make-
up days, it shall be the emplcyve='s respconsibility to achieve the
required certification traininy prior tc the expiration, and at nc
cost to the County. Exceptions to the above may be granted for

ertenuating circumstances bv tne Fire Chief or designee.

All newly hired Fireficghter/EMT’'s will be required to obtain
certification as a Paramedic within fcur (4) vears, unless extended
mutually by the Fire Chief or designee.

For mandatory multi-day ccurses that require travel of areater *“han 60
miles one way from Hernando County Fire Rescue Headquarters, the
employee will be allotted administrative time for the entire shift.
The class must require *tha® the emplcyee attends the class the date of
and the day after their assigned shif-. Classes that end on any day
that the employee is schedule tc be on duty, will reguire the employee
to report tc duty upon returning from the class that day.

ILieurenants attending practical test-cuts while off duty with “heir
assigned paramedic intern will be compensated at overtime rates.
Efforts will be made for test-outs to occur during duty hours.
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b.

]

Lavoffs shall be done by o-rder of lowest seniority. The order of
lavoff of all employees within z particular status of employment shall
be determined by the Department Director, with input from the Union
President, after giving due ccnsideration to all relevant factors
which shall include, but nct ke limited to, seniority and the relative
efficiency of the emplcyee (including certifications held, such as
Paramedic, Specialty Teams, etc.) In the event the number of emplovees
laid off results in stations closing, 1% may be necessary to demote
the least senior rank to previously held positicns. The Union shall
have an opportunity to review and provide input tc the proposed order
of layoff list, including demc<ions, pricr tc the emplovees being
notified. Upon determination that a layoff is necessary, a list of
employees ranked in order they are tc be laid off shall be prepared
and then maintained ir Humar Rescurces. The County shall provide nc
less than thirty (30) calendar days advance written notice of layoff
to the emplovee/employvees. In scme circumstances the emplovee/
employees may be paid in lieu of notice a minimum of thirty 30
calendar days.

Persons laid off shall have a recall s-atus for a period of one (1)
vear from the date of layvoff. It shall be the responsibility of the
employee tc keep a current address and phone number on file with the
County for this period in case cf recali. When a recall is being made,
the County shall notify the employee in writing by way of certified
return receipt mail and by phone. The employee will have fifteen (15)
calendar days from the dav of signed receipt 2f letter to respond to
the County.

Regular status employees shall be paid fcr one hundred percent (100+)
ime

of all accrued vacaticon time, one hundred vercent (100 ) sick time,
one hundred percent (100 2f Paid Time Cff and Comp Time at one
hundred percent {100 } up tc the time of layoff.

Lavoffs will only cause a break in service for retirement purposes
only, and upon returning to work, seniority, and all other provisions
of this Collective Bargaining agreement and County Policy that are
relevant to seniority of employment will be based on the employee's
criginal hire date prior tc the lavoff.

Laid off employees who are re-emploved within cne (1) vear from the
date of layoff shall have their PTO accrual rates reinstated, however
previous balances will not be restored.

f among qualified persconnel that are physically capable of

ng the jcb duties. The County reserves the right to reqguire &
al exam in accordance with NFPA 15R2 for current members. and

< drug and alcohol test prior to permanent reinstatement of
status. The reinstated emplovee may be regquired tc meet
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certain training objectives as set forth in the HCFES Standard
Operating Guidelines.

Bach employee will have the right, upon reasonable request, to examine
and obtain one (1) copy, at no expense to the employee, any and all
material, including any and all eveluations, contained in his/her
personnel file.

Whenever any material of a disciplinarv or performance related nature,
including evaluations, 1s inserted into the personnel file or records of
an employee, the employee will be provided a copy of such material. The
employee will have +en(10) calendar days from the date of receipt to
include in his/her personnel file & response tc such document.

Outside employment is any pald emrployment performed by an emplovee in
addition to his/her emplovment by Eernande County. Employvees seeking
outside employment during their cff-duty hours must submit a written
request to his/her Department Director through his/her immediate
supervisor. The reguest to engage in outside emplovment must include the
following information:

1. Type of employment
2. Hours involved in emplovment

A copy of the request will be forwarded to the Human Resources Department
to be reviewed in terms of a conflict of interest and placed within the

emplovee's personnel file,

Employees should keep the countv nctified of any changes to their outside
work status.

Such employment shall not interfere with the efficient performance of the
employee's duties.

Such employment shall no%t involve a conflict of interest or conflict with
the employee's duties as determined by applicable laws and regu.ations.

Any =mployee accepting ocutside erplovment under the terms of this rule
shall make arrangement with the ocutside emplover to be relieved from
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his/her outside duties if and when called for a bona fide emergency Dby
the county.

Employees will not engage in outside employment when away from work using
sick ieave or unscheduled PTO for illness or injury.

Requests for outside employment that reguire the emplovee to take a leave
of absence from the department, shall be denied.

A. Physicals fcr line personnel will be provided at the County's
expense. An in-depth physical that will include EKG, blood work,
pulmonary ftest, hearing tes<T and any oSther tests that the County
deems appropriate will be provided to all bargaining unit members.
The Zounty and the Union agree to evaluate the feasibility of
adding Cancer Screening Blood Test.

B. All bargaining unit members will be provided with a physical
examination each vear, during their ncrmal workday. Blood tests
requiring fasting shall be zompleted no later than 11:00am.
Employvees will be responsible for notifying their supervisor if
they believe their physical examination 1s overdue. Hernando County
may require an employee to undergo physical exams on a more
frequent basis, as it deems necessary at no cost to the employee.
Employvees who refuse tc take or comp.ete their annual physical exam
shall be subject tc discipline including termination. Emplovees who
cannot complete their physical exam due to an acute medical
condition or are stopped by the healthcare provider administering
the physical exam due *“c a potential health concern, will be
required to complete the physical when the acute medical condition
or health concern has been resolved. The Emplover shall also make
avallable te all bargaining unit members, Hepatitis A, Hepatitis B,
Flu, Varicella and Pneumonia immunizations. These will be provided
at no cost to the emplovee.
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The Employer shall make a minimurm of two separate scheduled on duty
{(during the Employee's normal assigned work days excluding Kelly days,
military leave, and prior approved PTO leave) attempts to conduct the
annual physicals and blood draws. In the event that the Employee 1is not
at work due tc sickness, coff-duty injury, unscheduled "emergency"
vacation/PTO leave or FMLE leave or the twc or more assianed physical or
blood draw scheduled davs, the Emplovee may be required tc travel at
their own expense and undergo “he phvsical off duty.

Hernando County shall contract fcr the services of a NFPA 1582 compliant
Physician to annually review physical results deemed to be abnormal or of
medical concern. The Fire Departmert Physician shall meet the
requirements contained within NFFA 15RZ. The NFPA compliant Physician may
request further testing or referrals following the basic physical when
the testing suggests it necessary. 17 the employee is under the care of a
specialist, the department physician shall confer with the specialist in
the determination of *he employee beina f£it for duty.

All candidates whc are offered employment shall successfully pass a NFPA
1582 compliant Medical Evaluation for Candidates. Annually, all current
employees shall successfully pass & NFPAL 1582 Compliant Medical
Evaluation for incumbents. Any, memcer not successful in passing the NFPA
1582 compliant physical, shall be removed from duty immediately, and
elther sent to the contracted NFPFA ccmpliant Physician, to the most
appropriate hospital, or to their personal physical for a follow up.
Prior to being released back tc duty the employvee must be cleared by the
contracted NEPA compliant Physiciar for NFPA 1582 compliance.

The physical shall be conducted at the contracted facility designated by
the Employer after consultation with the Union. The final decision as to
the designated facility will rest with the Emplover.

The results of the examination wi.. be maintained by the physician or
contracting medical provider in as confidential a fashion as allowed by
law. All emplovees shall be required “oc sign an authorization form,
allowing the physicals results to ke sent tc the Human Resources
Department for inclusion in the emplcyee's confidential health file and
all physical results deemed o be abnormal or of medical concern to be
sent tc the Fire Department Physician. & copy of the physical and lab
results shall be provided to the emplcyee. The Fire Department physician
shall notify Employer cf any employee nct compliant in meetinag <the
current NFPA 1582 Occupaticna. Medical Evaluation for members, znd list
which of the 14 =ssentiail job tasks would/could preclude the emplcvee
from perfcrming as a member in a training or emergency operational
environment by presenting a significant risk t©o the safety and health of
the employee or others.
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The fourteen (14) essential job tasks are listed below:

[N}

~1

B3]

While wearing persona. protective ensembles and self-contained
preathing apparatus (SCBA;, performing fire-fighting tasks (e.qg.,
hose line operations, extensive crawling, lifting, and carrying
heavy objects, ventilating rcofs, or walls, using power or hand
tools, forcible entry), rescue operaticns, and other emergency
response actions under stressful conditions, including working in
extremely hot cr cold envircnments for prolonged time periocds.

Wearing an SCBA, which includes a demand vale-type positive
pressure facepiece cr HEPA filter masks, which requires the ability
tc tolerate increased respiratory workloads.

Exposure to +toxic fumes, irritants, particulates, biclogical
(infectious, and nonbiologica. hacards, and/or heated gases,
despite the use of personal protective ensembles and SCBA.

Depending on the local Jjurisdiction, climbing six or more flights
of stalrs while wearing & fire protective ensemble, including SCBA,
welghing at least 50 lbs (22.6 kg) 2r more and carryving
equipment/tools weighing an additional 20 to 40 lb (9 tc 18 kagj.
Wearing a fire protective ensemble, including SCBA, that 1s
encapsulating and insulated, which will result in sianificant fluid
loss that frequently progresses *- clinical Jehvdration and can
elevate core temperature to levels exceeding 102.2 F (39 C).

While wearing personal protective ensembles and SCBA, searching,
finding, and rescue-dragging or carrving victims ranging from
newborns tc adults weighing cver 200 lb (90 kg, tc safety despite
hazardous conditicns and iow visibility.

While wearing personal protective ensembles and SCBA, advancing
water—-filled hose lines up =Zc 2 * ir. ‘65 mm) in diameter from fire
apparatus to occupancy .apprcximately 150 ft (50 m) ]}, which can
involve negotiating multiple flights -f stairs, ladders, and other

obstacles.

While wearing personal protective =nsembles and 3CBA, climbing
ladders, operatinag from heights, walking, or crawling in the dark
along narrow and uneven surfaces that might be wet or icy, and
operating in preximity to electriczl power lines or other hazards.

Unpredictable emergency requirements for prolonged periods of

extreme physical exertion without benefit of warm-up, scheduled
rest periods, meals, access tc medication{s) or hydration.

26



10. Operating fire apparatus or other vehicles in an emergency

mode with emergency lights and sirens.

11. Critical, time-sensit_.ve, complex problem solving during
physical exertion in stressful, hacardous environments, including
hot, dark, tightly enclosed spaces, that is further aggravated by
fatigue, flashing lights, sirens, and other distractions.

12. Ability to communicate (give and comprehend verbal orders)
while wearing perscnal protective ensembles and SCBA under
conditions of high background noise, poor visibility and drenching
from hose lines and/or fixed protection systems (sprinklers).

13. Functioning as an integral ccmponent

of a team, where sudden

incapacitation of a member can result in mission failure or in risk
of injury or death to civiliians or other team members.

14. Working in shifts, including during nighttime, that can

extend beyond 12 hours.

The Fire Department and Union agree to evaluate
conducting annual physical agility testing. The
current process to perform an annual assessment
management and is NFPA 1404 compliant (Standard
Respiratory Protecticn Training!.

the current method of

goal is to revamp the

that is focused on air
for Fire Service

The Fire Department zagrees fc evaluate and assure the current SOGs
related to managing SCBA air levels when operating in an IDLH atmosphere
are ccompliant with the recommendaticns of NFPA 1404.
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The county and the Union agree to foli

low the provisions of F.S.
440.102, Drug free wcrkpiace program re

gquirements. lee Appendix IT1T.

Employees are subject to and when ordered will submit to a reasonable
suspicion, post-accident, and random drug testing. An employee who
refuses to submit to test or who delavs a test will be terminated from
employment with Hernando County.

The procedures for random drug festing are as follows:

a) The county shall randomly select up tc five (5) emplovees on &
monthiy baslis who will be subject tc testing.

P} The selection of employees for random drug and alcohol festing will
be coordinated by HCFR Administratior in conjunction with Human
Resources utilizing a scienzifically valid method.

c) Testing can occur during any day of “he week and at any time of the
employee's shift.

d) Each time an employee's name zppears on the random list, they shall

be tested regardless of whether he or she has been previously

tested.

Emplovees shall not be excused from random drug testing, unless on

extended persona. leave and in accordance with the county's

FMLA/Personal Leave Policy. Employees who are randomly selected and

off duty shall be sent immediately for testing upon return to their

next shift. The names of the =2mployees randomly selected shall be

N

kept confidential until they arrive on duty for their next shift.

D

An employee who submits a written request for dependency assistance tc
HCFR Administration or Human Resources prior to receiving an order tc
submit to drug and/or alcohol testing shall immediately submit to
testing and be placed on unpaid leave until the emplovee 1s evaluated
and determined to be fit for duty by 2 County-approved dependency
treatment provider or the IAFF sponsored Recovery center at the
employee's own expense.

The employee shall be subject to random drug testing for a minimum of
three (3) years. Additional time may ke implemented i1if recommended by
the County's approved dependency treatment provider or a provider at
the IAFF sponsored Recovery Zenter.

After receiving an order to submit tc drug and/or alccohol testing but

prior to arriving at the county's approved testing provider, discloses
in writing that he or she may have druas and/or prohibited
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concentration of alcohol in his/or her system, shall immediately
submit to testing and ke placed on unpaid leave for no less than three
{3) months, during which time t“he emplovee will participate in a
County approved dependency treatment. program or the IAFF sponsored
Recovery center at the emplovees own expense. Prior tc returning to
work, the employee must be evaluated and determined to be fit for duty
by a County-approved dependency treatment provider or the IAFFE
spensored Recovery center at tne employees' own expense.

The emplovyee may utilizZe accru=d leave, or paid time off tc maintain a
source of income during the leave period. An employee who 1s not
determined to be fit for duty within 365 dayvs of the start of leave
for dependency ftreatment will pe terminated.

The employee shall be subiject to random drug testing for a period of

three (3) vears. Additiona. t“ime may be implemented if recommended by
the County's approved dependency trea-ment provider or a provider at

the IAFF sponsored Recovery center.

)

As modified by section 3A and 3B above, the parties agree that there
shall be zerc tolerance for the use of prohilbited drugs, or for the
presence of alcohol in a prchipited concentration, and that a positive
test, as set forth in the County's drua free workplace poiicy, shall
result in termination of employment for cause.

A. Fmployees will be sublject -o random drug screening for the following
substances as defined in F.4. 440.102:

a) Amphetamines (AMP)
b) Cocaine Metabolites (COC!
c) Marijuana Metabolites (THZ®
d) Opiates
e) Phencydclidine (PCP)
B. An employee whc has a confirmed positive drug test, as determined by

the Medical Review Officer ir accordance with Fleorida Statues, shall be
subject to disciplinary action up tco and including termination at the
discretion of Hernando County. The County reserves the right to make a
determination as to the level of discipline. The level of employee
discipline shall be non-precedential in nature.
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The County may use the following levels of disciplinary action:

. Verbal Warning with Counseling Memz
Written Reprimand

Suspension/ Reduction-in Pay (RIP)
Termination

o 0w

Employees may elect to submit a Letter ¢f Protest to the Human Resources
Director provided the letter of protest is submitted within ten (10) days
of recelpt in accordance with the Grievance Article. No specific form is
required. If a letter of protest is submitted, it shall be attached to
the verbal or written warning and placed in the Employee's personnel
file.

For the purpose of progressive discipline, minor offenses/verbal warnings
shall not be considered after one (1) year; sericus offenses/written
reprimand after twc [2) vyears; major offenses/suspension/reduction-in-pay
after three (3) vyears.

The County will follow the Firefighter Bill of Rights.
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It is the policy of the Hernando Ccunty Board of County Commissioners
that an employee shall be able tc ciscuss freely without retaliation,
work-related concerns with his/her supervisor and/or other members of
management in accordance with fthe chain of command and standing policies,
procedures, and directives in an attempt -0 resolve problems informally.
Employees shall alsc be provided with an opportunity fc represent their
complaints and have the decision of management reviewed through a formal
grievance process.

The grievance process shall be available to all bargaining unit
employees. An emplovee may be accompanied by a Union representative at
each step of the grievance procedure. All complaints and grievances shall
be resolved fairly and promptly. Jricn representatives may file
grievances on behalf of the Unicn, or any of its members. In order to do
this, guidelines will be established in order to provide all members with
The opportunity to secure consideration of a grievance dealing with any
of the following emplovee areas:

&. Any presumed violation of the Personnel Regulation and Guidelines
as adopted by the Board of County Commissioners or of this
collective bargaining unit.

B. Any alleged violatior of established departmental 350G, poiicy,
procedure, or & departmental rule.

C. Any alleged violation of established county policy, procedure, or
rule.

No employee shall suffer any retaliation for exercising his/her rights
under this Article.

Many workplace issues can be resclved, even prevented, through effective
interpersonal communication and groblem-solvinag at the lowest possible
level and earliest opportunity. The expectation is for emplovees to first
peruse conflict resclution informally and through the chain of command.
If possible and not otherwise aliowed per established directives,
policies, the current collective bzrgaining agreement, or by law.

Any claim by an employee, group cf employees, or the Union that there has
been a violation, misinterpretatior, or misapplication of any provisions
of this Agreement may be processed as a Grievance. Multiple grievances
for the same issue shall be combined into one claim.
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An empioyee may be accompanied by a Tnion representative at each step of
the grievance procedure; however, nothing in this article shall reqguire

the Union to process grievances frem and on behalf of employees who are

not dues-paying members.

No employee shall suffer any retaliation for exercising his/her rights
under this Article.

The County and the Union agree that certal
e

t claims fall outside the sco
of the Grievance Procedure and may not b

n
grieved specifically:

3

<

a. An employee's GSrievance must Zconcern an lssue which directly,
personally, and adversely affects the employee. Any issue
which does not so affec- the emplovee may not be grieved by
the employee, although an employvee may bring the matter to
the attenticn of their Uniorn Representative for consideration
of a Grievance under 3ection. . of this Article.

b. An employee (and the union on the emplovyee's behalf), may not
grieve discipline or discharge occurring during that
emplovee's initial hiring probationary period.

C. The grievance procedure cannot be used as a vehicle to harass
or otherwise impede the efficient operations of government or
actions that are the domain -f managements rights, unless
otherwise specially zcvered in this agreement.

d. Verbal disciplinary warnings (including counseling
documentation of wverbal warnings) and promotional decisions
may not be formally grieved. However, employees may
informally reguest an aidience with the next level of their
chain of command to discuss their concerns and reguests for
further consideration. The issue will ferminate at that
point.

0}

. An employee must not have voluntarily concluded his/her
enmployment with the County pricr to the initiation of the
grievance.

f. Claims asserting the vioclation of federal, state, or local
laws prohibiting employment discrimination (including sexua.
and other forms of unlawful harassment) are not subject to
the Grievance process and shall be governed by the County's
non-discrimination policy.

32



Parties and party advocates shall treat z2ll participants in the grievance
process in a civil, courteous matter with respect at all times and in all
communications.

Parties and advocates shall, at all times, comport themselves
professionally and respectfully and will not engage in conduct that
offends the dignity and decorum of grievance proceedings, the other
party, or the Department.

Subject to Section & of this Article, Grievances are to be processed as
set forth below. At each Step after the initiating step, the employee
and/or Union shall submift written nctice to the Fire Chief and Human
Resources that the Grievance has been initiated or advanced to the next
Step, as applicable. The County shall provide its decision at each Step
in writing to the employees and the Unicn.

The time reguirements listed herein may be extended if mutually aagreed
upon. Business days shall refer to the davs between Monday and Friday
when the County government offices are cpen. When a grievance Or response
is submitted to the receiving partyv, the next business day shaii count as
day 1 in respect to the following time limits. The aggrieved party may
choose to initiate the grievance at the step at or above the lowest level
supervisor that allegedly caused the grievance.

Step 1 Immediate Supervisor. Within ten (10 business days from the
time the employee or the Union reasonably could have known of the
occurrence giving rise *c tne Grievance, the employee and/or
his/her Union representative, after first completing and submitting
a Grievance Form, shall discuss the Grievance with the employees
immediate supervisor and/or the persor. at the next level in the
chain of command (typically the employee's Battalion Chief). The
supervisor shall reach a decision and communicate it in writing to
the employee and Union within (10) business days after the informal
discussion occurs.

Step 2 Division Chief/Deputy Chief. Within ten (10) business days
of the Step 1 decision being communicated, 1f the emplovee and the
Union are not satisfied witn “he result, the Grievance shall be
presented in writing tc the appropriate Division or Deputy Chief as
a Step 2 Grievance. Within ten (10' business days of the receipt of
the Step 2 Grievance, the Division or Deputy Chief shall meet with
the employee and Union. The employee and Union will be provided
with written determination within —en {10} business days of the
meeting with the Division or Deputy Chief.

Step 3 Fire Chief. Within ten (10} business days of the Zfep

decision being communicated, if the employee and Jnion are not
satisfied with the result, the Grievance shail be presented in
writing tc the Fire Chief as a Step 3 Grievance. Within zen {10!
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business days of receipt of the Step 3 Grievance, the Fire Chief
(or designee) shall meet with the employee and Union. The employee
and Union will be provided with a written determination within ten
(10) pbusiness days cf the meeting with the Fire Chief (or
desianee) .

Step 4 County Administrator. If the emplovee and Union are not
satisfied, within ten {10 business days of receipt of the Step 2
determination, the Grievance shall be presented tc the Zcounty
Administrator as a Step 4 GSrievance. Within =en (10) business days
of the receipt »f the Step 1 Grievance, the County Administrator
{or designee) shall meet with the emplovee and Union and endeavor
tc reach an adjustment of the Grievance. The employee and Union
will be provided with a written answer within ten ({10) business
days of the meeting with the County Administrator (or designee).

Referral to FMCS Mediation: If the grievance is not settled at Step
4, the grievance may ke submitted to mediation with the Federal
Mediation and Conciliation 3ervice (FMCS) in writing within thirty
(30) calendar days. Either the Union or County may request
mediation. Both parties must adree to participate in mediation.
Mediation is rot required to proceed to arbitration. If mediation
is mutually agreed upon, the timeline for arbitration shall be
extended for the time necessary to conclude mediation. If the
grievance 1s resclved at mediation, the resclution shall be reduced
to writing and signed by both the zournty and the Union.

Referral to Arbitration. If the parties dc not both agree to
participate in mediation or if the grievance is not resolved during
the FMCS Mediation, either party may proceed to arbiltration in
accordance with Section 7 of this Article.

If at any time in this procedure the County does nct respond within the
prescribed time limits, the Grievance automatically shal. proceed to the
next Step. If the emplovee and/or Union dc not adhere to the time limits
set forth in this Article, the Grievance will be deemed withdrawn and not
further actionable.

Time limits in this Article mav be extended upon mutual written consent
of the parties. A "business dav" for purposes of this Article refers to
Mondays through Fridays, excluding County-recoagnized holidays.

Written reprimands may be grieved, but only through Step 3, with the Step
3 decision being final. Written reprimands may not be arbitrated.

=

grievance relating tc an unpaid suspension of more than one day/shift,
reduction in pay, a disciplinary demotion, or the termination of
mpicyment shall begin at Ster 4.

L @
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Uniior representatives mav investigate or otherwise handle grievances
during working time, as long as “here 1s no unreasonable interference
with “he operational needs of the County.

The employee and/or Union shall rave the right tc arbitrate a Grievance
as provided below:

¢}

D

A demand for Arbitration shall be made in writing to the Human
Resources Director within twenty (20) calendar days at the
conclusion of the agreed upon FMCS Mediation or within twenty (20)
calendar days after the County's Step 4 answer 1f the parties do
not agree to FMCS Mediation. A copv of the demand for arbitration

must pe filed with the Federal Mediation and Conciliation Service.

The request for Binding Arbitration sha.l include a request for a
list of ten (10) “Metropolitan” arbitrators whc are members of the
FMCS.

Once the list of ten (10) arkbitratsrs is received by the County and
the Union, beginning with the party requesting arbitration striking
first the parties will alternately strike panel members until only
one member remains. The sole remaining member shall arbitrate the
grievance.

The arbitrator promptly shall conduct the hearing on the Grievance
at which both parties shall ke permitted to present evidence and
post hearing written argument. The decision of the arbitrator shall
be final and binding on a&ll rarties.

The arbitrator shall be empowered ©2 rescive the Grievance as
submitted.

The arbitrator shall not allcw hearsay 2r third-party testimony tc
be presented as evidence.

The arpitrator's decision shall be in writing, shal. be determined
by applying a ponderance of the evidence standard and shall set
forth the arbitrator's opinicr and conclusions on the precise
issue{s) submitted through the Grievance. The arbitrator shall have
no authority to determine any other issue, and the arbitrator shall
refrain from issuing any statement cf opinion or conclusion not
essential to the determinaticrn of the issue(s) submitted.
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The arbitrator shall not have any power or authority to make any
decision contrary tc or inconsistent with, adding to, subtracting
from, or modifying, altering, or ignoring in any way, the terms of
this Collective Bargaining Agreement or of applicable law or rules
or regulaticns having the force and effect of law. Further the
arbitrator shall not have the power or authority to limit or
interfere in any way with the powers, duties, and responsibilities
o>f the County except as such oDowers, duties, and responsibilities
of the County except as such vpowers, duties and responsibilities
have been abridged, delegated, or modified by the express
provisions of this Agreemen<t.

If the arbitrator finds that czause exists for the discipline
administered, “he arbitrator shall affirm the decision of the
County. If the arbitrator finds that cause did not exist for the
discipline administered, the arbitrator shall reverse or modify the
decision of the County and orovide relief consistent with the
provisions of the Collective Bargaining Agreement, County Policy
and law. The arbitrator's discretion 1is limited to reversing or
affirming the discipline at the level of discipline imposed.

In discharge cases, fthe arbitrator is empowered -o either sustain
the discharge or, if he/she does not, reinstate —he employee with
or without back payv and benefits, as the circumstances warrant. The
following limitations shall apply:

1. Any award of backpay shall be reduced by unemployment
compensation the emplovee nas received, and by interim earnings
received by the employee from a replacement Jjob or jobs.

[}

Back pay shall not be re=roactive to & date earlier than 15 days
prior to the date the grievance was initially filed.

(A}

The arbitrator may not award non-=conomic compensatory damages,
punitive damages, costs, or attornev's fees.

The costs of the arbitrator and of Zhe Arbitration, including a
court reporter shall be borne equally by both parties. If either
party requests a transcript, the party requesting the transcript
shall be wholly responsible for the cost cf the original
transcript.
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A. The County adgrees tc reimburse personnel, in an amount up Lo
$200.00 per occurrence, once proof of payment is submitted, for
personal prescription eveglasses, and personal stethoscopes that
have been damaged in the line ~f duty and were not a result of the
employee's negligence.

B. The Emplovyee will be allowead no more than $200.00 total
reimbursement of personal items during any single fiscal year.

A. Employees who, through their own non-malicious negligence or minor
act of willful misconduct lose or zamaage County property or
directly cause the loss of County vevenue, or the expenditure of
unnecessary Ccunty funds reversing the negligent act or act of
misconduct, will be responsible for part or all of the replacement
cost, repalr cost, loss cof revenue or unnecessary expenditure
accordina to the following schedule:

lst Offense - 50 of the estimated repair or replacement cost not
to exceed $100 deducted in an amount not exceeding $75 per pay
period from the employee's pavrcil check, until paid.

2nd Offense - 75 of the estimated repair cr replacement cost not
to exceed $200 deducted in the amount not exceeding $75 per pay
period form the employee's payroil check, until paid.

3rd Offense - 100 of the estimated repalr or replacement cost not
to exceed $300 deducted in the amoint nct exceeding $75 per pay
period from the emplovee's payrcll check, until paid.

B. Bmployees who, through their own deliberate malicious negligence or
major act of willful misconduct, lose, discard or damage County
property or directly cause the loss of County revenue, or the
expenditure of unnecessary County funds reversing the negligent act
or act of misconduct, will be responsible for 100 of the estimated
replacement, estimated repair cost, actual loss of revenue or
actual unnecessary expenditure, nct to exceed a maximum of
$2,000.00, deducted in an amount not exceeding $75 per pay period
from the employee's payroll check, until paid.

2

. Damage to or loss of County eqguipment occurring off duty and away
from the workplace will be the sole responsibility of the employee
and they will be expected to repair or replace the item based on
the amounts listed above.
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0. This policy does not apply to County issued equipment or personal
protective equipment, stclen from a County station or County
vehicle, when stored in the department approved location and
adequate lockable areas were not provided by the Countyv.

E. This policy does not impede or replace —he disciplinary policies of
the County that govern lost, damadged, <-r stolen property.

'

. In the event that the lost or damaged izem 1s not repaired/replaced
or ordered (issuing of a purchase corder) to be repaired/replaced
within six (6) months (from the date of damages, all unused
collected funds pursuant tc paragraphs "A" and "B" of this article,
shall be refunded tc the emplovee.

G. In the event that the lost or damaged item's actual repair or
replacement cost 1is iess thar. the estimated collected funds
pursuant tc¢ paragraphs "A" and "B" of this article, the difference
form the collected amount vs. actual cost of repailr and replacement
shall be refunded tc the employee within ninety (90) days of the
County's notification/disccvery of said difference.

The County agrees that safety shall ke given the highest priority with
respect to purchasing, maintaining ard repliacement of all equipment,
also included will be manpower and training. The CTounty will perform
all necessary replacements or repair “o eqguipment in a reasonable
amount cf time.

No emplcyee shall be reguired to use unsafe, faulty, damaged, or
expired equipment, including personal protective eguipment NEPA 1851-
14 Annual Inspection and Cleaning.

It is the responsibility cf all empicyees to report in a timely manner
unsafe. faulty, damaged, or explired equipment including personal
protective equipment within the applicable Countyv or Department
policies and procedures.

A Safety Committee shall be formed which shall consist of at least six
(6} members. The membership of the ccmmittee shall be made of equal
representation of management and labcr. The Division Chief of Training
and Safety will serve as the committee chair. The union shall
designate at least three (3) representatives, preference is one (1)
from each shift.

The Safety Committee shall meet once quarterly (or more often if s-
required) to discuss the topics of heaith and the safety of all
department employees.
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Per 201¢ Florida Statutes Chapter 633 Fire Prevention and Control,
Section 633.522(5), "Firefighter employees shall be compensated their
regular hourly wage while engaged in workplace safety committee or
workplace safety coordinator fraining, meetings or duties prescribed
under this section.”

The safety committfee, under the direction 2f the firefighter employer,
shall:

Establish and communicate procedures for conducting internal safety
inspections of the workplacs. When approved by the firefighter
employver, these prccedures shalli be used to evaluate the
effectiveness of engineering, administrative and personal
protective control measures provided by the firefighter employer to
protect firefighter employees from recognized hazards in the work
and work environment;

o

[}

Establish and communicate procedures approved by the firefighter
employer by which the firefighter emplover shall investigate all
workplace accidents, safetv-related incidents, reportable injuries,
illnesses, diseases, and facilities;

3. Evaluate the effectiveness of and recommend improvements to the
firefighter emplcover's safety rules, policies, and procedures and
for accident and illness pr=vention programs in the workplace and
when approved by the firefighter employer, ensure that written
updates and changes < rules, policies and procedures of the safety
programs are completed;

4. Establish and communicate guidelines for the training of members on
the requirements oI *“his rule chapter;

(@2l

. Past the scheduled date, time and location of committee meetings in
the official electronic communications platform utilized by the
emplover, 1.e. Target Soluticns Dashboard;

6. Provide minutes of the committee meetings in the official
electronic communications platferm utilized by the emplover, i.e.
Target 3oiutions File Center and prcvide a copy thereof tc
individual firefighter emplovees upon written reguest; and

~1

. Retain in the workplace all original written communications between
the firefighter employer and the committee, or true copies thereof,
for a period of not less than three (32) calendar vears.

(Rl

constitute a guorum of *the

. A majoerity of the members which shall
red before official business may

membership of a committee is requi
be transacted at a meeting.
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9. A committee organiced pursuant to this rule chapter shall operate
solely for the purposes reguired herein and may not substitute as a
collective bargainirg representative of firefighter employees on
unrelated matters.

10. Workplace safety -oordinator subsection of chapter 69A-62.043
intentionally omitted as it 1s not applicable to departments with
20 or greater firefighter =mplovees.

The heat stress index (Appendix I) tc be used willi be the chart from
the National Fire Academy (a copy can be found on the NFA website),
with daily temperature readings to be taken from the weather channel.

As outlined in the above-mentioned chart, when the humiture reaches
90-105, which falls into the extreme zauticn categoryv. When outdoor
activities are conducted it will be under controlled conditions with
breaks provided every 30 minutes in shaded areas with fluids available
for all personnel.

When the humiture reaches the danger category (105-130), outdoor
training should be curtailed at the discretion of the officer in
charge. When outdoor activities are conducted it will be uncer
controiled conditions with breaks provided every 30 minutes in shaded
areas with fluids availakle for &ll personnel.

Reference: Florida Statutes section ©633.522 (2018},
Florida Administrative Code 692-62.(043

Labor shall recognize that HCFR shall utilize volunteer firefighters as a
supplemental tc the delivery of emergency services to the community
served. Only Individuals who meet the minimum reguirements as set forth
in the HCFR Standard Operations Guidelines will be utilized as volunteer
firefighters.

At no time shall the usage of volunteer firefighters be allowed tc

replace the minimum staffing requirerents of firefighters as stated in
the minimum staffing reguirements for HCFR as set forth within Article

3

ra

-f this zontract.
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The County and the Unicr agree tc formalize the Honor Guard as a valued
HCFR funded asset. The County has the authority and responsibility for
the management and equipment purchases for the Honor Guard under the
direct supervision of the Divisicn Chief of Operations, or designee.

The Honor Guard can be utilized by the Union upon approval of the Fire
Chief, or desiagnee.

Participation Honor Guard shall ke availabie to HCFR members in good
standing. Current members of the Honor Guard are automatically invited
continue service on the team.

Honor Guard uniforms will be proviced and maintained by HCFR tc all
approved members.

All employees are responsible for kecoming aware of and familiar with a
departmental and County policies, prccedures, rules, protocols, etc.
which govern their employment with the Hernando County Board of County
Commissioners.

The Union adgrees that employees shall comply with ail County/Department
rules and regulations, including =“hose relating to conduct and work
perfocrmance.

All employees shall have access to current electronic copies of the
Department and County policies, prccedures, rules, and protocols.

All HCFR guidelines, policies, procedures, rules, and protocols will be
located on the department's internal drive.

All employees are required to review ana acknowledge via the department
policy management system.

toe

11
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The County shall maintain first aid facilities at all major facilities.
In addition, first aid kits and cther .imited emergency supplies are
located 1n hazardous areas, such as where machinery or utility equipment
is located.

Employees whc become 11l on the jecob or suffer any work-connected injury,
no matter how minor, shall repcrt tc a medical facility for examination,
treatment, and recording of the incident. Time spent by an employee in
walting for and receiving such medical attention shall be considered
hours worked for pay purposes. Hcwever, whenever possible, employees
should nctify their supervisor before leaving thelr work station for
medical reasons.

Employees who are exposed to any urexpected occupa+tional health hazard,
such as toxic materials, fumes, any biohazardous fluids or material, are
required to have a physical examinatior immediately after the exposure.
The physician shall determine whether exposed employees require medical
treatment, whether they may be permitted tc zontinue on their jobs or
whether they should be assigned tc cther jobs. Emplovees whose job
normally exposes them to health hazards shcould be given periodic medical
examinations to ensure that such exposure does not result in any medical
complications.

Reference: Hernando County BOCC Medical Frocedure Policy.

The Board of County Commissioners has *the sole authority to determine the
purpose and mission of the County Covernment, to determine the services
to be provided tc the public, and the budget tc be adopted. The Union and
the employvees covered under this Agreement recognize and agree that the
County has the sole and exclusive riaght, except as specifically provided
for in the Agreement, to manage and direct any and all of its operations.

The County has the sole and exclusive right te decide as to the number,
location, method, and personnel by which operations are to be conducted,
including the right to assign overtime work to employees in alignment
with Article 42 and contract or sukcontract out work in whole or in part,
subject tc the lavoff and recall provisions of the CBA.
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The County and the Union agree that staffing levels have a correlation to
the level of operational readiness as well as tc the safety of the public
and firefighters. The parties alsc agree “hat it is the sole authority
and responsibility of “he County to establish staffing level parameters
and the acceptable public safety level cf risk on behalf »f the citizens
of Hernando County.

The County, through management rights and budget limitations, establishes
the fire rescue Emergency Response CZapability (ERC) levels. It is the
responsibility of all fire officers and emergency scene incident
commanders to respond tc, size ug, develop and implement and incident
action plan, and manage resources to safely mitigate the emergency
incident. Every incident acticn plan's strategy and tactics must focus on
the objectives of the life, safety, property censervation, and hazard
mitigation. The following ERC levels incorporate t“he combination of
trained personnel, available fire rescue resources and eguipment, and the
ability to meet County established response time standards.

A. Optimum Level of Service (OLS) - The level of service is Optimum
when all authorized resources are available for emergency responses
in accordance with NEFPA 1710.

B. Standard Level of Service (SLS. - The level c¢f service where all
authorized minimum resources are s-affed and availlable for the
emergency response within Department SOG(s). SLS provides

sufficient capability for initial and staggered unit response for
sustained operations after arrival on scene. During SLS, emergency
response forces have the minimum resocurces (three (3) firefighter

engine companies and twc (2) firefighter rescues / ambulances, and
a minimum of 64 total personnel on duty with the exception of the
"day-car") to potentially accomplish all necessary life safety and

property conservation objectives when responding to individual and
multiple emergency incidents from an all-hazards perspective.

@]

Reduced Laval of service (RL3) - The level of service when ERC is
less than SLS but greater tnan Critical Level of Service, RLS
provides sufficient capability for initial response, scene
assessment and implementation of mitigation tactics. This level of
service represents increased risk/loss potential due to lack of ERC
to preform rescue and sufficient mitigation tactics simultaneously.
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In structural fire incidents, the NFFA 1710 fire and emergency
response objectives and essential fireground tasks may not be
successfully completed during situations where simultaneous rescue and
firefighting activities are reguired. RLS mayv necessitate defensive
fighting tactics with intericr firefighting operations pctentially
prohibited unless the fireground Incident Zommander determines that
responders entering the structure are unlikely to be injured or killed
or that there is a potential rescue 2I an occupant.

Reduced Level of Service exists when emergency response units are
either unavailable or understaffed, e.a. two (2 firefighter engine
companies last call unit desicnations, or unit unavailable
designations.

D. Critical Level of Service (CLS) - The level of service when ERC
required for RLS is unavailakle. This level of service represents
an extreme risk/loss potential due tc lack of ERC tc preform rescue
and sufficient mitigation tactics simultaneously. Norma. fire and
emergency response objectives will not be successful, and the
property involved in the fire 1s expected to be destroyed.

L. The Union and the County agree that the dally operational objective
is te, at a minimum, maintain the Standard Level of Service
Emergency Response Capability in accordance with department SOG(s) .

B. Reduced Level of Service can and does o2ccur during norma. daily
operations and for other operational or administrative needs such
as for planned training drills. The County reserves the right to
implement RLS for overtime fiscal management purposes on an as-
needed basis. However, RLS periods greater —han eight (8) hours for
any other reason other than emergency response operations will not
be utilized without direction from the Zounty Administrator with
input from the Union President for alternative solutions.
Exception: The Fire Chief has the authority to approve not staffing
one (1) peak time rescue/ ampbulance {"day-car") on an as-needed
basis for overtime management purpcses for normally planned tours

f duty greater +than eight (%) but not more than (12} hours. Non-
firefighter certified EMS staff will not be utilized for minimum
staffing purposes on any fire apparatus nor 24-hour rescues /
ambulances.

For reasons other than emergency response related or lack or
available vehicles, RLS threshold for periods greater than =ight

(R) hours will not exceed:

(i} enaine company designated unavaillable or one endgine
mpany per battalion stzffed with crew of two; and/or
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= one (1) battalion chief limited to those times when an
administrative chief is on duty and available for immediate
emergency response; and/or

e one (1) peak time rescue/ ampulance (“dav-car”)

Critical Level of Service can and deces occur due tc emergency
response call volume and multiple simultaneous emergency incidents.
However, CLS for any other reason other thar emergency response
operations will not be utilized without direction from the Tounty
Administrator with input from the T“nion President for alternative
solutions.

If a vacancy occurs at a station within a shift, it shall be
emailed via the County emall system, as soon as possible to all
employees. HCFR emplovees shall have three business days to submit
pids for the position.

The bids shall be emailed thrcugh the chain of command via the
chain of command te Division Chief of Operations and Administrative
Payroll Staff by any interested emplovees no later than the
deadline date listed on the pcsting.

The HCFR bid form shall be accurately completed with all the
required signatures. Failure to dc sc shall be grounds for denial
of the bid request.

The Division Chief of Operations snhall give final approval of the
Shift and Station award with consideration given to gqualifications,
seniority, and/cr operational effectiveness.

The procedure shall be done prior tc hiring any employees from
outside the department.

Once an emplovee applies for and is granted a Shift and Station
bid, the employee may not bid ancther station for at least one (1)
year (unless the emplovee was moved based on operational
effectiveness, which shall not preclude additional shift bidding by
the employee).

Any personnel that are moved based on operational effectiveness,
shall have the ability tc move to ~heir previous station assignment
if a vacancy opens within one (1) vear of the administrative move.

Firefiaghters serving durinag their initial probation (first 12
menths), shall not have the abilitv to bid for another staticn or
shift.

The fire department needs to provide a balance of Paramedics
{excluding Captains and Driver Engineers! assidgned to each shift

and/or station that is wvital to providirng a uniformed level of
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service. Therefore, the following paramedic balanced staffing
guidelines shall be followed:

1.

When Firemedic-conly bid slots (based on Management's
paramedic staffing plan. arve not filled bv the normal biddina
prccesses, Management has *“he right to assign Tiremedics to
shifts and/or staticns as needed  supersedes the bidding
process,; .

When non-bid Firemedic placements occur, -he least senior
(basea on hire date) Firemedic is moved tec fill a vacant slot.

A Firemedic moved under this paragraph, shall retain the
right to bid to another open Paramedic position pursuant to

paragraphs A through E above.

The first priority of balancing Firemedics (excluding
Captains and Driver Engineers! acrcss stati-ns and shifts shalil
be assigning a minimum of two . Firemedics for every rescue
(ambulance! assianed tc the staticr.

a
;-
\L.

The second priority (after ccmp.eting the Zirst priority) of
balancing Firemedics (excluding Captains and Triver Engineers)
across stations and shifts shall be assigning a minimum of one
(1) Firemedic per shift at each fire station not eqguipped with a
rescue (ambulance).

The “hird priority (after compieting the first and second
priority) of balancing Firemedics ilexcluding Captains and Driver
Engineers) across stations and shifts shall be assigning a
mirimum of three (3) Firemedics per shift at =ach fire station
equipped with a rescue {(ambulance’ and five (5) Firemedics for
stations that are assiagned 7 rescues (ambu.ances). Non-
firefighter certified EMS staff shall not ccunt toward the

Firemedic minimum staffing.

Paramedic rebalancing shall be achieved without a forced
shift change whenever possible. However, 1t is acknowledged that
rebalancing across shifts shall ocour when a Firemedic imbalance
is reached.
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AlL combat emplcyvees assianed tc shift work (24 hours on and 48 hours
off) shall receive a Hybrid Kelly Day that occurs =very 6 weeks on the
same day of the week. FL3A does not require Kelly Days to be treated
by the empioyer as paid ncurs worked. As such, Hybrid Kellvy Davs are
to be treated by the emplover as unpaid time off and not to be
recognized as hours worked for overtime accounting purposes.

T

B. Combat emplovees are authorized to work voluntary overtime on their
Hybrid Kelly Day. It is the emplovee's responsibility to notify the
Staffing Battaliorn, Chief that they wish tc be considered for voluntary
overtime in accordance with Article 42. This must be clearly noted on
the employee's Zime sheet in accordance with department time
accounting procedures.

. The actual hours worked over 6 weeks without a Hybrid Kelly Day is
336. The actual hours worked with a Hybrid Kelly Day every 6 weeks 1is

312 (336-24=31Z2). The actual hours worked by combat emplovees with a
Hybrid Kelly Day every 6 weeks eguates ©C 5Z hours per week on
average.

Mutual exchange of time 1s a privilege for utilization of personnel
within the HCFR Operations Division.

Mutual exchange of time shal. not disrupt the efficient operations of
HCFR. At no time shall HCFR be responsible for paving back owed mutual
time tc an employee due ©o another emplovee “hat has separated from
employment. It 1s the responsibility of the remaining employee to report
tc work or find another means of leave. However, the emplovee who has not
recelived the reciprocal exchange of time, may be allowed tc utilize
his/her own PTO as to not disrupt planned time off\ even if this creates
a circumstance of allowing more personne. off then normally al_owed.

HCFR Fire Administratior. reserves the right to suspend or deny mutual
exchange of time for an employee on a case-by-case basis when such
exchanges of time disrupt the operations of a fire station, battalion, or
the department.

Mutuai exchange of =ime is a benefit to allow personnel time 0ff whern
d within the following parameters:

47



A. Mutual Time must be reciprocatec equally between two (2) employees. If
an employee requests an exchange cf time from another employee, the
time shall be reciprocated in full within one {1} year of the original
exchange of time request.

B. Exchanging of Kelly Days is permitted.

]

Employees shall not owe more cf the maximum allowed time of 240 hours
at any given time.

D. Although it 1is stronaly encouraged te sxchange time with employees of
the same rank, an employee may exchange time with employees of one
rank higher or lower +than the requesting /receiving employee if the
employee can fulfill all the duties in full of the
reguesting/receiving emplovee as scheduled at the time of the reqguest.
At no time shall an exchange of time ke approved for more than one
rank hicgher or Zower than a requesting/receliving employee. The only
exception to this is Kellv Day mutual exchanges. When this occurs,
employees are not subiect to the one rank higher or lower rule.
Single-certification paramedics may only exchange time with other
single-certificatior paramedics.

E. Emplcyees that have reguested or agreed tc a mutual exchange of time
that has been approved by the Staffing Battalion Chief shall be
responsible for reporting to duty at the agreed upon time and date.

F. Battalion Chiefs shall be restricted tc mutual exchange of time with
other Battalion Chiefs or CTaptain/ride-up Battalion Chiefs when the
Captain/ride-up Battalion CThief is working in the Battalion Chief
capacity.

)

It 1s the expectation “ha- officers lead, manage, and train their
crews which requires & higher need of their presence on their duty
shift. As such, it is expected that barring long term leave demands
such as military leave, workers comp, or sick leave for significant
medical issues, officers should refrain from excessive use of mutual
exchange of time that comprises the ability to adequately lead, manage
and train thelr crews. Mu-ual exchanges will be denied and/or the
privileges suspended if warranted based on a case-by-case guarterly
review by the Division Chief of Operaticns.

Al.l reguests for mutual ewxchanges of time shall be submitted utilizing
the following procedures:
A. All reguests shall be submitted via the HCFR scheduling or
timekeeping software system. The only exception to this procedure
will be 1f the software system or county computer system is down.
In rthis case an email and follow up phone call to the employee's
Battalicn CThief shall o»ccur.
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B. Mutuai exchanges are not considered approved until the staffing
Battaiion Chief has approved the request via the staffing software

system.
C. All mutual exchanges shall have a reciprocation of time input into
the staffing soffware system at the time of request.

Employees that fail to report o duty, due tc an unexcused absence, on
the agreed upon time and date of a mutual exchange shall have their
ability to participate in mutual exchanges of time suspended for a
minimum of six {6, months. Employees that fail to report to duty a second
time shall be suspended from participating in mutual exchange of time for
a minimum of twelve {12) months. Further viclations of the mutual
exchange of time reporting procedure shall result in a permanenc
revocation of mutual exchange of time. An employee may reguest
reinstatement of their mutual exchange cf time privileges after a period
of three (3) vyears with the approval cf the Fire Chief.

Emplovees shall be granted upcn request up to twe (2] hours 2f early
relief of dutv wher. the followino requirements are met:

A. The emplovyee that agrees to cover ancther employee for early relief
shall be able to fulfill all the duties of the originally scheduled
employee.

B. The reguest must be submitted via the county e-mail system to the
employee's Battalion Chief and the Staffing Battalion Chief as well
as a foilow up phene call via the chain of command to the Staffing
Battalion Chief.

[

. The early relief reques: shall not be considered approved until the
on-duty Staffing Chief has approved the early relief.

D. ALl request for early relief shall be tracked in the HCFR
electronic <imekeeping system.

Probationary employees shall not be eligikle for Mutual Exchance of Time
during their first three (3) months »f employment. Mutual exchanges in
excess of Z4-hours per month for employees during the first-vyear
orobationary period shall be at the discretion of their assianed
Ba~talion ZChief. This shall include any probationarv pericd extensions.
Requests for an exception to this section shall be at *“he discretion of
the Fire Chief, cor designee.
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Whenever HCFR units or personnel are requested and/or offered for
any large scale emergency derlcyment that will be for longer than
24 hours, the persconnel will be chosen based on seniority from a
continuing list cf all personnei based on rank.

a. Once z member is deploved, *thev will be placed on the bottom
of the list of available personrel for any future
deployments.

b. Any personnel whc have received a disciplinary action of a
written reprimand or higher within the previous six (6)
months prior tc deployment, must be approved by the Fire
Chief.

Any personnel that are moved based orn operational effectiveness,
shall have the ability to move to their previous station assignment
if & vacancy opens within cne (1) vear of the administrative move.

Every effort will be made to prevent moving specialty team members
to non-specialty stations: however, they may be required tc change
shifts due to operaticna. effectiveness.

Union Stewards are shift specific and are elected positions within
the bargaining unit. Stewards shall ncot be moved tc another shift
for operational effectiveness regardless of seniority, rank, or
certification status.

Upon promotion of any Inion Steward, they shali be placed in any
appropriate available vacancy con their zurrent shift for their new
rank prior to being placed on other shifts. If there are nc
openings on the Steward's current shift, then they wiil be removed
from their role as Union Steward and mcved to the availlable
position.
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Bargaining Unit members will be reimbursed at the rate established by
current IRS Guidelines, when theyv are told te report tce a different fire
station and after they have completed their prior shift (left the
station;. Requests for travel reimbursemenft shall be submitted to payrolil
each pay pericd and paid 2ut the next pavrcli.

The County shall repcrt any adjustments tc health insurance premiums,
plan opticns, or Benefit Dollars that are being considered to the Union,
with nc less than sixty (60! days advanced notice »f the proposed
impiementation date in zrder to afford the Union an opportunity to
bargain over the impact of such adjustments.

The current policy and practice that is in force for all other non-Jnion
Hernando County Board of County Commissioner emplovees as approved by the
Board of County Commissioners, inclusive ~f Benefit Dollars.

the health insurance provider, plars, and cptions shall be the same as 1is
provided tc non-union Hernando Ccunty Board 2f County Commissioner
employees, with the exception of Short-Term Disability which states an
8th day injury, 15th day illness and 26-week duration policy, for the
duration of the contract.
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The Emplover will continue its participation in the ¥lcri
Retirement System. Should major changes e made to the FRS,

agree

)

D.

ot

te

(SN

tc reopen this Article.

Employees reguired tc act cut of grade {i.e., Driver Engineer
riding up as Captain or TCaptain riding-up as Battalion Chief),
shall receive incentive pay for all hours acting out of grade in
addition to their ncrmal hcurly rate as reflected on the
compensation table. The minimum hours necessary to gqualify for
acting out of grade is 2 hcurs.

An employee shall not pe required tc ride-up more than cne rank.

When an employee 1s working a mutual, all qualifications and/or
current certifications may be utiliczed by the emplover to benefit
the operational needs of the departmen<.

If the employee whe 1s working the mutual is requested tc ride-up,
then the employee on dutv at the time of the mutual shal. receive
the ride-up pay in accordance with Section 1.A. of this article.

a
oth parties

52



D.

(]

[y

All IAFF Local 3760 Personnel assigned to 40 hours per week work
schedules shall have <their cvertime paid at a rate of one and one-
half times the regular rate cf pay for sach hour worked in a work
week 1n excess of forty (40) hours per week or comp time at the
employee’s choice.

All planned leave hours (scheduled at least 24 hours in advance),
including vacation, sick, FTO, holidays and civil leave, will be
used in the calculation of overtime rate of pay as hours worked.

Unplanned leave hours (less than 24 hours advance notice),
including vacation, sick, PFTO, unpaid leave, disability pay,
workers compensation, the holiday differential rate and holiday
overtime itself will not be used in the calcull;ltion of overtime
rate of pay as hours worked.

Any administrative leave pending investigation or disciplinary
action will not be used in the calculation of overtime rate of pay.
Should the result of an investigation be anfounded, the emplovee's
time shall be corrected.

Section 7 (k) of the FLSA provides that employees engaged in fire
protection or raw enfcrcement may be pald overtime on a "work
period" basis. A “wcrk period” may be from 7 consecutive days to 2R%
consecutive days in length. For work periods of at least 7 but less
than 28 days, overtime pav is reguired when the number of hours
worked exceeds the number of hours =—hat bears the same relationship
to 212 hours as the number of days in the work period bears to 28
davs. For example, fire protection perscnnel are due overtime under
such a plan after 106 hours worked during a ld-day work period or
over 212 hours during a 28-day period.

The County and Union agree for the purposes of calculating overfime
within FLSA compliance, the "work period” is 14 days.

All planned leave hours (scheduled at least 24 hours in advance),
including vacation, sick, PTO, holidavs, and civil leave, will be
used in the calculation of covertime rate of pay as hours worked.

Jnplanned leave hours, (less than 24 hours advanced notice)
inciuding sick, vacation, PTO unpaid leave, administrative-leave,
disability pay, workers compensation, the holiday differential rate
and holiday overtime itself will not be used in the calculation of
overtime rate of pay as hours worked.
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Any administrative leave pending investigation or disciplinary
action will not be used ir the calculation of overtime rate of pay.
Should the result cf an investigation be unfounded, the emplovee's
time shall be corrected.

The FLSA does not reguire Kelly Dayvs to be treated by the em
as pald hours worked. As such, hybrid Kelly Days are to be €
as unpaid time off and not recognized as hours worked for over
accounting purposes.

s 0

Overtime shall be considered as anytime actually worked over one
hundred and six (106} hours within any l4-day “work period”.
Overtime will be paid at the rate »f cne and one-half times the
employee's hourly rate. Standard Operating Procedures shall require
that mandatory overtime shifts be awarded at Management's earliest
practical date. Pre-identified overtime, normally being pre-
schedualed pricr to the 27th day of the preceding month.

All mandatory overtime will be paid at a rate of one- and one-half
“imes the employee's hourly rate.

Any offer or acceptance of any type of compensation, payment, or
thing of value given or received during the overtime process is
prohibited. Violations are classified as a major offense and will
result in discipline up tc and including termination. Examples
include but are not limited tc paying an employee to glve his/her
assigned / agreed-tc overtime in exchancge for money or anything of
monetary value or »ffering money or anything of monetary value to
arn employee to work overtime in his/her stead.

i first using available on-duty

Open positions should pe filled
valified o "ride up" as Captain or

personnel, including thcse g
Battairion Chief.

1. Vacation and Kelly davs will be filled first with available on
duty personnel.

2. Remaining available cn duty personnel shall then be used to fill
vacancies created bv sick leave or workers compensation.

3. When there are no qualified-on duty personnel available to fill
an open position, the opening may be filled using overtime on a
position for position basis.

I1f a firefighter creates the need for cvertime, the person at the
top of the firefighters' list will be assigned mandatory overtime.
After that assignment, that person's name will be moved to the
pottom of the list and the date of the overtime recorded. The nex:
overtime position will be assigned tc the next person on the list.
Each time a person is assigned overtime, his or her name is crossed
off and the date of overtime recorded. In “he event a paramedic is
requlred the first avallable paramedic will be seliected fcrm the
firefighter list.
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If a Captain or Ride Up Captain creates the need for overtime,
refer toc the Captain's list and use the same procedure. If a Driver
Engineer or Firemedic II or Firefighter II assigned as a Driver
Engineer creates the nesd for overtime, refer to the Driver
Engineer list.

AT no time will two (2) perscns be hired back to meet the above
criteria if only one (1) person is needed to meet minimum staffing.
Should a station regquire a Captain and a Paramedic to fill minimum
staffing, a Captain Paramedic may £111 both reguirements as an
Officer and a Paramedic. Then a Firefighter may fill the second
slot.

Section 2 Mandatory Overtime List

A.

In an effort to limit the amount of consecutive hours that
employees are working, for all overtime spots that are vacant prior
tc 1000 hrs each shift, the open positions will be offered to any
personnel that are on Kelly Day for that shift on a voluntary basis
prior to sending out the mandatory list. Every effort will be made
to move the employee working voluntary OT on their Kelly Day to
their normal assignment when possible without interrupting
operations.

a. It will be the responsibility of the members that are
interested in working on their Kelly Days to contact
Battalion 2 via email, prior tc 03800 to be considered for the
OT. There will be no exceptions.

b. The voluntary OT for members working on their Kelly Days for
these early vacant positions will not be position for
position. For example, if a vacancy is for a Firefighter, and
a promoted emplovee accepts the voluntary OT on their Kelly
Day, they wouid be moved to their normal position, and the
appropriate mcves will then occur to fill the vacancy.

Kelly Day Overtime will be offered based on the same date listed on
the most recent Mandatcry OT list for that specific employee.
Should the person receliving the mandatory overtime elect not to
work the assigned time, the employee may elect to give the overtime
slot away to another employee with egual training or more.

A Firefighter may give the over+<ime away to another Firefighter.

2. R Firefighter/Paramedic may only give the overtime to any other

Firefighter/Paramedic or Lieutenant. Should the overtime be for

a Non-Paramedic required positicn, the Firefighter/Faramedic may

give the overtime to a Firefighrter/EMT.

3. A Driver Engineer may give the overtime to any other Driver
Engineer. If the overtime requires a Driver/Engineer/Paramedic
position, then the overtime can only be transferred to another
Driver/Engineer/Paramedic, Lieu=enant, or qualified ride-up.

4. A Lieutenant may give the overtime tc any other Lieutenant,

Driver Engineer, or Firefighter. If the overtime requires a

Firefighter/Paramedic, taen the overtime can be transferred to a

Lieutenant or Firefighter/Paramedic. 1If the overtime is for the

supervisor position (ie. Medic 10), then it can be transferred
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to another Lieutenant, a Criver Engineer that is capable of
riding up in the Captain’s position, or a Captain.

5. The Captain may give the overtime to another Captain. If the
overtime requires a Captain/Faramedic position, then the
overtime can only be transferred tc another Captain/Paramedic or
a qualified ride up in acccordance with SOG 14%.

6. If mandatory overtime cannct be given away at the current rank,
then the individual may aive the overtime tc a person one rank
either higher cr lower that is gualified #c fill the open slot.

a. Once mandatory overtime 1s issued, it will be the
responsibility of the emplovee tc either work the overtime or
to give the overtime assignment away. Failing to report to
the overtime assignment will be considered failure to report
for duty and discipline will result.

b. If an employee glves away the overtime, the person who is
accepting the overtime will need to contact Battalion Chief Z
tc confirm the assianment. Overtime fthat has been given away
fo another employvee 1s considered voluntary overtime by the
accepting emplovee.

Mandatcry Overtime will be filled by the shift that is going off
duty. For example: Mandatory overtime on A shift will be filled by
C shift, mandatory overtime on B shift will! be filled by A shift,
and mandatory overtime on C shift will be filled by B shift.

a. Battalion Chief 2 will fill the overtime slots as soon as
possible after the OT assignment 1s recognized.

Battalion Chief 2 will create a voluntary overtime list daily. An
emplovee wishing to be included on *the voluntary overtime list must
notify Battalion Chief Z by 1000 hrs.

Employees must notif; Battalion Chief 7 of any qualified exemption
from overtime placement no later than 0900 hrs.

Battalion Chief 2 will create the mandatory overtime list by 1000
hrs. Once created, both the voluntary overtime list and the
mandatory list will be emailed to all personnel.

Battalion Chief Z will upda*e the cvertime list as soon as
assignments have been made. The list will be published to shift
personnel after any changes have been made sc personnel can make
personal plans to either take the overtime 2r give it away. Any
staffing software will be updated as well tc show the adjusted
roster.

56



Any employee who has a vacation, mutual or Kelly day scheduled for
the next shift, will be placed in an exempt status on the mandatory
overtime list. In addition, an employee who has worked 48
consecutive hours or more, will not be placed on the overtime list
unless there is at least 12 hours off between assignments. When the
employee returns tc work, his/her name will be placed in the
rotation for the overtime. If the emplovee wishes tc remain on the
mandatory OT list Battalior Thief . is to be notified by 0900 of
“he employee's duty shift.

Employees in paramedic schocl and/cr fire ciasses required for the
Florida State cer-ifications are exempt from mandatory overtime
should the emplovee have school the next day. It 1s the
responsibility cof the employee =c notify Battalion Chief Z, each
shift before the mandatory list is created. All paramedic students
must submit a schedule by the first of the month Zo Battalion 2
signed by an instructor in order tc verify the school schedule.

If an employee is assigned mandatory overtime for a period of 12

hours or less, that employee may nctify Battalion Chief Z prior to
0900 hrs on their next shift to remair at the top of the list.

Any employee who has been the number one eligible person on the
mandatory list for two shifts (48 =otal hours) may email Battalion
2 during the second shift, and request to be moved to the bottom of
the list 1f they are nct regquired =—o work mandatory overtime by the
end of that shift. The employee must make such request before
he/she leaves work on his/her second shift. The employee may not
change their decision after the mandatory list is distributed on
their next shift.

Once an emplovee is relieved from duty (at either the normal (0800

hrs shift change or by approved early mutual relief in compliance
with Article 35} mandatory OT will nct be imposed.
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N. Should the Honor Guard have a scheduled event,

If during the course cf a shift an employee has to leave for a
valid reason, the following procedures shall be followed:

a. Following the proper chain-coi-command, the employees
Batttalicn Chief shall bz nc-ified immediately.

b. Unless deemed an emergency by the Battalicn CThief, the
employee shall remain at work until proper relief can be
arranaged.

c. Battalion Chief 7 (Staffing) shall initiate an "all page” via

the current staffing software, providing the following

information location »f overtime, specific position needed,

duration of overtime; and number to call 1s included.

d. It is the intention of the position specific "all page" to

fill the overtime position withirn 1Z minutes, with the

correct ranked emplcyee. If a ccrrect ranked employee did not

reply, and an employee the rank below (whe is gualified to

ride-up) did reply, then BC Z is to offer the overtime to the

first replving gualified ride-up for the vacant position.

D

If neither *the specific position nor rank or a gualified
ride-up for that rank replied tz the "all page" and a

gualified member at the next higher rank did reply, then BC 2

is to offer the overtime tc the first replying qualified
higher-ranking member for the vacant position.

£f. If neither the specific positicon rank, gualified ride-up for
the specific position or a qua.ified next higher position
reply during the first 15-minute “all page" period, a second

"all page”™ will ke issued. BC 2 will then offer the OT to the
most appropriate [(closest in rank) during the first 5 minutes

of the second "all page”.

g. After the first 5 minutes of the second "all page”™ BC 2 will
award the OT tc the next ava.lable member, who can directly
or indirectly, with additional personnel movement(s), fill

the open position.

h. For durations of time of 4 or more hours, on-duty OT promoted

officers (for ranks of Driver Engineer or higher) shall be
assigned to serve at their normal rank, prior tc the use of
acting officers to fill wvacant officer's position. This mavy

require several moves.

detail will be exempt from mandatory overtime.
p §

personnel on the
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When composing the staffing for the shift, allowances must be made
for long term absences. Long-term leave shall be defined as any
absence that is in excess of 5 consecutive shifts. In this
situation, those positions that are long term leave will be filled
last after filling all normally occurring Vacation Leave, Kelly
Days, etc., and then filled according tc the position-for-position
clause in the Union Contract.

Example: Firefighter 132 is cut on Light Duty in excess of 5-
shifts.

a. All other positions will be Zilled on the shift, utilizing
additional firefighters, Driver Fngineers, and ride-ups. Then
if there is not enough staff tc £i11 the light duty opening,
it will be filled with a firefighter on mandatory overtime as
position-for-position.

b. The Battalior. Thief has the ability to aliow thirteen (13)
personnel orn pre-scheduled leavs such as vacation, PTO or
Kelly Day. Leave requests submitted within 14 days of *“he
requested date will be apprcved based upon the creation of
overtime (per union contract.:

c. The thirteen (13) slots will be reviewed by management on &
quarterly basis and shall meet with the Union President to
discuss the need to redace allcwed pre-scheduled time off tc
twelve (12) slots based or budgetary needs. Any pre-scheduled
time-off that was approved pricr to any decision tc reduce
pre- scheduled time-off shal.l be honored.
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Employees eligible for tuition reimbursement for classes that are
required to earn and maintain state certificaticr. for the certifications
listed below or desire to attain one cf the certifications listed below
in preparation for future career advancement. For the class “o be
eligible for tuition reimbursement the class must be an apprcved Florida
State Fire College course/class. Tuition Reimbursement for fire service-
related courses/classes will adhere tco the HCFES Tultion Reimbursement
policy and shall not exceed a total per class cost of $200.00, or the
current rates established by the Florida State Fire College rate,
whichever 1is greater.

1. Approved fire service courses or classes that are pass / fail will
be reimbursed at 100, not exceeding the Florida State Fire College
Rate, for passing.

2. One (1) vyear employment service obligation shall apply to all Fire
and EMS related classes/courses with the exception of Paramedic
school that requires a three (3) vear employment/service
obligation.

3. When an HCFR emplcyee receives reimbursement for any class/course
or certification, HCFR has the abilizy tco utilize such employees'
skills and abilities when operaticna. necessity arises. This shall
not conflict with utilizing on- dutyv full time specialty team and
alternate team members first.

4. Reimbursement for tuition will no% be denied because a class can be
taught in house at HCFR, unless it 1is already on an employvee
accessible schedule ¢ be taught within the next six (6) months, at
the time of the application for reimbursement.

5. For mandatory multi-dav courses that require travel of greater than
60 miles one way from Hernando County Fire Rescue Headquarters, the
employee will receive administrative time for the entire shift.
The class must require that the employee attends the class on the
day of and the day after their assigned shift.

6. Classes that end on a day that the employee is scheduled to be on
duty, requires the employee tc report for duty upon returning from
the class.

Courses shall be categorized and reimbursed by 2 tilers. Tier 1 courses
shall be reimbursed up to the maximum of $200.00 each. Tier Z courses
shall be reimbursed up tc the maximum of $200.00 each with a maximum
departmentwide budgeted expenditure of $15,000. Once the maximum of
$15,000 has been paid by HCFR for Tier 2 courses, any future
reimpbursement requests will be denied fcr the reminder of the Fiscal
Year.
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Tier 1 Courses:
1. Pump Operator
2. Fire Officer
3. Fire Instructor
4. Fire Safety Inspector
5. Aerial Operations
Tier 2 Specialty Team Courses:
1. Live Fire Instructor
2. Technical Search & Rescus courses
3. Alrcraft Rescue and Firefiaghting
4. Hazardous Materials Technician

Tier 2 EMS Related Courses:

1. EMS courses that are directly related tc Paramedic or EMT dutiles
within HCFES will be approved on a case-bv-case basis by the
Division Chief of Training or other Administrative Chief (when
available) .

Tuition for Associate's, Ba r's or Master's Degree (excluding
Paramedic) classes which ar ired, shall be reimbursed in accordance
with *he current Hernandoc County Bocard of Ccunty Commissioners Tuition
Reimbursement Policy.

Hernando County reserves the right to discontinue the Education
Reimbursement Program, at any time, based on operational or financial
assessment during any given year as determined by the Board of County
Commissioners. Any such discontinuance of the program will not affect any
coursework previously approved fcr individual employees.

Tuition Reimbursement for Paramedic class, shall be reimbursed in

accordance with Hernando County Eoeard of County Commissioners Tuition
Reimbursement Policy, with the fcllowing exceptions:
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The maximum reimbursement amcunt (prorated by the emplovee's
achieved agrade in accordance with Hernando County Board of County
Commissioners Tultion Reimbursement Policv), shall be based on the
current tultion amount for the Pasco-Hernando State College.

For Paramedic classes, the service obiigation shail be three (3)
years.

State of Florida Approved Faramedic Certificate Programs that
provide the ability to obtair a Florida State Paramedic License.

Paramedics whe are unsuccessful through the Paramedic Internship
Program to obtain Paramedic rrivileges with Hernando County Fire
Rescue after two internship program attempts, shall reimburse the
Department 100 of the amount paid, at a minimum of $100.00 per pay
period. If after twc attempts at compietion of the HCFR Paramedic
Internship Program the employee has been unsuccessful and is
granted further opportunities, the $100.00 per pay period payments
shall cease. There shall be no reimbursement of funds *hat have
already been paid by the employee tc the County.
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Hernando County recognizes the importance oI providing framework for goal
setting and constructive feedback for employees. Performance appraisals
shall fairly and equitably appraise and assist employees in developing
effective ways of achieving wcrk goals, set eupectations, as well as
review the overall performance of the employees in completing the tasks
and meeting the responsibility of “heir positions. Employees shall have
their work performance reviewed at 1east annually by the emplovee’s
immediate supervisor in accordance with current policies and procedures.

A. Annual performance evaluations are not grievable.

B. Employees with overall annual performance evaluation ratings of
less than satisfactory for twc consecutive years shall be
ferminated.

A. Employee pay shall be calculated, +“racked, and paid based on an
hourly rate of pay in accordance with the Fair Labor Standards Act.
The annual hours worked utilized for calculating 52-hour employees'
base hourly rate of pay will be 2774,

B. Non-exempt employees are considered salaried non-exempt employees
for payroll purposes.

Employvee promotions shall not recuce nor delay the timing of the
negotiated annual wage increases or any cther financial benefit afforded
to County employees by the BOCC.

Promoted employees shall receive promotional increase in pay based on

current base hourly wage and receive annual total emplovee wage
adjustment per CBA utilizing newly promcted position base hourly rate.
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Employees promoted to Driver Engineer shall receive a 5 increase to
their base hourly wage or the minimum hcurly rate, whichever is higher.

Management retains full rights *c cevelop, implement, change, and/or
terminate a limited Lieutenant pcsition {three per shift).

Employees promoted to Lieutenant stall receive a 5 increase to their
base hourly wage or the minimum hourly rate, whichever is higher.

Lieutenant staffing vacancies shall not Incur ride-up pav except for
Rescue 10, which will reguire at least one promoted employee for
supervisory purposes. Article 9 shall not apply. The three (3) Captain
positicns assigned to Rescue 10 shall be phased out via attrition and

subsequently replaced with three (Z) Lieutenants.

Lieutenants shall assume Paramedic Precept:-r responsibilities.

Lieutenants shall follow the Promotional FProcess as outlined 1in the HCFR

Standard Operating Guidelines under Training 300 (updated to reflect
Lieutenant;.

Employees promoted to Captain shall receive a 5 increase to their base
hourly wage or the minimum hourly rate, whichever is higher.

Employees promoted to Battalion Chief shall receive a 5- increase tc
their base hourly wage or the minirum hourly rate, whichever is higher.
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Personnel advancing from rirefighter EMT to Firefighter Paramedic, during
the contract period (Octoker 1, 2022 - September 30, 2024) shall receive
a $3.00 increase in their base hcurly rate.

New Hires: Paramedic incentive pay shall begin the following pay period
at the rate of 50 providing a copyv of the state Paramedic license to the
Countv.

Upon successful compieticn of the preceptor program, 100 of paramedic
pay shall begin. Failure tc successfully complete the preceptor program
within six months after being assianed tc start the program shall result
in total loss of paramedic incentive pay until such time the paramedic
successfully completes the preceptor prcgram and signed off by the HCEFR
medical director.

Current Employees / New Paramedics: Paramedic incentive pay at a rate of
50 of the increase shall pegin the following pay period upon providing a
copy ©f the state license tc the Courty.

Upon successful completicr -f the preceptor program, 100 of paramedic
pay shall begin. Failure “c successfully complete the preceptor program
within six months after being assigned tc start the program shall result
in tetal loss of paramedic incentive pay until such time the paramedic
successfully completes the preceptor program and signed off by the HCFR
medical director.

Personnel advancing from Firefighter EMT/Medic I to Firefighter EMT/Medic
IT status shall receive a 5 increase to their base hourly rate, or the
minimum whichever 1is higher.

66



Implementation of the wage rates will be effective with the first pay
period inclusive of October 1st <of =ach calendar vyear.

2022 - status quc

First Pay Period in Octcher 2023 ) (ATB)

First Pay Period in October 2024 - 4 (ATB)*

1

*Beginning with the October 1, 2023, across the board (ATB) adjustments,

employees that reach the maximum of “he compensation table will receive a
pLloy P

lump sum payment equivalent to fhe annual adjustment. Employees will be

brought to the maximum of the compensatior table and the remaining will
be paid as a lump sum payment. Lump sum payments will be reported to FRS
for service credit and count towards retirement.

Employees earning below the minimum of their respective job
classification shall be adjusted tc the minimum hourly rate as listed on
the compensation table with an additional one-half percent per vear of
service, the first pay period following ratification and approval of
contract. Management has the right to make additional individual
adjustments as deemed necessary kbased on the increased minimum salary
adjustments.

As allowable per the CBA and F.3 447.45, in the event of a significant
economic downturn or lack of BOCC approved funding to maintain a balanced
budget include required reserves or that would otherwise result in the
layoff of bargaining unit empioyees; the parties shall reconvene for the
purpose of bargaining over a suspension ¢ =“he negotiated annual wage
adjustment to avoid such lavcffs.
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There shall be Five '5) full —ime Flcrida State Certified Hazardous
Materials Technicians assigned to designated Hazardous Materials Fire
Station(s) per shift. Min.mum Hazardous Materials Technicians
staffing shall be three (37 Florida State Tertified Hazardous
Materials Technicians per zesignated HazMat fire station(s) per
shifr.

Five (5) full time qgualified Technica. Rescue Team [TRT! members
assigned to the TRT Jdesigrated fire station(s) per shift. Minimum
staffing of gualified TRT members at ~he designated TRT fire
station{s) shall be three (2). Reguired minimum education £for TRT
members shall be defined within HCFR SOGs.

Four (4) full time guaiified Aircraft Rescue ana Firefighting (ARFF)
members assigned to the ARFE designated fire station(s) per shift.
Minimum staffina of qgualified ARFF members at the designated ARFF
fire station(s) shall be tnree (3). Required minimum education for
ARFE members snall be definec within the HCFR SOGs.

Three (3) full time qualifi=sd water rescue and bca® operations members
assigned to the water rescue and boat operations designated fire
station(s) per shift. Minimum staffing of gqualified water rescue and
boat operations members a- the desicgnated water rescue and boat
operations stationis: shall be twc (2!. Required minimum education
for water rescue and bozt operations members shall be defined within
the HCZFR S0OGs.

Personnel bidding *o work at a designated specialty station will be
selected based on certification, pricr professional experience, task
book completion, and related team ~rairning attendance.

Speclialty team members not assigned tc a designated specialty fire
station will be reguired to meet annual training reguirements and
fill in at designated specialty =“=am fire station(s) when staffing
needs arise.

Members seeking certificzation trairing classes for any specialty team
must follow training reaguest sS0Gs. Management reserves the right to
detail additional perscrnne. to specialty certification training as
needs, courses, and funding are available.

All members of specialty teams are required tc attend 75  of annual
trainings. Training that is attended by & member whc is on duty at
the time of the training will court rtowards the annual requirement.
Members will be removed from +the specialty feam 1f training
regqulirements are not met annuelly. A training schedule will be posted
for the entire calendar vear by December 1st for the next calendar
vear. Members will be notified of any unforeseern training schedule
changes with a minimum 30 days’ notice.

Members attending *raining on unscheduled shift days will be
compensated at the MOT payrate.

9]
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Effective the first full pay perioc in October, the employer shall deduct
two (2) hours of accumulated PTO leave from each bargaining unit member
and add it ro the existing balance of the Union Leave Account. The Union
may reguest one additional annual ceduction, in an amount and at a time
to be determined, if approved by the membership.

Employees on active FMLA, or extenced LOA will be deducted at the first
pay period upon return.

Bargaining Unit members may opt cut of the deduction by providing a
written notice to the County and tc the Union President annually by
September 1st of that year.

The Unicn Time Pool may not carry a negative balance. If any unused
donated hours remain at the end of the vyear, they will rollover into the
next vear and will not be refunded to the donating emplovees.

The Union and its members shall indemnify, deZend, and hold the Employer
harmless against any and all claims, demands, sults or the terms of
liapbility that shall arise out of the payrcll adjustments of PTO leave.
Any discrepancies regarding adjustrents of PTO leave by any member will
be between the Uniorn and the member.

Union Business includes, but is not limited to, the performance of
executive and administrative duties, attending official Union and
professional development conferences, seminars, meetings, and other
related Union activities without a loss of pav or benefits. These hours
are to ensure that said emplovee still receives the same amount of hours
for the time they would have worked for their 24-hour shift. Any time
used above these hours 1s not considered cvertime.
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Representation at disciplinary hearings, disciplinary or investiagative
interviews and arbitration can be with utilization of ULA, regardless of
manning. Utilization of ULA leave will be requested by the Union

resident via a written ULA request tc the Fire Chief, or designee. A
minimum of one (1) approved ULL pcsition per day if needed shall be
agranted. Additional positions sha.l be requested for approval. 3Such
request must be approved prior to the empiovee leaving their station. The
Union shall record all time spent conducting Union business while on duty
on their timesheet as Union Leave Account (ULA). If the situation causes
a hardship, the Union President may make a verbal request to the Fire
Chief or designee. An approved verbal request will be followed by a
written request within 4% hours. Absences authorized by the usage of ULA
will be considered time wcrked for the rurpose of overtime calculation.
JULA usage shall be limited by the number of hcours available in the Union
Leave Account.

The Union shall record a.l time spent ccnducting Union business while on

duty equaling fifteen (15) minutes or mcre using t“he applicable payroll
code.
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Employees on the 24-hour shift schedule may use two (2) twenty-four (24)
hour shifts and forty (40) hour employees may use forty (40) hours for
bereavement leave. Leave will be grantec for emplovee's immediate family.

A. Immediate family shall be defined as spouse, domestic partner,
parent, child, grandparent, grandchild, sister, brother, legal
gquardian, mother-in-law, father-in- law, daughter-in-law, son-in-
law, fiancé, stepparent, sterchild or any other relative living in
the same househcld.

Both 24-hour shift and 40-~hour emplovees may use up to twenty-four {24)
hours of bereavement leave for =re death ©f an extended family memper.

A. Extended familv is defined as: grandparent-in-law, brother-in-law,
sister-in-law, aunt, or uncle, niece or nephew (excluding great
aunts or great uncles).

A. Bmployees will be paid in full their ncrmal rate of pay without
loss of Vacation/Sick/PTO leave or benefits, when bereavement leave
has been granted in accordance with this article.

B. Such leave must be used within thirty '30' days of the family
member's death.

If additional leave is reqguired, emplovees must request approvai of
additional leave through their chain of command. Any additional leave
granted will be charged to the employee's accrued Sick or PTO leave or
granted as leave without pay, with the approval of the Fire Chief, or
designee.
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a. Newly hired employees in their initial six (6) month or one (1)
year employment probationary period will earn and accrue Paid Time

Probationary employees

may utilize earned and accrued PTO prior to the completion of the

Off (PTO) in accordance
initial probationary
Head, or designee.
days prior to six

b. Promoted, demcted,
accrued balances in prior position and/or department.

with this Article.

period with =he approval of the Department

Employees who are granted permission tc use PTO
during their initial probationary veriod are eligiblie for twc (2)
days of PTO use before 90 days of employment and up to four (4)

(6) months of employment once accrued.

or transferred =mplovees will retain all PTO and

c. Accrual Rate cf PTO

a. Regular full-time employees will earn and accrue PTO

immediately upcn emploviment as follows:

41C hours per week™

24 hours shift personnel”

and Over

Continuous Employment Annual Biweekly Annual
Biweskly Amount Accfﬁ%f Amount
Accraal (Hrs) (Hrs)
£ 3 -
Date of Hire End of < 5y 144 8. 31 ~16
3rd Year
Date of Hire - End of
3rd Year (hired prior 6.23 1o .31 242
te 10/1/19)
Start of 4th Year-
T.46 194 .15
End of 6th Year -2F - Pl 290
Start of 7th Year-
A.08 2 2.08
End of 9th Year e 120 314
Start of 10th TYear-
3 2 2. 338
End of 15th Year .60 26 12.00 33
Start of leoth Year 5. 31 S 13,97 362

*Leave accrual hourly factor will be applied only to regular wo hours, not
in excess of 40 hours per week for 40 hours-a-week employees or 52 hours per
week for 24-hour shift employees. At no time will the hourly accrual factor

be applied to earned
overtime hours.
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b. PTO will not be accrued during unpaid leave of absence or
when an employee has been placed in non-pay status (i.e.,
suspension) .

Paid Time Off (PTO) is an emplovee benefit which combines traditicnal
vacation and sick leave programs into one plan. This type of program
provides both employees and the County a flexible method of scheduling
time off with pay.

Because of this, PTC time may be useg at the employee's discretion,
provided that apprcovals are obtained for the leave as stated in this
policy. Access 1s unrestricted provided the employee has beern employed
for 180 consecutive davs and has trelir Staffing Battallion Chiefs
approval.

PTO may be used for Items including, but not limited to:

a. Vacation or Personal Leave

Sick Leave

oy

=. Religious holidavs other than those designated by the Board of
County Commissioners.

d. Supplement income for time loss due “o work related personal
illness, injury, or disability where statutory Workers'
Compensation payments are peing received. In no instance shall this
combination exceed one hundred percent (100 ) of the employee's
regular base rate.

e. Familv Medical Leave ACT.

f. Supplement income for time loss due to cisability, not work
related, where employee is receiving disability insurance
benefits/payments. In nc instance shall thilis combination exceed one

hundred percent (100 ) cf the emplovees' regular rate of pay.

g. Absences from work not covered by other fypes of leave provisions
established by the Bcard of Tounty Commissioners.

Annual PTO Bid-Outs

The annual bidding of PTC Leave shall be handled in accordance with
Administration 50G #135.

Fmployees need to complete a "Time-0ff Request" in the time keep]
t

ystem. Employees must have the *ime available in order for
Battallon Chief to approve it.
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PTO reguests shall be approved or deniea as soon as possible, after
submission to the Staffing Rattalion CThief, wvia the department's staffing
system. Leave reguests, - submitted after the closing of the Annual
PTO Bid-Out Period, shall be apprcved pased on a first come/first serve
basis.

Emplovees should request PTO at least 30 days prior to the requested
leave time, when possible.

Planned PTO is defined as approved leave time requested at least 24 hours
in advance. Unexcused, unplanned PTO is defined as leave requested with
less than 24 hours’ notice. Jnexcused, unplanned PTO will be inciuded in
the employee's annual performance evalua-icon, excluding time counted as
Family Medicai Leave Act, Short Term Disability (if on approved FMLA) and
Workers Compensation leave. Excused, Unplanned PTO (Vacation) will not be
included in the emplcocyee's annual evaluation.

Employee's sent home bv their Battalion Chief due to an illness shall be
considered an excused absence.

a. Employees are responsible for maintaining a sufficient PTO balance
to cover vacations, illiness, etc. If arn adequate balance of PTO is
not available to ccver the emplovee's reguired time off, *the
employee's request for “ime cff may be denied, the reason for the
denial shall be documented ir. the Department's Staffing System.

b. When PTO leave is being used for an employee's own personnel
illness, or the illness 2f ar immediate family member, employees
shall notify the on duty Staffing Rattalion Chief as soon as the
employee knows that they will be unakle tc work. Notice must be
given nc later than one hour before -“he starting time for
employee's scheduled shift. Emplovees failing tc notify and report
by the end cf the employee's scheduled shift will be considered as
having resigned {(guilit without notice' arnd emplovment will be
terminated. Exftenuatinia circumstances will be reviewed by the Fire
Chief or his/her designee.

Immediate family shall be defined as spouse, domestic partner,
parent, child, grandparent, arandchild, sister, brother, legal
guardian, mother-in-law, father-in- law, daughter-in-law, son-in-
law, fiance, stepparent, stepchild or cther relative 1living in the
same household.

c. A doctor's statement as proor of illness may be required by the
Fire Chief or his designee if leave extends beycnd three [3)
consecutive shifts or at any other time that & Battalion Chief or
other Chief Officer has reascn tc pelieve the employee is abusing
PTC. A false claim of illiness, injuryv or disabili+tv will be cause
fcr dismissal.

a. PFTC may be used only as accrued and will not be allcwed in advance
of leave being earned or accrued.

D

PTO will be utilized in increments »f .25 hour.
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When a 52-hour emplcyvee has used more than 96 hours of unexcused
sick leave/unplanned FTO ir any calendar vear or has used more than
72 hours of unexcused sick leave/unplanned PTO in any 6-month
period, their respective superviscr, Division Chief, Battalion
Chief and/or Captain will counsei/discipline the employee
concerning attendance.

When a 40-hour employee has used more than 4% hours of urexcused
sick leave/unpianned PTO in anv calendar vear or uses more than 32
hours of unexcused sick leave/unp.anned PTO in an 6-month period,
their respective superviscr, LCivision Chief, Battaiion Chief and/or
Captain will counsel/discipline the employee concerning attendance.

Excessive unscheduled use of PTO will be grounds for disciplinary
action.

When an employee's absences are such that the Zcunty has reasonable
grounds to believe that an abuse exists, the Battalion Chief or
other Chief Officer may require, regardiess of the duratiorn of the
absence, the emplovee =< submit a satisfactory doctor's certificate
or affidavit indicating the specific nature of the disability and
its' duration to the employee's Battalion Chief or other Chief
Officer.

Reasonable grounds of abuse include a2 pattern of numerous unexcused
one-day absences throughout the vear, particularly 1if leave is
always taken on Mondays or Fridays; frequency or routinely taking a
day once PTO leave is earned showing & pattern; proceeding or
directzly following a Holiday or pre-approved PTO day or low/zero
accumulated PTO balance; and other patterns of abuse.

Further disciplinary action, up tc and including termination, may
be tarxen by the Batfalion Chief or cther Chief Officer when an
employee's attendance continues to be unsatisfactory after the
Battalion Chief or other Chief Officer has discussed the
unacceptable absences with the employee.

LWOP will only be utilized with an approved FMLA certification or
after the employee exhausts zall accrued leave and requests a
Personal Leave of Absence.

Emplovees who utilize LWOP not tied to FMLA or Personal Leave of

Absence, may be subject to disciplinary action up te and including
terminaticn if the absences are considered excess -r habitual.
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Jocumented LWOP usage not tied toc FMLA or Personal Leave of Absence
will be included on the employee's annual performance evaluation as
Marginal/Needs Improvement or Unsatisfactory.

Emplovees shall not accrue Heliday Pay or any leave while on LWOP,
except for such time in LWOP status that has been approved for
Military Leave.

Empiovees shall nct obtaln, acceps, or participate in cutside
empioyment (excluding Military Service), during the period of
approved LWOP.

LWOFP 1is not intended to be an entitzlement.

Disciplinary action, up to and including termination may be taken
by the Department when progressive discipline has occurred with an
employee and he/she continues tc disrupt the workplace with LWOP
not tied to FMLA or an approved Personal Leave of Absence.

It is the intent of this pclicy that all employees take their PTO
annually for the period in which it has been earned.

The maximum amount of PTO which can be carried forward on an annual
calendar vear basis:

Years of Continuous Tota. Hours Total Hours
Employment (40 Hr. Employees) (24 Hr. Employees)
Dat f Hire to E f

ate of Hire to ind o 300 450

3t Year

c Y o~

Star? ?f 4 Year to End 180 790

of 6 Year

Start of 7% Year +c End

560 )

of 9 Year ° 40
Start 10 Year tc End of

oo ' 630 1020
15" Year

Start of 167 Year and =50 1080
QOver

Employees who have a leave balance more than the total amount
allowed to be carried forward (including leave accrued through the
first pay period of the new calendar year) will either forfeit
these hours or may contribute them to other employees. See Section
2 below.

pmplovees who voluntarily resiagn or are separated from aemployment
in good standing will receive payment for 20 of their accrued and
unused PTO at the time of separation. Employvees who are eliagible
for and retire from Hernandz County will receive 100 of their
accrued and unused PTO at the time of their retirement. (For
emplovees in the DROP program, please sec additional provisions
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listed in the DROP policy). Employees dismissed for misconduct will
not receive the accrued time, unless specifically recommended by
the Fire Chief and approved by the Director of Human Resources., No
employee, regardless of lenagth of service or number of scheduled
hours may cash out more than 720 (for 40 Hour Employees) or 1080
(for 52 Hour Emplcyees) PTO hours upon terminaticn of employment.
(This includes leave used during =he last 30 days, or any time, to
prolong & retirement/termination date).

B. Employees placed on layoff status will receive 100 pay for accrued
PTO up to time of the layofi.

C. In the event of an employee's death, the beneficiarv will receive
100 pay for accrued PTO.

d. New employvees who have not completed their initial twelve (12,
month probaticnary pericd will nct be eligible for payment of leave
upon separaticr.

Employees must exhaust all vacaticr hours prior to utilizinag PTO hours,
Fore requesting use of existing vacation leave or payment, please refer
to the previous Collective Bargaining Agreement (CBA; 2016-2019.

Vacation leave may be granted for the follicwing purposes (acc
vacation leave shall be utilized pricr to PTO, until depleted

rued
3

a. Vacation

b. Absence of transaction of personal business, which cannot be
conducted during off-duty hours.

c. Religious holidays other than those designated by the Board of
County Commissioners.

d. Uncovered portion of sick l=zave, once such leave has been
exhausted.

e. Absences from work not covered by other types of leave provisions
established by the Board of County Commissioners.

Request for vacation leave shall be submitted via the current HCFR SOG
established method.

Vacation leave reguests will be granted at the discretion of the
Battalion CThief in charge of scheduling. However, every effort will be
made Co accommcdate employees and approval, or denial shall be issued
witnin 10 business days of receiving the vacation reguest.
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Leave may ke used on.v as accrued, and vacation leave with pav will not
be allowed in advance of leave earned or accrued.

Exceptions for approval of leave where the request 1is submitted less than
thirty (30) days prior to the leave shall be determined on a case-by-case
basis depending upon staff availability.

It 1s the intent of this policy ~hat all emplovees take their vacation
leave vearly for the period in which it has been earned.

The maximum amount of vacation leave which can be carried forward from
one calendar year (ending December 31 of each year) to the next 1s as
follows:

Date of Hire to End of 3rd Year 288
Start of 4+ Year %o End of 6th Year 408
Start of 77 TYear tc End of Y9th Year 480
Start of 10" Year and Over 040

(Maximum payout is in accordance with existing county policies)

Employees who voluntarily resign 2>r are separated from employment in good
standing will receive payment for one hundred (100-) percent of their
accrued and unused vacation leave &t the time of separation to a max of
640 hours.

Emplovees dismissed for miscenduct will nct receive their accrued
vacation leave, unless specifically recommended by the department manager
and approved by the County Administrator.

Employees placed on layoff status will receive one hundred (100°) percent
of accrued vacation leave 1in acccrcance with Article 21, Section 1,
Subsection D.

Emplovees will not be paid for accrued vacation leave in lieu of taking
such leave during any calendar vyear unless deemed in the best interest of
the County with recommendations for payment by the County Administrator
and approved by the Board of County Commissioners.

New employees who have not completed their initial probationary period
will not be eligible for payment of leave, upon separation for any
reason.

must exhaust all sick hour priosrs tc utilizing PTO hours for

For requesting use of existing sick leavs, abuse, pavment and carryover,
se refer tc the previous Collective Bargaining Agreement (CBA) 2016-
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Employees that have completed their initial probationary period may be
granted up to six (6. months of personal leave without pay with approval
of the Fire Chief, or designees ard the [Cirector of Human Resources. Any
additicnal leave is subject tc approval by the County Administrator, or
designee. Failure tc¢ return tc werk from an approved leave of absence
shall result in termination. Only those benefits as mandated by law will
continue to accrue on unpaid leaves of absence.

If an employee is out of wcrk in accordance with Section 1, has exhausted
avalilable leave time, and is unable to physically return to work, other
employees may be authorized by the Fire Chief or designee to work for the
emplovee. Work performed in this secticn shall be in accordance with
applicable laws and tracked in the department timekeeping system.

Any employee whose appearance 1s reqguired in court or other magisterial
forum as a result of a matter arising out cf the course of his/her
employment, shall receive a minirum of twc (2" hours of overtime 1if the
attendance is during the emplovees off duty hours. Further, the time
shall be counted as hours worked for purposes of computing overtime. This
same provision shall apply when the Public Defender's Office or a private
attorney's office requires the employee *“¢ appear in a criminal or civil
case arising from the emplovee's performance in the course of employment.
This provision shall not apply 1f the emplovee is a plaintiff, defendant
or witness in a personal, civil, or criminal action.

To the extent allowed by law, the Zcunty agrees to defend any employee
sued on any claim arising out of his/her employment with the County and
when such employee was acting within the scope of his/her duties. The
Employer further agrees to pay judgment as provided or allowed by law
where the employee is found to have been acting in the course and scope
of nis/her employment.
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Past practices are defined as “hose practices not covered in this
agreement and which have existed continuously and unchanged pricr to
collective bargaining. Fast practices may not be changed during this
agreement, unless both parties agree tc said change. Either party may
call a meeting between “he Fire Ch-_ef cr Designee and Union President, to
review any proposed changes to past practices. An isolated incident is
insufficient upon itself to establ_.sh a past practice.

In any provision of the Agreement, and the appiication of such
provisions, should be rendered or declared invalid by any 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.

In the event of invalidatiorn of anv Article »r section, both the Employer
and the Union agree to meet within sixty ‘60) days of such determination
for the purpose of arriving at a mutuallwv satisfactory replacement for
such Article or Section.

This agreement shall be in effect from signing until September 30th,
2025.
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In the event the Employer and Union have not by September 30th, 2025
agree upon the terms and conditions of employment for the contract
period commencing October 1st, 2025, then the terms and conditions of
the 374 year of this Agreement will remain in full force and effect,
without prejudice, until negotiation consummation, and execution of
said later Agreement. Both parties agree to initiate negotiations by
February 1lst each year.

IN WITNESS WHEREOF, Union and County have caused their names to be
subscribed hereto by their dulv authorized officers or representatives on

this day of ,2023.

BOARD OF COUNTY COMMISSIONERS

Attest Y

Dougla

Clerk

& Comp
HERNANDO COUNTY PROFESSIONAL
FIRE FIGHTERS, LOCAL 3760,
INTERNATIONAL ASSOCIATION OF
FIREFIGHTERS

W By:

ean on
Pregaydent
W By: /%
NiZhofas Babino
Secretary
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The 201% Florida 3tatutes
Title XXXI Chapter 440 View Entire Chapter
LABOR WORKERS' COMPENSATION

440.102 Drug-free workplace program requirements.—The following provisions apply to a drug-
free workplace program implemented pursuant to law or to rules adopted by the Agency for Health Care
Administration:

(1) DEFINITIONS.—Except where the context otherwise requires. as used in this act:

(a) ~Chain of custody™ refers to the methodology of tracking specified materials or substances for the
purpose of maintaining control and accountability from initial collection to final disposition for all such
materials or substances and providing for accountability at each stage in handling. testing. and storing
specimens and reporting test results.

(b) Confirmation test.” “confirmed test.” or “confirmed drug test” means a second analytical
procedure used to identifv the presence of a specific drug or metabolite in a specimen. which test must
be different in scientific principle from that of the initial test procedure and must be capable of providing
requisite specificity. sensitivity. and quantitative accuracy.

(¢) ~Drug” means alcohol. including a distilled spirit. wine. a malt beverage. or an intoxicating liquor:
an amphetamine: a cannabinoid; cocaine: phencyclidine (PCP): a hallucinogen: methaqualone: an
opiate: a barbiturate: a benzodiazepine: a synthetic narcotic: a designer drug: or a metabolite of any of
the substances listed in this paragraph. An emplover may test an individual for anv or all of such drugs.
(d) “Drug rehabilitation program™ means a service provider as defined in s which provides
confidential. timely. and expert identification. assessment. and resolution of employee drug abuse.

(e) Drug test” or “test” means any chemical. biological. or physical instrumental analysis
administered. by a laboratory certified by the United States Department of Health and Human Services
or licensed by the Agency for Health Care Administration. for the purpose of determining the presence
or absence of a drug or its metabolites.

(f) “Employee™ means any person who works for salary. wages. or other remuneration for an
employer.

(g) “Employee assistance program™ means an established program capable of providing expert
assessment of employee personal concerns: confidential and timely identification services with regard to
employee drug abuse: referrals of employees for appropriate diagnosis. treatment. and assistance: and
followup services for employees who participate in the program or require monitoring after returning to
work. If. in addition to the above activities. an employee assistance program provides diagnostic and
treatment services. these services shall in all cases be provided by service providers as defined in s.

(h) “Employer”™ means a person or entity that employs a person and that is covered by the Workers®
Compensation Law.

(i) Initial drug test™ means a sensitive. rapid. and reliable procedure to identify negative and
presumptive positive specimens. using an immunoassay procedure or an equivalent, or a more accurate
scientifically accepted method approved by the United States Food and Drug Administration or the
Agency for Health Care Administration as such more accurate technology becomes available in a cost-
effective form.

(J) Job applicant™ means a person who has applied for a position with an employer and has been
offered employment conditioned upon successfully passing a drug test. and may have begun work
pending the results of the drug test. For a public employer. “job applicant™ means only a person who has
applied for a special-risk or mandatory-testing position.
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(k) ~Medical review officer™ or "MRO™ means a licensed physician. employed with or contracted with
an emplover. who has knowledge of substance abuse disorders. laboratory testing procedures. and chain
of custody collection procedures: who verifies positive. confirmed test results: and who has the
necessary medical training to interpret and evaluate an employee’s positive test result in relation to the
emplovee’s medical history or any other relevant biomedical information.

(1) Prescription or nonprescrintion medication™ means a drug or medication obtained pursuant to a
prescription as defined by s or a medication that is authorized pursuant to federal or state law for
general distribution and use without a prescription in the treatment of human diseases. ailments. or
injuries.

(m) “Public employer” means any agency within state. county. or municipal government that employs
individuals for a salary. wages. or other remuneration.

(n) “Reasonable-suspicion drug testing™ means drug testing based on a belief that an employee is
using or has used drugs in violation of the emplover’s policy drawn from specific objective and
articulable facts and reasonable inferences drawn from those facts in light of experience. Among other
things. such facts and inferences may be based upon:

1. Observable phenomena while at work. such as direct observation of drug use or of the physical
symptoms or manifestations of being under the influence ot a drug.

2. Abnormal conduct or erratic behavior while at work or a significant deterioration in work
performance.

3. A report of drug use. provided by a reliable and credible source.

4. Evidence that an individual has tampered with a drug test during his or her employment with the
current emplover.

5. Information that an employee has caused. contributed to. or been involved in an accident while at
work.

6. Evidence that an employee has used. possessed. sold. solicited. or transferred drugs while working
or while on the employer’s premises or while operating the employer’s vehicle. machinery. or
equipment.

(0) “Mandatory-testing position™ means. with respect to a public employer. a job assignment that
requires the employee to carry a firearm. work closely with an emplovee who carries a firearm. perform
life-threatening procedures. work with heavy or dangerous machinery. work as a safety inspector, work
with children. work with detainees in the correctional system. work with confidential information or
documents pertaining to criminal investigations. work with controlled substances, or a job assignment
that requires an employee security background check. pursuant to s or a job assignment in
which a momentary lapse in attention could result in injury or death to another person.

(p) “Special-risk position™ means. with respect to a public emplover, a position that is required to be
filled by a person who is certified under chapter 633 or chapter 943.

(q) “Specimen” means tissue. hair. or a product of the human body capable of revealing the presence
of drugs or their metabolites. as approved by the United States Food and Drug Administration or the
Agency for Health Care Administration.

(2) DRUG TESTING.—An employer may test an emplovee or job applicant for any drug described in
paragraph (1)(c). In order to qualify as having established a drno-free workplace program under this
section and to qualify for the discounts provided under s ind deny medical and indemnity
benefits under this chapter. an employer must. at a minimum. implement drug testing that conforms to
the standards and procedures established in this section and all applicable rules adopted pursuant to this
section as required in subsection (4). However. an employer does not have a legal dutv under this
section to request an employee or job applicant to undergo drug testing. If an employer fails to maintain
a drug-free workplace program in accordance with the standards and procedures established in this
section and in applicable rules. the emplover is ineligible for discounts under s However. an
employer qualifies for discounts under s f the emplover maintains a arug-tree workplace
program that is broader in scope than that provided for by the standards and procedures established in
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this section. An employer who qualifies for and receives discounts provided under s nust be
reported annually by the insurer to the department.

(3) NOTICE TO EMPLOYEES AND JOB APPLICANTS.—

(a) One time only. prior to testing. an employer shall give all emplovees and job applicants for
employment a written policy statement which contains:

1. A general statement of the emplover’s policy on employee drug use. which must identity:

a. The types of drug testing an emplovee or job applicant may be required to submit to. including
reasonable-suspicion drug testing or drug testing conducted on any other basis.

b.  The actions the employver may take against an emplovee or job applicant on the basis of a positive
confirmed drug test result.

2. A statement advising the emplovee or job applicant of the existence of this section.

3. A general statement concerning confidentiality. ‘

4. Procedures for employees and job applicants to confidentially report to a medical review officer the
use of prescription or nonprescription medications to a medical review officer both before and after
being tested.

5. A list of the most common medications. by brand name or common name. as applicable. as well as
by chemical name. which may alter or affect a drug test. A list of such medications as developed by the
Agency for Health Care Administration shall be available to employers through the department.

6. The consequences of refusing to submit to a drug test.

7. A representative sampling of names. addresses. and telephone numbers of employee assistance
programs and local drug rehabilitation programs.

8. A statement that an employee or job applicant who receives a positive confirmed test result may
contest or explain the result to the medical review officer within § working days after receiving written
notification of the test result: that if an employee’s or job applicant’s explanation or challenge is
unsatistactory to the medical review officer. the medical review officer shall report a positive test result
back to the emplover: and that a person may contest the drug test result pursuant to law or to rules
adopted by the Agency for Health Care Administration.

9. A statement informing the employee or job applicant of his or her responsibility to notifyv the
laboratory of any administrative or civil action brought pursuant to this section.

10. A list of all drugs for which the emplover will test. described by brand name or common name. as
applicable. as well as by chemical name.

11. A statement regarding any applicable collective bargaining agreement or contract and the right to
appeal to the Public Employees Relations Commission or applicable court.

12. A statement notifying emplovees and job applicants of their right to consult with a medical review
officer for technical information regarding prescription or nonprescription medication.

(b) Anemployer not having a drug-testing program shall ensure that at least 60 days elapse between a
general one-time notice to all emplovees that a drug-testing program is being implemented and the
beginning of actual drug testing. An emplover having a drug-testing program in place prior to July 1.
1990. is not required to provide a 60-day notice period.

(¢) Anemployer shall include notice of drug testing on vacancy announcements for positions for
which drug testing is required. A notice of the emplover’s drug-testing policy must also be posted in an
appropriate and conspicuous location on the emplover’s premises. and copies of the policy must be
made available for inspection by the employees or job applicants of the employer during regular
business hours in the employer’s personnel office or other suitable locations.

(4) TYPES OF TESTING.—

(a)  Anemployer is required to conduct the following types of drug tests:

1. Jobapplicant drug testing.—An emplover must require job applicants to submit to a drug test and
may use a refusal to submit to a drug test or a positive confirmed drug test as a basis for refusing to hire
a job applicant.

2. Reasonable-suspicion drug testing.—An employer must require an employee to submit to
reasonable-suspicion drug testing,
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3. Routine titness-for-duty drug testing.—An emplover must require an employee to submit to a drug
test if the test is conducted as part of a routinely scheduled employee fitness-for-duty medical
examination that is part of the emplover’s established policy or that is scheduled routinely for all
members ot an employment classification or group.

4. Followup drug testing.—If the employee in the course ot employment enters an employee
assistance program for drug-related problems. or a drug rehabilitation program. the emplover must
require the employee to submit to a drug test as a followup to such program. unless the emplovee
voluntarily entered the program. In those cases. the emplover has the option to not require followup
testing. If followup testing is required. it must be conducted at least once a year for a 2-vear period after
completion of the program. Advance notice of a followup testing date must not be given to the emplovee
to be tested.

(b) This subsection does not preclude a private employer from conducting random testing, or any other
lawful testing. of employees for drugs.

(c) Limited testing of applicants. only if it is based on a reasonable classification basis, is permissible
in accordance with law or with rules adopted by the Agency for Health Care Administration.

(5) PROCEDURES AND EMPLOYEE PROTECTION.—AII specimen collection and testing for
drugs under this section shall be performed in accordance with the following procedures:

(a) A sample shall be collected with due regard to the privacy of the individual providing the sample.
and in a manner reasonably calculated to prevent substitution or contamination of the sample.

(b) Specimen collection must be documented. and the documentation procedures shall include:

1. Labeling of specimen containers so as to reasonably preclude the likelihood of erroneous
identification of test results.

2. A form for the employee or job applicant to provide any information he or she considers relevant to
the test. including identification of currently or recently used prescription or nonprescription medication
or other relevant medical information. The form must provide notice of the most common medications
by brand name or common name. as applicable. as well as by chemical name. which may alter or affect
a drug test. The providing of information shall not preclude the administration of the drug test. but shall
be taken into account in interpreting any positive confirmed test result.

(c) Specimen collection. storage. and transportation to the testing site shall be performed in a manner
that reasonably precludes contamination or adulteration of specimens.

(d) Each confirmation test conducted under this section. not including the taking or collecting of a
specimen to be tested. shall be conducted by a licensed or certified laboratory as described in subsection
(9).

(e) A specimen for a drug test may be taken or collected by any of the following persons:

1. A physician. a physician assistant. a registered professional nurse. a licensed practical nurse, or a
nurse practitioner or a certified paramedic who is present at the scene of an accident for the purpose of
rendering emergency medical service or treatment.

2. A qualified person employed by a licensed or certified laboratory as described in subsection (9).

(f) A person who collects or takes a specimen for a drug test shall collect an amount sufficient for two
drug tests as determined by the Agency for Health Care Administration.

(g) Every specimen that produces a positive. confirmed test result shall be preserved by the licensed or
certified laboratory that conducted the confirmation test for a period of at least 210 days after the result
of the test was mailed or otherwise delivered to the medical review officer. However. if an employee or
Job applicant undertakes an administrative or legal challenge to the test result. the employee or job
applicant shall notify the laboratory and the sample shall be retained by the laboratory until the case or
administrative appeal is settled. During the 180-day period after written notification of a positive test
result. the employee or job applicant who has provided the specimen shall be permitted by the employer
to have a portion of the specimen retested. at the employee’s or job applicant’s expense. at another
laboratory. licensed and approved by the Agency for Health Care Administration. chosen by the
employee or job applicant. The second laboratory must test at equal or greater sensitivity for the drug in
question as the first laboratory. The first laboratory that performed the test for the emplover is
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responsible for the transfer of the portion of the specimen to be retested, and for the integrity of the
chain of custody during such transfer.
(hy Within 5 working days after receipt of a positive confirmed test result from the medical review
officer. an employer shall inform an employee or job applicant in writing of such positive test result, the
consequences of such results. and the options available to the emplovee or job applicant. The employer
shall provide to the emplovee or job applicant. upon request. a copy of the test results.
(i) Within 5 working days after receiving notice of a positive confirmed test result, an emplovee or job
applicant may submit information to the emplover explaining or contesting the test result. and
explaining why the result does not constitute a violation ot the employer’s policy.
(j) The employee’s or job applicant’s explanation or challenge of the positive test result is
unsatisfactory to the employer. a written explanation as to why the employee’s or job applicant’s
explanation is unsatisfactory. along with the report of positive result. shall be provided by the employer
to the employee or job applicant: and all such documentation shall be kept confidential by the employer
pursuant to subsection (8) and shall be retained by the employer for at least 1 year.
(k) Anemplover may not discharge. discipline. refuse to hire. discriminate against. or request or
require rehabilitation of an employee or job applicant on the sole basis of a positive test result that has
not been verified by a confirmation test and by a medical review officer.
(I) An employer that performs drug testing or specimen collection shall use chain-of-custody
procedures established by the Agency for Health Care Administration to ensure proper recordkeeping.
handling. labeling. and identification of all specimens tested.
(m) Anemployer shall pay the cost of all drug tests. initial and confirmation. which the emplover
requires of employees. An emplovee or job applicant shall pay the costs of any additional drug tests not
required by the employer.
(n) An emplover shall not discharge. discipline. or discriminate against an emplovee solely upon the
employee’s voluntarily seeking treatment. while under the employ of the emplover. for a drug-related
problem if the employee has not previously tested positive for drug use. entered an employee assistance
program for drug-related problems. or entered a drug rehabilitation program. Unless otherwise provided
bv a collective bargaining agreement, an emplover may select the emplovee assistance program or drug
rehabilitation program if the emplover pays the cost of the employee’s participation in the program.
(0) Ifdrug testing is conducted based on reasonable suspicion. the emplover shall promptly detail in
writing the circumstances which formed the basis of the determination that reasonable suspicion existed
to warrant the testing. A copy of this documentation shall be given to the employee upon request and the
original documentation shall be kept confidential by the employer pursuant to subsection (8) and shall
be retained by the employer for at least | vear.
(p) All authorized remedial treatment. care. and attendance provided by a health care provider to an
injured employee before medical and indemnity benefits are denied under this section must be paid for
by the carrier or self-insurer. However. the carrier or self-insurer must have given reasonable notice to
all affected health care providers that payment for treatment. care. and attendance provided to the
employee after a future date certain will be denied. A health care provider. as defined in s 1)(g).
that refuses. without good cause. to continue treatment. care. and attendance before the proviaer receives
notice of benefit denial commits a misdemeanor of the second degree. punishable as provided in s.

ns
(6) CONFIRMATION TESTING.—
(a) If an initial drug test is negative. the emplover may in its sole discretion seek a confirmation test.
(b) Only licensed or certified laboratories as described in subsection (9) mav conduct confirmation
drug tests.
(c) All positive initial tests shall be confirmed using gas chromatography/mass spectrometry (GC/MS)
or an equivalent or more accurate scientifically accepted method approved by the Agency for Health
Care Administration or the United States Food and Drug Administration as such technology becomes
available in a cost-effective form.
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(d) If an initial drug test of an employee or job applicant is confirmed as positive. the employer’s
medical review officer shall provide technical assistance to the employer and to the employee or job
applicant for the purpose of interpreting the test result to determine whether the result could have been
caused by prescription or nonprescription medication taken by the employee or job applicant.

(7) EMPLOYER PROTECTION.—

(a) Anemployee or job applicant whose drug test result is confirmed as positive in accordance with
this section shall not. by virtue of the result alone. be deemed to have a “handicap™ or “disability™ as
defined under tederal. state. or local handicap and disability discrimination laws.

(b) Anemployer who discharges or disciplines an employee or refuses to hire a job applicant in
compliance with this section is considered to have discharged. disciplined, or refused to hire for cause.
(c) No physician-patient relationship is created between an employee or job applicant and an employer
or any person performing or evaluating a drug test. solely by the establishment, implementation. or
administration of a drug-testing program.

{d) Nothing in this section shall be construed to prevent an emplover from establishing reasonable
work rules related to emplovee possession. use. sale. or solicitation of drugs. including convictions for
drug-related oftenses. and taking action based upon a violation of any of those rules.

(e) This section does not operate retroactively. and does not abrogate the right of an employer under
state law to conduct drug tests. or implement employee drug-testing programs: however. onlv those
programs that meet the criteria outlined in this section qualifv for reduced rates under s

(f) It an employee or job applicant refuses to submit to a drug test. the employer is not barred from
discharging or disciplining the employee or from refusing to hire the job applicant. However. this
paragraph does not abrogate the rights and remedies ot the employee or job applicant as otherwise
provided in this section.

(g) This section does not prohibit an employer from conducting medical screening or other tests
required. permitted. or not disallowed by any statute. rule. or regulation for the purpose of monitoring
exposure of employees to toxic or other unhealthy substances in the workplace or in the performance of
job responsibilities. Such screening or testing is limited to the specific substances expressly identified in
the applicable statute. rule. or regulation. unless prior written consent of the emplovee is obtained for
other tests. Such screening or testing need not be in compliance with the rules adopted by the Agency
for Health Care Administration under this chapter or under s A public employer may.
through the use of an unbiased selection procedure. conduct ranaom arug tests of employees occupying
mandatoryv-testing or special-risk positions if the testing is performed in accordance with drug-testing
rules adopted by the Agency for Health Care Administration and the department.

{h) No cause of action shall arise in favor of any person based upon the failure of an employer to
establish a program or policy for drug testing.

(8) CONFIDENTIALITY .—

(a) Except as otherwise provided in this subsection. all information. interviews. reports. statements.
memoranda. and drug test results. written or otherwise. received or nroduced as a result of a drug-testing
program are confidential and exempt from the provisions of s 1) and s. 24(a). Art. | of the State
Constitution, and may not be used or received in evidence. obtainea in discovery. or disclosed in any
public or private proceedings. except in accordance with this section or in determining compensability
under this chapter.

(b) Employers. laboratories. medical review officers. employee assistance programs. drug
rehabilitation programs. and their agents may not release any information concerning drug test results
obtained pursuant to this section without a written consent form signed voluntarily by the person tested.
unless such release is compelled by an administrative law judge. a hearing officer. or a court of
competent jurisdiction pursuant to an appeal taken under this section or is deemed appropriate by a
professional or occupational licensing board in a related disciplinary proceeding. The consent form must
contain. at a minimum:

1. The name of the person who is authorized to obtain the information.

2. The purpose of the disclosure.
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3. The precise information to be disclosed.

4. The duration of the consent.

5. The signature of the person authorizing release of the information.

(¢) Information on drug test results shall not be used in any criminal proceeding against the employee
or job applicant. Information released contrary to this section is inadmissible as evidence in any such
criminal proceeding.

{d) This subsection does not prohibit an employer. agent of an employer. or laboratory conducting a
drug test from having access to employee drug test information or using such information when
consulting with legal counsel in connection with actions brought under or related to this section or when
the information is relevant to its defense in a civil or administrative matter.

(9) DRUG-TESTING STANDARDS FOR LABORATORIES.—

{a) The requirements of part I of chapter 408 apply to the provision of services that require licensure
pursuant to this section and part I1 of chapter 408 and to entities licensed by or applying for such
licensure from the agency pursuant to this section. A license issued by the agency is required in order to
operate a drug-free workplace laboratory.

(b) A laboratory may analyze initial or confirmation test specimens onlyv if:

1. The laboratory obtains a license under part Il of chapter 408 and s 17). Each applicant for
licensure and each licensee must comply with all requirements of this section. part 11 of chapter 408. and
applicable rules.

2. The laboratory has written procedures to ensure the chain of custody.

3. The laboratory follows proper quality control procedures. including. but not limited to:

a. The use of internal quality controls. including the use of samples of known concentrations which are
used to check the performance and calibration of testing equipment. and periodic use of blind samples
for overall accuracy.

b. Aninternal review and certification process for drug test results. conducted by a person qualified to
perform that function in the testing laboratory.

c. Security measures implemented by the testing laboratory to preclude adulteration of specimens and
drug test results.

d. Other necessary and proper actions taken to ensure reliable and accurate drug test results.

(c) A laboratory shall disclose to the medical review officer a written positive confirmed test result
report within 7 working davs after receipt of the sample. All laboratory reports of a drug test result must.
at a minimum, state:

1. The name and address of the laboratory that performed the test and the positive identification of the
person tested.

2. Positive results on confirmation tests only. or negative results. as applicable.

3. A list of the drugs for which the drug analvses were conducted.

4. The type of tests conducted for both initial tests and confirmation tests and the minimum cutoff
levels of the tests.

5. Any correlation between medication reported by the employee or job applicant pursuant to
subparagraph (5)(b)2. and a positive confirmed drug test result.

A report must not disclose the presence or absence of any drug other than a specific drug and its
metabolites listed pursuant to this section.

(d) The laboratory shall submit to the Agency for Health Care Administration a monthly report with
statistical information regarding the testing of emplovees and job applicants. The report must include
information on the methods of analysis conducted. the drugs tested for. the number of positive and
negative results for both initial tests and confirmation tests. and any other information deemed
appropriate by the Agency for Health Care Administration. A monthly report must not identity specific
employees or job applicants.
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(10) RULES.—The Agency for Health Care Administration shall adopt rules pursuant to s

part It of chapter 408. and criteria established by the United States Department of Health ana Human
Services as general guidelines for modeling drug-free workplace laboratories. concerning. but not
limited to:

(a) Standards for licensing drug-testing laboratories and suspension and revocation of such licenses.
(b) Urine. hair. blood. and other body specimens and minimum specimen amounts that are appropriate
for drug testing.

(c) Methods of analysis and procedures to ensure reliable drug-testing results. including standards for
initial tests and confirmation tests.

(dy Minimum cutoff detection levels for each drug or metabolites of such drug for the purposes of
determining a positive test result.

(e) Chain-of-custody procedures to ensure proper identification. labeling. and handling of specimens
tested.

() Retention. storage. and transportation procedures to ensure reliable results on confirmation tests
and retests.

(1) PUBLIC EMPLOYEES IN MANDATORY-TESTING OR SPECIAL-RISK POSITIONS.—

(a) If an employee who is employed by a public employer in a mandatory-testing position enters an
emplovee assistance program or drug rehabilitation program, the employer must assign the employee to
a position other than a mandatory-testing position or. if such position is not available. place the
employee on leave while the employee is participating in the program. However. the employee shall be
permitted to use any accumulated annual leave credits before leave may be ordered without pay.

(b) Anemplovee who is emploved by a public emplover in a special-risk position may be discharged
or disciplined by a nublic emplover for the first positive confirmed test result if the drug confirmed is an
illicit drug under s A special-risk employee who is participating in an employee assistance
program or drug rehabilitation program may not be allowed to continue to work in any special-risk or
mandatoryv-testing position of the public employer. but may be assigned to a position other than a
mandatory-testing position or placed on leave while the employee is participating in the program.
However. the employvee shall be permitted to use any accumulated annual leave credits before leave may
be ordered without payv.

(12) DENIAL OF BENEFITS.—An emplover shall deny an employee medical or indemnity benefits
under this chapter. pursuant to this section.

(13) COLLECTIVE BARGAINING RIGHTS.—

(a) This section does not eliminate the bargainable rights as provided in the collective bargaining
process it applicable.

(b) Drug-free workplace program requirements pursuant to this section shall be a mandatory topic of
negotiations with any certified collective bargaining agent for nonfederal public sector employers that
operate under a collective bargaining agreement.

(14)  APPLICABILITY.—A drug testing policy or procedure adopted by an employer pursuant to this
chapter shall be applied equally to all emplovee classifications where the emplovee is subject to
workers’ compensation coverage.

(15) STATE CONSTRUCTION CONTRACTS.—Each construction contractor regulated under part |
of chapter 489. and each electrical contractor and alarm system contractor regulated under part I of
chapter 489. who contracts to perform construction work under a state contract for educational facilities
governed by chapter 1013. for public property or publicly owned buildings governed by chapter 255. or
for state correctional facilities governed by chapter 944 shall implement a drug-free workplace program
under this section.

History.—s. 13.¢h. 90-201:s. 13.ch. 91-1:s. 1och. 91-201: s, 4. ch. 91-429: 5. 9. ¢ch. 93-415: 5. 3. ¢ch. 95-119: 5. 3. ch. 96-289:
5. 284 ch. 96-406: 5. 198 ch. 96-410: 5. 1050, ch. 97-103: 5. 99. ch. 97-264: 5. 3. ch. 99-186: s. 14. ch. 2000-320: s. 1. ch.
2002-14: 5. 5. ¢h. 2002-78: 5. 16. ch. 2002-194: 5. 8. ch. 2002-196: 5. 51. ch. 2003-1: s, 60. ¢h. 2004-5: 5. 7. ch. 2005-55: 5. 178.
ch. 2007-230: 5. 1. ch. 2009-127: 5. 49, ¢h. 2009-132: 5. 2. ¢h. 2012-8: 5. 3. ch. 2013-141: 5. 6. ch. 2015-34: 5. 10. ch. 2015-100:
s. 150 ¢h. 2016-105: 5. 25, ch. 2016-145: 5. 77, ¢h. 2016-241: 5. 33, ¢h. 2017-173: s, 14 ¢ch. 2019-159,
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