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ARTICLE 1
PURPOSE OF AGREEMENT

It is the intent and purpose of this Agreement, entered into by and between the CITY OF DUNCAN, OKLAHOMA, hereinafter referred to as EMPLOYER and LOCAL NO. 2929, INTERNATIONAL ASSOCIATION OF FIRE FIGHTERS, hereinafter referred to as UNION, to achieve and maintain harmonious relations between the parties hereto and to provide for the equitable and orderly adjustment of grievances which may arise during the term of this Agreement.















































ARTICLE 2
	RECOGNITION

Section 1.  The Employer recognizes the Union as the exclusive Bargaining Agent for all permanent Employees of the Duncan Fire Department, except the Fire Chief, one designated administrative assistant, and civilian employees.

 Section 2.  New hires with less than 1 year service with the City of Duncan shall be considered Probationary Employees.  It is understood that new hires who have completed Firefighter 1 through other departments or completed EMT and are licensed, will be considered Probationary Employees.  Notwithstanding firefighters falling into this experience category will be hired as Probationary Pay Grade 53-Step B 

Firefighters hired in this experience status will be given performance appraisals as all other probationary fire department employees and be disciplined or terminated as all other non uniform probationary employees.

Firefighters in this experience status, after receipt of (4) four Probationary Evaluations, shall receive a step increase if the final evaluation is in compliance with addendum #4, section entitled time lines.  This step increase shall occur during the next pay period.  Step increase shall reflect salary included at Addendum #1.

Those individuals moving from probationary status discussed herein shall not be eligible to increase an additional step until the expiration of 12 full months after the initial increase from probationary status to firefighter Grade 54.

	





























ARTICLE 3
	MUTUAL RESPONSIBILITY TO AVOID DISCRIMINATION

Section 1.  The Employer and the Union agree that there shall be no discrimination against any employee or applicant for employment because of race, creed, age, size, sex, religion or status of Union membership.

Section 2.  It is understood, by the parties that under Title 11, O.S., § 49-101.1 et seq., the State of Oklahoma has jurisdiction regarding entry level employees as to their acceptability into the Oklahoma Fire Service.









































	



ARTICLE 4
	MANAGEMENT RIGHTS

Section 1.  The Union recognizes the prerogative of the Employer to operate and manage its affairs in all respects and in accordance with its responsibilities and the power or authority which the Employer has not officially abridged, delegated, granted or modified by this Agreement are retained by the Employer, and all rights, powers, and authority the Employer had prior to the signing of this Agreement are retained by the Employer and remain exclusively without limitations within the rights of the Employer.

Section 2.  Except as may be limited herein, the Employer retains its rights in accordance with the laws of the State of Oklahoma and the responsibilities and duties contained in the Charter of the City of Duncan and the ordinances and regulations promulgated thereunder.  These rights include, but are not limited to:
A.	The determination of Fire Department policy including the right to 
manage the affairs of the Fire Department in all respects;
B.	The right to assign working hours including overtime;
C.	The right to establish, modify or change work schedules, manning of shifts, assignments,                     	etc.;
D.       The right to direct the members of the Fire Department including the right to hire, 	terminate, suspend, demote, promote, transfer or take any other disciplinary action 	against employees of the Fire Department for just cause;
E.	The determination of the table of organization of the Fire Department, including the right to organize and reorganize the Fire Department in any manner it chooses, including the size of the Fire Department, and the determination of job classification, ranks and positions based upon duties assigned;
F.	The determination of safety, health and property protection measures for the Fire Department;
G.	The allocation and assignment of work to all members within the Fire Department;
H.	The sole judge of the qualifications of applicants and training of employees;
I.	The scheduling of operations and the determination of the number and duration of hours of assigned duty per working period;
J.	The establishment and enforcement of Fire Department rules, regulations, and orders;
K.	The introduction of new, improved or different methods and techniques of operation of the Fire Department or changes in existing methods and techniques;
L.	The determination of the amount of supervision necessary;
M.	The control of the departmental budget;
N.	The right to take whatever actions may be necessary to carry out the mission of the Employer in situations of emergency;
O.	The right to relieve employees from duties because of lack of work, funds or other legitimate reasons;
P.	The Employer shall have the exclusive right to determine the source or sources from which new applicants for work in the fire department shall be secured; and shall be the sole judge of the requirements and qualifications of the fire department personnel hired during the term of this Agreement, subject to the medical evaluation hereinafter specifically set forth; and shall be the judge of the qualifications of employees for retention with the Employer, subject to existing ordinances and State law.
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     Q.	The Employer shall have the latitude and right to change the administration and general policies of the Fire Department where said changes are necessitated by a need to improve the overall efficiency, working conditions, or dress code and/or safety and protection of the Department.  All rights and responsibilities of the Employer not specifically modified by this Agreement shall remain the functions of the Employer.

The above rights, responsibilities and prerogatives are inherent in the City Council and City Manager by virtue of statutory and Charter provisions and are not subject to delegation in whole or in part.

ARTICLE 5
PREVAILING RIGHTS

Section 1.  All rules, regulations, fiscal procedures, working conditions, departmental practices and manner of conducting the operation of and administration of the Duncan Fire Department currently in effect for and with respect to the members of said Fire Department on the effective date of this Agreement, which are not included in this Agreement, shall remain in full force and effect, unchanged and unaffected in any manner, unless and except as modified or changed by the specific terms of this Agreement.

Section 2.  All holidays will continue as has been the normal holiday practice under Prevailing Rights.





































ARTICLE 6
GRIEVANCE PROCEDURE

Part I.  Union Grievance Procedure.

Section 1.  A grievance is defined to be any controversy between the parties or between the City and Employees covered by this Agreement, (1) as to any manner relating to working conditions not specifically covered by this Agreement; and (2) any matter involving the interpretation, application or violation of any provisions of this Agreement, including discipline and discharge for cause.

Section 2.  The Union or any employee covered under this Agreement may file a grievance within fifteen (15) days of the alleged occurrence of the event and shall be afforded the full protection of this Agreement.

Section 3.  In case of any difference or grievance which may arise between the City and any of its employees covered by this Agreement with respect to the compliance with or the meaning or application of this Agreement, an earnest effort shall be made to settle such matters promptly in accordance with the following grievance procedure.


STEP 1.  As a required preliminary step in the initial presentation of any potential grievance, any employee or group of employees shall, individually or through their Union representative, present and discuss any request or complaint, which they may have to and with the first designated City representative in an effort to settle and resolve such potential grievance.

STEP 2.  Any employee having a complaint will discuss his complaint with his immediate supervisor and may request the attendance of a Union representative.

STEP 3.  When either the City or Union wishes to initiate a discussion of an interpretation or application of this Agreement where there has been no grievance filed by an individual thereto, either party may submit a written statement of the issue under this procedure.

STEP 4.  Any employee covered by this Agreement shall have the right under Step 4 to submit complaints or grievances to the City's Grievance Procedure, with the provision that in making this election, the employee is prohibited from resubmitting his grievance under the contract procedure.

STEP 5.  If the grievance is not settled by the previous provisions, it shall be submitted in writing to the Union Grievance Committee which consists of the Union’s President, Secretary/Treasurer, and Vice-President, with the Union’s Recording Secretary and Sergeant of Arms serving as alternates.  Within five (5) business days, the Union Grievance Committee shall determine by majority vote, in their sole discretion and judgment, whether or not a grievance exists within the terms and conditions of this Agreement.

	A.	If the Union Grievance Committee finds a grievance does exist, the Committee shall submit in writing the grievance to the Fire Chief for adjustment within five (5) days.  The grievance shall contain a statement that the grievance committee has met and voted to forward the grievance.
	
	B.	If the Union Grievance Committee finds a grievance does not exist, no further proceedings shall be necessary.

STEP 6.  The Fire Chief shall submit his answer in writing to the Employee(s) involved 	and to the Union Grievance Committee within five (5) business days.  If the grievance 	has not been settled within that time, it then shall be sent within five (5) business days of 	the Fire Chief’s written answer to the City Manager for adjustment.

STEP 7.  The City Manager shall submit his answer in writing, to the Fire Chief, the 	Employee(s) involved, and the Union Grievance Committee within seven (7) business 	days.  If the City Manager and the Union Grievance Committee have not settled the 	grievance within that time, two alternatives are available as set forth in A, mediation and 	B, arbitration.

A. MEDIATION.  Mediation may be requested by either party within ten (10) days by notifying the City Manager and Union Grievance Committee in writing of this choice.  

a. Within seven (7) calendar days from the date of the request for mediation, the Union Grievance Committee or its designee and the City Manager or his/her designee shall meet and prepare a written request to the Federal Mediation and Conciliation Service for assignment of a mediator.

b. If in (a) above either party, employee or City Manager, do not agree to participate in this Alternative (A. Mediation), alternative B, Arbitration (see Section 4) may be the method chosen for resolving the grievance.

c. If the mediation alternative is agreed upon, the Mediator shall set the date and location of the mediation session upon approval of both parties.

d. If at anytime during the mediation process, the Mediator determines that further mediation will not result in a mutually acceptable agreement between the two parties, either party may then initiate the Arbitration alternative.

e. Upon reaching a mutually acceptable agreement and both parties signing the written agreement, the agreement shall be the final resolution of the grievance.

f.	The two (2) parties to the mediation process shall share the cost of the mediation process on a 50/50 basis.


B.	ARBITRATION

(1) 	The parties shall jointly request a panel of seven (7) arbitrators from the Federal Mediation and Conciliation Service.

(2) 	Within seven (7) calendar days from the receipt of such panel, a representative of the Union and City shall meet and alternately strike names until one (1) arbitrator remains, who shall be selected as the impartial arbitrator.  The party requesting arbitration shall strike the first name.

(3) 	Upon notification to the Federal Mediation and Conciliation Service of the selection of the arbitrator and the arbitrator is contacted, the date for the arbitration hearing shall be set within fifteen (15) calendar days from the date the arbitrator is notified of his selection.

(4) 	Within twenty (20) days after the conclusion of the hearing, the arbitrator shall issue a written opinion containing findings and recommendations with respect to the issues presented.  A copy of the opinion shall be mailed or delivered to the Union and the Employer.

(5)	 With respect to the interpretation, enforcement or application of the provisions of this Agreement, the decision, findings, and recommendations of the arbitrator shall be final and binding upon the parties to this Agreement.

(6) 	The arbitrator's authority shall be limited to the interpretation and application of the terms of this Agreement and/or any supplement thereto.  The arbitrator shall have no jurisdiction to establish provisions of a new Agreement or variation of the present Agreement or to arbitrate away, in whole or in part, any provisions or amendments thereof. This shall not preclude individual wage grievances.

(7) 	The cost of the impartial arbitrator shall be shared equally between the Union and Employer.  If a transcript of the proceedings is requested, then the party so requesting shall pay for it.

Section 4.  All time limits set forth in this Article may be extended by mutual consent, but if not so extended, they must be strictly observed.  If a party fails to pursue any grievance within the time limits provided, he shall have no further right to continue the grievance.  Should the Employer fail to respond within the specified time limits, the Grievant may proceed to the next step.

Section 5.  It is specifically and expressly understood that filing a grievance under this Article, which has as its last step, final and binding arbitration, constitutes an election of remedies and a waiver of any and all rights by both parties, the Union or other representatives of the party, to litigate or otherwise contest the last answer rendered through the grievance procedure in any court or other appeal forum.  With regard to any disciplinary action, said action will stand pending the outcome of the Grievance Procedure.

Part II.  City’s Right to Grieve.

Section 1.  The City of Duncan will have seven (7) days from the date of an incident which is perceived to be a matter in violation of the current contract or a matter of contract interpretation to present written notice to the I.A.F.F. Executive Committee (presentation to a single board member will be considered notice).

	Section 2.  The intent of this procedure is to allow labor and management to resolve a perceived contract violation/contract interpretation/unfair labor practice on an internal basis precluding the need for arbitration or grievance filed to the Public Employee’s Relations Board.

	Section 3.  The grievance, at a minimum, shall include the contract violation, date of the occurrence, party or parties involved, or in the alternative, those circumstances constituting an unfair labor practice.  If the matter to be resolved includes the need to resolve a contract interpretation, then in that case the City shall, with specificity, refer to the article and section in question and the matter for which the resolution is needed.

	Section 4.  The Executive Committee of the I.A.F.F. will have ten (10) days to respond to the grievance and/or complaint filed by management.  The response will include one of the following:

(A)	An agreement to discuss the matter with the intended goal of resolving all issues.  It is understood that the meeting between labor and management will take place within seven (7) days of the response filed by the Executive Committee.

	(B)	A denial of the grievance with the rationale provided by the I.A.F.F. for its denial; or

	(C)	A request for arbitration.

	Section 5.  In the event the I.A.F.F. fails to respond, the City will retain a right to request arbitration or, if appropriate, file a complaint and grievance with the PERB.

	Section 6.  It is further agreed that any limitations as it relates to the time for filing a grievance or matter with the PERB will be stayed during the process described herein.  If the I.A.F.F. agrees to discuss the matter as described in (A) above, and the parties fail to reach agreement, the City and the Union will both retain their right to resolve the issues by arbitration or submission to the PERB. 

ARTICLE 7
	UNION BUSINESS


Section 1.  The Employer shall provide space for a Union bulletin board in each station, the size of which shall not exceed two feet by three feet.

Section 2.  Members of the Union bargaining committee shall be allowed time off without loss of pay to attend contract negotiations, with the understanding that said request be submitted to the Fire Chief in writing prior to said negotiations.

Section 3.  The Union shall be allowed a total of one hundred and fifty six (156) hours aggregate off each year without loss of pay for the purpose of attending the Professional Fire Fighters of Oklahoma (PFFO) convention, Oklahoma State Firefighters Association (OSFA) convention, workshops, seminars, etc.  The Union shall notify the Employer at least seven (7) calendar days in advance as to which employees will use the allotted time off.

Section 4.  Designated Union representatives shall be allowed time off without loss of pay for the purpose of processing employee grievances.

Section 5.  The Union shall be allowed to hold regular and special meetings at central fire station.  Personnel on duty at sub-stations shall be allowed to attend said meetings by bringing fire apparatus to central fire station.

Section 6.  The City agrees that Local 2929 members may bring laptop computers onto city property for the purpose of conducting union related business, etc., subject to the following guidelines; Local 2929 members may only use these computers during break times and after work assignment hours (generally 5 p.m. to 7 a.m. week days, weekends, and holidays).  The City further agrees that the computers referenced above may be connected to a non-business line which shall be the sole responsibility of the IAFF with regard to its maintenance, initiation, and all costs associated therewith.  The use of any computer including those referenced in this section on city premises, for purposes such as visits to pornographic sites of any type, illicit chat rooms, gambling sites, or use for any illegal purposes is prohibited and shall be grounds for disciplinary action. 






















ARTICLE 8
	PERSONNEL REDUCTION

In the case of a personnel reduction, required within the fire department, the Employee with the least seniority shall be laid off first.  In determining seniority for the purpose of personnel reduction, only time as a full-time paid Employee in the Duncan Fire Department shall be counted.  No new Employee shall be hired until the laid off employees have been given an opportunity to return to work, excluding the Fire Chief and the Administrative Assistant.














































ARTICLE 9
	PERSONNEL FILES


Section 1.  It is agreed that all materials concerning investigations, complaints, reprimands, counseling sessions for violations of any rules, regulations or policies, that might be considered detrimental to the employee's position advancement or future with the Department that are to be placed in the employee's personnel file, that the Employer shall notify said Employee of such action and the Employee shall be given the proper opportunity to appeal such action after it becomes a part of his personnel file.

Section 2.  A Fire Fighter shall be allowed to review his official personnel file under supervision at any reasonable time upon written request to the Fire Chief.

Section 3.  Nothing in the foregoing is intended to be in conflict with any privacy laws.










































ARTICLE 10
	PROHIBITION OF STRIKES

Section 1.  During the term of this Agreement, the Union agrees to a prohibition of any kind of job action; i.e., strikes, work slowdown, mass absenteeism, or being party to such activities.  The Union shall not be in breach of agreement where the acts and actions enumerated above are not caused or authorized by the Union.

Section 2.  Upon notification confirmed in writing by the Employer to the Union that certain of its members are engaged in a job action, the Union shall immediately, in writing, order such members to cease the job action and return to work at once and provide the Employer with a copy of such order.  Additionally, a responsible official of the Union shall publicly order all Employees participating in a job action to cease such action.



































ARTICLE 11
	VACATIONS AND HOLIDAYS


PART 1.  VACATIONS

Section 1.  Each employee shall be eligible for vacation with pay after one (1) year service with the Employer.  Employees shall earn vacation as of their most recent employment date.

Section 2.  Vacation allowance shall be earned annually based on the following schedule:

Less than 5 years				168 hours (7 shifts)
5 through 9 years				192 hours (8 shifts)
10 through 14 years				240 hours (10 shifts)
15 through 19 years				288 hours (12 shifts)
20 or more years				312 hours (13 shifts)

	It is understood by all parties that the annual vacation accrual given on January 1 of each year is vacation earned for the year just completed.  If the year just completed overlaps with the end of a firefighter’s probationary year, they will receive a pro-rated accrual of vacation.  Said pro rata period will begin with the shift immediately after the last shift of the probationary period and will end on December 31st of the year during which the probationary period ended.  The pro-rata computation will be as follows:

	1.	Per contract, all employees with 5 years or less of service receive 168 hours of accrued vacation per year.
	2.	Each employee’s annual work hours are 2756.
	3.	Each shift contains 1.4629 hours of vacation.

	Therefore the pro-rated amount of vacation leave earned and accrued after completion of probation will be the number of shifts for that employee multiplied by 1.4629.


Section 3.  All vacations that are to be scheduled (except those shifts that may be split) shall be selected on a continuous seniority basis.  Seniority will prevail with promotion or transfer.  Split shifts may then be selected according to seniority.  Any accumulated or carried over vacation must have the approval of the Assistant Chief in charge of the shift; the Assistant Chief may schedule accumulated vacation when work scheduling will permit.

Section 4.  After an employee's vacation schedule has been approved, it can only be changed by the employee.  The change can only occur if said change would not cause any interference with other scheduled vacations and approved by the Assistant Chief in charge.  Denial by the Assistant Chief must be for legitimate reasons.

            Section 5  If an Employee schedules vacation during 1st pick of our ANNUAL scheduling of vacation (i.e. January when we set up vacation picks on a Seniority basis), then on his first pick he MAY set up One (1) or more Consecutive Shifts (i.e. July 4th or July 4th, July 7th, July 10th).  An Employee may pass on his first or second pick if he so desires.  After vacation scheduling is complete, the remaining shifts may be used in 24 hour increments or split into twelve (12) hour periods on a first come first served basis.

	NOTE1:  The intent of this section is to allow the Employee to schedule only one (1) shift of vacation if that was all he needed or pass (not schedule any vacation) on his first (1st ) pick.  An employee does not have to schedule any vacation if he so desires on our Annual scheduling of vacation.

	NOTE2:  Two (2) officers may be off on the same shift.  However, this policy is being conducted on a trial basis and will be reviewed to begin June 1st, 2013.

Section 6.  Each employee will earn an annual vacation allowance, commensurate with the schedule numerated in Section 2 above, on the 1st day of January.  Said annual vacation allowance will be in addition to the shifts accrued on the 31st day of December.  It is understood, however, that for purposes of this Agreement, the maximum number of hours accrued on December 31, may not, for carry over purposes, exceed five-hundred twenty (528) hours (22 shifts).

Notwithstanding, the parties herein agree that upon the occurrence of the employee presenting notice to the employer of the employee’s intent to retire or resign from active service, said employee will not be allowed to use any additional vacation earned after January 1, but remains unused on the date of notice.

It is further understood that the intent of this section is to LIMIT the amount of accrued vacation to be cashed in by retirees (resignees) to five-hundred twenty eight (528) hours (22 shifts) and further to LIMIT unused vacation upon notice of retirement.



PART 2.  HOLIDAYS

	Section 1.  All members shall be entitled to nine (9) holidays for which they shall receive eight (8) hours at one and one-half pay per holiday.*  The authorized holidays shall be as follows:


	1.	New Year’s Day				January 1
	2.	Martin Luther King, Jr. Day		3rd Monday in January
	3.	President’s Day				3rd Monday in February
	4.	Good Friday				Friday before Easter
	5.	Memorial Day				Last Monday in May
	6.	Independence Day			July 4
	7.	Labor Day				1st Monday in September
	8.	Thanksgiving Day			4th Thursday in November
	9.	Christmas Day				December 25
	

	Section 2.  Members who are on duty on any of the holidays listed above shall receive down time on said holidays.

	Section 3.  For all authorized holidays members may choose to receive eight hours pay at time and one-half for these holidays or they may choose to receive 24 hours off for each of these holidays.  The choice is either/or for these holidays together, may not choose for individual holidays.  This choice is irrevocable.  If choosing time off, the time off must be used on or before 12/31/13.  Time off will follow same rules as if it were vacation. 
PART 3. PAID TIME OFF

	Section 1.  In addition to the foregoing, all members of the bargaining unit shall receive eight (8) hours of paid time off to be used at employee’s discretion.  This paid time off can be used in ¼ hour increments and must be approved by shift commander.  
 
	
PART 4, SCHEDULING TIME OFF

	Section 1.  All vacation scheduling shall be recorded in a daily planner vacation schedule book.  The shift daily planner vacation schedule book shall be kept in the office of the fire department’s Assistant Chief or Captain at the main fire station.  Each shift shall maintain its own daily planner vacation schedule book to record the vacation scheduling.  Vacation scheduling shall be open record for the personnel on each shift to review at all times.  All scheduled or unscheduled vacation will only be recorded in the daily planner vacation schedule book for each shift.  This will be the official record of who is scheduled off on vacation.  

An employee wishing to schedule vacation shall check the daily planner vacation schedule book.  If date employee is wishing to schedule is available he may write in his name.  Employee must then notify his Assistant Chief or his designated representative, if assistant chief is unavailable, of his vacation scheduling.  Assistant Chief or his designated representative, in the absence of the Assistant Chief, can then make sure he has his stations adequately manned.

An employee may call and ask a person on shift to check the vacation schedule to see if the day he wishes to have off is available.  If the date is available the employee’s name should be written in the Vacation schedule book at this time.  Employee wanting off and scheduling vacation must then notify his Assistant Chief, or his designated representative, in the absence of the Assistant Chief.  In the event the Assistant Chief cannot be reached then his designated representative can be notified and this will be acceptable.  Assistant Chief must be called first before calling his designated representative.  Designated representative can only be called if Assistant Chief is unavailable (i.e. off on vacation, sick leave, schools, or did not answer his phone, etc.).
ARTICLE 12
	SICK LEAVE/EMERGENCY LEAVE

Section 1.  Sick leave shall be accumulated at the rate of five point five three eight five (5.5385) hours bi-weekly for a total of one hundred forty-four (144) hours each fiscal year.

Section 2.  Accrued sick leave with pay may be carried over in the next fiscal year, not to exceed one thousand and forty (1,040) hours.  Any portion of sick leave may be used when an employee is unable to work because of a bona fide illness.

Section 3.  In the event of death in the employee's immediate family, employees shall be granted a reasonable period of time off, up to one (1) shift with pay, for a single absence.  This time off is not given automatically, but is based on the individual circumstances of each case as determined by the Fire Chief.

Immediate family as applied to this section consists of the following:  wife, husband, child, brother, sister, parents, father-in-law, mother-in-law, grandchild, grandparents, brother-in-law, sister-in-law, spouse’s grandparents, or a relative living in the same household with the employee.

Section 4.  In the event of serious injury, or serious contagious illness in an employee’s immediate family, the employee may be granted emergency leave.  This emergency leave shall be leave with pay, but shall be charged to sick leave.  When an employee has used his sick leave, the time off may be charged to vacation and compensatory time accrued.  As part of this, provisions of the Family Medical Leave Act of 1993 may also be applicable.

Immediate family, as applied in this section shall consist of relatives residing in the same household with the employee and/or who are listed as insured under the City of Duncan Health Insurance.

Section 5.  A physician's release may be required before an employee is allowed to return to work at the discretion of the Fire Chief or his designated representative.

Section 6.  Members of the Bargaining Unit who do not use more than two (2) shifts of sick leave annually shall receive on January 1, one (1) additional shift of vacation.  Additionally, each year current sick leave accrual in excess of the one thousand and forty (1040) hours shall be redeemed in the form of additional bonus compensation.  Employees shall receive the bonus compensation for eighty-five (85) percent of the excess sick leave accrued over the one thousand and forty (1040) hours, not to exceed 108 hours.  Payment for unused sick leave shall be based on the employees’ hourly rate including incentives. Payment for unused excess sick leave for this contract period shall be paid on 1st Wednesday in January.

ARTICLE 13
	UNIFORM ALLOWANCE

PART I:

Section 1.  Employees of the Fire Department shall receive a uniform allowance of five hundred thirty-five dollars ($535.00) per year.  It is expressly understood that any item purchased utilizing  uniform allowance funds may  only be worn while on duty, unless authorized by the Fire Chief or his Administrative Assistant.  (This is intended to comply with IRS regulations so that the uniform allowance is not part of employees’ taxable income.)

Section 2.  Each employee shall  be permitted to purchase, using  uniform allowance funds, those items contained in this CBA. .

PART II:

	Section 1.  Uniform Items

		A.	Head Wear:  	1. Black ball cap with red and white lettering
		B.	Foot Wear:	2. Duty boots.  Shall be all black, steel toe, steel shank, all leather upper ANSI approved Z41 boot, no low quarters allowed.  Must show certification that boots are OSHA approved at time of purchase.  New purchase to include rookies.  6 months will be allowed from date of approval of contract to phase in boots.
					3. Tennis Shoes.  May be worn as part of the workout uniform.  However, firefighter must respond in duty boots as provided in B. above and duty boots will be worn after hours.
		C.	Outer Wear.	1.  Windbreaker.  Will be black and will have American flag and patch on shoulder sleeve.  All ranks of Captain and above will wear gold buttons with badge.  Drivers and firefighters will wear silver buttons and silver badge.
					2. Jackets.  Black jackets with logo, department name and employee’s name. *All personnel with over five (5) years of service may purchase a dress jacket and the jacket will be black and have employee proper rank attached.
					3.  Belts.  Captains and above:  black with gold buckle.  Drivers and firefighters: black with silver buckle.  *All personnel black Velcro.
					4.  Pants.  Each employee will have one (1) pair of black pleated pants to be worn as dress attire.  Pants used for (duty) Class A uniform, Class B uniform will be same style currently in use by DPD (on this date), style and manufacturer 511, color will be black.  12 months will be allowed from date of approval of contract to phase in pants.
					5.  Polo Shirts.  Ranks above Captain:  white with name, rank, and logo.  Captains:  navy with gold lettering, name, rank and logo.  Drivers and Firefighters:  navy with silver lettering, name rank and logo.  *Polo shirts may be long or short sleeved, 511 style.
					6.  Class A Shirts.  Ranks above Captain:  white with name, rank, badge, flag and patch.  Rank of Captain and below:  light blue in color with name, rank, badge, flag and patch.
					7.  Class B Shirts.  Rank above Captain:  white with pocket, name, rank and logo.  Captain and below:  navy blue with pocket, name, rank and logo.
					8.  Tee Shirts. Will only be worn after City Hall closes, to include Friday, (if City remains on four (4) day work week), weekends and holidays.  
					* Tee shirts can’t be faded or have holes.
					* No long sleeve shirts will be worn under short sleeve shirts.
					* Report back in duty uniform.  See duty boots.	

					9.  Safety Glasses.  OSHA approved safety glasses.

ARTICLE 14
MISCELLANEOUS PROVISIONS

Section 1.  All bargaining unit members shall receive the amount of Christmas or other bonuses paid to all other Bargaining Unit Members and or City Employees, and shall be determined by the City Council.

Section 2.  Employees shall be allowed to exchange shifts, subject to approval of the Fire Chief or his designated representative.  Said request must be submitted twenty-four (24) hours in advance.

Section 3.  On duty personnel will be allowed to take apparatus to restaurants to dine in.  The trucks will be parked in a manner that will allow for a quick response and personnel will have radios on at all times in order to be able to respond to calls.

Section 4.  Truck staffing.  First out Engine at each station must be staffed with at least 1 Captain, 1 Driver and 1 Firefighter.  In the event there are not enough personnel on duty to staff front line engines, members will be called in or held over.  Only members scheduled to be on duty that day will be eligible for step up pay.  Called in members will receive compensation in accordance with language in Article 23, Section 5.  Held over members will receive compensation for hours worked.

This section will be in place until a 3rd substation is put into operation.

Section 5.  Members must call in within 2 hours prior to the beginning of their scheduled shift if they will be absent from work on an unscheduled absence.































ARTICLE 15
	AUTHORITY AND TERM

Section 1.  The Employer and the Union have, by these presents, reduced to writing the Collective Bargaining Agreement resulting from negotiations entered into by the Employer and the Union.

Section 2.  This Agreement shall become effective on January 1, 2013 and shall remain in full force and effect until December 31, 2013.  Notwithstanding, the parties to this Agreement understand that the City must comply with the Constitution of the State of Oklahoma and state statutes in all matters dealing with budgets and expenditures.  The City must comply with 11 O.S. § 17-201 et seq. specifically.  

Section 3.  Whenever wages, rates of pay, or any other matters requiring appropriation of monies by the Employer are included as a matter of collective bargaining, it shall be the obligation of the Union to serve written notice of request for collective bargaining on the Employer at least one hundred twenty (120) days prior to January 1 of each year, the last day on which monies can be appropriated by the Employer to cover the Agreement period which is the subject of the bargaining procedure.

Section 4.  It shall be the obligation of the Employer and the Union to meet at a reasonable time and confer in good faith with representatives of the Union and Employer within ten (10) days after receipt of written notice from the Union or the Employer requesting a meeting for purposes of collective bargaining.

Section 5.  In the event the Union and Employer are unable, within thirty (30) days from and including the date of the first meeting to reach an agreement, any and all unresolved arbitratable issues may be submitted to arbitration on the request of either party.








	ARTICLE 16
	SUCCESSORS AND ASSIGNS

Section 1.  This Agreement shall be binding upon the successors and assigns of the parties hereto during the term of this Contract; and no provisions, terms, or obligations herein contained shall be affected, modified, altered or changed in any respect whatsoever by the consolidation, merger or annexation, transfer or assignment of either party hereto, or affected, modified, altered or changed in any respect whatsoever by any change of any kind in the ownership or management of either party hereto, or by any change geographically of place of business of either party hereto.















































ARTICLE 17
	EXTREME WEATHER CLAUSE

Section 1.  If weather conditions are inclement, it is understood that the Fire Chief or designated representative at the fire ground may, at their discretion, call in off-duty personnel to supplement the normal manning schedule of the department.









































ARTICLE 18
	SAVINGS CLAUSE

Section 1.  If any provision of this Agreement or the application thereof to any person or circumstance is held invalid, the invalidity shall not affect other provisions or applications of this Agreement, which can be given effect without the invalid provision or application and to this end, the provisions of this Agreement are severable.

Section 2.  It is understood that the foregoing is a complete understanding of all the terms and conditions of employment to be governed by this Agreement during the contract period and it cannot be altered in any manner, save by the complete written concurrence of the parties subscribing hereto.

Section 3.  Any appendices to this Agreement shall be numbered, dated and signed by the Employer and the Union, and shall be subject to the provisions of this Agreement unless the terms of said Appendices specifically delete or change a provision of this Agreement, and all Appendices shall become a part of this Agreement as if specifically set forth.

Section 4.  It is understood that the time limits found in this Agreement may be extended by mutual concurrence.

	Section 5.  If during the term of this Agreement, the City of Duncan becomes the EMS provider for Stephens County or within the corporate city limits of Duncan, the parties agree to open the contract in an effort to adjust conditions of employment to accommodate the obligations required for the operation of emergency medical services pursuant to the laws of the State of Oklahoma. 





























	


ARTICLE 19
	SEPARATION OF SERVICE

Section 1.  An employee who retires or resigns shall be compensated accordingly for all of his accumulated overtime, compensatory time, holiday time, and vacation leave, including pro-rata pay to overtime worked and not compensated for at the time of his separation, and as may be limited by Article 11, Section 6.  Additionally an employee who retires shall be compensated on a pro-rata basis for longevity pay, which the employee would otherwise qualify for as provided for in Article 27 of this agreement.  

Section 2.  An employee who is dismissed or laid off is eligible to receive compensation as directed under Federal Law, State Law, and as noted in Section 1 of this Article.

Section 3.  Upon voluntary separation from service an employee shall be compensated for fifteen (15) percent of the total amount of his/her accrued sick leave, while those individuals who remain in City service until retirement will receive 23% of the total amount of his/her accrued sick leave.  Compensation for accrued sick leave shall be at the employee’s hourly rate plus incentives.








































ARTICLE 20
	COURT LEAVE

Section 1.  An employee shall be compensated at the normal rate of pay for all periods of time where he is required to appear before a Court Judge, Justice of the Peace, Magistrate or Coroner, as a witness or defendant in all matters that are job related.

Section 2.  An employee shall be granted leave with pay for those times when the employee is required to appear before the District Court as a Juror.  However, the employee must first ask to be excused from jury duty because of the critical nature of his employment.  Additionally, all such periods of paid leave for jury duty will not exceed two (2) shifts.  Leave will be granted to the employee for all times in excess of two (2) shifts where jury duty is required.  However, those periods exceeding two (2) shifts for jury duty will not be paid by the Employer.











































	ARTICLE 21
	SENIORITY

Section 1.  Seniority shall be defined as the length of service in the fire department of an employee calculated from the most recent date of his employment.

















































ARTICLE 22
HOURS OF WORK

Section 1.  All Bargaining Unit members, excluding forty (40) hour week employees, shall work the one (1) platoon, three (3) shift system.

Section 2.  Members will have down time beginning at 1300 hours on Friday, provided lawn care and housekeeping duties have been fulfilled by that time.  Down time shall continue during term of this contract if general employees continue a 4 day work week.  In the event general employees return to a 5 day work week firefighters will begin down time when City Hall is closed.











































ARTICLE 23
	OVERTIME

Section 1.  All employees of the Bargaining Unit shall receive, in accordance with 29 USC 207, subsection 7 of the revised Fair Labor Standards Act, and in lieu of overtime compensation, compensatory time off at a rate of one and one-half (1 1/2) hours for each hour of employment for which overtime compensation is required by the amended Fair Labor Standards Act.

Section 2.  The parties agree that three hundred seventy-five (375) hours will be the maximum accumulation for compensatory time that can be carried on the books by Bargaining Unit members.  Any additional overtime hours worked by members carrying three hundred seventy-five (375) hours of compensatory time will receive pay for the additional hours.

Section 3.  It is understood that any employee in the Bargaining Unit hired after January 1, 1995 will be allowed to accumulate compensatory time up to the maximum of two hundred one (201) hours.  Any additional overtime hours worked by these members carrying two hundred one (201) hours of compensatory time will receive pay for the additional hours.

Section 4.  Use of Sick and Vacation time will not penalize overtime, but will be considered as hours worked.  Use of compensatory time and other time off will not be considered as hours worked when computing overtime.

Section 5.  It is agreed that any time an employee is required to be called back to work outside of the regularly scheduled hours/shift, said employee will receive time an one-half (1 1/2) for a minimum of two (2) hours and shall receive this overtime compensation for the entire time period worked in this call back status.  This call back provision necessitates the employee being away from the regular hours worked and being formally called back, not merely an extension of time from normal hours (shift) worked.




























	ARTICLE 24
WAGES
Classification and Pay Plan
	
Section 1. 

A.  The current Classification and Pay schedule is attached hereto as Addendum No. 1.  For purpose of the 2013 CBA the firefighters shall receive a 5% per hourly wage increase for 2013.  The parties agree to meet to negotiate a new pay plan and uniformed services schedule on April 1st, 2013.

B.  The City of Duncan shall complete a market survey of benchmark positions bi-annually, each odd numbered fiscal year (2004-2005, 2006-2007, etc.).  The market survey will typically be completed between October and April and made available for review by IAFF Local 2929 prior to salary schedule negotiations for the following year’s contract.  The market survey process shall be consistent with the process set forth in the “Pay and Classification Study of 2001” conducted by the Mercer Group.  The bi-annual survey results will produce a percent of market average for the benchmark positions, which will be a major consideration in salary schedule negotiations between the City Manager and the Union, and funding by City Council budget action. 

Section 2.  The pay-for-performance evaluation system is attached hereto as Addendum #4.  This system shall be used as the sole method for members to progress from one pay step to another within the City Council adopted salary schedule. 

Section 3.  It is agreed that if any member of the Bargaining Unit is required to work above their job classification (rank) after prior approval of the Asst. Chief or his designee for person being released, for one (1) or more hours, that member shall receive additional compensation for all hours worked out of classification.  That member shall receive either five percent (5%) above their regular salary rate or be placed in the lowest pay grade step of the classification being worked, whichever is greater.  Article 14, Section 2, shall not be utilized to obtain working out of classification.

	Section 4.  The parties agree to meet and confer in order to determine criteria for a new Pay Plan Study for uniformed services.  If the parties agree to proceed to commission a study the City and all uniformed services subject to a CBA shall share the cost equally.















ARTICLE 25
DUES CHECK OFF

Section 1.  The Employer agrees to deduct regular monthly Union dues from earned wages of those employees who individually request such deduction and sign an authorization card provided by the Union and approved by the Employer, authorizing the stated monthly dues deduction be made.  The deduction shall be made from each paycheck in an amount certified to be current by the Treasurer of the Union.  A check for the total deductions will be mailed to the Treasurer of the Union no later than fifteen (15) calendar days after the deduction is made.  The payroll deduction shall be revocable by the employee notifying the Employer in writing.  The Union shall be notified of any revocation.

Section 2.  The Employer will deduct only Union dues from the employee's paycheck and will not deduct initiation fees, special assessments, fines or any other deductions except for dues.  In the event of an increase or decrease in Union dues, Union will give Employer thirty (30) days' notice in order to allow Employer to make the proper changes in its accounting records.  No deductions will be made when the salary to be paid an employee is not sufficient to cover the amount to be deducted.

Section 3.  The Employer will provide the Union Treasurer with a detailed report showing individual employee's name and deduction amount at time of payment.


Section 4.  All deductions will be for the month in which they are taken.  All deductions refundable at the time of termination or resignation will be refunded by the Union.  The Employer shall not be responsible for errors.  In the case an error or improper deduction is made by the Employer, a proper adjustment of the same shall be made by the Union with the employee affected.

Section 5.  The Union shall indemnify, defend, and hold the Employer harmless against any claims made and against any suits instituted against the Employer on account of payroll deduction of Union dues.




























ARTICLE 26
	PROMOTION PLAN

Section 1.  The promotion plan agreed to by the parties will be referenced under this article, with the understanding that the specific provisions of the plan are included under Addendum No. 2.  It is understood that management rights as contained in Article 4, Section 2E of the CBA dated July 1, 2010 is a right retained by the City of Duncan, Oklahoma, not withstanding any agreement contained in the 2011 FY Collective Bargaining Agreement which has an effective date of January 1st, 2011.  It is further agreed that this right will be retained on the termination of the 2011 FY CBA.  It is further agreed that the City of Duncan will fill the position of Assitant Chief that was vacated on July 29, 2009.  That said position will be filled pursuant to Article 26 and Addendum 2 Sections 1-11 and Section 13 of this contract.  It is understood that this agreement does not create an obligation regarding Section 12 (Major), Section 14(Fire Inspector) or Section 15 (Fire Marshal) of Addendum 2.  Further this agreement does not alter Section 17 of Addendum 2.

Section 2.  It is agreed that subsequent to an assistant chief being named, all vacant budgeted positions that will have been created as a result of the promotion will be posted within 30 days and pursuant to Article 26 as well as Addendum 2 of the Collective Bargaining Agreement said vacant positions will be filled within 90 days if possible.  The parties agree that Addendum No. 2 Section 5 will be controlling where an eligibility list remains in force and effect.

Section 3.  The parties agree that open positions will be filled when and if the City of Duncan’s application for the FEMA funded SAFER Grant is awarded.































ARTICLE 27
	LONGEVITY

The purpose of longevity pay is to encourage retention of employees who have, over time and through community investment, become well trained and experienced in providing emergency services and managing disaster situations.

Section 1.  Each continuously employed member of the bargaining unit who
(a) has completed three (3) consecutive years employment in the Duncan Fire Service on or before November 1st, 
(b) is employed in the Duncan Fire Service on November 1st shall be qualified to receive longevity pay.
(c) Employees who retire shall be compensated on a pro-rata basis as provided for in Article 19, Section 1.  

	Section 2.   The Employer agrees that the longevity pay shall be computed at the rate of eighty 		four dollars ($84) for each year of continuous service not to exceed twenty seven (27) years.  

Section 3.  
(a) Longevity pay shall be made annually on the third Wednesday of November to qualified employees of the bargaining unit.  
(b) Longevity pay for qualified employees will change on the employee’s employment date in the Duncan Fire Service each year up to the maximum set forth in Section 2 above.
(c) Longevity pay will be made only to employees who qualify as provided for in Section 1 above.








ARTICLE 28
	EMS TRAINING and FIREFIGHTER CERTIFICATION

Section 1.  Members of the Bargaining Unit will continue to be first responders, with the understanding that all training shall be furnished by the Employer.  It is further understood that said training will be given while employees are on duty and during normal working hours (8:00 a.m. to 5:00 p.m.).

Section 2.  All firefighters hired after July 1, 2000 shall, as a condition of employment, obtain certification as an EMT and maintain such certification through all subsequent ranks.

Section 3.  Member(s) hired prior to July 1, 2000  will not be disciplined if said member(s) fail to pass EMT certifications.  It is further agreed that any member(s) who fail to certify as an EMT may continue to train and test until said member(s) achieves certification.  

Section 4.  The City shall provide all continuing education required for members to maintain EMT certification.


Section 5.  Those members that have successfully completed EMT certification and continue to retain valid certification shall receive thirty cents (0.30) per hour additional compensation.

Section 6.  The City of Duncan shall provide additional compensation to Bargaining Unit members that obtain/retain the EMS Intermediate Level Certification.  Those employees shall receive an additional one dollar and forty-five cents (1.45) per hour compensation.  This compensation shall not be in addition to compensation received under Section 5 above.  City shall be responsible for providing all necessary books, materials, fees and time off while on shift to complete/retain certification requirements.  It is understood that Intermediate Level Certification is voluntary.

Section 7.  The City of Duncan shall provide additional compensation to Bargaining Unit members that obtain/retain the EMS Paramedic Level Certification.  These employees shall receive an additional two dollars (2.00) per hour compensation.  This compensation shall not be in addition to compensation received under Section 5 and Section 6 above.  The City shall be responsible for providing all necessary books, materials, fees and time off while on shift to complete/retain certification requirements.  It is understood that Paramedic Level certification is voluntary.

	Section 8.	Hourly pay of IFSAC Certification.  Firefighters will receive an additional 5 cents per hour pay for each of the following IFSAC certifications held by the firefighter:  Firefighter II, Haz Mat Tech, Fire Investigator I, Fire Officer I, and Fire Instructor I.  This provision is in addition to the provisions set forth in sections 1-7 above.










ARTICLE 29
	INSURANCE

The Union recognizes that health insurance provisions are best maintained as a participant with City employees and the City of Duncan in a group insurance program.  It is hereby agreed that the agreed to health insurance program is as follows:

Section 1.  The benefit plan was changed consistent with the recommendations of the Health Benefit Committee.  The City agrees that all language regarding Insurance shall remain unchanged from the FY 2010 Agreement with the following exceptions: 
  
(1) Plan deductibles shall be as follows:
A.	$600 for major medical with $20 co-pay for office visits when the MedEncentive plan is dropped.
B.	  Incentive of $30 credit is deleted from plan when MedEncentive Plan is dropped.
 
(2) There is a $50 co-pay for use of the emergency room.  This co-pay does not count toward the maximum out-of-pocket expense per year.
 
Exception: If a name brand drug is dispensed and there is an approved MAC generic equivalent and the attending physician has not excluded generic equivalent to be utilized, participant will be responsible for the co-payment plus the difference in name brand and/or generic cost on an individual prescription basis.
(3) MaxCare prescription card – Biotech medications are covered through a limited network of providers.  The co-payment is 20% of allowed charges not to exceed $300.  Maintenance drugs are covered as follows:  Select 90 pharmacy - generic - $12, brand name, no generic available - $37.50, brand name with generic available and on MAC list - $37.50 plus the difference in generic and brand name ingredient cost.  Non-select pharmacy – generic - $12, brand name, no generic available - $47.50, brand name with generic available and on MAC list - $47.50 plus difference in generic and brand name ingredient cost.
(4) When using an out of network provider, the benefit payable after the deductible is satisfied is 60% of the next $15,000 of Covered Expenses while using out of network providers.  The participant is responsible for the 40% difference.  The plan then applies a Benefit Percentage of 100%. The benefits within the out of network shall be, by case, modified by the City’s Third Party Administrator (TPA) based on the following exceptions:
	
	A.	Life threatening situation
	B.	Out of State services when incident occurs
B. Medical necessity.

(5) Billed charges allowed for observation rooms.

	(5)  Doctor prescribed foot orthotics are covered.

	(6)  Immunizations for adults and children are covered.

	(7)  The first mammogram is covered regardless of illness or routine if additional mammogram is reviewed for illness.

	(8)  Hearing aids covered if prescribed as a result of an accidental injury or illness while covered by the plan.
	
	(9)  Birth control devices covered - $500 allowed every 5 years.

	(10) Over the counter Zyrtec/Claritin covered with a -0- co-pay.

	(11) Generic statins covered with a $5 co-pay.
		

Section 2.  The employer shall pay premiums associated with coverage of the employee under the plan.  Employee shall be responsible for payment of dependent coverage on a tiered structure of $65 for spouse only, $70 for dependent children only, or $75 for family.

Section 3.   

(a) That Section 1 and Section 2 above shall be amended consistent with the health insurance program as funded by City Council through their action to adopt the fiscal year budgets and in consideration of the Health Benefit Committee’s recommended Health Insurance Program for each fiscal year.

(b) The City has established a Health Benefit Committee for the purpose of recommending a Health Insurance Program and it’s allocation of cost to the City Manager. The Health Benefit Committee is comprised of representatives from different departments to include two representatives from the Fire Department.  The Personnel Director, Finance Director and a representative from the 3rd party administrator will also serve on the committee, with the Personnel Director chairing said committee.  There will be no less than two (2) meetings per year with the first meeting being held at the beginning of the budget process to review the performance of the 3rd party administrator, the projected budgetary cost and necessary reserves; alternate ways of meeting these costs and what the premium should be for the upcoming fiscal year.  The second meeting will be primarily for the purpose of looking at any concerns that have been brought to the attention of the Committee relative to service and performance issues.  The Committee’s recommendation will be given to the City Manager for his/her review and recommendation.  

	Section 4.  Solvency Re-Opener:

	(a)	The parties agree to re-open this item for negotiations to insure the solvency of the City Group Insurance plan in the event the City desires to modify, alter, or change health insurance plans, or benefits, coverage’s or premiums under the current health insurance plans offered to employees at any time during the term of this agreement.  Such changes must be based upon recommendations of the Health Benefit Committee.  If no Fire representatives are present at the committee meeting, the Personnel Director shall notify an officer on duty of the proposed changes.  The Union will have 1 week to meet and vote on whether or not to accept the proposed changes.

	(b)	The Union may elect to re-open negotiations on this article or may, on behalf of all members, elect to opt out of the City Group Insurance Plan including dental and vision if offered.

	(c)	If after negotiations on this article, the parties are unable to reach an agreement with regard to the changes as proposed by the Health Benefit Committee, one or both parties may elect to submit the matter to the arbitration procedures as outlined in 11 O.S. 51-108 et al of the Oklahoma State Statutes.












ARTICLE 30
	TRAINING OFFICER

Section 1.  It is agreed by the parties that shift training officers shall receive an additional One Hundred Fifty Dollars ($150.00) per month for said assignment, and that future assignments to Shift Training Officer shall be made utilizing the current promotional policy. 
















































ARTICLE 31
EMPLOYEE PHYSICAL EXAMINATIONS
	
	Section 1.  The City will provide a full physical examination bi-annually. The City agrees Employees may select their own physicians who shall use the “Physical Examination Form” attached hereto as “Addendum 3”.  Said examination shall cover the areas included on the form in an attempt to identify any type of illness the member may have.  If an Employee selects his/her own physician to perform the medical examination, the City agrees to pay $90.00 of the cost of the examination for members over the age of 40 and $70.00 of the cost of the examination for members age 40 and under.

	Section 2.  The city and the Union agree that the purpose of the bi-annual exam is early identification of problems or illnesses that bargaining unit members may incur so as to lessen the severity of said illnesses in an effort to keep employees healthy and working.

	Section 3.  The City agrees that medical information obtained by the exams conducted under this Article will not be released to the City unless it is authorized by the employee him/herself.  Under no circumstances will the City threaten an employee regarding medical releases.






































ARTICLE 32
IAFF FIREPAC

Non-probationary members of Local 2929 shall be afforded the option of contributing a portion of their pay to IAFF FIREPAC by payroll deduction.  Such contributions shall be subject to the following conditions:  

a.	A signed contribution sheet/card shall be kept on file by Local 2929.
b.	Contribution cards shall reflect the amount authorized to be deducted by the members.
c. The City shall forward said deductions to IAFF Local 2929 bi-weekly.
d.	The City shall provide a list of said members contributing with a check for the total contribution made out to IAFF FIREPAC.












































ARTICLE 33
ALCOHOL & CONTROLLED SUBSTANCES POLICY
FOR DUNCAN FIRE DEPARTMENT

This policy is applicable to all members of the Bargaining Unit represented by Local 2929 IAFF, AFL-CIO.

Section 1.	Policy Statements

1.1	The City of Duncan shall act to minimize substance abuse among its employees and maintain a drug free workplace in order to reduce the potential for accidents, absenteeism, substandard performance and poor employee morale.  To that end, it shall be a condition of employment to abide by the provisions of this policy.

1.2	It shall be a condition of employment that the employees covered by this policy as defined above abide by the terms and conditions as set forth within this policy.  Employees violating the terms and conditions of employment shall be subject to termination of employment.

1.3	Employees shall consent to drug and/or alcohol screening as required under the circumstances set forth within this policy.

1.4	The City of Duncan shall encourage employees with substance abuse problems to seek voluntary treatment.  To that end, no disciplinary action shall be taken against employees who, prior to a request for screening:

(1) identify themselves as having substance abuse problems;
(2) seek voluntary treatment for substance abuse;
(3) abstain from violation of the conditions of employment set forth herein; and
(4) agree to at-will testing.

1.5	Nothing in this policy shall be interpreted as a waiver of management’s right to take measures to maintain discipline and a safe environment or to respond to unsatisfactory job performance, misconduct, or excessive absenteeism under other provisions of the Personnel Manual of the City of Duncan.

Section 2.	Affected Participants

2.1	Participants affected by the scope of this policy include the following:

1. Employees of the City of Duncan.  This policy shall apply to full-time, part-time, and temporary employees, including those people performing work for the City of Duncan, but paid by another agency. (i.e., ASCOG, DHS, Temporary Employment Service, etc..)
2. Applicants for employment.  Any individual applying for employment will be required to complete pre-employment testing after the City of Duncan has extended a conditional offer of employment.

Section 3.	Substances Restricted by this Policy

3.1	Any employee while on duty, while in, on, or using City property, or while on the property or job site of a customer, is explicitly restricted as follows:

1. Narcotics, illegal drugs, inhalants, or other contraband substances. The manufacture, use, possession, distribution, transportation, or sale of narcotics, illegal drugs, controlled substances, designer drugs, inhalants, or drug paraphernalia is prohibited.
2. Misuse of legal drugs and inhalants.  The misuse of legal drugs and inhalants is prohibited.  Misuse includes, but is not limited to, use or possession of any drug for which an employee does not have a valid prescription, or possession in quantities greater than those prescribed.
3. Alcohol or intoxicating beverages.  The use, possession, transportation, distribution, or sale of alcohol or intoxicating beverages is prohibited.

3.2	For purposes of this policy, “City Property” is defined to mean all owned or leased real 
and personal property of the City of Duncan.  This includes, without limitation, all boats, automobiles, trucks, equipment and machinery.

Section 4.  	Responsibilities of Individuals covered by this policy.
	
4.1	In order to comply with the provisions of this policy, each individual must assume the following       	responsibilities:

1. Working under the influence of performance impairing medications:.  Employees who have been prescribed legal medications that could affect the safe performance of their duties are required to notify their supervisor prior to performing any hazardous or dangerous tasks.  This could include the operation of a motor vehicle, heavy equipment or machinery, work around or near hazardous chemicals or substances, or work in other dangerous or hazardous environments.

2.	Reporting to work or working while impaired by a restricted substance.  Employees may not report to work nor start working while impaired by any restricted substance as outlined in Section 3 of this policy.  For the purposes of this policy, “impaired” is defined as having alcohol or any intoxicating beverage, illegal drug, narcotic, inhalant or controlled substance in the system to the extent that a urine, blood or breath/saliva test reports a positive test result.

3.	Reporting violations.  Many of the services provided by the City of Duncan are performed under hazardous and dangerous conditions; thus employees are encouraged to come forward and report violations to management.  This information may be instrumental in the prevention of serious accidents or even fatalities that are directly tied to substance or alcohol abuse on the job.

Section 5.	Testing

5.1	Timing and requirements of testing.  The City of Duncan will require the testing of individuals covered by this policy under the following conditions:

1. Pre-employment.  All applicants for employment who have been given a conditional offer of employment will be required to submit to a urinalysis prior to employment.  Offers of employment are made contingent upon passing the City of Duncan’s medical review, including the alcohol and drug test.  Applicants who have received firm employment offers are to be cautioned against giving notice at their current place of employment, or incurring any costs associated with accepting employment with the City of Duncan until after medical clearance has been received.  Under no circumstances may an employee perform a safety sensitive function until a confirmed negative result is received.

2. Post-Accident.  The City of Duncan will require an employee to undergo drug or alcohol testing if there is a reasonable suspicion that the employee or another person has sustained a work-related injury or the City of Duncan’s property has been damaged as a direct result of the employee’s use of drugs or alcohol.

3. Reasonable Suspicion.  The City of Duncan will require an employee to undergo drug or alcohol testing if the employer has a reasonable suspicion that the employee has violated the employer’s written policy.

4. Right to Explain Test Results.  After test results have been received, every applicant and employee will be given adequate opportunity to explain the test results by disclosing any information they feel is relevant to the testing process.

5.2	Testing Procedures.  The City of Duncan is committed to providing the highest quality of 	testing to assure the accuracy of the results.  Such testing procedures include the 	following:

1. All testing shall be performed by a laboratory that is certified by the Oklahoma State Department of Health using established laboratory procedures and protocols.  

2. The laboratory will test for various substances as specified by the City of Duncan in Appendix 1.

3. The laboratory will use gas chromatography/mass spectrometry (CG/MS) to confirm any initial positive test result.

4. If a sample is shown to be positive for a particular substance, the remainder of the sample will be frozen for a period of one year from the date of collection.  This frozen sample will be maintained for the sole purposes of confirming that a specified substance was present in the sample at the time of the initial testing.  

5. Confidentiality.  Every applicant and employee may obtain information and records pertaining to their test results by directing a written request to the Substance Abuse Administrator.  This information will only be released as permitted or required by law.

Section 6.  	Disciplinary Action

6.1	Violations of the various provisions of this policy will result in disciplinary action up to and I	ncluding termination.  Such disciplinary action will vary according to circumstances as 	follows:

1. Failing a pre-employment test.  If a sample is found to contain any substance prohibited by this policy, the applicant will be ineligible for employment.

2. Use, possession, transportation, distribution, or sale of restricted substances.  Employees found to have violated the provisions of this policy in the areas of use, possession, transportation, distribution or sale of restricted substances, will be subject to termination of employment.

3. Failure of an employee to cooperate with the City of Duncan’s representative(s).  Employees refusing to cooperate with an authorized City of Duncan representative’s request to submit to testing as defined in the policy will be subject to termination of employment.

4. Positive lab, test results.  Any employee receiving a confirmed positive test result will be subject to termination of employment.


Section 7.	Definitions

7.1	Words and terms used herein shall have their normal and customary meaning unless clearly indicated to the contrary by the context of the usage.  The following words, phrases and terms are defined as follows with respect to their application and usage within the Alcohol and Controlled Substances Policy of the City of Duncan.

Accident – Means any incident involving one or more of the following circumstances while on duty or engaged in the course or scope of business for the City of Duncan: (1) an accident involving one or more vehicles or pieces of equipment; (2) any personal injury; (3) damage to public or private real or personal property.

Alcohol – Means ethyl alcohol or ethanol.

Applicant – Means a person who has applied for a position with the City of Duncan.

At-will screening – Means agreement to submit to screening beyond the normal requirements set forth in the alcohol and controlled substances policy for a specified period following an employee’s return to work after voluntary treatment for substance abuse problems.

Board – Means the State Board of Health.

City or City of Duncan – Means the City of Duncan, Oklahoma, a municipal corporation, and/or the Duncan Public Utilities Authority.

Commercial Motor Vehicle – (CMV) Defined by the Department of Transportation (DOT) as any self propelled or towed vehicle used on public highways to transport property or passengers if:

a) the vehicle has a gross weight rating or gross combination weight rating of 26,001 or more pounds; or
b) the vehicle is designed to transport more than 15 persons, including the driver; or
c) the vehicle is used in the transportation of hazardous materials in a quantity requiring placarding under the regulations issued by the Secretary under the Hazardous Materials Transportation Act.

Confirmation test – Means a drug or alcohol test on a sample to substantiate the results of a prior drug or alcohol test on the same sample and which uses different chemical principles and is of equal or greater accuracy than the prior drug or alcohol test.

Confirmed positive test result – Means a positive second test result for the same substance identified in the initial test.

Consent (to screening) – means the provision of the sample or samples requested under the conditions set forth within this policy.

Drug – Means amphetamines, cannabinoids, cocaine, phencyclidine (PCP), hallucinogens, methaqualone, opiates, barbiturates, benzodiazeepines, synthetic narcotics, designer drugs, or a metabolite of any of the substances listed herein.

Drug or alcohol test – means a chemical test administered for the purpose of determining the presence or absence of a drug or its metabolites or alcohol in a person’s bodily tissue, fluids or products.

Equipment – Means any piece of machinery or implement used in an operation or activity in the course of an employee’s assigned duties other than a vehicle.

Evidential Breath Testing Device – (EBT) Means a device approved by the National Highway Traffic Safety Administration (NHTSA) that is designed to indicate the presence of alcohol by chemical reaction when exposed to an individual’s breath.

Exempt CMV – means the State of Oklahoma has exempted fire trucks from the rules requiring drivers of these vehicles to have Commercial Drivers Licenses (CDL).

Impaired (by) – means an employee who while on duty or in the course and scope of their employment, has alcohol, or any intoxicating beverage, illegal drug, narcotic, or controlled substance in his or her system to such an extent that a urine, blood, or EBT or any other test accepted by the scientific community, reports a positive test result for any such substance at or above the thresholds established for such substance in Appendix Number 1 to this policy.

Initial test – means the first test performed on an employee’s or applicant’s urine sample or an EBT to detect the presence of substances and concentrations listed in Appendix 1 to this policy.
	
Refusal to Consent – means the verbal or written refusal to provide the required samples upon request or the physical failure of an employee to provide the required samples.

Screening – means the provision upon request, under circumstances set forth in this policy, of urine and/or blood samples as required to test for the presence of substances listed in Appendix 1 to this policy, and/or the submission to a EBT.

Second test – means a confirmatory test performed to verify a positive result of an initial test.  Second tests shall be by gas chromatography/mass spectrometry test upon a portion of the original sample yielding a positive result in the initial test or, in the instance of an initial positive test for alcohol, by blood alcohol test.

Substance – means alcohol, illegal drugs, prescription and over the counter medication, and any other substance that may be inhaled, injected, or taken by mouth that may affect an individual’s job performance or judgment.

Substance Abuse Administrator – Means an employee of the City of Duncan and/or Duncan Public Utilities Authority designated by the City Manager to perform the duties assigned to such position within the Substance Abuse Policy.

Vehicle – means any motorized equipment that may be legally operated upon a public 	street.

Section 8.	Notice of Request for Screening

8.1	Notice of a request for screening shall be provided to an employee by their immediate supervisor, department head or the Substance Abuse Administrator who shall:

1. Advise the employee of the reason for such request and the consequences of refusal to consent.
2. Assure that the required samples(s) are provided or document the employee’s refusal to consent to screening.

Section 9.	Sample Collection Procedures.  

9.1	Upon the employee’s consent, the Substance Abuse Administrator, department head, or supervisor shall assure that the employee is taken to a designated sample collection site and provides a urine sample and/or is administered an EBT.  Upon a positive EBT, the employee shall provide a blood sample in addition to the required sample of urine.

9.2	In the instance of screening due to reasonable suspicion, the employee shall be driven home or to another site following collection of the sample(s).  The employee shall not be returned to their vehicle.

9.3	In the instance of injury requiring medical treatment, the Substance Abuse Administrator,  the sample(s) as quickly as practical.

9.4	In the case of conducting a urinalysis, the person handling the procedure should have the individual being tested unwrap and open a pre-sealed Chain of Custody Drug Testing Kit which will include the following items: Transport bag, urine specimen container, integrity seal, tamper-proof tape, and sample identification label.  The individual being tested should then be escorted to the room used for sample collection.

Under no circumstances should any representative, agent or designee of the City of Duncan directly observe the individual in the process of producing a urine sample.

9.5	In the case of conducting a blood alcohol test, in the presence of the individual being tested, the person handling the procedure should open a pre-sealed chain of custody blood alcohol testing kit which will include the following items: transport bag, blood specimen container, integrity seal, tamper-proof tape, and sample identification label.  The individual being tested should be escorted to the room used to draw blood for alcohol testing.  The site from which the blood will be drawn should be cleaned by a non-alcohol antiseptic wipe.  Blood should be drawn by a qualified phlebotomist or other qualified nursing personnel.

9.6	After receiving an acceptable sample, the person handling the procedure, in the presence of the applicant/employee, should place the identification label on the sample container and fill in the requested information using a code number which is assigned to that specific applicant/employee and secure the sample container with tamper-proof tape.  The applicant/employee and the person handling the procedure should both place their initials and the date on the tamper-proof tape, verifying that the sample was sealed in their presence.

Section 10.	Testing and Reporting Procedures

10.1	For substances other than alcohol, the initial testing of employee samples shall be by immunoassay test to determine the presence of substances and quantities in accordance with Appendix 1, “Substances and Concentration Levels”.  A sample yielding a positive initial test result shall be given a second test by GC/MS to confirm the initial screening result.

1.	A gas chromatography/mass spectrometry (GC/MS) test using a portion of the same sample used in the initial screening test shall be the method of confirming the initial positive test.  Unless the second test confirms the initial screening, the testing laboratory shall report a negative result to the Substance Abuse Administrator.

10.2	Initial testing for alcohol shall be by administration of an Evidentiary Breath Test (EBT).

1.	A positive preliminary EBT shall be confirmed by an initial EBT with a print-out.  If the initial test is positive, it shall be confirmed by blood alcohol test on a sample taken following the positive screening result.  Unless the second test confirms the initial screening, the testing laboratory shall report a negative result to the Substance Abuse Administrator.

10.3	All drug and alcohol test results and related information, including but not limited to, interviews, reports, statements and memoranda, are the property of the City of Duncan and, upon the request of the applicant or employee tested, shall be made available for inspection and copying to the applicant or employee to the extent required by law.

Section 11.	Notice of a Confirmed Positive Test Result.

11.1	An employee receiving a confirmed positive test result shall be notified in writing of such result and shall be placed on suspension with pay.  Such notice shall advise the employee that he/she:

1. has tested positive for the substances and quantities contained in the test results;
2. is subject to termination;
3. may request an additional confirmatory test by a laboratory meeting the requirements established by the State Board of Health for facilities doing urine analysis, at the employee’s own expense;
4. may request a confidential meeting with the Substance Abuse Administrator to determine if there is a legitimate explanation for the test results; and
5. has the right to a hearing as set forth in Section 13, Pre-Determination Disciplinary Hearing, below.

Section 12.	Disciplinary Action

12.1	The Substance Abuse Administrator shall determine to his/her satisfaction that there is no evidence that a confirmed positive test result is due to an unreported use of prescription drugs and that proper procedures were followed in requesting, handling, and reporting of test results prior to recommending that employment be terminated.

Section 13.	Pre-Determination Disciplinary Hearing

13.1	Upon notice of termination of employment, an employee may request a pre-determination disciplinary hearing, in accordance with the procedures of the Personnel Manual.

Section 14.	Applicant Testing

14.1	All applicants for positions which fall within the definition of Employee Group 1 will be required to undergo a drug test in conjunction with their pre-employment physical after a conditional offer of employment has been made.

14.2	Any applicant receiving a confirmed positive test result, except as provided in 14.3 below, will be denied employment with the City of Duncan.

14.3	The use of controlled substances as part of a prescribed medical treatment under the supervision of a licensed physician will not result in elimination from consideration for employment, provided that such treatment does not adversely affect the applicant’s ability to perform the essential functions of the position for which the applicant is being considered.  Such finding shall be documented by a physician’s report or statement.

Section 15. 	Reasonable Suspicion Testing

15.1	The City of Duncan shall require employees to undergo drug and/or alcohol screening if there is reasonable suspicion that the employee has violated the City of Duncan’s Alcohol and Controlled Substances Policy.

15.2	“Reasonable Suspicion” means a belief that an employee is using or has used drugs or alcohol in violation of the City of Duncan’s Alcohol and Controlled Substances Policy, where such belief is based on specific objective facts and reasonable inferences drawn from those facts in light of experience.  Among other things, such a belief may be based on any one or more of the following:

(1)	Observable Phenomena:  A belief may be based on observable phenomena, including but not limited to the physical symptoms or manifestations of being under the influence of a drug or alcohol while at work or on duty, or the direct observation of drug or alcohol use while at work or on duty.

(2)	A Report of Use: A belief may be based on a report of drug or alcohol use while at work or on duty, provided by a reliable and credible source which has been independently corroborated.

(3)	Evidence of Tampering: A belief may be based on evidence that an individual has tampered with a drug or alcohol test during his employment with the City of Duncan.

(4)	Other Evidence:  A belief may be based on evidence that an employee is involved in the use, possession, distribution, purchase, transfer, or manufacture of drugs while on duty or while on the City of Duncan’s premises or while operating the vehicles, machinery or equipment of the City of Duncan.

15.3	The determination to request screening on grounds of reasonable suspicion shall be made by either the Substance Abuse Administrator, an employee’s department head or an employee’s immediate supervisor.

(1)	Employees observing actions or circumstances suggesting grounds for reasonable suspicion shall verbally report their observations to the Substance Abuse Administrator, their department head or immediate supervisor.

(2)	Upon a determination that reasonable suspicion exists, the person(s) observing actions constituting the basis for such determination, and the supervisor or department head requesting screening shall submit written documentation of circumstances leading to the request for screening to the Substance Abuse Administrator.

15.4	An employee consenting to a reasonable suspicion screening shall be suspended from duty with pay until notice to return to work, based upon a negative result, or resolution of a positive result.

Section 16.	Post-Accident Testing

16.1	The City of Duncan shall require any employee to undergo drug and/or alcohol testing after an accident, if there is a reasonable suspicion that the employee or another person has sustained a work-related injury or the employer’s property has been damaged as a direct result of the employee’s use of drugs or alcohol.  This shall be done as soon as practical after the accident.

16.2	Requests for post accident screening shall be made to the employee(s) involved in the accident by their immediate supervisor or department head who shall report all such requests to the Substance Abuse Administrator as promptly as practical.

Section 17.	At-will Testing. 

17.1	An employee who has sought voluntary treatment under the provisions of Section 1.4 of this policy may be permitted to return to work upon condition that the employee consent to at will screening for a period of two (2) years from the date of the employee’s return to work.

Section 18	Employee Assistance Program

18.1	The City of Duncan has contracted with various counselors to provide initial evaluation and referral, if appropriate, for substance abuse counseling, treatment or rehabilitation.  A list of providers is available in the Personnel Office.


APPENDIX TO ALCOHOL AND CONTROLLED SUBSTANCE POLICY

SUBSTANCE AND CONCENTRATION LEVELS
In administration of the City of Duncan’s Alcohol and Controlled Substances Policy, screening of employees shall be conducted only for the following substances.  Any test resulting in indications of the listed substances, in concentrations below the levels indicated shall be reported as a negative result.

		Substance                Concentrations Yielding a Positive Result
		Alcohol				0.02 grams/100 millileters*
		Amphetamines			1000 ng/ml**
		Cocaine Metabolites		  300 ng/ml
		Marijuana Metabolites		     50 ng/ml
		Opiate Metabolites		   2000 ng/ml
		Phencyclidine			      25 ng/ml

The substances and concentrations above, other than alcohol, if identified in the initial testing, shall be confirmed by gas chromatography/mass spectrometry test on a portion of the original sample yielding a positive result.  A preliminary breath test indicating the possibility of the presence of alcohol, will be confirmed by a breath test using evidential breath testing devices (EBT) approved by the National Highway Traffic Safety Administration (NHTSA) which will print out the results, date and time, a sequential number, and the name and serial number of the EBT to ensure reliability of the results.  If that test is also positive, a blood alcohol testing using a sample drawn immediately will be administered.
Notes:
*blood alcohol concentration of two hundredths (2/100) of one percent (2%) by weight

** “ng/ml” means nanograms per milliliter


ARTICLE 34
Pre-Determination Disciplinary Hearing Process

Section 1	A Pre-determination disciplinary hearing will be held, unless waived by the employee, before any disciplinary action is taken that would affect the employee’s pay.  The employee will have choice between a Firefighter’s Disciplinary Board or a City Board as outlined in the City of Duncan Personnel Manual.  The employee shall be furnished in writing the charges to be heard by the Board, shall be advised of his/her right to representation, shall be provided copies of all documents to be used at the hearing, and shall be advised of his/her right to call witnesses on their behalf.  Said written notice shall be provided to employee at least five (5) days prior to hearing date.  The hearing date will be set by the City.

		The employee, if not available, shall be notified by certified mail.  If the employee is present on the job site, the employee shall sign the notification to acknowledge receipt.  If the employee declines to sign the notice, the Personnel Office respresentative shall note the time and date that the notice was presented and that the employee refused to acknowledge by signing.

Section 2	If a Firefighter Disciplinary Hearing Board is chosen, the hearing will be held by a committee consisting of five (5) members of the Fire Department: three (3) to be chosen by the employee, one(1) to be chosen by the Chief or his designee, and one (1) to be chosen by random drawing.  The members of the Board should not be the direct supervisor of the employee involved, or anyone directly involved with the case.  The member of the grievance board elected by each department should not serve on this hearing board.
A. The employee may be sent home immediately if needed, but it will be with pay until after the pre-determination disciplinary hearing is held.  If the hearing board agrees on the suspension or dismissal, it may be made retroactive back to the date the employee was sent home.
B. Present during the hearing will be:
1. Appointed pre-determination disciplinary board made up of 5 employees;
2. Hearing Officer (City Attorney or designated representative);
3. Accused employee;
4. Employee’s designated representative;
5. Supervisor bringing allegation.
C. This is a closed hearing.  Witnesses for both parties may be present only during the time that they are testifying.  (With the exception of the supervisor bringing the charges.)  The Hearing Officer will make the determination as to who may remain in the room during the hearing.
D. Upon completion of all matters to be heard by the pre-determination disciplinary hearing board members, both the employer and the employee will be advised that written findings of fact and conclusions with regard to the disciplinary recommendations will be provided to the party, in writing, not later than the close of business on the next business day.
E. The pre-determination disciplinary hearing board shall make a finding of fact on all issues presented and the findings shall be written and should state the basis of the underlying facts.  These findings should be forwarded to the Personnel Director to be written up.
F. If the pre-determination disciplinary hearing board finds in favor of the employee, the board’s findings will be final and the employee will return to his or her place of business and the supervisor will not be allowed an appeal.  If the pre-determination disciplinary hearing board finds in favor of the employer and recommends the employee’s wages, hours or working conditions be adversely affected by the findings, the employee may then: 1) accept the recommended discipline, or 2) appeal the findings of the pre-determination disciplinary hearing board to the next higher authority which is the City Manager.
G. In the case of an appeal, the employee will forward the file to the next higher authority (City Manager).  The file should contain:
1. Written notice of an appeal;
2. The reason the employee feels that the pre-determination disciplinary hearing board was incorrect in its findings; and
3. The appellant’s recommendation to correct the findings of the pre-determination disciplinary hearing board.
The City Manager will not review new information or evidence not presented at the prior hearing; will consider only evidence or the record presented at the hearing; will review said evidence in light of the dictates of the Personnel Manual; will determine whether the appellants’s rights of due process were fully protected.  The appellant will present notice of intent to appeal to the City Manager within 24 hours of his or her receipt of the findings of the pre-determination disciplinary hearing board from the Personnel Director.  If, however, the appellant receives written notice of the findings prior to a holiday or weekend, the required notice to the City Manager’s office will be presented not later than close of business on the next following work day (work days defined as Monday, Tuesday, Wednesday or Thursday).

The City Manager will, within 48 hours of his/her receipt of the appeal, forward a response by certified mail to the appellant.  Said response will be final with no other appeals afforded to the employee.  The process described in this section is deemed to be peculiar only to actions taken by a pre-determination disciplinary hearing board meeting.  It is not intended to replace the grievance procedure described in the contract and the grievance procedure in the contract is not intended for use in appeals from the rulings of the pre-determination disciplinary hearing board.


ADDENDUM # 1
I.A.F.F. PAY/CLASSIFICATION PLAN
FY 2013

NOTE:  Employees may qualify for step increases consistent with the “Pay-For-Performance” Evaluation System as referenced in Art. 24, Sec. 2 (See Addendum #4) of this agreement.



 (Currently not 5% between steps)

	
	POSITION
	STEP A
	STEP B
	STEP C
	STEP D
	STEP E
	STEP F
	STEP G
	Merit Bonus

	53
	Prob.
	11.56
	12.11
	
	
	
	
	
	

	54
	Firefighter
	12.72
	13.29
	13.90
	14.54
	15.21
	15.90
	16.64
	Min. of 5%

	57
	Driver
	14.54
	15.21
	15.90
	16.64
	17.42
	18.23
	19.09
	Min. of 5%

	62
	Captain
	18.23
	19.09
	20.00
	20.93
	21.91
	22.96
	24.04
	Min. of 5%

	63
	Major
	
19.09
	
20.00
	
20.93
	
21.91
	
22.96
	
24.04
	
25.18
	Min. of 5%


	65
	Asst. Chief
	20.93
	21.91
	22.96
	24.04
	25.18
	26.39
	27.65
	Min. of 5%






	

	

	

	
	
	
	
	
	
	
	
	
	

	

	

	

	

	

	


With regard to FY2013): Council funded a 5% Market Increase to the pay plan, however merit (step) increases in compensation or performance bonuses as referenced in Addendum #4 (Performance Appraisal System) were not funded as a result of specific action taken by City Council.

If additional raises are given other uniform service employees during the term of this agreement, then in that case the parties shall have an option to reopen the agreement to discuss increases in wages.  In this instance, raises do not include increases for completing probationary periods or for promotions.



Addendum No. 2
Promotion Policy

Section 1.  All employees shall be entitled, after meeting certain requirements, to a fair and equitable opportunity for advancement as established herein.

Section 2.  It is the purpose of this procedure to assure all employees an equal opportunity in competing through promotional examinations which shall be free of favoritism, personalities and politics.  The goal of this procedure is to select the most qualified individual for the position available in an organized and orderly manner.

Section 3.  The administration of this procedural guide will be coordinated by a committee of three (3) members.  This committee will coordinate examination procedures and assure proper administrative controls.  Fire service personnel from OSU shall score the written and practical examinations.  The committee will consist of one (1) member appointed by the Union, the Personnel Director or designee and the Fire Chief or designee.  The Union appointee will review all dimensions and weighing factors prior to the conducting of the promotional examinations.  The Personnel Director or designee does not have to be present during actual testing.

Section 4.  The Union committee members shall be of equal rank or above the position being tested.  In the event a member becomes permanently or temporarily unavailable, he will be replaced by a substitute committee member.  The substitute member will be selected in the same manner as the member he is replacing was selected.

Section 5.  Examinations for all positions will be given as a position becomes vacant when possible.  All applicants for promotions in each position that qualify as outlined by position will be tested and placed on the promotion sequence list, beginning with the highest total score to the lowest total qualifying score.  The list will remain in force for one (1) year.  Department promotions will be made from the eligibility list in order of the highest to lowest total scores by the Fire Chief.  At no time will a member be allowed to skip a rank except where provided.

Section 6.  The examination for apparatus operator/driver will  consist  ofsix (6) parts: A written test exam (IFSTA Pumping Apparatus Driver/Operator newest edition, a Driver’s obstacle course, engine operations with pumping, proper aerial setup and operations with pumping and drafting operations with pumping.  All will consist of connecting to the proper water source using various lays, and pumping operations consisting of various size hose, elevation, and lengths utilizing proper psi discharge pressures on multiple lines.  Finally, there will be a scenario where you are the incident commander.  You will be expected to complete the scenario from dispatch through the entire completion of the incident and complete a proper ICS chart of all activities and assignment.  Written test has 100 points possible and all other parts are worth 20 possible points each.  The final grade of the examination will be the total points scored on all elements plus one (1) point to be added to final score for every year of service on the Duncan Fire Department, but these points are not to exceed 10% of final score.

	
Section 7.	The promotional test for Captain will consist of 2 parts.  A written exam, (IFSTA Fire and Emergency Services Company Officer and Fireground Support Operations) of the most current edition, and a fire ground scenario.  The written test will consist of 100 points and the scenario will also consist of 100 points, for a possible total of 200 points.  The final grade of the examination will be the total points scored on all elements plus one (1) point to be added to final score for every year of service on the Duncan Fire Department, but these points are not to exceed 10% of final score.

Section 8.	The promotional test for Asst. Chief will consist of 2 parts.  A written exam (IFSTA Chief Officer) of the most current edition, and a fire ground scenario.  The written test will consist of 100 points and the scenario will also consist of 100 points, for a possible total of 200 points.  The final grade of the examination will be the total points scored on all elements plus one (1) point to be added to final score for every year of service on the Duncan Fire Department, but these points are not to exceed 10% of final score.

Section 9.	Employee receiving the highest score from totals of the written examination and the performance test and the points for years of service will be totaled and the employee’s name will be placed on the eligibility list.  In the event of a tie, the person with the most seniority will be advanced.

Section 10.  Applicants will be given a control identification number at the beginning of the written examination.  Applicants will be told to write this number down for use during the selection period.  All applicants may review the correct answers to the written test from the conclusion of the testing process for one and one-half days following the examination.  However, these tests are not to be removed from the office.  Any protest of the written test must be filed during this period with the personnel office.  Sequence list shall be posted after all protests have been heard.  After the posting of the sequence list, all applicants will be allowed to review their written and/or practical factor examination, where appropriate.

Section 11.  If the applicant believes the procedures outlined herein have been violated, the individual may present a grievance on this issue to the committee within seven (7) days after the final selection is made by the Fire chief.  No grievance may be filed after that time.

Section 12.  Eligibility.  Apparatus Operator/Driver.  Applicants shall be required to have been employed with this department for a period of three (3) continuous years performing the duties as firefighters.

Section 13.  Eligibility – Line Captain.  Applicants shall be required to have been employed with this department for a period of five (5) continuous years.  Applicants must have held the position of Apparatus Operator for two (2) years.

Section 14.  Eligibility – Major.  Applicants shall be required to have been employed with this department for a period of seven (7) continuous years.  Applicants must have held the position of Line Captain for two (2) years.

Section 15.  Eligibility – Assistant Chief.  Applicants shall be required to have been employed with this Department for a period of nine (9) continuous years.  Applicants must have held the position of Major for two (2) years.

Section 16.  Eligibility – Fire Inspector.  Applicants shall be required to have been employed with this department for a period of five (5) continuous years.  Applicants must have held the position of Apparatus Operator for two (2) years.

a. In the event there are not two (2) applicants within this department, application may be opened to outside the department under the following sequence of soliciting applicants:  Applicants with at least five (5) years with another in-state full-paid Fire Department.

Section 17.  Eligibility – Fire Marshal.  Applicants shall be required to have been employed with this department for a period of nine (9) continuous years.  Applicants must have held the position of Major for two (2) years.

	Any applicant attaining the Fire Marshal or Inspector position must be certified by the State of Oklahoma in Inspection Procedures and Arson Investigation within two (2) years of attaining this position.

Section 18.  Any of the above positions can be designated as an administrative assistant of the Deputy Chief.

Section 19.  Promotion Following Reduction in Rank.  Any person voluntarily taking a reduction in rank shall be eligible after six (6) months to test for the rank which he gave up.  Any person who is involuntarily reduced in rank shall be eligible after six (6) months to test for the rank which he was demoted from.

ADDENDUM # 3
PHYSICAL EXAMINATION FORM

Name: __________________________________________________ SSN: ____________________________

Address:_________________________________________________________________________________

SSN: ________________________________________Date of Birth: __________________ Age: ___________

HEALTH HISTORY

Yes    No				Yes	No			Yes  No
              	Head or Spinal Injuries		             	Syphilis		             	Kidney Disease
             	Seizures, fits, convulsions,		             	Gonorrhea		             	Muscular Disease
                  or fainting				_           	Diabetes		             	Suffering from any other disease 
             	Extensive confinement by illness	 	             	Gastrointestinal	
			 	Ulcer		             	Permanent defect from illness, disease or injury			
             	Cardiovascular disease	     	             	Nervous stomach		             	Psychiatric disorder
             	Tuberculosis			             	Rheumatic Fever		             	Any other nervous disorder
					             	Asthma
If answer to any of the above is yes, explain: ____________________________________________________________________________                                                                                                                                                                                                                                                
PHYSICAL EXAMINATION
General Appearance and Development: Good:                          	Fair:                                 Poor:  _________________ 
Vision: For distance: Right 20/                     Left 20/                     Both 20/                              W/O corrective lenses   With corrective lenses if worn.       Evidence of disease or injury: Right                              Left:__________________                       Color Test:                                                                   Horizontal field of vision: Right                        Left   _____ 
Hearing: Right Ear                                          Left Ear                                 Disease or injury__________________                  Audiometric Test (complete only if audiometer is used to test hearing) decibel loss at 500 Hz  __________                             at 1,000 Hz                      at 2,000 Hz __________________                                                                                                        Throat
Thorax:     Heart                                                                                                                                                                             Blood pressure: Systolic                           Diastolic ____________________                                                                               Pulse: Before exercise                Immediately after exercise             Lungs                                                     
Abdomen: Scars                             Abnormal masses                              Tenderness                                                            Hernia: Yes                  No                     If so, where?                                                               Is truss worn? _______________ Gastrointestinal: Ulceration: Yes               No                    40)Rectal exam (Age                                  Occult Blood                 Genito-Urinary:                                                                                                                                                                             Reflexes: Romberg                               Pupillary                            Light R                           L  ______________                        Accommodation      Right                                              Left ___________________                                                                    Knee Jerks: Right: Normal                               Increased                                 Absent  _____________________                        Left:   Normal                             Increased                                   Absent                                                                
Remarks:                                                                                                                                                                                         Extremities: Upper                                                    Lower                                                           Spine                                      Laboratory and other Special Findings: Urine: Spec. Gr.                                                Alb.                                 Sugar         General Comments/Recommendation:                                                                                                                                                       

           ________________________________________________________     	                                                     	                 Date of examination                               Address of Medical Examiner                   		      Name of Medical Examiner


                                                                                                                                    Signature of examiner
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CITY OF DUNCAN

OUR MISSION

To enhance the safety and well being of our community by providing quality services in a friendly and cost-effective manner

OUR PURPOSE

Public Service

OUR VALUES

· Support each other in performance of job functions
· Encourage honesty and behavior that is consistent with our mission
· Maintain an open government that is a good steward of public resources
· Recognize and promote competence, excellence and open communication
· Support decision making that is deliberate, conscientious, and based on fact

CITY OF DUNCAN
EMPLOYEE PERFORMANCE APPRAISAL

Purpose of Evaluation System:

The purpose of this evaluation system is to:

· Establish general City-wide standards by which performance within each category of work will be evaluated;
· Communicate Supervisory expectations for successful performance;
· Develop a mutual understanding between employee and supervisor of changes in employee work conduct that will result in a higher level of employee performance;
· Focus the organization on effective use of allocated resources (people, equipment, materials, facilities, capital improvements, and contracted services) toward achieving expected and realistic service levels and products.

General Instructions:

Employees are to be evaluated by their immediate supervisor (the person that received points for supervising them in the pay plan).  The evaluation form should be submitted from that person on up the chain of command through the Director.

Employees should be evaluated on their performance for the entire review period.  Documentation on performance (both good and bad) should be kept by their supervisor throughout the review period for use in completing the evaluation form.  (The documentation will be the property of the City of Duncan and will follow the employee if they transfer to someone else’s supervision or if the supervisor transfers or leaves employment, the documentation is to be left for the new supervisor.)  The evaluation is not to be based on the subjective opinion of the person completing the evaluation.  Supervisors should know exactly what the employee’s job is and how that person is performing it.  The supervisor should observe performance many times during the review period.  If an employee’s performance does not meet expectations, the supervisor should have been communicating, coaching, and training the employee to help them meet expectations.  There shouldn’t be too many surprises for employees during the evaluation interview if they have been properly communicated with by their supervisor.  Employees with performance problems must have a supplemental evaluation completed to address the performance problems.

Performance of “below expectations” can be expected for employees with limited time in a position.  In such cases, the rating is not intended negatively but as a realistic evaluation of an employee in a learning environment.

Comparison is to be made between the employee and the standards for the rating criteria, not to other employees.

All ratings of “Below Expectations” and “Exceeds Expectations” must have written explanations supporting the ratings (on form).  There should also be documentation available to back up the ratings.

The employee can request a review of their appraisal up the chain of command to the Department Director.  There is no review beyond the Department Director.

TIMELINE

Supervisors should discuss the performance standards and evaluation form with new employees at the beginning of their employment so that the employee has a clear understanding of what’s expected and of the guidelines by which they’ll be evaluated.  Employees should be encouraged to make notes of what they’ve accomplished during this period.  

All performance appraisals for non-probationary employees will be completed on a fiscal year basis.

ALL probationary employees must have an appraisal completed every 3 months, at a minimum.  These can be done more often.  The annual evaluation completed at the end of the probationary period would be the evaluation that determined whether or not the employee was eligible for an increase.

Employees with performance areas of “below expectations” must have a supplemental evaluation completed to address the performance problems.

Each employee will have a minimum of one performance appraisal completed each year.

METHOD FOR EVALUATION

The employee will be provided a copy of the policy and a blank evaluation form to rate each category for himself/herself using the criteria provided.

Supervisors will prepare an evaluation draft whereby all categories are rated according to the criteria provided in this policy. 

The supervisor and employee will methodically discuss each category, especially when there are differences of opinion for any categorical rating.

At least one realistic, achievable goal should be set jointly by the supervisor and the employee for the next evaluation period.  The goal could be as simple as choosing one or more categories in which the rating is below  “exceeds expectations” and defining what needs to be done to bring the rating up.  It needs to be clear to the employee that they will be evaluated on the goal(s) set for the next evaluation period.

The supervisor may adjust any category for the final evaluation if appropriate.  The supervisor will prepare the final evaluation for each category.    The final evaluation form is all that is turned in to the Personnel Department.

RATING CRITERIA BY CATEGORY:

1.	Dependability – Attendance, punctuality, observance of policies, level of supervision required
	a.	Below Expectations – Careless & forgetful; requires constant supervision; late to meetings, work; late to start assignments; does not observe policies, rules & regulations; takes extended breaks; habitually misses work unexpectedly; very “high maintenance” employee..
	b.	Meets Expectations – Steady worker; needs minimal supervision; follows through on tasks; arrives at work on time; observes policies, rules & regulations; prompt to meetings; starts assignments in timely fashion; schedules leave in advance.
	c.	Exceeds Expectations – Consistently gets job done; little or no follow-up necessary; requires absolute minimum of supervision; conscientious, actively solicits constructive criticism; able to foresee problems and handle them before they arise; completes assignments ahead of schedule; qualifies for attendance bonus; Very “low maintenance” employee.

2.	Job Skills & Knowledge -  Understands all work duties, procedures, materials.
	a.	Below Expectations – Lacks knowledge or skill in some phases of work; does not understand work duties/job functions.
	b.	Meets Expectations – Has adequate knowledge/skills to perform most required tasks; understands responsibilities, legal limits and expectations of position; uses knowledge to contribute effectively.
	c.	Exceeds Expectations – Understands all phases of work, even most difficult assignments; remains current in field; seeks self-development opportunities; demonstrates ability to prioritize duties; observes inefficient work methods and demonstrates a more efficient and effective method to produce the desired effect.

3.	Safety – Practices safety rules & regulations
	a.	Below Expectations – Ignores or often fails to observe safety rules & practices (takes the easiest/quickest way over safest way); has preventable accidents.
	b.	Meets Expectations – Motivated to work safely; is observed to comply with safety rules & regulations (safe lifting, proper personal protective equipment); no preventable accidents; uses tools and equipment properly and for the intended use; takes time to learn proper operation of equipment;
	c.	Exceeds Expectations – Points out unsafe conditions or practices of others; actively supports safety awareness; participates in safety meetings; consistently demonstrates awareness of safety in work area by keeping work area neat; instructs others on proper use of tools and equipment.

4.	Judgment – Decision Making
	a.	Below Expectations – Does not make sound choices among available alternatives while performing job duties; makes unauthorized decisions or does not make decisions.
	b.	Meets Expectations – Makes sound choices among available alternatives; refers decisions outside scope of responsibility to appropriate individuals; makes decisions without assistance in routine situations and comes to an acceptable solution.
	c.	Exceeds Expectations – Excellent perception; anticipates problems and prepares resolutions in advance; relates past solutions to present problems; considers all affected parties when making a decision; able to reason through even the most complex problem and reach an acceptable solution.

5.	Communications – Written & oral with co-workers as well as the public.
	a.	Below Expectations – Does not listen to others; does not give or take criticism well; misinterprets instructions; written communications are not clear, concise & complete; Is not tactful and assertive in oral & written responses to others; abrupt or arrogant with others; overlooks or avoids “service” aspect of job.  Does not effectively or efficiently deal with internal and external customers.
	b.	Meets Expectations – Is tactful & assertive in oral and written responses to others; listens attentively; correctly interprets instructions; written communications are clear, concise and complete as well as legible and easy to read; gives and accepts constructive criticism well; courteous & friendly;  Effectively and efficiently communicates with internal and external customers; good non-verbal skills.
c.	Exceeds Expectations – no misunderstandings in oral & written communications to others; is at ease in all contacts, including contacts with supervisors; quickly establishes rapport with contacts and leaves people with feeling that they were interested in assisting them.  Assists internal and external customers with an active willingness; excellent non-verbal skills; written communications contain no spelling, sentence structure and grammar errors.

6.	Quantity of Work – Productivity, skill, speed, volume of acceptable work.
	a.	Below Expectations – Work output consistently low; does less than required; does not make good use of time; clock watcher; tends to waste time; has little self-initiated work product.
	b.	Meets Expectations – Work output satisfies job requirements; completes tasks within allotted time, as well as meeting emergency demands; makes effective use of time.
	c.	Exceeds Expectations – Volume of acceptable work exceeds expectations; loses no time starting up and works up to last minute; plans ahead in order to effectively and efficiently use tools available; demonstrates the ability to increase co-workers productivity.


7.	Cooperation – Ability to work with employees and/or public
	a.	Below Expectations – Friction with other occurs more than should; cooperation with others has to be forced; does not adhere to chain of command.
	b.	Meets Expectations – Gets along with people; treats others with diplomacy & tact; adheres to chain of command.
	c.	Exceeds Expectations – Highly cooperative; offers to assist others with questions or problems; strives to improve all relationships; seeks to include others’ point of view; actively encourages teamwork; embody professionalism with a spirit of enthusiasm and a positive attitude that produces good working relationships.

8.	Quality of Work – Accuracy & completeness of work
	a.	Below Expectations – Frequent errors; inclined to mistakes; careless in work; work often needs redoing; must be reminded to complete assignments; uses minimum amount of problem solving or decision making skills to resolve matters at his/her level; makes little or no effort to obtain additional information needed for prompt follow-ups.
	b.	Meets Expectations – Ordinarily acceptable; accurate; well organized, neat; completes assignments on time without being reminded; uses problem solving or decision making skills to resolve matters at his/her level.
	c.	Exceeds Expectations – Exceptionally accurate & thorough; no rechecks or rework needed; stands out as employee who takes great pride in work and submits nothing less than high quality output.

9.	Initiative – Resourceful, willingness to adapt, flexible.
	a.	Below Expectations – Slow to start; waits for directions; puts out little effort; lacks motivation; has to be encouraged, chastised, or disciplined to get results; sees something that needs to be done, but leaves it for someone else; slow to adapt.
	b.	Meets Expectations – Accepts responsibility when given; adapts well; leaves nothing for someone else to take care of; demonstrates the desire & ability to take the first step; adapts willingly; observant of job and able to spot job tasks and take care of them before they are assigned.
	c.	Exceeds Expectations – Quick to adapt; self-starter; accepts & seeks responsibility; demonstrates active approach to prepare for next task; makes well thought-out suggestions; leads others to achieve; has general knowledge of City operations and City jobs around them.

10.	Physical Fitness – (as applied to essential job functions)
	a.	Below Expectations – Is overweight or out of shape to the extent that essential job tasks either cannot be performed or cannot be performed with reasonable efficiency.
	b.	Meets Expectations – Is physically able to perform all essential job functions with reasonable efficiency in a safe manner
	c.	Exceeds Expectations – Has physical capabilities to perform all job tasks at a high level of efficiency in a safe manner.

SUPERVISORS ONLY CATEGORIES:

1.	Supervisory Practices – 
	a.	Below Expectations – Frequently:  does not promote work force diversity; does not manage proactive safety programs; does not develop work plans, allocate resources, or design work flow and integrate work into overall department objectives; lacks consistency in training employees to accomplish essential tasks of jobs.
	b.	Meets Expectations –  Consistently:  promotes work force diversity; manages proactive safety programs; develops work plans, allocates resources or designs work flow and integrates work into overall department objectives; rewards good performance; provides employees opportunity to cross-train; trains employees to accomplish essential tasks; keeps employees informed of information that affects work; ability to communicate empathy in a professional manner.
	c.	Exceeds Expectations – Champions positive change; persuades others to embrace positive change; diminishes fear of change in others.  Initiates better methods & approaches; keeps employees well informed of department and City objectives.

2.	Leadership – 
	a.	Below Expectations – frequently exhibits an attitude of merely wanting to make it through work day rather than providing direction; is frequently opinionated to the point of being unwilling to compromise; frequently micromanages; frequently tries to avoid blame for mistakes by shifting it to others; frequently exhibits an attitude of “my mind is made up, don’t confuse me with facts”; frequently accepts status quo; routinely focuses more on policies and rules than people; is content to react to assignments or crisis rather than developing preventive or proactive measures.
	b.	Meets Expectations – Consistently: promotes teamwork; ensures employees know what is expected of them in the performance of their job duties; sets an example; instills trusts; is optimistic; instills pride; encourages ideas for improvement; gives credit where credit is due; works to correct organizational weaknesses and builds organizational strengths; is fair; is competent; takes responsibility; emphasizes right behavior more than dwelling on mistakes; efficiently uses available people, equipment and other resources to best advantage; establishes and maintains productive, effective working relationships with others; makes timely, well though-out decisions that keep the department moving forward.
	c.	Exceeds Expectations – consistently:  empowers subordinates; encourages “service” by attitude in talk, actions & example; is innovative; looks for ways to enhance organizational goals & operations; inspires people around them; leads by example; is willing to endure some controversy for the improvement of the department and/or a higher level of service; accomplishes appropriate tasks through managing others; utilizes talents and input of those around them in managing business and planning for the future; encourages the improvement of skills, abilities and knowledge of subordinates; prepares subordinates for higher responsibilities and improved performance.

3.	Subordinate Relations -	 
	a.	Below Expectations – Frequently:  uses swearing, crass, foul or cross language or mannerisms to communicate; is overly critical; belittles in language or actions; does not provide information to subordinates on matters important to their jobs; does not deal effectively with employee relations issues; does not empower employees at the lowest decision making level for which information is available and responsibility is assigned; does not maintain personal accessibility.
	b.	Meets Expectations – Consistently:  is an open, honest source of appropriate information exchange; conveys ideas, thoughts and information effectively; listens & values what others say; keeps promises and commitments; cooperates and looks for ways to help subordinates; practices what (s)he preaches; courteous; compassionate; friendly and cheerful; respectful of others; fair & equitable; objective and consistent; easy to approach; emphasizes right behavior over mistakes; fosters conditions that allow for the majority of employees to obtain reasonable satisfaction with their work assignments and environment; deals effectively with employee relations issues; fosters innovation and creativity; empowers employees at the lowest decision making level for which information is available and responsibility assigned; 
	c.	Exceeds Expectations – Consistently:  works to improve morale;  provides an environment that regularly allows subordinates to achieve a sense of accomplishment; keeps subordinates well informed; ensures that every subordinate is informed of policy changes, departmental correspondence, etc.; sets a positive, upbeat tone for the department; maintains a productive relationship with subordinates.

4.	Evaluation of Subordinates – 

	a.	Below Expectations – Frequently:  does not know job descriptions of subordinates; is inconsistent; shows favoritism; does not apply effective performance management techniques; does not conduct well planned and timely performance appraisals; does not document performance consistently during review period.

b. Meets Expectations – Consistently:  Displays knowledge of job descriptions of subordinates; is fair, objective and consistent in evaluations; uses evaluation standards effectively to identify strengths and weaknesses; applies effective performance management techniques; conducts well planned and timely performance appraisals; documents performance during review period.

	c.	Exceeds Expectations – Consistently:  sets reasonable goals for improvement and corrections; follows up to ensure progress for goal achievement; identifies and classifies those who are meeting or exceeding expectations from those who are not in an honest and fair manner; “grows” supervisors; 

REWARD GOOD PERFORMANCE

Employees who have no more than 2 ratings at the “Below Expectations” level will be eligible for a one-step pay increase, not to exceed the parameters of their respective pay grades.  Employees who have 3 or more ratings of “Below Expectations” are not eligible for any pay-step increase.

Employees who have all ratings of at least “Meets Expectations” and a minimum of 5 ratings of “Exceeds Expectations” each year for two successive years will be eligible for a bonus in addition to being eligible for a one-step pay increase.  Employees who are at the top step in their pay grade and who meet the bonus standards above will qualify to receive the bonus.  The bonus will be a payment equal to 5% of the employee’s annual base salary (salary with no incentives, overtime, etc.) and be paid in two equal payments, ½ in September and ½ in April of the fiscal year.  The employee must be a current employee to receive a bonus payment.  Employees who are above the top step in their pay grade, and who qualify for the bonus, would receive a bonus of 5% of the top step in their pay grade.  

All payments made under this section, whether a one-step pay increase or bonus, are subject to the same budgetary constraints as all other City expenditures.  Increases or bonus payments will only be granted during the budget process and as funds are allocated by Council action. 







IN WITNESS WHEREOF, the parties have hereunto set their hands this _______ day of ________________, 2013.

CITY OF DUNCAN, OKLAHOMA


By_________________________________
Mayor

ATTEST:


___________________________________
City Clerk
(Seal)
INTERNATIONAL ASSOCIATION OF FIRE
FIGHTERS, LOCAL 2929, AFL-CIO



By _________________________________
President
ATTEST:



______________________________________
Secretary


APPROVED AS TO FORM:


_______________________________________
City Attorney
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