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B. Time-in-position seniority is defined as the length of continuous service an employee has
in their current classification/job position. The employee's date of promotion begins as the
date of employment in the current classification/job position. Voluntary reassignment,
voluntary transfer, voluntary promotion or termination breaks time-in-position seniority.

C. Whenever two people have the same date of hire, then the tie will be broken by the use of
lottery numbers, the lowest number becoming the most senior employee.

ARTICLE 13 INSURANCES 

Bargaining unit employees will be eligible for the same insurance benefits as offered to other City 
employees at the current percentages applicable to premium payments. Those premiums currently 
are: 

Health Insurance: 
Dental Insurance: 
Life Insurance: 
Disability Insurance: 
Vision Insurance: 

ARTICLE 14 LICENSURE 

Employer pays 75% Employee pays 25% 
Employer pays 50% Employee pays 50% 
Employer pays 100% 
Employee pays 100% 
Employer pays 50% Employee pays 50% 

The City of Las Vegas will continue to offer refresher training, however, it shall remain the 
responsibility of bargaining unit employees to maintain EMT licensure in accordance with the 
position requirements and law at a level ofEMT-B or higher. The City of Las Vegas shall pay for 
all assigned refreshers (one (1) per year) and may make available additional continuing education 
hours for re-licensure. 

ARTICLE 15 UNIFORMS 

A. Uniforms will be replaced as determined by the Fire Chief.

B. Bargaining unit employees shall be responsible for maintenance, upkeep, and appearance
of their uniforms. Uniforms are subject to inspection by the Fire Chief.

ARTICLE 16 UNIFORM ALLOWANCE 

Uniform allowance of $400.00 annually, paid in two installments of $200.00. Bargaining Unit 
employees will receive one payment of $200.00 in July and one payment of $200.00 in January of 
each fiscal year. Employees shall net $200.00 per payment. Uniform Allowance payments will 
be itemized on employees' pay checks. 

ARTICLE 17 PHYSICAL FITNESS 

A. The firefighting profession requires each member to maintain a high degree of
physical fitness for the safety of the individual and the citizens they serve. It is
agreed that all personnel will participate in the wellness program in order to improve
on personal fitness and maintain efficient job performance.
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ARTICLE 18 

A. 
LABOR MANAGEMENT COMMITTEE 

If during the term of this agreement the parties agree there is a need for a Labor 
Management Committee such a committee shall be formed as follows: 

1. The committee shall meet at least once per quarter at mutually agreed

upon times and places.
2. The Association and the Employer shall each appoint two members

unless otherwise agreed.

3. The Committee shall be free to address any topic of mutual concerns
to the parties.

4. It is understood and agreed that the outcome of the meetings shall not
be considered as constituting a binding agreement of the parties unless
specifically so stated in writing.

5. This committee is not empowered to negotiate or change the collective
bargaining agreement.

B. The Fire Chief or his designee, and a President of the Association may meet as
needed at mutually agreed upon times and places to discuss possible conflicts or
problems that may arise and try to resolve them at the lowest possible level. By
mutual agreement items may be referred to the Labor Management Relations
Committee should such a committee be formed.

ARTICLE 19 CITY SAFETY COMMITTEE 

A. The purpose of the Safety Committee is to review policies and recommend modifications
as necessary to the City Manager. The committee shall meet bi-annually or as required by
management.

B. In accordance with the City's Safety and Health Policy, the Safety Committee shall include
two bargaining union members.

C. The IAFF President shall make his/her appointments of the two bargaining members for
the Safety Committee.

D. Union members may attend safety meetings on paid status.

ARTICLE20 DISCIPLINARY ACTION 

A. Employees may be disciplined for just cause. A progressive discipline process shall be
utilized, if appropriate. The level of discipline shall depend on the seriousness of the
infraction, and the employee's previous work/discipline record. Based on the severity of
the action, an employee may be subject to discipline up to and including termination.

B. Types of discipline
a. Letter of Reprimand
b. Suspension from work without pay
c. Demotions
d. Dismissal/Discharge for cause
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C. An employee against whom disciplinary action is contemplated will be provided with
written charges and afforded the opportunity to respond to the charges in writing within
three (3) days of receipt of such notice. An employee may also request a pre-disciplinary
meeting with the Chief or designee, within the three (3) day period, for any disciplinary
action involving suspension, demotion, or termination. The pre-disciplinary meeting will
provide the employee an opportunity to present information regarding the situation which
gave rise to the contemplated disciplinary action. Following the pre-disciplinary meeting,
the Chief or designee will inform the employee whether he will forward a recommendation
of suspension, demotion, or termination to the City Manager. Written charges will be
presented to the employee once management believes it has sufficient information to
proceed with charges against the employee.

D. Should the Chief forward a recommendation for suspension, demotion, or termination to
the City Manager, an employee shall have the right to a pre-disciplinary meeting with the
City Manager. The meeting will afford the parties an opportunity to discuss the
contemplated disciplinary action and provide the employee an opportunity to provide
information regarding the situation which gave rise to the contemplated action. The City
Manager shall provide the employee with a written decision within fourteen (14) calendar
days following the pre-disciplinary meeting.

E. No pre-disciplinary meetings shall be required prior to the issuance of a written reprimand.
F. Disciplinary action as defined in B. above may be appealed by the affected employee

through the grievance and appeal process as provided in the Agreement under Article 21.

G. If the appeal of the disciplinary action is not satisfactorily resolved at the City Manager
level, it may be submitted to final and binding arbitration as per Article 21 of this
agreement.

H. If no appeal is requested, the disciplinary action shall be final subject to review by the
Human Resource Director/Officer and is subject to the approval and signature of the City
Manager.

I. Any off duty conduct that is cause for disciplinary or legal action, if it compromises the
integrity of the fire department, must immediately be reported to the Fire Chief and/or
proper chain of command at the earliest convenience of the person involved. Said infraction
or event shall be reviewed by a committee consisting of the Fire Chief, Deputy Chief,
Captain and assigned shift Lieutenant. Personnel involved will retain the right to have
union representation during the pre-disciplinary and disciplinary process. Final disciplinary
action must be agreed upon by a minimum of 3/5ths vote from the committee.

ARTICLE 21 DISCIPLINARY APPEAL, GRIEVANCE AND ARBITRATION 

PROCEDURES 

A. A Grievance is defined as a written formal complaint alleging a violation, misapplication,
or misinterpretation of any of the provisions of this Agreement or City Personnel Rules
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at the time of termination shall also be terminated with the exception of any pay, benefit, 
or dismissal grievance. 

ARTICLE22 OUTSIDE EMPLOYMENTNOLUNTEER WORK 

A. Bargaining unit employees should consider their employment with the City of Las Vegas
as their primary employment. Safety of the City's employees and citizens is of the utmost
importance. Therefore, due to the strenuous nature of the job and potential conflict of
interest, bargaining unit employees should not accept shifts in any other Fire Department
or Emergency Service or engage in outside employment within twelve (12) hours of their
assigned shift with the City.

B. Bargaining unit employees will not perform any work related to outside employment or
volunteer work, while on duty with the City. Worlc/volunteer tasks include but are not
limited to, receiving or making telephone calls, sending or drafting correspondence, or
responding to calls. A bargaining unit employee who performs work related to outside
employment or volunteer work during work time with the City has provided just cause
for immediate disciplinary action.

ARTICLE23 SAFETY 

Safety is an integral part of the responsibilities of all employees. The employer will continue to 
provide healthful and safe working conditions. Employees shall comply with such rules, 
regulations and practices as may be prescribed for the conduct of employees in order to provide a 
safe work environment, in accordance with the City's Safety and Health Policy. The employee 
shall notify his/her immediate supervisor of any unsafe or hazardous working conditions. The 
employer will take appropriate action to correct unsafe or hazardous working conditions as 
required by law. The Employer, through the Safety Office, will provide safety training on an as 
needed basis. 

ARTICLE 24 SAFETY EQUIPMENT 

A. The Employer shall provide all necessary safety equipment to employees in the fire
department. The equipment to be supplied shall include fire fighter turnout gear, boots,
gloves, hearing protection and goggles, eye protection, splash protection, masks and other
equipment designed for blood and airborne pathogen protection, Self-Contained Breathing
Apparatus (SCBA) fitted face mask, structural fire helmet, face shield and nomex hood,
steel-toed safety boots, wildland firefighting boots, wildland pants and jacket/shirt,
wildland gloves, wildland helmet, goggles, radio harness, wildland pack and safety flares.

B. All issued gear shall be compliant with the current NFPA 1971, 1972 and New Mexico
State OSHA standards. All issued gear shall be tracked and inventoried on a regular basis.
Replacement shall be on an as-needed basis.
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C. All respiratory protection equipment shall meet and be maintained in a manner consistent
will all applicable NFPA and New Mexico State OSHA standards.

ARTICLE 25 HOURS OF WORK 

Assigned shifts for bargaining unit employees will be forty-eight ( 48) hours on and ninety-six (96) 
off. Overtime will be paid in accordance with FLSA on a 14-day pay cycle, the overtime threshold 
for this work period will be 106 hours. 

Employees covered by this agreement shall work a 48 hour on duty and 96 hour off duty shift in 
accordance with the following rotating schedule below. 

Days of Cycle: 
Shift: 

1 2 3 4 s 6 7 8 9 10 11 12 13 14 

*A •e B •c C A A B B C C A A B 

I 2 3 4 5 6 7 8 9 10 II 12 13 14 

B C C A A B B C C A A B B C 

1 2 3 4 s 6 7 8 9 10 11 12 13 14 

C A A B B C C A A B B C C A 

I 2 3 4 5 6 7 8 9 JO II 12 13 14 

A B B C C A A B B C C A A B 

1 2 3 4 s 6 7 8 9 10 11 12 13 14 

B C C A A B B C C A A B B C 

I 2 3 4 5 6 7 8 9 JO II 12 13 14 

C A A B B C C A A B B C C A 

Shifts shall commence at 0900 and continue through to 0900, consisting of forty-eight ( 48) hours 

on duty. 

*The team beginning their 2nd day of a 48hr shift on the 1st day of a 14-day pay cycle will be
scheduled for 120 hours of work. (i.e. A shift on 2nd row, pt column)

*The team beginning their 48hr shift on the 2nd day of the 14-day pay cycle will be scheduled for
120 hours of work. (i.e. B shift on 2nd row, 2nd column)

*The team beginning their 48hr shift on the 4th day of a 14-day pay cycle will be scheduled for
96 hours of work. (i.e. C shift on 2nd row, 4th column)

ARTICLE 26 SHIFT EXCHANGE 

For the period of this Agreement the parties shall recognize the City of Las Vegas Fire Department 
Shift Exchange Policy dated 2/13/2009. 
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