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WHEREAS, the International Association of Firefighters, Howard County Local
2000 ("Local 2000") and the County reached agreement through a Memorandum of
Agreement (the "Agreement"), substantially in the form attached as Exhibit 1, that is
effective through July 1, 2027; and

WHEREAS, in accordance with Section 1.111(e) of the Howard County Code,
the County Executive is required to submit to the County Council for its approval all
provisions in collective bargaining agreements that are in conflict with Title 1 “Human
Resources" of the Howard County Code or the Employee Manual (the "conflicting

provisions"); and

WHEREAS, the members of the International Association of Firefighters,
Howard County, Local 2000 have ratified the Agreement, and the Agreement includes

provisions that are in conflict with Title 1 of the County Code or the Employee Manual.

WHEREAS, because the Agreement requires the payment by the County of funds from
an appropriation in a later fiscal year and therefore is subject to the multi-year provisions of Section

612 of the Howard County Charter that requires Council approval of the Agreement.

NOW, THEREFORE,

Section 1. Be It Enacted by the County Council of Howard County, Maryland that in
accordance with Section 612 of the Howard County Charter, it approves the terms of the
Memorandum of Agreement between Howard County, Maryland and the International
Association of Firefighters, Howard County Local 2000, which shall be in substantially the same
form as Exhibit 1 attached to this Act.

Section 2. And Be It Further Enacted by the County Council of Howard County, Maryland that
the County Council hereby endorses and ratifies the County Executive’s signature and execution

of the Agreement for such term in the name of and on behalf of the County.



S D0 Y N B W e

T T e S e S T
R e L = T ¥ R S

Section 3. And Be It Further Enacted by the County Council of Howard County, Maryland that,
in regard to the Memorandum of Agreement between Howard County, Maryland and the
International Association of Firefighters, Howard County Local 2000, the County Council
approves the Conflicting Provisions, attached to Bill as Exhibit 2, that are in conflict with the
provisions of Title 1 "Human Resources" of the Howard County Code or the Employee Manual.

Section 4. And Be It Further Enacted by the County Council of Howard County, Maryland that
the provisions of this Act shall apply to the pay period that includes July 1, 2025.

Section 5. And Be It Further Enacted by the County Council of Howard County, Maryland that
if there is a conflict between the Agreement attached to this Act and the Howard County Pay Plan,

the provisions contained in the Agreement shall control.

Section 6. And Be It Further Enacted by the County Council of Howard County, Maryland that,
in accordance with Section 612 of the Howard County Charter, Section 1 and Section 2 of this Act

shall be effective immediately upon its enactment.

Section 7. And Be It Further Enacted by the County Council of Howard County, Maryland that
this Act shall become effective 61 days after its enactment.
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PREAMBLE

This Agreement entered into between Howard County, Maryland, hereinafter referred to as the
"County," and the International Association of Fire Fighters, Howard County Local 2000, hereinafter
referred to as the "Union," shall be effective as of 0700 on July 1, 2025 through 0659 on July 1, 2027.

WHEREAS, the County and the Union have as their intent and purpose to promote and improve
the efficiency and quality of the public service provided by the County to the citizens of Howard
County, Maryland; and

WHEREAS, the Union and the County agree that this goal can best be achieved through a
harmonious relationship between them, in consideration of the mutual covenants and promises
herewith contained, the County and the Union do hereby agree as follows:

ARTICLE 1: RECOGNITION AND UNIT DESCRIPTION

Section 1.1: Recognition

The County recognizes the Union as the exclusive representative of certain employees, as
defined in Section 1.2(a) of this Article, for the purpose of negotiating collectively with the County
and otherwise representing these employees with regard to the terms and conditions of their
employment pursuant to Title I, Section 1.600 of the Howard County Code.

Section 1.2: Unit Description

(a) The unit shall consist of all classified positions held by firefighters excluding
confidential, management, and exempt employees. That unit shall include only the
following job classification titles.

CLASSIFICATION GRADE

2500 FF Trainee

2501 FF Recruit

2503 Firefighter

2504 Firefightet/HVO

2505 Master Firefighter

2506 Master Firefighter/HVO
2507 Firefighter Lieutenant

“—Iommg

ALS Pay- ALS pay will be paid to those employees assigned to allocated ALS
positions in classifications listed above, with the exception of 2500 FF Trainee (ref
Article 12- Advanced Life Support Pay, Sections 12.1 and 12.2).

1. The classification of Firefighter Trainee applies only to those employees
being trained in the basic fire academy. Upon successful completion of the
academy, such employees shall automatically be reclassified as Firefighter
Recruits and shall remain in that status for a period of one year after
completion of basic academy training.



(b)

©)

(d)

Section 1.3:

2. Master Firefighter - Any employee in Grade D, E, or F as of February 1, 2001
shall be eligible for promotion to Grade H & I - Master Firefighter and Master
Firefighter/HVO. Employees hired after February 1, 2001 will not be eligible
for promotion to Grade H & 1 Master Firefighter/HVO. A non-competitive
examination for the rank of Master Firefighter will be administered by the
County during the month of February and annually thereafter in the same
month. Promotion is contingent on the successful completion of the
examination. If an employee is within 11 months of the time in service
eligibility requirement, he/she may take the Master Firefighter or Master
Firefighter/HVO examination scheduled during that period but shall not be
eligible for promotion until the time in service requirement is met.

Re-titled Classifications - In the event that any of the above listed classifications are
re-titled, such classifications shall be included in Section 1.2(a).

New Classifications - In the event that any new classifications are created which
fall within the first sentence of the unit description in Section 1.2(a) of this Article,
the inclusion or exclusion of the new classifications shall be subject to the mutual
agreement of the County and the Union. In the event the County and the Union are
unable to agree on the inclusion or exclusion of a classification, either party may
submit the issue to arbitration. The County and the Union shall attempt to select a
mutually acceptable arbitrator within 10 working days; if no arbitrator is selected,
the party seeking arbitration shall request a list of arbitrators from the Federal
Mediation and Conciliation Service. The arbitration shall be conducted in accordance
with the rules of the American Arbitration Association. In reaching a decision, the
arbitrator shall be guided by the standards used by the National Labor Relations
Board in similar cases except as otherwise provided by the Howard County Code.
The decision of the arbitrator shall be final and binding. The cost of the arbitration
shall be borne equally by the County and the Union, except the costs incurred in
presenting or defending the case to the arbitrator, which shall be borne by the side
incurring the expense.

Employees hired on or after July 1, 1991 shall be probationary employees for the period
that they are Firefighter Trainees in the academy and for a one-year period after
successful completion of the academy, during which they shall be Firefighter Recruits.

Position Classification Summary

(2)

(b)

(©)

FF Trainee - entry position. Rate of pay to be Grade D, Step 1. The individual will
serve in this position until graduation from the academy program. This class is
included in the bargaining unit as a probationary position.

FF Recruit - upgrade to Grade E, Step 1 upon graduation from the academy. Employee
shall remain at this step until completion of 18 months of service and successful
completion of the one-year probationary period as a FF Recruit.

FF - upgrade to Grade F and slot accordingly at the completion of 18 months of service
and successful completion of the one-year probationary period as a FF Recruit.




The premium of $2,000 listed below will be effective the first pay period after January 1,
2025. Prior to the first pay period after January 1, 20235, the premium shall remain $1,000.

(d) FF/Heavy Vehicle Operator (HVO) Driver -

1. Employees in the rank of H.V.O. shall receive annually $2,000.00 heavy
vehicle operation (H.V.O) pay added to their base pay. As of July 1, 2021,
the normal unit staffing of each career staffed suppression piece (to include
trucks, engines, tankers and the special operations transport unit) will
include a Heavy Vehicle Operator. The Fire Chief may adjust the number
of employees selected to receive the H.V.O. pay based on the needs of the
Howard County Department of Fire and Rescue Services. Appointments
to fill vacancies in this position will be by competitive examination. All
unit members with three years of satisfactory service with the Department
above the rank of Firefighter Trainee and who meet the eligibility
requirements for the position shall be eligible to take the H.V.O. test.
Selected employees shall be moved to the Firefighter/HVO classification
and placed in Grade G on the pay scale on the step that corresponds to the
employee’s length of service.

2. However, if an employee at the rank of Firefighter Lieutenant — Grade J —
who previously served as a FF/HVO tests for and is selected to receive the
H.V.O. pay, he/she shall be moved to the FF/HVO classification and placed
in the corresponding grade based upon their previous rank prior to
promotion — Grade G on the salary scale. Such employees shall also
relinquish their Lieutenant rank, position, pay and all entitlements
associated with the rank of Fire Lieutenant.

3. A two-year H.V.O. eligibility list shall be maintained. Selection for the
H.V.O. position shall be made from the eligibility list; regardless of station
assignment. Selection criteria for the H.V.O. position shall include, but not
be limited to:

Department seniority

Prior experience as a classified employee in the Department
Related courses and training

Test scores

e o o o

There shall be one process for all available positions.

4, The above pay rates will be added to the base wage and shall be included in
calculations affecting overtime, retirement, and life insurance.

(e) Master FF - after three years of HCDFRS service beyond the trainee level have

been completed, the candidate is eligible for the rank of MFF. Those who pass the
examination shall achieve the rank of MFF and be moved to the new grade at that
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step corresponding to their months of service. If the slotting in the new grade does
not provide at least a 7% increase, the employee shall be slotted at the next step and
remain at that step until eligible to move again based on months of service.

MFF Heavy Vehicle Operator (HVO) Driver —

The premium of $2.000 listed below will be effective the first pay period after January

1, 2025. Prior to the first pay period after January 1, 2025, the premium shall remain

$1.000.

L.

Employees in the rank of MFF H.V.O. shall receive annually $2,000.00
heavy vehicle operation (H.V.O) pay added to their base pay. As of July
1, 2021, the normal unit staffing of each career staffed suppression piece
(to include trucks, engines, tankers and the special operations transport
unit) will include a Heavy Vehicle Operator. The Fire Chief may adjust the
number of employees selected to receive the H.V.O. pay based on the needs
of the Howard County Department of Fire and Rescue Services.
Appointments to fill vacancies in this position will be by competitive
examination. All unit members with three years of satisfactory service with
the Department above the rank of Firefighter Trainee and who meet the
eligibility requirements for the position shall be eligible to take the H.V.O.
test. Selected employees who previously held the position of Master
Firefighter shall be moved to the Grade I on the pay scale and placed at the
step that corresponds to the employee’s length of service.

However, if an employee at the rank of Firefighter Lieutenant — Grade J —
tests for and is selected to receive the Master FireFighter/H.V.O. pay, based
on prior classification as a Master Firefighter he/she shall be moved to the
MFF/HVO classification Grade I on the salary scale and placed in the step
corresponding to their months of service. Such employees shall also
relinquish their Lieutenant rank, position, pay and all entitlements
associated with the rank of Fire Lieutenant.

A two-year H.V.O eligibility list shall be maintained. Selection for
the H.V.O. position shall be made from the eligibility list; regardless of
station assignment. Selection criteria for the H.V.O. position shall
include, but not limited to:

e Departmental seniority

e Prior experience as classified employee in the Department
e Related courses and training

e Test score

These shall be one process for all available positions.




4. The above pay rates will be added to the base wage and shall be included in
calculations affecting overtime, retirement, and life insurance.

(g FF Lieutenant - appointments to fill vacancies in this position will be by competitive
examination. Those who are promoted shall be moved to the new grade at that
step corresponding to their months of service. If the slotting in the new grade does
not provide at least a 7% increase, the employee shall be slotted at the next step
and remain at that step until eligible to move again based on months of service.

ARTICLE 2: AUTHORIZED DUES

Section 2.1: Employees Rights

No employee is required to join, and each employee has the right not to join the Union.

Section 2.2: Dues Deductions for Employees Who Join the Union

The County agrees to deduct from the earnings of each employee who chooses to join the
Union and who has properly authorized such deductions, in writing, by a proper authorization card
duly executed, membership dues to be remitted to the Union as indicated below. The Union shall
provide each employee executing an authorization card a copy of such card clearly indicating that
such authorization shall be irrevocable for the period of one year and shall be automatically
renewable from year to year thereafter, unless written notice of termination by the employee is
given to the County at least 30 days prior to the anniversary date of the authorization.

Section 2.3: Dues Deductions

The periodic dues deducted during any month from the pay of the employees pursuant to this
Article shall be remitted to the Union within ten days following the last payday of that month.

Section 2.4: Dues Authorization

The authorization of dues deductions pursuant to this Article shall be made on a form
supplied to the employees by the Union, which has been approved by the County. The form is
attached to this Agreement as Exhibit A. A dues deduction respecting any employee shall not be
made by the County during any month unless the authorization form signed by the employee has
been delivered to the County not later than the first day of the month in which the first deduction is
to be made.

Section 2.5: Dues Deduction/Insufficient Pay

The County will not deduct the Union’s dues when an employee’s net pay for the pay period
involved is insufficient to cover the dues after other legal deductions have been made.

Section 2.6: Change in Dues

The amount of the dues deducted will remain the same until the Union certifies to the
County, in writing, over the signature of an authorized officer of the Union, that such dues have
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been lawfully changed and what the new deduction will be each pay period. The County shall be
notified at least one month in advance of the effective date of such a change.

Section 2.7: Indemnification

The Union shall indemnify and save the County harmless of and from any and all claims,
grievances, actions, suits or other forms of liability or damages arising out of, or by reason of, any
action taken by the County in compliance with any of the provisions of this Article, and the Union
assumes full responsibility for the disposition of the funds deducted under this Article as soon as
they have been remitted by the County to the Union.

ARTICLE 3: RIGHTS INCIDENTAL TO REPRESENTATION

Section 3.1: Selection of Representatives

The Union shall furnish the County with a roster of local officers and station representatives
(shop stewards); the Union will keep the County informed in writing of any changes regarding these
Union representatives. In no case shall the number of station representatives exceed one representative
per station per shift.

Section 3.2: Right to Counsel

The Union or any member of the bargaining unit shall be entitled to secure the assistance of
legal counsel, at his own expense, to represent him in the enforcement or protection of any rights
afforded him in this contract or any applicable state or federal law.

Section 3.3: Non-Discrimination

The County and the Union shall not discriminate against any employee because of race,
sex, creed, religion, color, age, national origin, physical or mental handicap, occupation, marital
status, political opinion, sexual orientation, personal appearance, gender identity or expression,
affiliation, association or non-association, or his membership or non-membership in the Union.

Section 3.4: Individual Representation

(a) Employees have the right to represent themselves individually or designate their
personal representatives in their employment relations with the County.
Notwithstanding any other provision in this Agreement, an individual employee
may present a grievance at any time to the County without the intervention of the
Union, provided that the Union is advised in advance by the employee of said
grievance and is notified of the specific disposition of the matter, and provided
further that any adjustment made shall not be inconsistent with the terms of this
Agreement nor shall such individual adjudication constitute precedent which is
binding upon an employee or employees who do not participate in the grievance.

(b) The Union recognizes and will not interfere with management's right to investigate
incidents or question employees regarding job related activities. However, when
an employee is ordered to a private meeting with a representative of management,
the employee shall be entitled to have a Union representative present as an observer
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Section 3.5:

if; (1) the employee has reason to believe that the meeting will involve disciplinary
action directed to the employee or; (2) management has ordered a meeting with the
Union member that may involve a disciplinary action. In any meeting that may
lead to a disciplinary action, management will advise the Union member of his/her
right to representation. Representation under the foregoing circumstances can be
from any station providing there is no interruption of routine operations of the
Department of Fire and Rescue Services and has no effect on staffing.

Union Visitation

Provided that there shall not be any interruption of the operations of the Department of Fire
and Rescue Services, representatives of Local 2000 designated pursuant to Section 3.1 shall be
permitted access to the fire stations as reasonably necessary to communicate with members of the
bargaining unit regarding employment matters.

Section 3.6:

Use of Bulletin Board

The County agrees to provide a bulletin board in each station to the Union for the purpose
of allowing the Union to inform its membership of Union business. The Union agrees to promptly
provide copies of all notices being posted to the Fire Chief and the Personnel Officer.

Section 3.7:

Notification to Union of Policies and Procedures

(a)

(b)

Section 3.8:

For the purpose of accepting comments, the Fire Chief agrees to provide the
President of Local 2000 with advance notice and of a copy of proposed General
Orders, Special Orders, department-wide memorandums and other department-wide
notices. This provision may be temporarily waived by the Fire Chief in the event of
an emergency or if a communication requires distribution in a timely manner.

The Fire Chief agrees to continue providing copies of all completed General Orders,
Special Orders, Memorandums, and all other notices prepared for distribution.

Union Representation on Committees

(a)

(b)

The Union may request the County to appoint one (1) union representative to serve as
an appointment to a County-established committee, task force, or advisory group
which includes members of the public that deliberates on policies, procedures, and
decisions affecting bargaining unit members. Approval will be subject to the CAO's
discretion and when appropriate, County Council approval.

This representation shall apply to, but not be limited to, committees, task forces or
advisory groups which include a member of the public concerning:

i. Health and Safety

ii. Staffing and Deployment

iii. Budget and Resource Allocation

iv. Training and Professional Development

v. Equipment and Apparatus Procurement

vi. Workplace Policies and Employee Relations
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vii.  Promotional and Hiring Processes
viii.  Behavioral Health and Wellness Program

ARTICLE 4: MANAGEMENT RIGHTS

The County shall retain the exclusive right and authority, at its discretion, to maintain the order
and efficiency of the public service entrusted to it, and to operate and manage the affairs of the County
in all aspects including, but not limited to, all rights and authority held by the County prior to the
signing of this Agreement (including that provided by State law, County Charter, County Code,
Rule or Regulation), except where abridged by an express provision of this Agreement.

The Union recognizes that the following rights, which are in no way wholly inclusive, belong
to the County exclusively except where abridged by an express provision of this Agreement.

(2)

(b)
(©)

(d)
(e)
®
(8)
)

(M
)

(k)

M

(m)
(n)

To determine the purpose and objectives of each of the County’s constituent offices
and departments.

To set standards of services to be offered to the public.

To determine the methods, means, personnel and other resources by which the
County’s operations are to be conducted.

To exercise control and discretion over its organization and operations.
To direct its employees.

To hire, promote, transfer, assign or retain employees.

To establish work rules.

To demote, suspend, discharge or take any other appropriate disciplinary action
against its employees for just cause and in accordance with the County Charter, the
Howard County Employee Manual, and other applicable laws.

To relieve its employees from duty because of lack of work or other legitimate reasons.

To determine the mission, budget, organization, number of employees, number,
type and grade of employees assigned, the work project, tour of duty, methods,
processes by which such work has to be performed, technology needed, internal
security practices, and relocation of facilities.

To determine the qualifications of employees for appointment, promotion, step
increases, etc., and to set standards of performance, appearance and conduct.

To judge skill, ability, and physical fitness, and to create, eliminate, or consolidate
job classifications, departments or operations.

To control and regulate the use of all equipment and other property of the County.

To set and change work hours.
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ARTICLE 5: HOURS OF WORK AND WORK SCHEDULE

Section 5.1: Regular Hours

(a) The regular hours of work shall consist of 48 hours per week averaged over a six-
week period. There will be one 24-hour Kelly Day in each three-week period. The
workday shall continue to include paid meal periods as appropriate.

(b) The County shall have the right to schedule Kelly Days on the condition that an equal
number of Kelly Days are scheduled for each day of the year.

() Day Work Schedule: The County may reduce the work week to 40 hours a week,
exclusive of a lunch period, for emergency personnel who elect to work staff
assignments. Such assignments shall be for a one-year period and may be extended if the
emergency personnel assigned to such a schedule agree.

(d) A 40-hour, five-day work week will apply to trainees in the academy.

(e) Employeesassignedto light duty work pursuantto Article 21 ofthis agreement will work
the same scheduled hours as County employees regularly assigned to that work.

® At the request of the employee the Chief may approve a temporary alternate work
schedule for special events including but not limited to out of County disaster responses
or humanitarian missions (alternate work schedules do not include concerts, sporting
events or similar events).

Section 5.2: Work Schedules

For the duration of this contract, the work schedule for full time emergency employees not
assigned to work in accordance with Sections 5.1 (c), Section 5.1 (d), Section 5.1 (e), Section 5.3 and
Section 5.4 shall be organized on a schedule of 24 hours on duty followed by 48 hours off duty.

Section 5.3: 12-Hour Schedule

The County may implement a 12-Hour Schedule under the following conditions:

The 12-Hour Schedule will be used for peak load units in high density areas of the County
or high call volume areas.

The County will not implement the 12-Hour Schedule by reducing field staffing below the
current established staffing levels. These staffing levels are inclusive of stations currently staffed
at 4/3/2, or higher, effective July 1, 2017.

The 12-Hour Schedule shall consist of an average of 42 hours per week, pursuant to the
following schedule:

— M T—Fri Sa Su/--W Th ---
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Members hired before July 1, 2017 may not be required to work the 12-Hour Schedule but
may voluntarily offer to work the 12-Hour Schedule. The County may require members hired after

July 1, 2017, once having completed a year of service at the rank of firefighter, to work the 12-
Hour Schedule.

For employees voluntarily offering to work the 12 Hour Schedule, the County will use
rank, qualifications and seniority based on the date of hire with DFRS as the criteria for selection.
With regard to employees hired after July 1, 2017 being required to work the 12-Hour Schedule,
the County will use rank, qualifications and juniority based on the date of hire with DFRS as the
criteria for selection.

Employees assigned to this 12-Hour Schedule will be entitled to the day shift premium pay
described in Article 11(a).

Hours of work shall be from 0700 to 1900. In the event of operational necessity, the Chief
may convene a meeting between the Union Executive Board and management designees to discuss
adjustment of work hours. Changes made during the term of this contract must be mutually agreed
in writing and signed by the Chief, County and Union President.

The County will not assign hold-overs from the 24-hour shift to fill in for the 12- Hour
Schedule unless the member agrees.

Members placed on the 12-Hour Schedule will not be required to work on that schedule for
more than 12 months. Employees voluntarily offering to work the 12- Hour Schedule may be
required to stay on the 12-Hour Schedule for 12 months.

Members placed on the 12-Hour Schedule will be placed in their own leave group.

The 12-Hour Schedule shall be suspended if the County does not implement and maintain
the minimum staffing described above (4/4/2) until minimum recommended staffing is
accomplished.

Section 5.4: Union President Leave

(a) Effective July 1, 2011, the Chief of the Department and Fire and Rescue Services
shall offer the Union President or their designee (who must be a Employee of the
Executive Board and whose salary does not exceed 110% of the salary of the Union
President) the full-time assigned position of the President of Howard County Local
2000 for the purpose of performing official union business. The Union President or
their designee shall be assigned to the Bureau of Administrative Services and work
Monday through Friday 8 am to 5 pm for the purpose of conducting work which
relates to Union business and remaining accessible to the Fire Chief. The Union
President or their designee shall remain on the payroll of the Department of Fire and
Rescue Services and shall receive all benefits as if they were fully on duty including,
but not limited to, pension accruals, seniority and fringe benefits to exclude use
of a county car, day work differential or overtime related to Union activities. It shall
be the responsibility of the Union President or their designee to attend all
mandatory training and maintain all certifications for the individual's job
classification. Subject to subsection (b), the designee shall serve for the Union
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(b)

(c)

President’s term unless the employee leaves the executive board or ends

employment with the Department.

As an alternative to subsection (a), upon mutual agreement between the Fire Chief and
the Union President, the parties may submit a proposal not to exceed the cost of
subsection (a) for approval of the Chief Administrative Officer. Furthermore, upon
mutual agreement between the Fire Chief and the Union President, in lieu of the
Union President or their designee being assigned pursuant to subsection (a) above, the
Union President may be assigned to a position within the Department to continue
working in an official capacity as directed by the Chief.

The Chief reserves the right to assign the Union President or designee to an active
fire position based upon exigent operational circumstances.

ARTICLE 6: STAFFING

(a)

(b)

©

(d

(©)

®

The County agrees that the minimum recommended career unit staffing in accordance
with NFPA 1710 is:

EMS Transport Unit 2
Engine 4
Special Services 4

The Department shall make a good faith effort to meet this recommended staffing level.
Staffing may be reduced for a period not to exceed four hours when an assigned
member who has reported to work is unavailable due to an administrative matter.

The County may vary from the NFPA standard in the case of operational necessity. In
the event that operational necessity requires a change beyond one shift, the Department
shall provide the Union notice and opportunity to be heard.

Should the NFPA change its recommended staffing levels, either party may reopen
negotiations on this section with written notice. Said negotiations shall take place
within seven days.

In the event, it becomes apparent to the Fire Chief that the alternate work schedule
(Article 5.3) has not achieved the established goal for minimum unit staffing, the
Fire Chief will initiate appropriate action to correct the situation. Corrective action
may be, but not limited to:

A return to 24/48 work schedule.

In August of 2020, the Chief Administrative Officer convened a Work Hours
Study Group to research, assess and analyze a proposed reduction in work hours
for Howard County Department of Fire & Rescue career staffing assigned to the
Emergency Services Bureau (field operations). The parties will continue to meet
to determine the full financial impacts, operational needs and additional personnel
needed to accomplish a reduction in scheduled work hours and whether such an
adjustment is economically feasible.
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(i)

(i)

(iv)

The work group will be comprised of the following Employees:

(1) Designee of the Chief Administrative Officer- Chair (non-voting)

(2) Designee of the Office of Human Resources

(3) Designee of the Office of Budget (Fire Fund)

(4) Designee from Retirement Office

(5) Designee of the Department of Finance (payroll & Telestaff)

(6) Two Employees of Fire management designated by the Chief of Fire
and Rescue Services

(7) Up to six employees of Local 2000 designated by the Union president.
Bargaining unit employees designated to participate in this workgroup
will be entitled to leave for the meetings pursuant to Sections 15.12 or
15.13 of this Agreement.

Task: The workgroup will be charged with researching, assessing, and
analyzing a proposed reduction in work hours for the Howard County
Department of Fire and Rescue Services career staffing assigned to the
Emergency Services Bureau (field operations). Different 42-hour schedule
configurations will be examined for efficiency, cost, and impact to
employees. This information will determine transitional cost, to include
but not limited to, wages, benefits, leave accruals, capital improvements,
and impact to Fire Fund and pension. Additionally, this workgroup will
determine what, if any, effect a reduction in work hours will have on the
current provisions of the Memorandum of Agreement between the County
and Local 2000. The workgroup may request a consultant to help
establish the true costs and benefits/issues with a schedule transition. The
cost of a consultant will be shared equally between the County and Local
2000.

Meetings: The work group shall meet the first and-third Tuesday of the
month, beginning July 16, 2024, through November 5, 2024. The
workgroup may agree to a different schedule, meet on a different day of
the month, or meet more often if the parties agree to an adjusted schedule;
however, the workgroup shall meet no less than once a month.

Report: The workgroup shall present their findings and make a written
recommendation to the Chief Administrative Officer and Union President
no later than November 15, 2024,

ARTICLE 7: LAYOFFS/FURLOUGHS

(2)

The County agrees to continue the policy with respect to layoffs as stated in the Howard
County Code. Effective immediately upon the signing of the Settlement Agreement
giving rise to this Agreement, the County agrees that, when implementing this policy,

the County will lay off all contingent employees before laying off any employees

covered by this Agreement.
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(b) The County agrees that if at any time, it becomes necessary to furlough an employee,
the County will furlough all contingent employees before furloughing any employees
covered by this Agreement.

ARTICLE 8: COMPENSATION

Section 8.1: Wage Adjustments

(a) The salary for fiscal year 2026-2027 are provided in Exhibits D-1 through D-3..
1. Effective the first pay period that includes July 1, 2025, each

member shall receive a one percent (1%) across the board increase
(Exhibit D-1).

2. Effective the first pay period that includes January 1, 2026, each
member shall receive a three percent (3%) across the board increase
(Exhibit D-2).

3. Effective the first pay period that includes January 1, 2027, each
member shall receive a four percent (4%) across the board increase
(Exhibit D-3).

4. The County will provide a step increase in fiscal years 2026 and 2027
as scheduled in the pay scale.

(b) If a change in the job status of an employee results in a pay increase, the increase
will be effective on the first day of the pay period following the change.

() Creditable Service:

1. "Creditable Service" is defined to mean that time spent in the
uniformed service in the Department of Fire and Rescue Services
and in the position of Firefighter Trainee.

2. An employee will be credited with service upon completion of the
required length of service.

3. "Creditable Service” does not include time spent during unpaid
breaks in service, or time worked for which performance was rated
less than satisfactory or paid leave which prevents the employee
from working at least 75% of their scheduled work days in the
preceding year.

(d) Employees will be paid for their regular hours in equal bi-weekly paychecks.

Section 8.2: Average Weekly Pay

Employees covered by this Agreement shall be paid average weekly pay on a bi-weekly
basis. The amount of salary paid shall be 2/52 of their annual salary plus any overtime pay earned
during the bi-weekly pay period.
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Section 8.3: Court Time

(a) Employees summonsed and required to appear in court as a result of any job related
activities shall be entitled to overtime pay for court appearances during scheduled off
duty periods. Employees will be compensated for actual hours spent in court, at a
minimum of three hours at their overtime rate.

(b) Court appearances during hours will be compensated at the regular rate of pay.

Section 8.4: Detail Pay

In the interest of maintaining the integrity of staffing levels without compromising operational
readiness, members may be detailed to a station different than that to which the member is
normally assigned. Every attempt shall be made to have these details reflected in staffing the shift prior
to the detail occurring. In the event all of the following criteria are met, the member being detailed to
report to a daily assignment other than the Employee’s assigned company/station shall be entitled
to receive $20 each shift the member is detailed:

The detail is not for the purpose of training or a special project.

Members shall only receive detail pay for the initial detail of a multiple shift detail to the same
station.

The detail is not at the request of the member.

The detail is not as the result of a company transfer.
The member is assigned to field shift work; and
The member is not being paid overtime.

For the purpose of this section, Employees assigned to Float will be allowed to pick a station to
store their gear, however their assignment shall be designated by the Department.

Section 8.5: Transition Pay

All Lieutenants or Acting Lieutenants functioning as company officers, and Battalion Aides
when they are functioning in that capacity, shall be provided Transition Pay at their overtime rate for
15 minutes to the on-coming Lieutenant, Acting Lieutenant, or Battalion Aide, provided a transition
briefing actually occurs between the off-going and on-coming persons identified above at the morning
shift change.

ARTICLE 9: OVERTIME PAY

Section 9.1: Overtime Definition

(a) Employees covered by this Agreement who work an average 48-hour work week shall
be paid overtime at time and one-half their regular hourly rate of pay for all hours
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(b)

©

(d)

(e)

worked over their regularly scheduled shift. Employees who are in leave without pay
status shall have their overtime earnings established on only those hours worked
over 144 hours in the 21-day period.

Employees covered by this Agreement, who work a 40-hour workweek, shall be paid
overtime at time and one half their regular hourly rate of pay for all hours worked
in excess of 40 hours during each week. Employees who are in a leave without pay
status shall have their overtime earnings established on only those hours worked
over 120 hours in the 21-day period.

Employees covered by this Agreement, who work a 42-hour workweek, shall be
paid overtime at time and one half their regular hourly rate of pay for all hours
worked in excess of their regularly scheduled shift. Employees who are in a leave
without pay status shall have their overtime earnings established on only those
hours worked over 126 hours in the 21-day period.

All hours worked on a Kelly Day or other regularly scheduled day off shall be paid
at the overtime rate, in accordance with Section 9.1 (a), (b) and (c).

For the basis of computing overtime, paid leave is included as time worked.

Section 9.2: Overtime Assignment

(2)

(b)

(c)

(d)

(e)

The HCDFRS shall implement ESB Field Operations Overtime Hiring Procedure
dated April 29, 2013 (Overtime Hiring Procedures).

Overtime shall be offered to employees who indicate their availability by signing
up on the Overtime Availability Sheet.

All overtime hiring shall be based on rank, qualifications, and certifications required
for the position to be filled and the availability of personnel to fill those needs.
Overtime hiring of personnel (both field and staff), typically for the purposes of field
staffing, shall be in the order of the least to greatest amount of field overtime hours
worked (including penalties).

Members assigned to staff positions shall be considered for overtime on nights and
weekends based on their total number of field overtime hours worked (including
penalties).

When field overtime vacancies exist, the following order shall be utilized when
determining the order of hiring back for overtime:

(1) Members regardless of rank wrongfully skipped in a previous hire back
determination provided they meet the qualifications and certifications required
of the vacancy. Members not meeting the qualifications will retain their first
priority standing until placed in an appropriate vacancy.

2) Members by corresponding rank on their assigned Kelly Day/Staff Preference
Day.
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)

e

(h)

€)

4)

)

(6)

(7

®

®

(10)

(1)

Members by corresponding rank whose shift has worked the day before the
overtime vacancy (lst day off or off-going members).

Members by corresponding rank whose shift has worked two days before
the overtime vacancy (2nd day off or oncoming members).

Members outside of corresponding rank, prioritizing lowest available rank
to highest available rank, on their assigned Kelly Day/Staff Preference Day.

Members outside of corresponding rank, prioritizing lowest available rank
to highest available rank, whose shift has worked the day before the overtime
vacancy (1st day off or off-going members).

Members outside of corresponding rank, prioritizing lowest available rank
to highest available rank, whose shift has worked two days before the
overtime vacancy (2nd day off or oncoming members).

Employees may indicate availability for overtime that is less than the 12-
hour requirement. If the staffing need is fully met by those available hours
the employee may be offered the overtime.

The HCDFRS will initiate its "career all call" procedures before implementing
mandatory holdover but shall not delay the use of mandatory holdover to
accomplish staffing needs.

After all other options and personnel combinations have been exhausted;
the Battalion Chief shall use the holdover list to maintain required field
staffing levels. If an employee has been held over and a qualified employee
responds to a "career all call," the holdover employee shall have the option
of relinquishing the overtime.

The HCDFRS will initiate its "all call" procedures before implementing
mandatory holdover but shall not delay the use of mandatory holdover to
accomplish staffing needs.

Seniority (date of hire) shall be the determining factor when two or more members
who have signed up for overtime availability have worked the same number of
overtime hours. Seniority (date of hire) shall also be used when overtime hours are
reset to zero (0) at 0700 on July 1st.

Overtime staffing for non-field overtime shall be tracked separately by the responsible
program managers and overtime shall be distributed fairly and equitably.

Any disputes related to overtime distribution are subject to the grievance procedure
and shall be resolved in light of the collective bargaining agreement and the Overtime
Hiring Procedure. This provision and the related Overtime Hiring Procedure
negotiated on April 29, 2013 shall not be altered or amended unless negotiated
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between the Executive Board and HCDFRS Management and documented in a side
letter agreement, not subject to general membership ratification.

ARTICLE 10: CALL IN AND HOLD OVER PAY

(a)

(b)

Employees who are called in or held over to work outside their regular shift shall be
paid a minimum of three hours at time and one-half, except that employees held over
on an emergency response will be paid time and one-half for actual hours worked.

An employee may be held over to a maximum of twelve hours every 6 weeks based on
a rotating schedule developed by labor and management. Employees held over for up
to 30 minutes will be paid time and one half for actual time worked. Employees who
are held over for more than 30 minutes will be held over for a minimum of three
hours and paid time and one half for actual hours worked. However, employees
reaching an agreement with their supervisor to work more than 30 minutes, but less
than three hours will be paid time and one half for actual hours worked.

ARTICLE 11: DAY WORK AND ALTERNATE WORK SCHEDULE PAY

(a)

(b)

Employees assigned to work 40 hours per week under Section 5.1 (c) or the
alternate work schedule under Section 5.3 shall be paid a day shift pay of $4,000 per
year, prorated during the time the employee is working that shift. The alternate work
schedule pay rate will be added to the base wage and shall be included in calculations
affecting overtime, retirement, and life insurance.

Employees assigned to the day work schedule (Article 5.1(c)) shall receive either the
day shift pay or an assigned take home vehicle.

ARTICLE 12: ADVANCED LIFE SUPPORT PAY

Section 12.1: Paramedic and EMT-P

(2)

(b)

(c)

Employees trained as Emergency Medical Technician - Paramedic assigned to such
allocated positions shall be paid a flat rate of $7,000. The above rate will be added to
the base wage and shall be included in calculations affecting overtime, retirement, and
life insurance.

As a condition of employment, employees hired under a “Paramedic preference” will
be required to maintain their paramedic certification and be cleared to function as a
Howard County Paramedic for a minimum of five (5) years.

In order to enforce section 12.1(b), the department must be able to show that the
applying candidate(s) were required to elect to receive "Paramedic preference"” at the
time of application, that the requirement(s) associated with this "Paramedic preference"
were conveyed, and that the selected candidate(s) acknowledged receipt of this
"Paramedic preference" in writing.
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(d) Failure of a member hired with the "Paramedic preference" to successfully maintain
the paramedic certification and be cleared to function as a Howard County paramedic
as required may result in discipline up to and including termination.

Section 12.2: Preceptor Pay

Employees assigned as preceptors in EMT-Pshall be paid a flat rate of $5.00 per hour while
engaged in such an assignment.

Section 12.3: Field Operations Assighed EMT-P Personnel

(a)Effective the first pay period beginning after July 1, 2024, the County will pay members in Grades
E (after clearance), F, and H of the pay scale who hold the EMT-P certification and are assigned
to field operations staffing, an additional annual premium (prorated over each pay period) based on
months of service as a Paramedic.

a. | 0to 48 months of completed service $8,000
b. | 49 to 96 months of completed service $9,000
c. | 97 months to 144 months of completed service $10,000
d. | 145 or more months of completed service $12,000

This premium pay shall be prorated and will be added to the base wage. This premium shall
be included in calculations affecting overtime, retirement and life insurance. Members of the
Department who served as an EMT-I in Howard County may submit a request credit for time served
in Grades E, F, and H to the Fire Chief for consideration. Any approval will be applied
prospectively.

(b) Employees receiving Emergency Medical Technician-Paramedic pay pursuant to Section
12.1 and not otherwise receiving premium pay pursuant to this Section 12.3 who volunteer or
are assigned to be the paramedic on the transport unit for a minimum of four (4) consecutive
hours shall be paid $5.00 per hour premium pay.

(©) Premium pays distributed in 12.3 (a) or 12.3(b);-er124{e) will be paid in addition to
Premiums distributed in 12.1(a).

ARTICLE 13: PREMIUM PAY

Section 13.1: Special Operations Pay:

Employees that meet the special operations criteria established by management and who
are assigned to the Regional Urban Search and Rescue Team or the Special Operations Team shall
be paid a flat rate of $1,250 per year added to their base pay. The above rate shall be included in
calculations affecting overtime, retirement, and life insurance.

Section 13.2: Fire Marshal’s Office
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Members assigned to the Fire Marshal's Office will receive an premium of $1,250 per person
while serving in this unit. The allowance shall be prorated, will be added to the base wage, and
shall be included in calculations affecting overtime, retirement and life insurance.

Section 13.3: Multilingual Pay

Employees who speak Spanish, Korean, or Chinese (or any other language with the approval
of the Fire Chief) will be paid a premium of $1250. The criteria for fluency as determined by the
Office of the Fire Chief will be predicated on a state, regional, or national evaluation instrument or a
standard developed by an institution of higher education. This pay shall be included in calculations
affecting overtime, retirement, and life insurance. The designation of fluency is non-grievable and
non-arbitrable, however the Union may grieve a claim that the program is being administered in an
arbitrary, capricious or discriminatory manner.

It is recognized that once an employee is designated in a skill level, he/she may be transferred
to an assignment where the skill is needed, The Chief may remove an employee from this program if
the employee demonstrates a pattern of declining requests to respond for translation services while
on-duty.

ARTICLE 14: COMPENSATION FOR TEMPORARY ASSIGNMENTS

Employees who are temporarily assigned to a job classification in a higher pay grade than
their regular job classification other than Heavy Vehicle Operator Driver, shall be paid for all hours
worked in such higher pay grade beginning with the first day worked, at either five percent (5%)
above their regular rate of pay or the minimum rate for the higher pay grade, whichever is greater,
provided the Personnel Officer has determined that all of the following conditions are satisfied:

(a) The position to be filled temporarily is an authorized budgeted position.

(b) There is no incumbent in the position or the incumbent is absent from duty, the
position or temporarily reassigned.

(©) The assigned employee meets the minimum qualifications for the classification.

(d) The assigned employee is able to perform all the normal duties expected of a person
occupying that position.

(e) When such person, in an acting position, is asked to work overtime in a position
other than the acting role, the employee shall be paid at time and one-half their
current acting pay level.

® Employees selected for compensation under this Article must be eligible for the
rank of Firefighter Lieutenant. Selection will come from the promotion
eligibility list established and maintained by the Department. After the list is
exhausted, employees meeting the minimum qualifications for the classification
may be used.

(2) The Chief of Fire & Rescue Services shall select employees for temporary
assignments after the list has been exhausted or if a list does not exist. If the Chief
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(h)

of Fire & Rescue Services selects an employee for temporary assignment after
the list has been exhausted or if a list does not exist, then this Article is not
subject to the grievance or appeal procedures contained in Article 19.

Employees designated as Heavy Vehicle Operators, in an acting capacity will be
reimbursed additional pay equal to the proportionate share of the $2,000 FF or
MFF/HV O pay.

ARTICLE 15: LEAVE BENEFITS

(a)

(b)

(c)

Unit members shall be entitled to the following types of leave, as provided under
the conditions set forth in this Agreement, the Howard County Employee Manual,
and DFRS Policy and Procedure. All leave in the field will be used in 4 and 8-
hour blocks as a minimum, unless otherwise granted by the Battalion Chief. These
blocks are defined as 0700-1100; 1100-1500; 1500-1900; 1900-2300; and 2300-
0700.

If an employee's scheduled leave, as defined in section 15.2 (Annual Leave) &
15.3 (Personal Leave) is involuntarily canceled, and the employee is required to
report for duty, the employee shall receive pay at time and one-half times the
employee’s regular rate of pay for all hours worked.

For all employees hired after July 1, 2013, seniority shall be calculated from the
date of hire within the Department. Employees with prior service in the classified
service of Howard County as defined by Section 1.100(b) of the Howard County
Code, shall be given one additional day of seniority credit.

Section 15.1: Holidays

(a)

(b

©

(d

All employees shall be entitled to the following paid holidays:

New Year’s Day Labor Day

Martin Luther King Day Indigenous People’s Day
President’s Day Veteran’s Day

Good Friday Thanksgiving Day

Memorial Day The Day After Thanksgiving Day
Juneteenth Christmas Day

The Fourth of July

Employees shall be granted leave based on the equivalent of their regular workweek
divided by five for each legal holiday set forth in this Section.

Holiday pay will not be paid when an employee is on approved leave of absence
without pay or when an employee is directed to report to work and fails to do so.

Effective July 1, 1991,‘employees shall receive pay at time and one-half - an
additional half-time (in addition to leave) - for hours actually worked between 7:00 a.m.
on Thanksgiving Day and 7:00 a.m. on the day after Thanksgiving and for hours
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(e)

actually worked between 7:00 p.m. on Christmas Eve and 7:00 p.m. on Christmas
Day.

Effective July 1, 1993, employees shall receive pay at time and one-half - an
additional half-time - for hours actually worked between 7:00 a.m. on Easter
Sunday and 7:00 a.m. on the day after Easter.

Section 15.2: Annual Leave

(2)

(b)

©

(d

(e)

After six continuous months of service, all employees shall be entitled to use paid
annual leave earned in accordance with the following schedule:

Continuous Service Vacation Accrual
Appointment through 5" vear 13 days
6" year through 10" year 16 days
11" year through 20" year 19 days
21% year and above 21 days

The appropriate conversion should apply to those who work an alternate schedule for
example:

48-hour work week = 9.6 hours per day (48/5)
42-hour work week =8.4 hours per day (42/5)
40-hour work week = 8 hours per day (40/5)

No more than 468 hours of equivalent leave may be carried over from one fiscal year
to the next, except where an employee is required to forego the use of annual leave
because of a work emergency, in which case the Chief Administrative Officer may
permit the employee to carry over an additional 15 days equivalent. Every employee
must use a minimum of five days equivalent of annual leave per fiscal year.

The rate of pay while an employee is on annual leave shall be the regular rate of pay
for the employee's regular job.

Upon voluntary termination of employment, employees with six or more months of
continuous service shall be paid any accumulated annual leave credits minus one
equivalent day's pay for each day the employee fails to have given the County two
calendar weeks minimum notice.

Leave/Kelly Day Slots

1. Kelly Days will be assigned on a rotation paddle system based on station and
position needs for that day.
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2. On any day, the maximum number of unit members that will be granted
annual leave shall not exceed 13% of the assigned daily staffing of unit
members within the shift, County-wide. The amount of unit members that will
be granted annual leave will be rounded up to the next highest number if it
exceeds .5.

Section 15.3: Personal Leave

(a)

(b)

(©

(d)

(e)
(6

Personal leave must be taken during the calendar year in which it is granted upon prior
approval of the immediate supervisor, Battalion Chief in the Operations Bureau or
Bureau Heads in the other Bureaus. Should an emergency require immediate personal
leave, the supervisory notification requirements of Section 15.4 below shall apply.

Existing unit members shall receive the equivalent of seven (7) personal leave days
each calendar year.

Unit members hired after April 30 shall receive the equivalent of four (4) personal leave
days for that year.

Unitmembershired after August 31 shall receive the equivalentoftwo (2) personal leave
days for that year.

Unit members hired after November 30 shall not receive any personal leave for that year.

Personal leave must be taken during the calendar year in which it is granted upon
prior approval of the immediate supervisor, Battalion Chief in the Emergency
Services Bureau or Bureau Heads in the other Bureaus.

Section 15.4: Disability Leave

(a)

(b)

(c)

(d)

Employees shall earn disability leave at the rate of one equivalent day per month with
unlimited accrual. Disability leave shall accrue to the employee's credit for a given
month as long as the employee is in pay status.

Disability leave may be used in accordance with the provisions of the Howard
County Employee Manual.

When an employee uses two consecutive work shifts of disability leave, such
absence must be substantiated by a certificate from the treating physician or other
licensed practitioner describing the nature of the illness or incapacity and the date of
treatment.

Disability Leave may only be taken in accordance with the specified leave blocks under
Article 15 (a).

Section 15.5: Conversion of Unused Disability Leave

The provisions of the Howard County Employee Manual shall be applicable to the employees
covered by this Agreement.

Section 15.6: Workers’ Compensation Leave
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When an employee sustains a compensable work-related injury or disease, the employee shall
be entitled to Workers' Compensation leave as provided in the Howard County Employee Manual.
In the event that an employee who has been a member of the Department of Fire and Rescue Services
for five years or more is certified by his treating physician to be disabled and unable to perform
his/her duties as a result of a disease of the cardio-vascular or pulmonary system and when such
certification is supported by an examination by a physician selected by the County, such employee's
disability shall be presumed to be compensable and shall be compensated at 2/3 of regular pay until
such time as a ruling to the contrary is issued by the Maryland State Workers' Compensation

Commission.

(a)

(b)

(d)

Eligibility - an employee is eligible for Workers' Compensation Leave if an injury or
disease which causes the employee to be disabled is compensable under Maryland
Workers' Compensation Law; the employee is completely unable to work at their
regular job or modified duty; and their inability to work is supported by sufficient
medical evidence.

Medical Appointments - Workers' Compensation Leave shall not be authorized for
medical appointments unless the appointment is at the request of the County or its
authorized claims adjuster; or the appointment is with the designated medical
provider selected by the County.

Modified Duty - Workers' Compensation Leave shall not be authorized if the
employee has been offered a temporary modified duty position in accordance with
medical restrictions.

Rate - An employee who suffers a compensable work-related injury will receive full
pay during the period he/she is disabled to a maximum of 12 months from the date of
injury if the employee is evaluated by a County approved medical provider as to the
ability to work with or without restrictions. Employees electing not to be evaluated by
a County approved medical provider shall receive benefits, if applicable, at the rate
established under the Workers' Compensation Laws of Maryland.

In the event that the evaluations of the County approved medical provider and the
employee's doctor are conflicting with respect to the ability to work with or without
restrictions, an independent evaluation may be requested by the employee. The
physician conducting the independent evaluation will be selected based on mutual
agreement of the parties. The cost of the independent evaluation shall be paid by
the County. If the independent physician concurs with the opinion of the employee's
doctor, the employee shall receive full salary for periods of authorized lost time
up to one year from the date of injury, subject to all other provisions of Maryland
Worker's Compensation Law. If the independent physician concurs with the
opinion of the County approved medical provider that the employee can return to
work, no benefits shall be payable.

If at any time during the course of the claim, the employer requests an independent
medical exam in accordance with Maryland Worker's Compensation Law, the
provision allowing for a third opinion will not apply.
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(e)

®

Continuation of Other Benefits - During the period for which an employee is
receiving Workers' Compensation Benefits, all health and life insurance
premiums and retirement fund contributions shall continue as if the employee
was receiving wages. If the employee is receiving Workers' Compensation
benefits through a source other than County payroll, the employee will be
responsible for reimbursement to the County for the employee's contributions
for health and life insurance premiums and will be responsible for other personal
payroll deductions.

Use of Accrued Leave- If the employee's Workers' Compensation payments
are not payable or are suspended for any reason, the employee may elect to use
available annual, personal, or sick leave with the approval of their supervisor, as
long as the usual requirements for such leave are met.

Section 15.7: Jury Duty

Any employee called for jury duty by a State or Federal Court will receive full pay for
the time served.

Section 15.8: Military Leave

(2)

(b)

(d

Military Leave is paid leave which shall be granted to an employee who, as a
member of the National Guard or a reservist of the Armed Forces, is required by
official military orders to attend annual training exercises.

Any employee who is required to serve in a training or reserve program of a uniformed
service will be compensated by the County in an amount not to exceed 15 days-per
calendar year commensurate with the schedule the employee assigned (ie. 9.6 hours x
15 days for employee assigned to Field or 8 hours x 15 for day shift employee, peak
load schedule 8.4 x 15).

A copy of the employee’s service orders will be submitted by the employee requesting
such leave.

The federal fiscal year begins on October 1% and ends on September 30" of the
following year.

Section 15.9: Funeral Leave

The Chief of Fire and Rescue Services may grant an employee funeral leave for a
maximum of one full shift following the death of a member of the immediate family as defined
in the Howard County Employee Manual. Funeral leave shall not be deducted from any other leave
earned by the employee.

Section 15.10: Leave for Negotiations

Five members of Local 2000, selected by the Union, will be granted leave with pay for the
purpose of negotiating a collective bargaining agreement with the County for attendance at those
bargaining sessions conducted during their normal working hours. The bargaining sessions shall be
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deemed to include one hour of time before and after each session to be utilized for meetings
among the Union's bargaining representative.

Section 15.11: Leave of Absence Without Pay

The Personnel Officer may grant requests for leave of absence without pay for a period not
to exceed one year under such terms and conditions as are set forth in the Howard County Employee
Manual.

Section 15.12: Union Leave

Members of the Bargaining Unit shall be granted by the County an annual aggregate total
of 200 hours of paid leave to attend to Union business. Prior approval must be received from the
Fire Chief. Approval will be based upon a written request from the Union outlining the purpose
for the leave and attendee(s). Any Union Leave request shall be made with three days’ notice. The
Fire Chief will not unreasonably deny any requests that are made with less than three days’ notice.

Section 15.13: Union Leave Bank

(a) In addition to leave granted in Section 15.12, the Union may create and administer
a bank of donated leave for the purpose of providing additional paid time to attend
or conduct Union business. The Union must provide to the County a signed
authorization form to deduct annual accruals of donating members.

(b) The County will accept a form (provided by the Union) signed by employees
authorizing the automatic deduction of annual leave for credit into the Union Leave
Bank. Such authorization shall remain in effect until revoked by the employee in
writing to the County.

(©) Prior approval for the use of Union leave must be received from the Fire Chief.
Approval will be based upon a written request(s) from the Union outlining the purpose
for the leave and attendees. Any Union Leave request shall be made with three-
days’ notice. The Fire Chief will not unreasonably deny any request that are made
with less than three days’ notice.

(d) Total paid leave granted from the Union Leave Bank for Union business shall not
exceed 1250 hours in any fiscal year unless approved by the Fire Chief. The Union
may roll over up to 2,500 hours of unused leave into the next fiscal year.

Section 15.14: Leave Donation

Unit members shall be allowed to donate up to 48 hours of disability, annual, and/or personal
leave to another unit member, subject to approval by the Fire Chief.

Annual leave may only be donated to an individual that has exhausted their disability,
personal, and annual leave.

ARTICLE 16: TRADING OF SHIFTS AND EARLY RELIEF

Section 16.1: Trading of Shifts
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Full time career personnel will be authorized to trade shifts in accordance with the following

procedures:

(2)

(b)

(c)

(d)
(e)

®

(2

(h)

(M)

)

(k)

The trading of shifts is defined as the trading of whole shifts or a portion of any
shift.

The trade of shift must be approved up the chain of command to the employee
requesting the trade's Battalion Chief. On the same day of receiving the trade
request, the Battalion Chief will provide the employee confirmation of receipt of
said trade request.

Personnel may trade shifts regardless of job class or rank, provided projected
functional staffing needs are met.

Under no circumstances will a trade of shift create a projected overtime liability.

Trades in which an employee fills a position for another class that he or she is not
technically qualified to fill, may be withheld until it is determined that projected
staffing needs are met. Final disposition of approval or disapproval will be no later

than 1900 hours on the shift before the requested trade.

Trades must be made a minimum of 60 hours in advance unless extenuating
circumstances exist which will be addressed on a case by case basis at the discretion
of the Battalion Chief. Tentative approval can be issued by the company officer,
pending final approval by the Battalion Chief when said conditions exist. Trades
between equally qualified employees do not require 60 hours advanced notice to
Battalion Chief.

Repayment of traded time will be the sole responsibility of the individuals involved
and will not obligate the County in any way.

The trading of shifts will not cause any employee to work more than 48 consecutive
hours. Any 48 consecutive hour tour of duty must be followed by a 24-hour period
of off duty status.

Probationary employees will be limited to the equivalent of 14 full shifts per year.
Trades for education will be unlimited.

Employees who work a trade of shift will be held accountable and protected for all
issues except those, which involve compensation. Compensation will be granted
whenever the employees work beyond the normal shift time.

Trade of shifts requests may be denied whenever there is a demonstrated need for
the employee to be present (special performance evaluation, scheduled training
classes or excessive absence).

Section 16.2: Early Relief

Any employee may be relieved from duty by another employee qualified to meet the
functional staffing needs up to two hours prior to the end of the shift with notification to the person
in charge of the shift.
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Employees may not seek early relief on a scheduled mandatory hold-over day unless the
employee has traded their hold-over day.

ARTICLE 17: INSURANCE

Section 17.1: Health Insurance

(2)

(b)

During the term of this agreement, members of the bargaining unit shall be eligible
for the medical (including vision and prescription drug), dental, flexible spending
accounts, and any other health insurance benefit programs on the same basis as all
other groups of County benefit eligible employees. This includes eligibility for
participation, premium contribution rates, plan coverage, and all other terms and
conditions as stipulated in each benefit's governing document.

The Health Insurance rates for Calendar Year 2025 are provided in Exhibit E.

Section 17.2: Life Insurance

(@

(b)

(¢)

The County shall provide, at no cost to the employee, basic group life insurance
coverage in an amount equal to two times (2X) annual salary.

In the event of the death of an employee in the line of duty, as defined by the
County's insurance coverage, the County will pay to the employee's appropriate
beneficiary a lump sum payment of fifty thousand dollars ($50,000) in addition to
all other benefits presently payable to such beneficiary.

The County shall provide a line of duty death benefit in the amount of ten thousand
dollars ($10,000) to a bargaining unit member's beneficiary if the bargaining unit
member dies in the line of duty. Line of Duty shall be defined by the Fire Chief.

Section 17.3: Long Term Disability Insurance

During the term of this agreement, members of the bargaining unit shall be eligible for the
same long-term disability insurance provided by the County on the same basis as all other groups of
County benefit eligible employees. The long-term disability insurance will be provided at no cost to

the member.

ARTICLE 18: EMPLOYEE ALLOWANCES

Section 18.1: Meal Allowance

The County will provide a meal allowance of $18 to employees who are subject to a mandatory
hold over for four (4) hours or more pursuant to Article 10 (b) or have their annual and/or
personal leave involuntarily cancelled pursuant to Article 15 (b). The employee must provide an
itemized receipt for the meal within 7 days. If meals are otherwise provided by the County, this
provision shall not apply.
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Section 18.2: Physical Fitness Allowance

Physical Fitness Allowances of $250 will be included for each employee for each year of
the contract. The allowances are to be paid the first pay period in November.

ARTICLE 19: GRIEVANCE PROCEDURE

Section 19.1: Scope

This Article sets forth a grievance procedure, which shall apply and be limited only to
questions concerning the interpretation or application of a specific provision of this Agreement.
For the purpose of this Article, time frames will be in calendar days. If the time frame ends on a
Saturday or Sunday, the required action must be taken by the next County business day.

Section 19.2: Time Limitations

A grievance covered by this article must be delivered by the employee or his/her designee
to the Battalion Chief (or Assistant Chief when the employee does not have a Battalion Chief in
his/her chain of command) promptly within 14 calendar days after it arises and be processed in
accordance with all time limits and conditions. The parties recognize that the prompt settlement of
grievances is important to a sound and harmonious relationship between the Union, the County,
and the employee.

All grievances shall be presented at the first step of this grievance procedure by the aggrieved
employees or the Union within the time limitation contained herein or they shall be considered
waived. If the County fails to give its answer to a grievance within the time limits set forth in any
step, the Union and/or employee may appeal the grievance to the next step at the expiration of such
time limit.

The time limits prescribed herein may be waived by mutual agreement, in writing, by the
parties hereto. A grievance not appealed within the time limits herein set forth shall be considered
settled on the basis of the answer provided by the County at the last step of the procedure utilized
by the Union or the employee, which answer shall be final and binding upon the aggrieved employee
or the Union.

The parties may, by mutual agreement, waive certain steps and/or extend stated time frames.
Such mutual agreement shall be reduced to writing and signed by the parties prior to the expiration
of said time frames. In no event may waiver or extension of any time limit hereunder for presentation
or appeal be implied by any action or inaction of the County or the Union.

This Article sets forth a grievance procedure, which shall apply and be limited only to
questions concerning the interpretation or application of a specific provision of this Agreement.

Section 19.3: Procedural Steps

All grievances shall be submitted on a grievance form developed by the County and the
Union (form to be supplied by the County). The parties recognize that the prompt settlement of
grievances is important to a sound and harmonious relationship between the Union, the County,
and the employees. All grievances shall be presented at the first step of this grievance procedure
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by the aggrieved employees or the Union within the time limitation contained herein or they shall
be considered waived. If the County fails to give its answer to a grievance within the time limits
set forth in any step, the Union and/or employee may appeal the grievance to the next step at the
expiration of such time limit.

When a member has been terminated as a result of a disciplinary procedure, they may
choose this grievance procedure in lieu of the appeals procedure contained within the Howard
County Employee Manual. Should the member make that choice, their ability to use the
aforementioned appeals procedure is revoked.

Step 1

A grievance covered by this Article must be delivered by the employee or his/her designee
to the Battalion Chief (or Assistant Chief when the employee does not have a Battalion Chief in
his/her chain of command), promptly within 14 calendar days after it arises and be processed in
accordance with all time limits and conditions.

Within 14 calendar days of receipt of the grievance from an employee, the Battalion Chief
(or Assistant Chief when the employee does not have a Battalion Chief in his/her chain of command)
shall take the following actions:

(a) Schedule and conduct a meeting with the employee and the Union Representative
in an attempt to resolve the grievance.

(b) Provide the employee with a written reply indicating the decision reached in Step
one. The decision shall be delivered to the employee.

In the event the decision at Step 1 is not satisfactory to the employee, the employee shall
deliver the grievance to the employee's Assistant Chief within 10 days of receipt of the immediate
supervisor's decision. It shall be indicated on the form that the Battalion Chief’s decision reached
at Step 1 is not satisfactory and that the employee wishes to take the grievance to the next step.

Step 2

Within 14 calendar days of receipt of the grievance from an employee, the Assistant Chief
shall take the following actions:

(a) Schedule and conduct a meeting with the employee and the Union Representative
in an attempt to resolve the grievance.

(b) Provide the employee with a written reply indicating the Assistant Chief’s decision.
The decision shall be delivered to the employee, or his’her designee shall deliver
the decision.

In the event the Assistant Chiefs decision at Step 2 is not satisfactory to the employee, the
employee shall deliver the grievance to the Fire Chief or his/her designee within 10 days of
receipt of the Assistant Chiefs decision. It shall be indicated on the form that the Assistant Chiefs
decision is not satisfactory, and that the employee wishes to take the grievance to the next step.

Step 3
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Within 14 calendar days of receipt of the grievance from an employee, the Fire Chief or
his/her designee shall take the following actions:

(a) Schedule and conduct a meeting with the employee and the Union Representative
in an attempt to resolve the grievance.

)] Provide the employee with a written reply indicating the decision of the Fire Chief
or his/her designee. The decision shall be delivered to the employee, or his/her
designee shall deliver the decision.

In the event the decision of the Fire Chief or his/her designee at Step 3 is not satisfactory to
the employee, the employee shall send the grievance by to the Personnel Officer within 10 days of
receipt of the Fire Chief’s or his/her designee decision. It shall be indicated on the form that the Fire
Chief’s or his/her designee decision is not satisfactory, and that the employee wishes to take the
grievance to the next step.

Step 4

Within 14 calendar days of receipt of the grievance from an employee, the Personnel
Officer or his/her designee shall take the following actions:

(a) Schedule and conduct a meeting with the employee and the Union Representative
in an attempt to resolve the grievance.

(b) Provide the employee with a written reply indicating the decision of the Personnel
Officer or his/her designee. The decision shall be sent to the employee.

Step §

Any grievance that has been properly processed through the above procedure and has not
been settled at Step 4 may, at the request of the Union, be appealed to binding arbitration. The
Union shall serve written notice of its intention to proceed to binding arbitration upon the Personnel
Officer within 14 calendar days of receipt of the Personnel Officer's decision at Step 4.

The County and the Union shall attempt to select a mutually acceptable arbitrator within
10 working days. If no arbitrator is selected, the party seeking arbitration shall request a list of
arbitrators from the Federal Mediation and Conciliation Service. The arbitration shall be
conducted in accordance with the rules of the American Arbitration Association. The Arbitrator
shall have no authority to amend, alter or modify any provision of this Agreement or to limit,
diminish or in any manner interfere with the authority of the County and its Administration as
provided by State law and/or County Charter. The written decision of the arbitrator shall be rendered
as soon as possible after the hearing and shall be final and binding upon the aggrieved employee,
the Union and the County. The cost of arbitration shall be shared equally by the County and the
Union except that costs incurred in presenting or defending the grievance to the arbitrator which
shall be borne by the side incurring the expense.

Section 19.4: Reserved

Section 19.5: Other Conditions
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If an employee is given a lawful directive by a supervisory authority, which he/she
believes to be in conflict with a provision of this Agreement, the employee shall comply with
the directive at the time it is given and thereafter may exercise his/her right to grieve the matter.
The employee's compliance with such directive will not prejudice the employee's right to file a
grievance, nor will his/her compliance affect the resolution of the grievance.

The County may present a grievance to the Union, in writing, at Step 6 of this procedure
and will have the same rights to binding arbitration.

Section 19.6: Election of Remedies

As an alternative to the grievance procedure set forth in this Article, an employee may use
the appeal procedure provided in the Howard County Employee Manual entitled "Appeals", to
appeal any action encompassed within the jurisdiction of the Personnel Board. An employee
may elect only one of these remedies and by electing one procedure automatically waives the
other.

Section 19.7: Grievance Scheduling

Presuming there will be no abuse, the County agrees to hear grievances filed by the
Union on behalf of an employee, pursuant to a provision of this Agreement, during normal
business hours. Only one Union representative employed by the County shall be permitted to
attend any one step of the grievance procedure as set forth in Article 3.4 of this Agreement on
a paid basis through Step 2 of this procedure. At Steps 3 through 5, the Union president or his/her
designee shall not be charged leave to attend the hearing should he/she be scheduled for duty at that
time. The County reserves the right, at its option, after five days' notice to the Union, to schedule
grievance hearings during non-work hours.

Section 19.8: Class Action Grievances

If such grievances affect a group or class of employees; involving two or more employees,
the Union or the affected employees may submit such grievances in writing to the Fire Chief. The
processing of class action grievances shall commence at Step 4. An employee who is part of a.
class action grievance may elect not to participate in the class action grievance process and pursue
the grievance on an individual basis.

ARTICLE 20: PERSONNEL FILES

Section 20.1: Personnel File Locations

Both parties agree that there will be two recognized employee personnel files, one kept at
the Howard County Office of Human Resources and the other kept at the Office of the Fire Chief.

If the Department uses an electronic performance management system to document and
complete annual performance reviews, any adverse comments and documentation may be removed
from the electronic performance management system, at the employee’s request, after two years.
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The County and the Union agree to form a Performance Management Study Group to review
Tenzinga. The review shall include, but not be limited to, the standards, timing and frequency of
performance management system entries, the expected substance of the entries and the measurement
standards and numerical ratings. The group will also form a joint Union/management training program
to instruct supervisors on the preparation and completion of annual performance evaluations.

The study group will be comprised of two members of IAFF Local 2000 selected by the
president; two members of Fire management selected by the Fire Chief, and one member of Human
Resources, selected by the HR Administrator.

The study group will make recommendations to the Fire Chief no later than November 1, 2021.
If at any time the Union is not satisfied with the progress of the study group, the Union may request
that a representative from the Chief Administrative Officer’s office join the study group. In the event
the study group cannot come to a consensus this section of the contract may be reopened for
negotiation.

Section 20.2: Employee Access and Removal

(a) Any correspondence related to disciplinary action, absence or lateness may be
removed from the employee's personnel file if requested, in writing, by the employee
provided two years have elapsed since the most recent entry of a non-appealed
disciplinary action or one which has been appealed but upheld.

(b) The Personnel Officer and the Fire Chief shall permit inspection of an employee's
personnel file. All personnel records shall be treated as confidential information.
Employees with or without Union representation, shall have access to their individual
personnel files by prior appointment. All items contained in such file shall be
available for review and copy with the exception of outside confidential references
relating to original employment or promotion.

(c) Employees may request that performance improvement plans be removed from their
personnel files if they have completed the improvement plan and after one year of
satisfactory performance.

Section 20.3: Employee Additions

Employees shall have the right to respond in writing to any information contained in their
personnel file which will be kept in said file.

ARTICLE 21: MODIFIED DUTY

Injured employees, who are given a medical release by their doctor to return to work with
limitations, may be assigned modified duty by the Fire Chief. Such assignments will be based on
medical limitations indicated by the doctor. Priority in such assignments will be given to those injured
in the line of duty.

ARTICLE 22: SAFETY AND HEALTH
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(2)

(b)

(©)

(d)

(e)

The County and Union agree to cooperate to the fullest extent in promoting the safety
and health of the employees covered by this Agreement. DFRS will maintain a
departmental Safety Officer and a Safety Committee with Union representation.

The County will provide water quality testing using a licensed and certified vendor,
at all fire stations that are on well water by June 30, 2027, and every two years
thereafter.

The County will make its best efforts to provide air quality testing, using a licensed
and certified vendor, at all fire stations by June 30, 2027, but will complete said
testing no later than December 31, 2027.

The results of all testing, air and water, will be sent to the Office of the Fire Chief
and shared with the Union President as soon as practicable thereafter

When stations are found to be unsafe or ineffective for habitation; the County will
provide employees appropriate safe living conditions.

ARTICLE 23: HOWARD COUNTY POLICE AND FIRE RETIREMENT SYSTEM

(a)

(b

(©)

Retirement benefits for employees covered by this Agreement shall be as provided for
in Title 1 (Human Resources Administration), Subtitle 4A (Police and Fire
Employees Retirement Plan) of the Howard County Code (the "Pension Subtitle").

Notwithstanding the provisions of this Agreement, and as provided in Section
1.465A of the Pension Subtitle, the County shall have the right to amend the
Pension Plan, at any time, by amendment to the Howard County Code.

The County agrees to submit and support legislation to provide a sick leave conversion
plan consistent with the Fire management plan. After 30 years of service, upon
retirement, fire participants receive 2.5% of average compensation for each year of
unused sick leave.

ARTICLE 24: DEFFERED RETIREMENT OPTION PROGRAM (DROP) AND PEHP

The County and Union agree to maintain a cost neutral DROP program.

The County and Union agree to continue the Post Employment Health Plan (PEHP).
ARTICLE 25: TRANSFERS

If the Department of Fire and Rescue Services decides to transfer an employee involuntarily to
another permanent assignment, the employee shall receive at least ten days in advance written notice
of said transfer, in the absence of exceptional circumstances that will be explained in writing.
Employees that request a shift transfer in writing will not be granted cross over leave without proof

of hardship.
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ARTICLE 26: SUBSTANCE ABUSE TESTING

Section 26.1: Substance Abuse Policy

Unit members shall adhere to the Substance Abuse Policy of the Howard County Department of
Fire and Rescue Services; see Exhibit C of this Agreement. The Substance Abuse Policy may be
amended from time to time by mutual agreement of the County and the Union.

Section 26.2: Oral Fluids Testing Workgroups

The Department and Local 2000 Union representatives agree to meet and discuss any
future legal developments related to medical cannabis and the potential impact on this Substance
Abuse Policy. On or before October 31st, 2025, the Office of Human Resources, in consultation
with the Department, and approval by County Administration, will submit a proposal to Local
2000, through the Union President, to amend or replace the current urine testing policy with oral
fluid testing by January 31st, 2026. The proposal will include, but is not limited to, proposed oral
fluid testing levels, proposed changes to the substance abuse policy, and a deadline date that the
County and the Union shall reach agreement in order to implement a revised policy by January
31st, 2026.

In the event the Office of Human Resources is unable submit a proposal by October 31,
2025, they must outline the reasons for the delay to the Chief Administrative Officer and the
Local 2000 president and when they expect to complete the oral fluid implementation proposal
as well as a revised proposed implementation timeline.

(a)

ARTICLE 27: PROMOTIONAL PROCESS AND REGISTERS

Effective July 1, 2024, the parties shall amend Article 27 (Promotional Process and Registers) as
follows:

(a) All promotional eligibility lists shall be valid for a period of two years. The County will
make its best effort to prepare a new list to take effect the day after the most current
eligibility list expires.

(b) The test for promotion to Lieutenant and Captain will take place in September
during even-numbered years, and the HVO test will take place in June during
odd-numbered years, unless otherwise agreed upon by the County and the Union.

(©) During any exam, after January 1, 2025, if the new reference materials, including
any study guides, are not available at least 150 days before the exam, then the reference
materials for the exam will be the same as those used for the previous year. The
employee may appeal any test question within seven calendar days of the date of the
test.
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(d)

(e)

4

€]

The County and the Union have jointly developed the promotional process for
Lieutenant and Captain that delineates the requirements and responsibilities of all
parties involved. The promotional process as outlined in the department orders may be
altered from time to time by mutual agreement of the County and the Union.

The Fire Chief agrees to meet with the Union no later than December 31to get the
Union’s input on the promotional process in the upcoming calendar year.

For the HVO process, the County will work in good faith with candidates to provide
an opportunity to use apparatus/equipment to practice on prior to the test.

Upon the request of the Union and approval of the Fire Chief, employees who die
in the line of duty shall be promoted to the next officer rank, i.e, Lieutenant or
Captain. The Fire Chief’s decision regarding the promotion is final and shall not be
subject to grievance.

ARTICLE 28: UNION INSIGNIA AND LOGO

Use of the Union insignia, logo and decal on uniforms and clothing will be in accordance
with departmental policies. The Union logo may be placed on County-owned equipment.

ARTICLE 29: DIRECT DEPOSIT

(a)

(b)

The County shall provide a direct deposit option for any employee covered by this
Agreement who so elects, in writing, on a form supplied by the County.

An employee may request a meeting with the Department’s Administrative
Services Bureau (ABS) to discuss concerns regarding their pay to ensure wages
have been properly calculated. ASB personnel will explain how the following items
have been calculated and included in the pay:

I Detail Pay

ii. Transition Pay

iii. Acting HVO Pay

iv. Acting Above Rank Pay
v. ALS Transport Pay

vi. Day Shift Premium Pay
vii.  Paramedic Pay

viii.  Special OPS Pay

ix. Precepting Pay

X. Language Pay

xi. Longevity Pay

xii.  Paramedic Longevity Pay
xiii.  Fire Marshal Premium Pay
xiv.  Meal Allowance

xv.  Phone Stipend
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xvi.  Standby Pay

(c) Back pay, refunds, or benefits owed to bargaining unit employees identified during
the payroll review shall be issued promptly. Overpayments identified during a
payroll review shall be addressed pursuant to Article 34.

(d) Employees shall not face retaliation for raising concerns about payroll
discrepancies.

(e) Payroll review records and findings shall be handled confidentially and used solely
for the purpose of ensuring compliance with law and this Agreement and resolving
discrepancies.

ARTICLE 30: POLITICAL ACTION COMMITTEE (P.A.C.) DEDUCTIONS

Employees shall be allowed to have monies deducted from their salary either once per year or
per pay period for P.A.C. Such deductions will be made when a unit member authorizes it by signing
an approved deduction form.

ARTICLE 31: NO STRIKE OR LOCKOUT CLAUSE

Section 31.1: No Strikes

For the duration of this Agreement, the Union, its officers, representatives, stewards and
members, and the employees covered by this Agreement, shall not in any way, directly or indirectly,
individually or concertedly engage in, initiate, sponsor, support, direct, ratify or condone any
strike, sympathy strike, sit-down, secondary boycott, or picketing, which interferes with or interrupts
the County's operations, to include but not limited to the individual or concerted failure to report for
duty, willful absence from one's position, stoppage or slowdown of work, or abstinence in whole or
in part from the full, faithful and proper performance of the duties of employment. Inthe event of
a violation of this Article, the Union shall immediately, upon learning of such activity, publicly disavow
such action by the employees and shall so advise the County and the employees involved in writing.

In the event of any violation of this Article, the County Executive may, in addition to any
other remedy or right of the County, take any or all of the following actions he deems necessary in the
public interest against the employee or the Union as the case may be:

(a) Imposition of disciplinary action, including removal from County service, of
employees engaged in such illegal conduct;

(b) Termination of the Union's dues deduction privilege, if any;

(c) Revocation of the Union's exclusive representation certification and disqualification of
the Union from participation in representation elections for a period up to a
maximum of two years.

Any grievance involving disciplinary action against an employee charged with a violation
of this Article shall be limited to the question of whether such a violation occurred.
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Section 31.2: No Lockouts

The County shall not, under any circumstances, engage in, initiate or direct a lockout of
County employees.

ARTICLE 32: SAVINGS CLAUSE

To the extent that the rights, duties, and obligations of employees and the County stated
in the Howard County Code as written now or as may be amended from time to time are not expressly
modified by this Agreement, they shall continue to govern the employment relationship. Any
Article or Section of this Agreement found to be in conflict with the Howard County Charter or
with any law, ordinance, statute, County or government regulation or declared invalid by decree
of a court of competent jurisdiction, will be null and void and the parties will enter into negotiations
for a substitute provision. All other Articles and Sections of this Agreement will remain in full
force and effect for the duration of the Agreement.

ARTICLE 34: PAY CHECK PROTECTION

Section 34.1: Notice of Overpayment

When the County determines that an employee has been overpaid, it shall notify the
Employee. The County’s notification shall specify the amount of the alleged overpayment(s), the
date(s) of the alleged overpayment(s), and provide reasons for the overpayment(s).

Section 34.2: Procedures for Repayment of Overpayment

If the County does not waive recovery of the overpayment, the County shall have the
right to recover the overpayment utilizing the following procedure:

1. The County may not charge interest.

2. The County shall recover the overpayment over the same period of time in which
the employee was overpaid (i.e., if an employee who was overpaid by $5.00 per pay
period for six (6) pay periods shall refund the employer at the rate of $5.00 per pay
period for six (6) pay periods).

3. Repayment shall not exceed 15% of the employee’s pay per pay period.

4. Nothing in this Section shall prohibit the County and the employee from agreeing
to a different repayment schedule in writing.

5. In the event the employee contests whether he/she was actually overpaid, the
County shall not commence recovering the overpayment until any appeal is
exhausted, which grievance appeal shall start at step 4 of Section 19.3

ARTICLE 35: PRESERVATION OF MERIT SYSTEM RIGHTS
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Nothing contained within this Agreement shall be deemed to restrict an employee's right
to appeal employment related actions to the Personnel Board as provided by the Howard County
Charter and the Howard County Code.

ARTICLE 36: DURATION AND FINALITY OF AGREEMENT

(2)

(b)

(c)

(d)

(e)

®

This Agreement shall be effective as of July 1, 2025, 7:00a.m. and remain in full
force and effect until, July 1, 2027, 6:5%9a.m.

It is understood that this Agreement can only be added to, amended, or modified by
a document in writing, signed on behalf of the parties hereto by their duly authorized
officers and representatives, after negotiations mutually agreed to by the County and
the Union.

The parties acknowledge that this Agreement represents the complete Agreement
arrived at as a result of negotiations during which both had the unlimited right and
opportunity to make demands and proposals with respect to any negotiable subject
or matter. Any subject or matter referred to or covered or not specifically referred
to or covered in this Agreement shall be negotiable only by mutual consent for the
duration of this Agreement.

The parties agree to open negotiations to consider non-substantive amendments to
this Agreement no later than November 15, 2025, in order to correct grammatical
errors, remove obsolete provisions, and otherwise re-organize and clarify the language
of this Agreement. The parties acknowledge that the intent of these negotiations will
be to revise the Agreement in a more clear, concise and organized manner without
changing the meaning or effect of its provisions.

The parties shall reopen negotiation for a successor agreement not later than the
first week of November 2026, for negotiations beginning no later than November
15,2026. The successor Agreement shall become effective July 1, 2027.

If no agreement is reached and signed by both parties at the date established for
submission of the County budget to the County Council, by mutual agreement of
both parties, the expiration date of this Agreement shall be extended.

ARTICLE 37: SUBMISSION TO THE COUNCIL

The County Executive will make a submission to the County Council, in accordance with
Section 1.606 of the Howard County Code, as soon as possible following ratification by the Union

members.
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In witness whereof, the parties have executed this Memorandum of Agreement, this ___day of

2025.

HOWARD COUNTY, MARYLAND

COUNTY EXECUTIVE
Calvin Ball

FIRE CHIEF
Louis Winston

HUMAN RESOURCES ADMINISTRATOR
Anju Bennett

TEAM MEMBER
Raul Delerme

TEAM MEMBER
Bruce Bennett

TEAM MEMBER
Gordon Wallace

TEAM MEMBER
Kevin Panizari
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CHIEF ADMINISTRATIVE OFFICER
Brandee Ganz

COUNTY SOLICITOR
Gary Kuc

CHIEF NEGOTIATOR
Sean Malone

TEAM MEMBER
Jamar Herry

TEAM MEMBER
Dawn Tinker

TEAM MEMBER
Kristy Mayne



UNION (Local 2000):

PRESIDENT
Daniel J. Marasco

TEAM MEMBER
David Johnson

TEAM MEMBER
Justin Kaminski

TEAM MEMBER
Timothy Liebno
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CHIEF NEGOTIATOR
Megan Mechak, Esq.

TEAM MEMBER
Raul Cruz

TEAM MEMBER
Mike Marlatt

TEAM MEMBER
Jason Shanley



EXHIBIT A
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HOWARD COUNTY PROFESSIONAL
FIRE FIGHTERS ASSOCIATION

L.A.F.F. LOCAL 2000
5397 TWIN KNOLLS ROAD, SUITE 16, COLUMBIA, MD 21045
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DESIGNATION FOR PAYROLL DEDUCTION
UNION DUES

TO:  Howard County Human Resources

FROM: Social Security#:

(name, please print)

UNION: IAFF Local 2000

I hereby request and authorize the deduction from my earnings each payroll period an amount
sufficient to provide for the payment of monthly union dues or service fees to be paid to the
Treasurer of the International Association of Firefighters, Howard County Local2000. The amount
to be deducted shall be certified to the Personnel Office by the Treasurer of the Union and will be

lawfully established dues or fees as adopted by the Union.

I understand that pursuant to Title I, Section 1.605 paragraph (b) of the Howard County Code,
this authorization shall be irrevocable for a period of one year and shall be renewable automatically
from year to year thereafter, unless written. notice of termination by me is given to the County at

least 30 days prior to the anniversary date of this authorization.

Signed:

Date:
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EXHIBIT B

80.050 050
0,060 $0.060
$5.050 30,080
« .00 0.090
| (XED %100
5 0,150 30.190
.30 §0.330
$0.430 §0.430
$.620 $0.650
LX) 7Xii)
$2.00 per modh or 4200 per morth o=
§1,00 per pay $1.00 per pay
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EXHIBIT C

HOWARD COUNTY DEPARTMENT OF
FIRE AND RESCUE SERVICES

SUBSTANCE ABUSE POLICY
(CAREER EMPLOYEES)

I. GENERAL POLICY

The Howard County Department of Fire and Rescue Services (Department) seeks to ensure
that public safety is not endangered as a result of substance abuse by Department Employees. The
Department also seeks to ensure the safety of each of its employees as they perform assigned
duties and responsibilities. Recognizing that employees who abuse substances, on or off-duty, tend
to be less productive, less reliable and pose a greater threat to public and employee safety. The
Department is committed to maintain a work environment that is untainted by substance abuse.

To this end, this policy establishes testing and disciplinary procedures for all full-time,
career employees of the Department (hereinafter "Designated Employees”). This definition of
Designated Employees includes:

Firefighter Trainee
Firefighter Recruit
Firefighter
Firefighter HVO
Master Firefighter
Master Firefighter HVO
Firefighter Lieutenant
Fire Captain
Battalion Chief
Assistant Chief
Deputy Chief

Chief

This policy is established to promote public and employee safety and to protect the privacy
rights of individuals.

I1. DEFINITIONS

In this Substance Abuse Policy, the following definitions apply except as otherwise
expressly provided or a necessary implication requires:

A. Abuse means:
1. Use of an illegal substance as defined in Paragraph II (C) below.
2. Use of prescription drugs in a manner other than that prescribed by a

licensed physician, inconsistent with its medically prescribed or intended use,
or under circumstances where use is not permitted - and which may result in
the impairment of job performance.
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3. Use of non-prescription drugs in a manner other than that suggested by the
manufacturer or prescribed by a physician and which results in the
impairment of job performance.

4. Use or possession of alcohol while performing one's duties or use of alcohol,
which results in the impairment of job performance.

5. Use of alcohol, which is contrary to the criminal laws of the State of
Maryland.
6. The intentional use of any substance, legal or illegal, which results in the

impairment of job performance.
Alcohol means: ethyl alcohol or ethanol
Drugs means:

1. All substances (narcotic and non-narcotic) which are subject to control under
the Maryland Uniform Controlled Dangerous Substances Act (Schedule I-
V) and those non-controlled substances, inclusive, for which enforcement
remedies are available pursuant to Maryland Annotated Code, Article 27,
Sections 276 through 302; and

2. Any substance other than alcohol, which may impair one’s mental faculties
and/or physic, or abuse alcohol or prescription drugs in any manner that is
contrary to the laws of the State of Maryland.

3. Consume alcohol while on duty or in a uniform, which displays the insignia
of the Department, or while operating a County owned vehicle.

4. Abuse alcohol while operating a County owned or utilized vehicle.

No Designated Employee may abuse a substance as defined in this Substance Abuse
Policy.

Designated Employees who are convicted of off-the-job drug offenses or criminal
offenses relating to the use of alcohol will be in violation of this policy.

Designated Employees must report any criminal drug conviction to their immediate
supervisor within five (5) days of that conviction.

Random Testing - means: manner of selecting individuals for drug testing from
the total population subject to testing, so that each member of the population
subject to testing has an equal chance to be selected for testing on each occasion
random testing is undertaken. For purposes of this Policy, a computerized
random selection process beyond the control of employees and officers of
Howard County, Maryland shall be utilized. For purposes of this Substance
Abuse Policy, random testing of individuals subject to such testing shall be
conducted at the rate of fifty percent per year.

Reasonable Suspicion - means: the existence of facts and the rational inferences
which may be drawn from such facts or an objective base of knowledge sufficient
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L.

to induce an ordinary, prudent and cautious person under the same circumstances to
believe that a person may be selling, purchasing, transferring, possessing, using, or
abusing alcohol or drugs in any way that is illegal or a violation of this Policy, or
that a drug abuse test of an employee will produce evidence of illegal use of drugs.

Post Vehicle Accident Testing - As soon as practicable following an occurrence
involving a departmental vehicle, the operator shall be tested for substances
contained within this policy if:

1). There is a loss of human life; or
2). Bodily injury to any person who, as a result of the injury,
immediately receives medical treatment away from the scene
of the accident; or
3). One or more motor vehicles incurring disabling damage as a result
of the accident, requiring the motor vehicle to be transported away
from the scene by a tow truck or other motor vehicle.

Substance - means: alcohol or drugs.

I, POLICY APPLICATION:

A.

All Designated Employees shall adhere to the following requirements:

No designated employee

shall:

1. Manufacture, distribute, dispense, possess, or use a controlled

substance.

2. Report to work or be at work or on duty while under the influence of
drugs or alcohol.

3. While undertaking official business, purchase, transfer, use, or possess
drugs as defined in Paragraph II(C)(1) hereof, or abuse alcohol or
prescription drugs in any manner that is contrary to the laws of the State

of Maryland.
4. Consume alcohol while on-duty or in a uniform, which displays the
insignia of the Department, or while operating a County owned vehicle.
5. Abuse alcohol while operating a County owned or utilized
vehicle.

No Designated Employee may abuse a substance as defined in this Substance
Abuse Policy.

Designated Employees who are convicted of off-the-job drug offenses or criminal
offenses relating to the use of alcohol will be in violation of this policy.

Designated Employees must report any criminal drug conviction to their immediate
supervisor within five days of that conviction.
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IV. DRUG AND ALCOHOL SCREENING:

A.

All Designated Employees who seek to be promoted into an employment position
must receive a physical examination, which shall include a drug screen.

All Designated Employees shall receive a medical examination, which shall include
a drug screen as part of any regularly scheduled medical examination.

All Designated Employees shall be subject to random drug testing.
Where a reasonable suspicion of substance abuse exists, all Designated Employees

shall be required to undergo drug and alcohol testing under direct observation by
an individual of the same gender.

V. POLICY ADMINISTRATION:

A.

The Fire Chief and the Personnel Officer are responsible for the adherence to and
implementation, enforcement and monitoring of this Policy.

The Howard County Office of Personnel shall be responsible for the following:

1. Training all Designated Employees involved in the implementation of this
Substance Abuse Policy. Such training shall include instruction on the
conditions for testing for substances, confidentiality requirements, the impact
of positive test results and the appeal rights of Designated Employees.

2. Informing Designated Employees who refuse to be tested, that refusal may
result in disciplinary action, which may include termination of employment.

3. Informing Designated Employees of the consequences of a positive test
result.
4, Sending notification of the date and time for random screening

examinations to
Designated Employees, which notification of scheduling may be directed
through the Designated Employee's supervisor or other commanding officer.

5. Coordination of drug and alcohol screening where a reasonable suspicion of
substance abuse exists.

6. Development of contractual agreements with a collection center and
substance screening laboratory for the purpose of implementing this
policy.

7. Coordination of the substance screening record keeping process.
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8.

Informing Designated Employees and the Fire Chief of test
results.

Designated Employees shall:

1.

Upon receipt of written notification from their supervisor or other
commanding

officer, report for urinalysis or blood testing at such time and place set forth
'in the written notification.

Present their Departmental identification card to personnel at the collection
center designated by the County.

Complete all forms and provide all medical information related to the
screening examination requested by personnel at the collection center
designated by the County.

Immediately report to their supervisor or other commanding officer any
accidental exposure to any drug as defined by this Policy.

Immediately seek medical treatment when exposed to any drug as defined
by this
Policy.

Immediately write an administrative report to their supervisor or other
commanding officer when accidentally exposed to any drug as defined by
this policy.

Notify their supervisor or other commanding officer in writing when they are
taking prescription or non-prescription medications which may have effects
on performance and behavior and identify the type of medication being
taken as well as the effects which the medication may have on performance
and behavior.

VI. TESTING PROCEDURES:

A.

Drugs. The Department, through the County Personnel Officer, shall utilize
independent collection facilities and laboratories for all urinalysis testing to
determine drug abuse under this Policy. The County shall utilize only those
laboratories which are certified or approved under Section 17-214.1, Health
General, Annotated Code of Maryland and collection facilities and laboratories
which follow guidelines promulgated by the U.S. Department of Health and Human
Services and N.I.D.A. Howard County Local 2000 shall be given notice 30 days
prior to a change in collection or laboratory contractors and shall be given an
opportunity to view the facilities of any new contractor selected by the County to
provide collection or laboratory services relating to the testing program.
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Alcohol: Where a reasonable suspicion of alcohol abuse exists, blood testing
analyses shall be performed by qualified independent laboratories.

Substances subject to testing:

1.

Random, promotional and regularly scheduled medical examination drug
testing programs shall test for marijuana, cocaine, opiates,
phencyclidine, and amphetamines.

When testing is conducted upon "reasonable suspicion", the Department may
test for any substance.

Testing Methodologies:

1. Drugs:
(a) The initial tests shall use immunoassay techniques outlined in the
guidelines promulgated by the U.S. Department of Health and Human
Services.
(b) The confirmatory test shall be Gas Chromatography-Mass Spectroscopy
(GC-MS).
2. Alcohol:

Tests undertaken to determine alcohol abuse shall utilize blood testing
techniques.

Testing Levels:

1. Drugs:

(a)

(&

An initial screening test shall be deemed positive if the result for the
five (5) drugs or classes of drugs screened in the random testing
program is determined to be at or above the following levels:

(ng/ml)
1. Marijuana/Cannabinoids (THC): 100
2. Cocaine: 300
3. Opiates: 300
4. Phencyclidine (PCP): 25
5. Amphetamines: 1,000

Confirmatory test levels for the same drug shall be as follows:
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2.

(ng/ml)

1. Marijuana/Cannabinoids (THC): 15

2. Cocaine: 150

3. Opiates:
(a) Morphine 300 (b) Codeine

300

4. Phencyclidine (PCP) 25

5. Amphetamines
(a) Amphetamine 500 (b)
Methamphetamine 500

Alcohol.

(a) A blood test result which reveals there is in the person's blood at the time of
testing .06 percent or more by weight of alcohol shall be deemed positive.

VII. TESTING RESULTS.

A.

Maintenance of Test Results. Testing results shall be forwarded by the
independent laboratory to the Office of Personnel where the results will be
maintained in a confidential manner.

Negative Test Results. The Office of Personnel will advise the Designated
Employee being tested of a negative test result.

Positive Test Results. The Office of Personnel will advise the Designated
Employee being tested and the Fire Chief of any positive test results in accordance
with Maryland law and shall provide the individual being tested with a copy of
his/or her test results. The Office of Personnel shall also, in the case of a positive
test result, advise the tested employee, in accordance with Maryland law, of his/her
right to request independent testing of the same sample taken from the employee for
verification of the presence of any prohibited substance by a laboratory certified
and licensed in accordance with the laws of the State of Maryland, and of the time
period within which he/she must exercise such right.

VIII. CONSEQUENCES FOR FAILURE TO COMPLY WITH SUBSTANCE

ABUSE POLICY, FOR POSITIVE TEST RESULTS AND CRIMINAL

CONVICTIONS:

A.

A Designated Employee who violates or fails to comply with any provisions of
this Substance Abuse Policy may be subject to appropriate discipline at the
discretion of the Fire Chief.

A Designated Employee who refuses to be tested shall be subject to discipline,
including termination.

Each Designated Employee will have thirty (30) days from the effective date of
this General Order to notify the Department of any substance abuse problems the
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individual may have with drugs and/or alcohol. Any such Designated Employee
who comes forward and who undertakes appropriate detoxification treatment and/or
rehabilitation services will not be subject to any discipline. While participating in an
approved detoxification/rehabilitation program, employees will be placed on
disability status and will be allowed to utilize disability, annual and personal leave.
When such leave is exhausted, the employees will be placed on a leave without pay
status. Upon successful completion of the program, Designated Employees shall be
returned to their regular positions, provided that the employee undergoes a test for
drugs and/or alcohol before reinstatement and does not test positive.

For the 12 months following reinstatement, the employee shall be subject to
periodic unannounced drug and/or alcohol testing and will be prohibited from
performing in a paramedic status and will be denied any pay associated with
paramedic status. If the employee fails to successfully complete the program or
to pass any subsequent drug and/or alcohol test, the employee may be terminated at
the discretion of the Fire Chief.

Any Designated Employee who is directed to submit to a drug and/or alcohol test
under this Policy, and who tests positive for the first time, will be suspended
without pay, and will be given an opportunity to participate in an appropriate
detoxification and/or rehabilitation program. Upon satisfactory completion of
treatment in accordance with the foregoing, the employee will be reinstated to
his/her position with no loss of seniority or benefits, except that for a 12-month period
immediately following reinstatement, an employee with paramedic status will be
prohibited from performing in a paramedic status and will be denied any pay
associated with paramedic status. Prior to reinstatement, however, an employee must
undergo drug and/or alcohol testing and may not test positive in accordance with
the standards adopted above. Failure to satisfactorily complete treatment or to
take the test and to meet the standards adopted above may result in termination of
employment.

For the 12 months following reinstatement, the Designated Employee shall also
be subject to periodic unannounced drug and/or alcohol testing. Failure to take the
test(s) and/or a positive test result may result in termination of the employee at the
discretion of the Fire Chief.

Any Designated Employee who tests positive on a drug and/or alcohol test for a
second time will be terminated.

A Designated Employee who is convicted of an off-the-job drug offense or
criminal offense relating to the use of alcohol may be terminated at the discretion
of the Fire Chief.

For purposes of assuring compliance with this Policy, lockers provided by the
Department to Designated Employees may be subject to inspection/search at any
time by the Department when the Department has a reasonable suspicion to believe
that a person who has access to the locker may be selling, purchasing, transferring,
possessing, using or abusing alcohol or drugs in any way that is illegal or a violation
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of this Policy. This includes the forcible opening of a locker if an employee
refuses to open his/her locker voluntarily.

IX. EFFECTIVE DATE:

This General Order shall become effective on ,1991.
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EXHIBIT D-1

FIREFIGHTERS - INTERNATIONAL ASSOCIATION OF FIREFIGHTERS HOWARD COUNTY LOCAL 2000

Effective July 01, 2025
Step 1 2

D Hire 6 mos.
40 hours $30.46 $31.40
42 hours $29.01 $29.90
48 hours $25.39 $26.16
Trainee $63,366 $65,308

Academy Graduate

E

40 hours | $31.73 $32.67 $33.74 $34.71 $35.82 $36.86 $37.94 $39.12 $40.36

42 hours | $30.21 $31.12 $32.14 $33.06 $34.12 $35.10 $36.14 $37.25 $38.44 $39.62 $40.82 $42.00 | $43.27 | $44.90
48 hours | $26.44 $27.23 $28.12 $28.93 $29.85 $30.71 $31.62 $32.60 $33.64 $34.67 $35.72 $36.75 | $37.86 | $39.29
Recruit | $65,989 | $67,956 | $70,187 | $72,206 | $74,514 | $76,664 | $78,920 | $81,361 | $83,956 | $86,527 | $89,150 | $91,720 | $94,501 | $98,067

$41.60 $42.86 $44.10 | $45.43 | $47.15

Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
F cr:;g;’) 30 mos. | 42 mos. | 54 mos. | 66 mos. | 78 mos. | 90 mos. 102 mos. 114 mos. | 126 mos. | 138 mos. | 162 mos. | 186 mos. | 210 mos. 252 mos
40 hours

$35.18 | $3621 | $37.32 | $3845 | $39.67 | $40.85 | $42.12 $43.39 $44.73 $46.09
42 hours $33.51 | $34.49 | $3555 | $36.62 | $37.78 | $3891 | $40.11 $41.32 $42.60
48 hours $2932 | $30.18 | $31.10 | $32.04 | $33.06 | $34.05 | $35.10 $36.16
Firefighter | §73,177 | $75,327 | $77,636 | $79,970 | $82,513 | $84,978 | $87,601 | $90,251

$47.43 $48.93 $50.41 $5232 $53.88

$43.89 $45.17 $46.60 $48.01 $49.83 $51.32
$37.27 $38.41 $39.52 $40.77 $42.01 $43.60 $44.90
$93,031 | $95,864 $98,645 | $101,766 | $104,860 | $108,820 | $112,073




Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
G 18 mos. 30 mos. 42 mos. 54 mos. 66 mos. 78 mos. 90 mos. 102 mos. 114 mos. 126 mos. | 138 mos. | 162 mos. 186 mos. 210 mos. | 252 mos
d0hours | g3694 | $37.18 | $3829 | $3941 | $40.63 | $41.82 | $43.08 $44.35 $45.69 $47.05 $4839 | $49.89 $51.38 $53.28 $54.84
42hours | g34 40 | $3541 | $36.46 | $37.53 | $38.70 | $39.83 | $41.03 $42.24 $43.51 $44.81 $46.08 | $47.51 $48.93 $50.74 | $52.23
48hours | o315 | $3008 | $3191 | $3284 | $33.86 | $3485 | $3590 | $3696 | $3807 | $3921 | $4032 | $41.57 | $42.81 | $4440 | $45.70
F"I‘flf{,g(‘;‘” $75,177 | $77,327 | $79,636 | $81,970 | $84,513 | $86,978 | $89,601 | $92251 | $95031 | $97,864 | $100,645 | $103,766 | $106,860 | $110,820 | $114,073
Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
H 30 mos. | 42 mos. 54 mos. 66 mos. 78 mos. 90 mos. 102 mos. 114 mos. 126 mos. | 138 mos. | 150 mos. | 174 mos. 198 mos. | 222 mos. 252 mos.
AOhours | ¢3006 | $40.16 | $4138 | $42.62 | $43.80 | $4528 | $46.64 $48.13 $49.56 | $51.02 | $5258 | $54.20 $55.81 $57.90 $59.63
42hours | 3711 | $3805 | $3941 | $4059 | $41.80 | $43.12 | S$4442 | $4584 | $4720 | $4850 | $50.08 | S$51.62 | $53.15 | $55.15 | $56.79
48hours | g3y 47 | $3347 | $3449 | $3552 | $3658 | $37.73 | $38.87 $40.11 $4130 | S$42.52 | $4382 | $45.16 $46.51 $48.25 $49.69
Fix’;‘.;‘g:er $81,044 | $83537 | $86,080 | $88,651 | $91,300 | $94,185 | $97,018 | $100,112 | $103,077 | $106,119 | $109,371 | $112,728 | $116,085 | $120,438 | $124,033
Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
I 30 mos. | 42 mos. | 54 mos. 66 mos. 78 mos. 90 mos. nll(())zs 114 mos. 126 mos. 138 mos. 150 mos. 174 mos. 198 mos. 222 mos. 252 mos.
40 hours $30093 | $41.12 | $4235 | $43.58 | $44.86 | $4624 | $4760 | $49.09 $50.52 $51.98 $53.54 $55.16 $56.77 $58.86 $60.59
42 hours $38.02 | $39.17 | $4033 | $4151 | $42.72 | $44.04 | $4534 | $4675 $48.11 $49.50 $50.99 $52.53 $54.07 $56.06 $57.71
48 hours $3327 | $3427 | $3529 | $3632 | $37.38 | $3854 | $39.67 | $4091 $42.10 $43.32 $44.62 $45.96 $47.31 $49.05 $50.49
Ma“”HF‘i,r(‘;ﬁg“" $83,044 | $85,537 | $88,080 | $90,651 | $93,300 | $96,185 | $99,018 | $102,112 | $105,077 | $108,119 | $111,371 | $114,728 | $118,085 | $122,438 | $126,033
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Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
J 54 mos. 66 mos. 78 mos. 90 mos. 102 mos. 114 mos. 126 mos. 138 mos. 150 mos. 162 mos. 174 mos. 198 mos. 222 mos. 246 mos. 258 mos. 270 mos.
40hours | o)3 16 | sas46 | $4587 | $4720 | $4867 | $s50.11 $51.67 $53.28 $54.89 $56.58 $58.29 $60.01 $61.90 $64.22 $66.15 $68.12
42 hours $41.11 $42.34 $43.69 $45.03 $46.36 $47.72 $49.01 $50.74 $52.28 $53.89 $55.52 $57.15 $58.95 $61.16 $63.00 $64.87
48 hours $3597 | $37.05 $38.23 $39.40 $40.56 $41.76 $43.06 $44.40 $45.74 $47.15 $48.58 $50.01 $51.58 $53.52 $55.13 $56.76
Lieutenant | $89,779 | $92.480 | $95417 | $98,355 | $101,240 | $104,231 | $107,483 | $110,813 | $114,170 | $117,686 | $121,253 | $124,820 | $128,755 | $133,579 | $137,592 | S$141,685
Note:

1. Academy Graduation is 8 months after hire.
2. The Pay Plan will be implemented at the beginning of the pay period in which July 1, 2025 falls.
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EXHIBIT D-2

FIREFIGHTERS - INTERNATIONAL ASSOCIATION OF FIREFIGHTERS HOWARD COUNTY LOCAL 2000
Effective January 01, 2026

Step 1 2
D Hire 6 mos.
40 hours $31.38 $32.34
42 hours $29.88 $30.80
48 hours $26.15 $26.95
Trainee $65,267 $67,267
Academy Graduate
E
40 hours $32.68 $33.65 $34.76 $35.76 $36.90 $37.96 $39.08 $40.29 $41.57 $42.85 $44.15 $45.42 $46.80 $48.56
42 hours $31.12 $32.05 $33.10 $34.05 $35.14 $36.16 $37.22 $38.37 $39.59 $40.81 $42.04 $43.26 $44.57 $46.25
48 hours $27.23 $28.04 $28.96 $29.80 $30.75 $31.64 $32.57 $33.57 $34.65 $35.71 $36.79 $37.85 $39.00 $40.47
Recruit $67,969 $69,995 $72,293 $74,372 $76,749 $78,964 $81,288 $83,801 $86,475 $89,123 $91.,824 $94,472 | $97,336 | $101,009
Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
F fol;zz 30 mos. | 42mos. | 54 mos. | 66 mos. | 78 mos. | 90 mos. 102 mos. 114 mos. | 126 mos. | 138 mos. | 162 mos. | 186 mos. | 210 mos. 252 mos
40 hours $36.24 $37.30 $38.44 $39.60 $40.86 $42.08 $43.38 $44.69 $46.07 $47.47 $48.85 $50.39 $51.93 $53.89 $55.50
42 hours $34.51 $35.53 $36.61 $37.71 $38.91 $40.08 $41.31 $42.56 $43.87 $45.21 $46.52 $47.99 $49.45 $51.32 $52.85
48 hours $30.20 $31.08 $32.04 $33.00 $34.05 $35.07 $36.15 $37.24 $38.39 $39.56 $40.71 $41.99 $43.27 $44.91 $46.25
Firefighter $75,372 | $77,587 | $79,965 | $82,369 | $84,988 | $87,528 | $90,229 $92,958 $95,822 | $98,740 | $101,604 | $104,819 | $108,006 | $112,085 | $115435
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Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
G 18 mos. 30 mos. 42 mos. 54 mos. 66 mos. 78 mos. 90 mos. 102 mos. 114 mos. 126 mos. | 138 mos. | 162 mos. | 186 mos. 210 mos. | 252 mos
40hours | 3750 | §3826 | $3941 | $40.56 | $41.82 | $43.04 | $44.34 $45.65 $47.03 $48.43 $49.81 | $51.36 $52.89 $54.85 $56.46
42hours | g3543 | §3644 | $37.53 | $38.63 | $39.83 | $4099 | $4223 $43.48 $44.79 $46.13 $4744 | $4891 $50.37 $52.24 $53.77
48hours | 3100 | $3180 | $3284 | $3380 | $3485 | $3587 | $3695 $38.04 $39.19 $40.36 $41.51 | $42.80 $44.07 $45.71 $47.05
F"ﬁf{,g(';‘" $77,372 | $79,587 | $81,965 | $84,369 | $86,988 | $89,528 | $92,229 | $94,958 $97,822 | $100,740 | $103,604 | $106,819 | $110,006 | $114,085 | $117.435
Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
H 30 mos. 42 mos. 54 mos. 66 mos. 78 mos. 90 mos. 102 mos. 114 mos. 126 mos. 138 mos. | 150 mos. 174 mos. 198 mos. | 222 mos. 252 mos.
40hours | o013 | $4137 | $42.63 | $4390 | $4521 | $46.64 $48.04 $49.57 $51.04 $52.55 | $54.16 $55.82 $57.48 $59.64 $61.42
42hours | o309 | $3040 | $4060 | $41.81 | $4306 | $4442 | $45.75 $47.21 $48.61 $50.05 | $51.58 $53.16 $54.75 | $56.80 $58.50
48hours | o334 | $3447 | $3552 | $3658 | $37.68 | $38.87 $40.04 $41.31 $42.54 $43.79 | $45.13 $46.52 $47.90 $49.70 $51.18
Fix;z‘;:er $83,476 | $86,043 | $88,663 | $91,310 | $94,039 | $97,010 | $99,928 | $103,116 | $106,169 | $109,302 | $112,652 | $116,110 | $119,568 | $124,052 | $127,754
Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
I 30 mos. | 42 mos. 54 mos. 66 mos. 78 mos. 90 mos. 102 mos. 114 mos. 126 mos. 138 mos. 150 mos. 174 mos. 198 mos. 222 mos. 252 mos.
40 hours $41.00 | $4233 | $4359 | $44.86 | $46.17 | $47.60 | $49.00 | $50.54 $52.00 $53.51 $55.12 $56.78 $58.45 $60.60 $62.38
42 hours $39.14 | $4031 | $4151 | $4272 | $4397 | $4533 | $4667 | $48.13 | $4953 | $5096 | $52.50 | $54.08 | $5566 | $57.72 | $5941
48 hours $3425 | $3527 | $3632 | $37.38 | $3848 | $39.67 | $40.84 $42.11 $43.34 $44.59 $45.93 $47.32 $48.71 $50.50 $51.98
Mas‘“”;‘i,gﬁg"ter $85,476 | $88,043 | $90,663 | $93,310 | $96,039 | $99,010 | $101,928 | $105,116 | $108,169 | $111,302 | $114,652 | $118,110 | $121,568 | $126,052 | $129,754
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Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
J 54 mos. | 66 mos. 78 mos. 90 mos. 102 mos. 114 mos. 126 mos. 138 mos. 150 mos. 162 mos. 174 mos. 198 mos. 222 mos. 246 mos. 258 mos. 270 mos.
40 hours $44.46 $45.80 $47.25 $48.70 $50.13 $51.61 $53.22 $54.87 $56.54 $58.28 $60.04 $61.81 $63.76 $66.15 $68.13 $70.16
42 hours $42.34 $43.61 $45.00 $46.39 $47.75 $49.16 $50.69 $52.26 $53.84 $55.50 $57.18 $58.87 $60.72 $63.00 $64.89 $66.82
48 hours $37.05 $38.16 $39.37 $40.59 $41.78 $43.01 $44.35 $45.73 $47.11 $48.56 $50.04 $51.51 $53.13 $55.12 $56.78 $58.47
Lieutenant | $92,472 | $95,254 $98,279 | $101,305 | $104,278 $107,358 $110,708 $114,138 $117,596 $121,217 $124,890 $128,564 $132,617 $137,586 $141,720 $145,935
Note:

1. Academy Graduation is 8 months after hire.

2. The Pay Plan will be implemented at the beginning of the pay period in which January 1, 2026 falls.
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EXHIBIT D-3

FIREFIGHTERS - INTERNATIONAL ASSOCIATION OF FIREFIGHTERS HOWARD COUNTY LOCAL 2000
Effective January 01, 2027

Step 1 2
D Hire 6 mos.
40 hours $32.63 $33.63
42 hours $31.08 $32.03
48 hours $27.19 $28.03
Trainee $67,878 $69,958
Academy Graduate
E
40 hours $33.98 $35.00 $36.15 $37.19 $38.37 $39.48 $40.64 $41.90 $43.24 $44.56 $45.91 $47.24 $48.67 $50.50
42 hours $32.37 $33.33 $34.43 $35.42 $36.55 $37.60 $38.71 $39.91 $41.18 $42.44 $43.73 $44.99 $46.35 $48.10
48 hours $28.32 $29.16 $30.12 $30.99 $31.98 $32.90 $33.87 $34.92 $36.03 $37.13 $38.26 $39.36 $40.56 $42.09
Recruit $70,688 | $72,794 $75,184 $77,347 $79.819 $82,123 $84,540 $87,153 $89,934 $92,687 $95,497 $98,251 | $101,229 | $105,049
Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
F g;ﬁl; 30 mos. | 42 mos. | 54 mos. | 66 mos. | 78 mos. | 90 mos. 102 mos. 114 mos. | 126 mos. | 138 mos. | 162 mos. | 186 mos. | 210 mos. 252 mos
40 hours $37.69 $38.79 $39.98 $41.18 $42.49 $43.76 $45.11 $46.48 $47.91 $49.37 $50.80 $52.41 $54.00 $56.04 $57.72
42 hours $35.89 $36.95 $38.08 $39.22 $40.47 $41.68 $42.97 $44.27 $45.63 $47.02 $48.38 $49.91 $51.43 $53.37 $54.97
48 hours $31.40 $32.33 $33.32 $34.32 $35.41 $36.47 $37.60 $38.73 $39.93 $41.14 $42.34 $43.67 $45.00 $46.70 $48.10
Firefighter $78,387 | $80,690 | $83,163 | $85,664 | $88,388 | $91,029 | $93,839 $96,676 $99,655 | $102,690 | $105,668 | $109,011 | $112,326 | $116,568 $120,052
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Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
G 18 mos. 30 mos. 42 mos. 54 mos. 66 mos. 78 mos. 90 mos. 102 mos, 114 mos. 126 mos. 138 mos. | 162 mos. 186 mos. 210 mos. 252 mos
40 hours $38.65 | $39.75 | $40.94 | $42.15 $4346 | $44.73 $46.08 $47.44 $48.87 $50.33 $51.76 $53.37 $54.96 $57.00 $58.68
42hours | ¢3c91 | $37.86 | $3899 | $40.14 | $4139 | $42.60 | $43.88 $45.18 $46.55 $47.93 $4930 | $50.83 $52.35 $54.29 $55.88
48hours | e3501 | $33.13 | $34.12 | $35.12 | $3621 | $3727 | $3840 $39.53 $40.73 $41.94 $43.14 | $44.48 $45.80 $47.50 $48.90
Fi’flf{,%‘“ $80,387 | $82,690 | $85,163 | $87,664 | $90,388 | $93,029 | $95.839 | $98,676 | $101,655 | $104,690 | $107,668 | $111,011 | $114,326 | $118,568 | $122,052
Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
H 30 mos. 42 mos. 54 mos. 66 mos. 78 mos. 90 mos. 102 mos. 114 mos. 126 mos. | 138 mos. | 150 mos. | 174 mos. 198 mos. | 222 mos. 252 mos.
40hours | 4104 | s43.02 | $4433 | $4566 | $47.02 | $4851 $49.96 $51.56 $53.08 $54.65 | $5633 $58.05 $59.78 | $62.03 $63.88
2hours | ¢3995 | 34097 | $4222 | $4348 | $4478 | $4620 $47.58 $49.10 $50.56 $5205 | $53.64 $55.29 $56.94 $59.07 $60.84
48hours | g3198 | $3585 | $3694 | $3805 | $39.18 | $40.42 $41.64 $42.96 $44.24 $4554 | $46.94 $48.38 $49.82 $51.69 $53.23
Fixgﬁ:er $86,815 | $89.485 | $92,209 | $94.963 | $97,801 | $100,890 | $103,925 | $107,240 | $110,416 | $113,674 | $117,158 | $120,754 | S$124,351 | $129,014 | $132,864
Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15
1 30 mos. 42 mos. 54 mos. 66 mos. 78 mos. 90 mos. 102 mos. 114 mos. 126 mos. 138 mos. 150 mos. 174 mos. 198 mos. 222 mos. 252 mos.
40 hours $4270 | $4398 | $4529 | $46.62 | $47.98 | $49.47 $50.93 $52.52 $54.05 $55.61 $57.29 $59.02 $60.75 $62.99 $64.84
42 hours $40.67 | $41.89 | $4314 | $4440 | $45.70 | $47.11 $48.50 $50.02 $51.47 $52.96 $54.56 $5621 $57.85 $59.99 $61.75
48 hours $35.58 | $36.65 | $37.74 | $38.85 | $39.98 | $41.22 $42.44 $43.77 $45.04 $46.34 $47.74 $49.18 $50.62 $52.49 $54.03
Mas""HF“,'éﬁgh“r $88.815 | $91,485 | $94.209 | $96,963 | $99,801 | $102,890 | $105,925 | $109,240 | $112,416 | $115,674 | $119,158 | $122,754 | $126,351 | $131,014 | $134,864
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Step 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16
J 54 mos. 66 mos. 78 mos. 90 mos. 102 mos. 114 mos. 126 mos. 138 mos. 150 mos. 162 mos. 174 mos. 198 mos. 222 mos. 246 mos. 258 mos. 270 mos.

40 hours $46.24 $47.63 $49.14 $50.65 $52.14 $53.68 $55.35 $57.07 $58.80 $60.61 $62.45 $64.28 $66.31 $68.79 $70.86 $72.97

42 hours $44.03 $45.36 $46.80 $48.24 $49.66 $51.12 $52.72 $54.35 $56.00 $57.72 $59.47 $61.22 $63.15 $65.52 $67.49 $69.49

4hours | g3953 | 53069 | $4095 | s$4221 | 84345 $44.73 $46.13 $47.56 | $49.00 | $50.51 $52.04 | $5357 | $5526 | $57.33 $59.05 $60.81
$147,389 | $151,773

Lieutenant | $96,171 | $99,064 | $102,210 | $105,358 | $108449 | $111,652 | $115,136 | $118,703 | $122,299 | $126,065 | $129,886 | $133,707 | $137,922 | $143,089

Note:
1. Academy Graduation is 8 months after hire.
2. The Pay Plan will be implemented at the beginning of the pay period in which January 1, 2027 falls.
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EXHIBIT E

HOWARD COUNTY GOVERNMENT

PLAN YEAR: JANUARY 1, 2025 - DECEMBER 31, 2025

Plan Option 2025 Full 2025 Benefitted Employee 2025 Contingent Employee
& Monthly Working nin. 20 hours per week | Working . 30 hours per week
Enrollment Tier Premium Semi-Monthly {24 pays) Sermi-Sonthly (24 pays)
{ Aetna Open Choice PPO 85% County-Paid
Employee $347.84 $71.50
Ermployee & Spouse $2.180.27 $184.00
|Errployee & Child{ren) $1,658.89 $124.50
|Family §2.701.63 $203.00
1 Aetna Open Access Select 0% County-Paid
Errpioyee $802.83 $40.00
Employee & Spouse $1.848.65 $93.00
Empioyee & Child{ren) $1.501.42 $75.50
Farrily $2,376.58 $119.50
I Kaiser HIIO 90% County-Paid -
{Emgloyee $705.66 $35.50 335.50
[E.n';byee & Spouse $1.622.02 $81.00 $81.00
[Employes & Crild{ren} $1.340.75 $67.50 $67.50
{Family $2,116.98 $106.00 $106.00
| VSP Vigion PPO
|Emgloyee 6.9
Ermployee & Spouse $15.97
Empioyee & Child{ren) $12.50
Farnily $20.04
Deita Dental PPO Plus
Ervployes $38.93
Ermpioyee & Spouse $84.36
Empioyee & Crid{ren) $64.89
Family $103.82
I Detta Dental DHNO
Ermpoyee $13.61
Employee & Spouse $25.86
Erployee & Chili{ren) $25.86
Family £33.38
The Supplemental Life insurance
‘Attained Age
per $1.000 of coverage

uricer 25 0.650

25-23 40.060

30- 34 .080

35-50 $0.090

$0 - 44 $0.100

45 . 40 $0.1%0

50-54 $0.330

£5. 50 $0.430

80 - &4 $0.660

65 - 69 $1.270

70+ $2 060
The Standard Dependen Life lnsurance
$20.000 benefit ot spouse $2.00 per mordh or $2.00 per morth or —
$10,000 bensfit on chid{ren) $1.00 per pay $1.00 per pay




EXHIBIT F

HOWARD COUNTY PROFESSIONAL

FIRE FIGHTERS ASSOCIATION

L.A.F.F. LOCAL 2000

5397 TWIN KNOLLS ROAD « SUITE 16 « COLUMBIA, MD 21045

November 16, 2014

Lonnie R. Robbins, Chief Administrative Officer
Department of County Administration

Howard County Government

3430 Court House Drive

Ellicott City, MD 21043

Mr. Robbins,

During the 2014 contract negotiations between Howard County and IAFF Local 2000, the following
contract language was established in our tentative agreement: “The County and Union agree to work
together to develop a cost neutral post-employment health program for submission to and approval by
the County Executive. Once the program is approved, it shall be implemented consistent with County
law.” This provision, along with the entirety of the agreement, was ratified unanimously by our
membership after three days of voting.

During that same ratification period, we presented our members with a recommendation for how to
fund the Post Employment Health Plan (PEHP) beginning January 1, 2015. By a vote of two thirds
majority, the membership voted to fund the PEHP in the following ways:
1) $50 per pay, per member, to go into the Universal account (105h)
2) $250 annual fitness allowance, to go into the Universal account (105h)
3) 50% of the separating member's Annual Leave payout, to go into the Premium Only (106)
bucket.

As you know, we have been working with Nationwide Retirement Solutions to bring about the start of
the PEHP effective January 1, 2015.

If we can be of any further assistance, please do not hesitate to contact us.
We appreciate the efforts of everyone in county government in making this a reality for our members.

Sincerely,

RLM L R

Richard L. Ruehl, President
IAFF Local 2000
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Exhibit 2

PURSUANT TO Section 1.111 (e) of the Howard County Code, the following provisions of the
Agreement, attachment to the Bill as Exhibit 1, between Howard County and the International
Association of Firefighters, Howard County Local 2000, conflict with the provisions of Title 1
“Human Resources” of the Howard County Code or the Employee Manual:

1. Section 1.2 — Unit Description

a. (Subsection (a), (a)(2), (¢))

2. Section 1.3 — Position Classification Summary

a. (Subsection (d) - (g))
Section 2.2 — Dues Deductions for Employees who Join the Union
Section 2.3 — Dues Deductions
Section 2.4 — Dues Authorization
Section 2.5 — Dues Deductions/Insufficient Pay
Section 2.6 — Change in Dues

Section 2.7 — Indemnification
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Section 3.1 — Selection of Representatives
10. Section 3.4 — Individual Representation
11. Section 3.5 — Union Visitation
12. Section 3.6 — Use of Bulletin Board
13. Section 3.7 — Notification to Union of Policies and Procedures
14. Section 3.8 — Union Representation on Committees
15. Article 5 — Hours of Work and Work Schedule
16. Article 6 — Staffing
17. Article 7 — Layoffs/Furloughs
18. Section 8.1— Wage Adjustments
Subsection (c)
19. Section 8.3 — Court Time
20. Section 8.4 — Detail Pay
21. Section 8.5 — Transition Pay
22. Section 9.2 — Overtime Assignment
23. Article 10 — Call-In and Hold Over Pay
24. Article 11 — Day Work and Alternate Work Schedule Pay
25. Article 12 — Advanced Life Support Pay




26.
27.
28.
29.

30.

31.

32.

33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44.
45.
46.
47.
48.
49.
50.
51.

Article 13 — Special Operations Pay
Article 14 — Compensation for Temporary Assignments
Article 15 — Leave Benefits
Section 15.1 — Holidays
a. (Subsection (b), (d), (e))
Section 15.2 — Annual Leave
a. (Subsection (a) & (e))
Section 15.3 — Personal Leave
a. (Subsection (b))
Section 15.4 — Disability Leave
a. (Subsection (d))
Section 15.8 — Military Leave
Section 15.10 — Leave for Negotiations
Section 15.12 — Union Leave
Section 15.13 — Union Leave Bank
Section 15.14 — Leave Donation
Article 16 — Trading of Shifts and Early Relief
Section 18.1 — Meal Allowance
Section 18.2 — Physical Fitness Allowance
Article 19 — Grievance Procedure
Article 20 — Personnel Files
Article 22 — Safety and Health
Article 25 — Transfers
Article 26 — Substance Abuse Testing
Article 27 — Promotional Process and Registers
Article 28 — Union Insignia and Logo
Article 29 — Direct Deposit
Article 30 — Political Action Committee (P.A.C.) Deductions
Article 34 — Paycheck Protection
Article 36 — Duration and Finality of Agreement
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oward County

Internal Memorandum

SUBJECT:  Council Testimony and Fiscal Impact Statement
Re: Howard County Professional Fire Fighters Association, Local 2000

TO: Brandee Ganz
Chief Administrative Officer

FROM: Jamar Herry
Deputy Chief Administrative Officer

Raul Delerme
Deputy Chief Administrative Officer

Dawn Tinker
Assistant Chief Administrative Officer

DATE: May 22, 2025

The Administration supports and urges the passage of Council Bill __-2025 which relates to the
approval of a two-year agreement and the adoption of conflicting provisions contained in the
negotiated collective bargaining agreement with Howard County Professional Fire Fighters
Association, Local 2000 for fiscal year 2026 and fiscal year 2027.

The bill is submitted to the County Council pursuant to Section 1.11l(e) of the Howard County
Code in order for the Council to approve agreed upon provisions in the collective bargaining
agreement that conflict with the personnel provisions of the County Code and the Employee
Manual.

Exhibit 1 to the Bill is the negotiated agreement in its entirety. Exhibit 2 of the Bill contains all
provisions determined to be in conflict with the Pay Plan and Employee Manual. The purpose is
to give the Council a comprehensive assessment of the differences between the collective
bargaining agreement negotiated with these employees and the County's personnel provisions.

The negotiated agreement with the Howard County Professional Fire Fighters Association,
Local 2000 provides that it will have a term from July 1, 2025 through June 30, 2027. The
agreement includes a 1% across the board COLA effective July 1,2025, a 3% across the board
COLA effective January 1, 2026, and a 4% across the board COLA effective January 1, 2027.

Additionally, the agreement provides for, but is not limited to, revisions to the 12-hour
schedule, creation of a promotion upon line of duty death, adjustment to the paramedic



premium to allow for a credit for time served as an EMT-I, and creation of a procedure to
allow union representation on certain Howard County committees.

The fiscal impact in FY 2026 is approximately $1.6 million and for FY 2027 the fiscal impact
is approximately $2.3 million.



BY THE COUNCIL

This Bill, having been approved by the Executive and returned to the Council, stands enacted on
Jwly B , 2025.

el o, Db

Michelle R. Harrod, Administrator to the County Council

BY THE COUNCIL

This Bill, having been passed by the yeas and nays of two-thirds of the members of the Council notwithstanding the
objections of the Executive, stands enacted on , 2025.

Michelle R. Harrod, Administrator to the County Council

BY THE COUNCIL

This Bill, having received neither the approval nor the disapproval of the Executive within ten days of its
presentation, stands enacted on ,2025.

Michelle R. Harrod, Administrator to the County Council

BY THE COUNCIL

This Bill, not having been considered on final reading within the time required by Charter, stands failed for want of
consideration on , 2025.

Michelle R. Harrod, Administrator to the County Council

BY THE COUNCIL

This Bill, having been disapproved by the Executive and having failed on passage upon consideration by the
Council stands failed on ,2025.

Michelle R. Harrod, Administrator to the County Council

BY THE COUNCIL

This Bill, the withdrawal of which received a vote of two-thirds (2/3) of the members of the Council, is withdrawn
from further consideration on , 2025.

Michelle R. Harrod, Administrator to the County Council



