



































































































































Effective the first day of the first full pay period commencing on or after July 1, 2023, the City
will reclassify (also known as “reallocate™) the Firefighter III position to the next higher grade.
As a result, the Firefighter III position will be a Grade 13 position effective the first day of the
first full pay period commencing on or after July 1, 2023. The reclassification/reallocation of the
Firefighter III position is a five percent (5%) increase.

Effective the first day of the first full pay period commencing on or after July 1, 2023, the City
will reclassify (also known as “reallocate™) the Firefighter IV position to the next higher grade.
As aresult, the Firefighter IV position will be a Grade 14 position effective the first day of the
first full pay period commencing on or after July 1, 2023. The reclassification/reallocation of the
Firefighter IV position is a five percent (5%) increase.

Effective the first day of the first full pay period commencing on or after July 1, 2023, the City
will reclassify (also known as “reallocate”) the Fire Lieutenant (VRS) position to the next higher
grade. As aresult, the Fire Licutenant (VRS) position will be a Grade 17 position effective the
first day of the first full pay period commencing on or after July 1, 2023. The
reclassification/reallocation of the Fire Lieutenant (VRS) position is a five percent (5%) increase.

Effective the first day of the first full pay period commencing on or after July 1, 2023, the City
will reclassify (also known as “reallocate’) the Fire Lieutenant Fire & Police (F&P) position by
two higher grades. As a result, the Fire Lieutenant (F&P) position will be a Grade 17 position
effective the first day of the first full pay period commencing on or after July 1, 2023. The
reclassification/reallocation of the Fire Lieutenant (F&P) position is a ten percent (10%)
increase.

Effective the first day of the first full pay period commencing on or after July 1, 2023, the City
will reclassify (also known as “reallocate”) the EMS Lieutenant position by two higher grades.
As aresult, the EMS Lieutenant position will be a Grade 17 position effective the first day of the
first full pay period commencing on or after July 1, 2023. The reclassification/reallocation of the
EMS Lieutenant (F&P) position is a ten percent (10%) increase.

Effective the first day of the first full pay period commencing on or after July 1, 2023, the City
will reclassify (also known as “reallocate’) the EMS Lieutenant position by two higher grades.
As a result, the EMS Lieutenant position will be a Grade 17 position effective the first day of the
first full pay period commencing on or after July 1, 2023. The reclassification/reallocation of the
EMS Lieutenant (VRS) position is a ten percent (10%) increase.

Effective the first day of the first full pay period commencing on or after July 1, 2023, the City
will reclassify (also known as “reallocate’) the Fire Captain position by two higher grades. Asa
result, the Fire Captain position will be a Grade 19 position effective the first day of the first full
pay period commencing on or after July 1, 2023. The reclassification/reallocation of the Fire
Captain position is a ten percent (10%) increase.

Effective the first day of the first full pay period commencing on or after July 1, 2023, the City

will reclassify (also known as “reallocate”) the EMS Captain position by two higher grades. As
a result, the EMS Captain position will be a Grade 19 position effective the first day of the first
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full pay period commencing on or after July 1, 2023. The reclassification/reallocation of the
EMS Captain position 1s a ten percent (10%) increase.

Merit Increase.

Effective the first day of the first full pay period commencing on or after July 1, 2023, the City
will pay an employee a merit increase associated with pay scale step movement. Employees earn
a 5% merit increase for each step between Step 0 through Step 4. Employees earn a 3.50% merit
increase for each step between Steps 5 through Step 9. Employees earn a 2.30% merit increase
for each step between Step 10 through Step 18. An employee is ineligible for a merit increase as
a result of not meeting performance expectations.

Section B: Fiscal Year 2025

Pay Increase.

Effective the first day of the first full pay period commencing on or after July 1, 2024, the
simplified pay scale for the fire and emergency medical services employees’ bargaining unit
shall be increased 2.0% in accordance with past methods of increasing salary schedules.

If the Consumer Price Index-All Urban Consumers (“CPI-U”), all items, not seasonally adjusted,
for the Washington-Arlington-Alexandria area, for September 2023, as reported by the United
States Department of Labor Bureau of Labor Statistics reflects a year over year increase of
greater than two-and-a-half percent (2.5%), compared to September 2022, then IAFF Local 2141
shall have the option of re-opening bargaining over the percentage increase by which the
negotiated pay scale shall be increased in Fiscal Year 2025.

Merit Increase.

Effective the first day of the first full pay period commencing on or after July 1, 2024, the City
will pay an employee a merit increase associated with pay scale step movement. Employees earn
a 5% merit increase for each step between Step 0 through Step 4. Employees earn a 3.50% merit
increase for each step between Steps 5 through Step 9. Employees earn a 2.30% merit increase
for each step between Step 10 through Step 18. An employee is ineligible for a merit increase as
a result of not meeting performance expectations.

Section C: Fiscal Year 2026

Pay Increase.

Effective the first day of the first full pay period commencing on or after July 1, 2025, the pay
scale for the fire and emergency medical services employees’ bargaining unit shall be increased
2.0% in accordance with past methods of increasing salary schedules.

If the Consumer Price Index-All Urban Consumers (“CPI-U”), all items, not seasonally adjusted,
for the Washington-Arlington-Alexandria area, for September 2024, as reported by the United
States Department of Labor Bureau of Labor Statistics reflects a year over year increase of
greater than two-and-a-half percent (2.5%), compared to September 2023, then IAFF Local 2141
shall have the option of re-opening bargaining over the percentage increase by which the
negotiated pay scale shall be increased in Fiscal Year 2026.
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Merit Increase.

Effective the first day of the first full pay period commencing on or after July 1, 2025, the City
will pay an employee a merit increase associated with pay scale step movement. Employees earn
a 5% merit increase for each step between Step 0 through Step 4. Employees earn a 3.50% merit
increase for each step between Steps 5 through Step 9. Employees earn a 2.30% merit increase
for each step between Step 10 through Step 18. An employee is ineligible for a merit increase as
a result of not meeting performance expectations.

Increase in Hourly Rate: By July 30, 2025, employees assigned to a suppression/EMS shift shall
be scheduled to work an average of fifty (50) hours per week.

Section D: Applicability
The pay scale for the fire and emergency medical services employees’ bargaining unit applies
only to bargaining unit employees who are actively employed by the City.

Section E: Wage Committee
The Parties agree to establish a committee by July 1, 2023, that studies the feasibility of the
following:

1. Reduction of the current pay scale with 19 steps to a lower number of steps to be put into
effect during this Agreement’s term, with a goal of July 1, 2025.

2. Possible market adjustments for the Deputy Fire Marshals and Medics IV.

3. Specialty pay or premium pay issues, including but not limited to: hazard pay, officer
specialty pay (involving specialty certifications), acting officers pay, drivers pay, riding
pay, education pay, and recruit school instructors’ stipend.

Once all the items listed above are deemed feasible or not feasible, the parties agree to engage in
negotiations during the contract period over the items deemed feasible.

ARTICLE 53
RETIREMENT

The City shall continue to provide employees with the option to participate in the City’s general
supplemental retirement plans and the police and fire retirement plans, based upon their eligibility
and upon eligibility standards that existed on the effective date of this agreement.

The Parties agree to establish a committee to study the feasibility and fiscal impact of:

(1) A deferred retirement option program, commonly known as “DROP,” in which employees
who have completed 25 years of credited service are allowed to retire and continue working
for the City for an additional three years while their retirement benefits are credited to a
deferred account; and

(2) A revenue-neutral retirement program that would allow bargaining unit employees to retire
after 20 years of uniformed service with the City.
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IAFF Local 2141 shall appoint its representatives to the committee, which may also consist of
representatives from any other employee organization certified and recognized as an exclusive
representative of a bargaining unit.

ARTICLE 54
PREMIUM PAY

Section A: Court Appearances

Employees required to appear in court off-duty periods, and as a witness on behalf of the City in
any matter arising out of their service as City employees, will be guaranteed a minimum payment
equal to two (2) hours at their regularly hour rate. They will be paid at applicable overtime rates
or the minimum guaranteed straight-time payment, whichever is greater.

Section B: Compensatory Leave

This CBA adopts the City and Department policies on compensatory time. The City and IAFF
Local 2141 shall negotiate any changes to the compensatory time policies that impact bargaining
unit employees.

Section C: Call-Back Pay

Sworn employees in Paramedic and Public Safety classifications employed by the Fire
Department shall be entitled to receive a minimum of four (4) hours overtime pay or pay for the
actual hours worked, whichever is greater, whenever they are called back to work after leaving
their scheduled place of work. Employees recalled to work less than four (4) hours before the
start of their regular scheduled shift shall be compensated at the appropriate rate only for that
number of whole hours worked before the start of the shift.

All other bargaining unit employees shall be entitled to receive a minimum of four (4) hours pay
at straight time, or time and one-half pay for the actual hours worked, whichever is greater, when
required to return to work after leaving their scheduled place of work.

There shall be no pyramiding of rates and pay for the actual hours worked shall govern after the
first call-back within a twenty-four (24) hour period.

Section D: Acting Officer Pay

Employees who are temporarily transferred to a position in a higher pay grade shall be paid
transfer pay at the lowest step of the higher pay grade or at a rate which provides approximately
a one-step increase above their regular rate, whichever is greater, for all such hours worked, and
provided the employee is on the promotional eligibility list for the position he/she fills on a
temporary basis.

Section E: Standby Pay
a. Employees who are assigned to a standby (on-call) status by the Fire Chief and required
to be available for specific periods of time will recetve payments as outlined below.
i.  For an entire period, Monday through Friday four hours pay at the regular
rate.
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ii.  For each Saturday, Sunday or recognized full day holiday four hours pay at
the regular rate.
iii.  For each half-day holiday two hours pay at the regular rate.
b. All stand-by hours are at straight-time rates. To be eligible for stand-by pay, employees
must be designated, be available for work, and they must respond to the call.

Section F: Language Pay

Any bargaining unit employee demonstrating proficiency to interpret conversations in American
Sign Language, or any foreign language as determined at the City Manager’s discretion, shall be
eligible to receive $1,000 annually. In order to receive such compensation, the employee must
demonstrate proficiency, in a means agreed to by the Office of the Fire Chief and IAFF Local
2141, and must agree to provide interpretation services while on duty to the extent this is
practical given the employee’s assignment and workload, and as approved or directed by the
employee’s supervisor.

Section G: Education Pay

The City agrees to continue implementation of A.R. 6-16 (Employee Educational Tuition
Assistance Program). The City may amend A.R. 6-16 to allow for cost containment features
aimed at keeping City expenditures to a manageable level. The City will present any change(s)
to IAFF Local 2141 prior to implementation. Employees will be informed in advance of any
changes so that they may make informed choices.

Section H: Compensation for Off-duty Work

The City shall pay employees, in accordance with the Fair Labor Standards Act and the City’s
overtime and compensatory time policies, for any work that they are asked to perform during
their off-duty time.

Section I: Holidays
1. The compensated holidays are subject to City Council's approval in the applicable
approved budget. These holidays shall be observed on the day designated by the City
Manager.
2. All employees who are on shift work will receive holiday pay bonus in the following
amounts:

a. Firefighters working a regularly scheduled average of 56 hours in a work week
(excluding overtime) will earn 11.2 hours of holiday bonus pay, paid at their regular
rate.

b. Medics working a regularly scheduled average of 42 hours in a work week (excluding
overtime) will earn 8.4 hours of holiday bonus pay, paid at their regular rate.

c. Fire Marshals working a regularly scheduled average of 80.5 hours in a pay period
(excluding overtime) will earn 8.2 hours of holiday bonus pay, paid at their regular
rate

All employees scheduled to a 40-hour work week will receive 8 hours of holiday pay

4. In order to be eligible for holiday pay, an employee must be in a paid status for the entire
last scheduled working day before and the entire first scheduled working day after a
holiday. Only the hours actually worked will be counted towards overtime computations.

W
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The holiday premium provided for in this Article shall not be applied to increase any
applicable shift differential.

ARTICLE 55
REDUCTION-IN-FORCE

Section A: Policy

1.

3.

The City of Alexandria will implement a Reduction-in-Force (RIF) only when such
action 1s required by an identified service reduction. A service reduction may be the
result of:

a. A policy decision by the City Council or City Manager,

b. A change in a work program or service within a department,

c. A technological change or advancement that impacts work force needs, or

d. A funding shortfall.
A Reduction-in-Force is to be accomplished in a way which will reduce adverse effects
on employees to the greatest extent, which is reasonable under the circumstances, and in
a manner consistent with the City's values.
Bargaining unit employees are covered by this procedure.

Section B: Procedure

Except in the case of an emergency, the following procedures will be followed:

1.

>

Upon receipt of the determination by the City Manager to implement the Reduction-in-
Force, the Human Resources Director will place on hold current advertising and selection
for positions or job classes indicated in the RIF order.

The Human Resources Director will issue a written separation notice to employees
affected by a RIF as soon as practicable upon receipt of the RIF order but at least thirty
(30) days prior to separation.

Once the City determines which job classifications will be reduced, job classification
seniority shall be a determining factor in the selection process, if all else is equal.

The Director shall notify IAFF Local 2141 of the employees aftected by the RIF; the
notice to IAFF Local 2141 shall be given at least 30 days prior to the employees’
separation. IAFF Local 2141 may request, no later than 20 days prior to the employees’
separation, to meet with City officials to discuss ways which will reduce adverse effects
on these employees to the greatest extent which is reasonable under the circumstances.
Human Resources staff must assist employees subject to a RIF to apply for positions
which are vacant and approved for hire by the Office of Management and Budget. The
ability of the employee to perform the work assignment will be assessed in the
application process.

The separation of employees will be initiated, if necessary, to complete the RIF.
Separated employees will be placed on the Recall List by job classification and seniority
for a one-year period.

Employees separated under a RIF, including those who elect to retire, must be paid
accumulated annual leave and compensatory time, and severance pay and accumulated
sick leave based on the years of service as defined in the table below:
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COMPLETED YEARS OF PERCENTAGE OF SICK WEEKS OF

SERVICE LEAVE PAYOUT SEVERANCE PAY
Oto5 5% 2 weeks pay
6to 10 10% 3 weeks pay
11to 15 15% 4 weeks pay
16 to 19 20% 5 weeks pay
20 or more 25% 6 weeks pay

9. Vacant positions will be filled first by employees on the recall list and be based on those
employees’ possession of the requisite qualifications to perform the duties of the vacant
position and then by those employees’ seniority during the recall period. The City may
conduct a cursory interview with an employee prior to recall; the parties shall work
together and outline the parameters and intent of such interviews.

a.

b.

g

A recalled employee must possess the necessary skills and experience to perform
the duties of the vacancy and be interviewed prior to being recalled.

Any employee separated and placed on a Recall List will be responsible for
notifying the City Human Resources Department of any change in address or
telephone number.

Employees on a recall list will be notified to return to work by registered mail.
Any employee who fails to respond to a recall opportunity within ten working
days following receipt of notification will forfeit recall rights.

An employee who is recalled will be removed from the recall list.

Separated employees who are recalled must be restored to regular employment at
the same annual salary that was in place at the time of separation and will be
subjected to a new one-year probationary period.

All employees who are recalled are subject to AR 6-18, Attendance and Leave.

10. Separated employees who seek a City position in a classification other than the class
previously employed will be given priority consideration provided they apply and are
qualified. Reemployed employees are:

a.

b.
e

Provided an annual salary in accordance with AR 6-13, Eligibility and
Determination of Pay Adjustments.

Subject to a new one-year probationary period.

All employees who are recalled are subject to AR 6-18, Attendance and Leave.

Section C: Unemployment Compensation

Employees who are subject to a reduction-in-force in accordance with this Article and under
Administrative Regulation 6:22 shall be entitled to unemployment compensation as provided by
the Code of Virginia.

Section D: Appeal

Any employee who believes that the City did not follow the prescribed RIF process as specified
in this Article or Administrative Regulation 6-22 shall have access to an administrative hearing
with the Director of Human Resources. A RIF implemented under this Article and/or
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Administrative Regulation 6-22 is not grievable under this Agreement or AR 6-21, Grievance
Procedures.

ARTICLE 56

DURATION
Pursuant to Section 2-5-78 of the collective bargaining ordinance, the terms of this Agreement
shall be effective July 1, 2023, and shall remain in full force and effect until the 30th day of June
2026.

Pursuant to Section 2-5-68 of the collective bargaining ordinance, this agreement shall remain in
effect until superseded by a new agreement, subject to appropriation of funds by City Council.
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On this 24th day of January 2023, as witness the Parties hereto have set their signature.

FOR THE CITY OF ALEXANDRIA

FOR THE IAFF LOCAL 2141

(e " ) —

Corey Smedley, Fire Chle
Alexandria Fire Department

AN

Yon Liambert, Deputy City Manager
City Manager’s Office

6shua Me/r Captain

President

%Z%ﬁ

Megan El aptam 4;/
IAFF Local 2141 Bargai Committee

Dy (Lo T Dl

Kevin M. Stokes, Chief Labor Relations Officer n Silverwood, Captain

City Manager’s Office

N —

is Thompson, Chief of Staff
Alexandria Fire Department

Cit¥ Attorney’s Office

I FF Local 2141 Bargaining Committee

M, S

Steven Smith, Lieutenant
IAFF Local 2 argaining Committee

an S. RoBerts, Esq., Deputy City Attorney Alexander’ Lee, Fire Medic

IAFF Local 2141 Bargaining Committee

Christina Hamilton, Esq., Assistant City Attorney Haitham Hammad, Fire Medic

City Attorney’s Office

Tiffany Joy, HR Manager I — Recruiter
Alexandria Fire Department

Paul Ruwe, Deputy Fire Chief
Alexandria Fire Department

Michael Cross, Assistant Fire Chief
Alexandria Fire Department

IAFF Local 2141 gaining Committee

v

“Michael Faber, Captain
IAFF Local 2141 Bargaining Committee

e

Jeremy McCHyton
IAFF Local 2141 Bargaining Committee

Reid Coploff, Esq., Counsel
Counsel
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APPROVAL

This collective bargaining agreement between the City of Alexandria, Virginia and the
International Association of Fire Fighters, Local 2141, dated January 24, 2023, has been
reviewed in accordance in Alexandria City Code Sec. 2-5-77(a)(4)(a), and is hereby approved on
this 24th day of January 2023.

Jayﬂ: . Parajon, City Manager /
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