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AGREEMENT
This Agreement is made and entered into by and between American Medical Response of Maricopa L.L.C.,
(“Employer” or “Company”) and the American Federation of State, County and Municipal Employees, AFSCME,
Local 2960, AFL-CIO, (“Union”) (collectively, “the Parties”).
The purpose and the intent of which is to establish harmonious understandings and relationships between the
Employer and the Union. In the spirit of this continuing harmonious and cooperative relationship, the Employer
and the Union agree to implement and exercise the provisions of this contract in a fair and reasonable manner.

ARTICLE 1 – RECOGNITION
1.1
Scope of Agreement
The Employer recognizes the EMS Workers United, AFSCME Local 2960, AFL-CIO as the sole and exclusive
bargaining representative for the work performed by all full-time and regular part-time Emergency Medical
Technicians (EMTs), Paramedics, excluding all other employees, including office clerical, managerial
employees, security guards, and supervisors as defined in the National Labor Relations Act (NLRA).
Except for disputes specifically pertaining to the definition of covered employees as certified in the NLRB
election petition, this (Scope of the Agreement) provision shall be excluded from the grievance and arbitration
procedure.
1.2
Employee Defined
The term “Employee(s)” is defined as individuals occupying those classifications’ defined in Section 1.1 above.
1.3.
Extra-contract Agreements
In recognizing the Union’s sole and exclusive bargaining representative status the Employer agrees not to enter
into any agreement(s) or contract(s) with its employees, individually or collectively, which in any way conflicts
with the terms and provisions of this Agreement.
1.4
Bargaining Unit Work
During the term of this Agreement, the Employer will not subcontract work if the subcontract will have the
purposes or effect of displacing bargaining unit employees or eroding the bargaining unit.

ARTICLE 2 - UNION DUES CHECK-OFF
2.1
Dues Deduction
The Employer agrees to deduct from the wages of bargaining unit employees, in accordance with the terms of
an employee signed dues authorization card for monthly dues, and lawful assessments in amounts designated by
the Union. Said deductions shall be made the first payroll period of each month and forwarded to the Union
monthly thereafter. Upon transmittal of said funds, the Employer shall not incur any financial obligation and
responsibility with respect to such deductions. The Union agrees to indemnify, defend and hold the Employer
harmless from all claims, demands, suits and other forms of liability, including Employer’s reasonable
attorneys’ fees that may be made against or incurred by it from or by reason of any action or inaction by
Employer in carrying out the provisions in compliance with this section.
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The Employer shall be relieved from making such "check-off" deductions upon (a) termination of employment,
or (b) transfer to a job other than one covered by the bargaining unit, or (c) layoff from work, or (d) an unpaid
leave of absence, or (e) an arbitration award; or (f) revocation of the check-off authorization in accordance with
the Union’s constitution or bi-laws. Notwithstanding (a), (b), (c), (d), (e) and (f) above, upon the return of an
employee to work from any of the foregoing enumerated absences, the Employer will immediately resume the
obligation of making said deductions, except that deductions for re-employed employees shall be governed by
paragraph 1 hereof.
2.2
Dues Changes
The President or other authorized official of the Union will notify the Employer in writing when the Union’s dues
structure changes. The change will be effective at the beginning of the first full pay period after the change is
received and shall be implemented retroactively if necessary.
2.3
Member Transfers Out of Bargaining Unit
If a union member is transferred to a non-bargaining unit position within the Company, the Company will
automatically stop payroll deductions of Union dues effective the following pay period.
2.4
PEOPLE
The Employer agrees to deduct from the wages of any employee who is a member of the Union a “PEOPLE”
deduction as provided for in a voluntary written authorization from the employee. Such authorization must be
executed and may be revoked by the employee at any time by giving written notice to both the Employer and
the Union.
The Employer agrees to remit any deductions made pursuant to this provision monthly to the Union together
with an itemized statement showing the name of each employee from whose pay such deductions have been
made and the amount deducted during the period covered by the remittance.
The Union agrees to indemnify and hold the Company harmless against any and all claims, suits, orders, or
judgments brought or issued against the Company as a result of any action taken or not taken by the Company
pursuant to any written or oral communication from the Union under the provisions of this Article.

ARTICLE 3 – UNION RIGHTS
3.1
Shop Stewards
The Employer recognizes the right of the Union to select a reasonable number of shop stewards. Shop stewards
shall not be recognized by the Employer until the Union has notified the Employer in writing of the individuals
serving as authorized shop stewards. The Union will notify the Employer in writing when individuals leave the
position of shop steward. Shop stewards shall suffer no loss in pay for attendance at investigatory and
grievance meetings held during their shift. The Employer will make every effort to schedule such meetings
during the shop steward’s shift to facilitate the steward’s presence at such meetings.
3.2
Union Access
A duly authorized representative of the Union shall be permitted to meet with employees on duty in order to
conduct legitimate Union business (excluding general union membership meetings), provided such activity does
not interrupt or interfere with the work of any employee. All business and conversation between Union
representatives and employees will be conducted in a private location so they will be neither observed nor
overheard by patients, customers or the public.
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The Union agrees that its authorized representatives shall seek and obtain prior authorization from the Employer,
by contacting the on duty supervisor before visiting the Employer’s premises, and that Union visits will be
permitted only between 0800 and 2000 hours. In the event authorization is denied the union will be provided with
the justification
The Union agrees that during visits to the Employer’s premises, its representation shall not interfere with the
performance of work duties by any employee
3.3
Union Bulletin Boards
A.
Glass encased bulletin boards (paid for by the union) shall be installed (paid by the Employer) at
operation stations to post official Union business (on Union letterhead stationery or an official Union
publication). The Operations Manager shall receive copies of all material to be posted prior to or at the time of
posting. The bulletin boards will be maintained by the shop steward and the official Union Officer, with the
posting or removal of bulletins and publications to be handled only by the same. The Employer and the Union
recognize the Employer’s right to remove posted material which is derogatory or damaging to the Employer’s
business or industry after consultation with the Union representative.
B.
Union materials shall only be posted upon the bulletin board space as designated and not upon walls,
doors, windows, etc.
3.4
New Employee Orientation
The Employer shall provide the Union with fifteen (15) days advance notice of upcoming new employee
orientations. The Union shall be allowed to meet with and address employees attending each new orientation
program. Union representatives shall pre-schedule the meeting date through Human Resources and shall be
entitled to a maximum of thirty (30) minutes to address employees.

ARTICLE 4 - MANAGEMENT RIGHTS
4.1
Basic Management Rights
The parties agree that the Employer’s rights include the operations of the Employer’s business, the direction of
the working forces, the planning and control of operations, the introduction of new or improved facilities or
methods of operations, the determination of the number, size, and location of its facilities or ambulance units, or
any part thereof, and the extent to which, and the means by which, its facilities or ambulance units, or any part
thereof, shall be operated, relocated, shutdown, or abandoned; the right to terminate, merge, consolidate, sell,
otherwise transfer business or any part thereof; the right to relieve Employees from duty because of lack of
available work or for other legitimate reasons, to transfer Employees, to determine the minimum qualifications
of experience, health or fitness for any job covered hereby, the right to select, require and administer
proficiency examinations, the right to establish appropriate discipline for failure to comply therewith; the right
to require employees to perform any related work of the Employer; the right to establish and assign job duties
and the performance of work; the right to establish, eliminate or combine job classifications and the right to
appraise the qualifications of any Employee, including the right to hire, evaluate, lay-off, transfer, promote,
suspend, issue corrective action or discharge for just cause, are vested solely and exclusively in the Employer.
4.2
Number of Employees and Ambulance Units Needed
The Employer shall be the sole judge of the number of Employees (full-time, regularly scheduled part-time,
Field Training Officer (FTOs), and ambulance units needed at any time, and shall solely schedule all Employees
and units.
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4.3
Substantial Changes
The Employer will meet and confer with the Union prior to implementing substantial changes in terms and
conditions of employment as defined in the National Labor Relations Act, not otherwise covered by this
Agreement.
The Employer shall notify the Union at least thirty (30) days prior to implementation of any decision that impacts
matters within the scope of representation for bargaining unit employees. The Employer may take action only
after satisfying its obligations under the National Labor Relations Act. If, after written notification to the Union
regarding such actions, the Union fails to respond within seven (7) calendar days, the Union waives its right to
meet and confer on the particular matter. It is understood that in circumstances beyond the control of the
Employer, it may be necessary for the Employer to implement a change immediately. In this case, the Employer
will meet with the Union as soon as feasible.
4.4
Exclusion of Management Rights
All of the provisions of this Article are understood to be the rights of the Employer, except as may be modified
elsewhere in this Agreement. The above statements of the Employer’s rights shall not be deemed to exclude other
rights not listed herein.
4.5
Failure to Exercise Management Rights
If the Employer fails to exercise any one or more of the above-named rights, powers or authority, from time-totime, this will not be deemed a waiver of the Employer’s right to exercise any or all of such rights, powers, or
authority in the future.
4.6
Employer Rules
The Union recognizes the sole rights of the Employer to determine, establish, delete or eliminate, and change
rules and regulations at any time the Employer deems necessary, provided such rules and regulations shall not
conflict with the terms of this Agreement. Within sixty (60) days after the effective date of this Agreement, the
Employer will provide the Union with an updated copy of the current personnel policies and Standard Operating
Procedures. All employees will have access to all personnel policies and standard operating procedures via the
employee portal. All subject changes and updates will be communicated to all Employees, with a copy to the
Union fourteen (14) days in advance. It is understood that Employees will be required to acknowledge receipt
of such rules, policies and operating procedures, and will be held personally accountable for complying with
these rules, policies and operating procedures.

ARTICLE 5 – CORRECTIVE ACTION AND DISCHARGE
5.1
Corrective Action and Discharge
The Employer shall have the right to issue corrective action and discharge employees for just cause.
5.2
Procedure
The Employer and the Union recognize the intent of correction action is to remedy performance problems and
modify behavior. While the Employer will attempt to accomplish those objectives through training and
corrective action, the Employer reserves the right to issue corrective action, up to and including discharge,
based on just cause and the circumstances of each case. Serious or repeated like offenses may call for
corrective action commensurate with the offense or totality of the circumstances and not necessarily based upon
the premise of progressive corrective action.
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5.3
Corrective Action Notices
The Employer shall notify an employee in writing of any corrective action or discharge. The notice shall
identify the reasons(s) for the corrective action or discharge and the effective date of the action. The Employer
agrees to provide the Union (chief steward or Union Officer) with copies of all written warnings; final written
warnings; suspensions and discharge notices. The employee or the Union through its shop steward or Union
Officer shall be entitled to contest any corrective action by filing a written grievance at Step 1, and any
discharge by filling a grievance at Step 2 of the grievance procedure contained in Article 6 of this Agreement.
5.4
Retention Period
Records of corrective action shall not be considered for purposes of future corrective action, provided there are
no further corrective actions for the same conduct or similar offenses during the applicable retention period:
Verbal Warnings
Written Warnings
Final Written Warnings
Suspensions

6 months
12 months
18 months
24 months

5.5
Disclosure
The Employer will, upon request of the Union, provide the Union copies of any documents relied upon by the
Employer in support of the corrective action or discharge including, but not limited to, all investigative reports,
witness statements and physical evidence. Documents provided shall include redacted information to preserve
confidential or patient information. The documents and information must be provided to the Union in a timely
manner.
5.6
Time Limits
To be valid, written corrective action notices or investigations must be commenced within thirty (30) calendar
days after the Employer became aware of the alleged conduct or should have been aware of the alleged conduct
claimed as the basis for the disciplinary action. The time limit for issuing corrective action and discharge
notices may be extended with the written mutual agreement of the parties on a case-by-case basis when delayed
by the involvement of state or local law enforcement or state or local EMS agencies, or the employee or key
witnesses are unavailable.

ARTICLE 6 - GRIEVANCE and ARBITRATION PROCEDURE
6.1.
Grievance Procedure
The purpose of this procedure is a timely adjustment by the Employer and the Union following a prompt
investigation and thorough discussion.
A “grievance” is any dispute brought against the Employer concerning the interpretation or application or
alleged breach of this Agreement and any challenges to corrective action or discharge, such matters shall be
resolved according to the procedures and conditions set forth below.
Employees should attempt to resolve problems informally with their immediate supervisor before resorting to
this grievance and arbitration procedure. Any such agreement between the employee and the immediate
supervisor regarding a grievance will be a non-precedent setting settlement unless otherwise specifically
mutually agreed to by the Union President and the Employer in writing. If the employee and supervisor are
unable to resolve the complaint to their mutual satisfaction, then the employee may proceed to the formal
grievance process set forth below.
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6.2.
The Parties agree that all grievances concerning terminations (defined as discharge or termination from
employment) must be submitted directly to the Regional Director as Step Two grievances and that all such
grievances must be submitted no later than fifteen (15) calendar days after the termination date.
Step One
The Employee or the Union through its Union Officers/Staff, (excluding stewards) shall be entitled to submit a
grievance in writing, via U.S. Postal Service certified mail or hand delivery to the Operations Manager, no later
than fifteen (15) calendar days after the occurrence giving rise to the grievance. Grievances sent by certified
mail shall be deemed timely if postmarked fifteen (15) calendar days or less from the date the grievant or Union
have been made aware of the action being grieved. The written grievance must include the following:
A. The specific provision of the Agreement alleged to be misapplied, misinterpreted or violated;
B. The remedy sought; and
C. A statement(s) identifying the specific facts of the situation.
The Operations Manager, shall meet with the grievant and his/her Union representative to discuss the grievance
and shall, no later than fifteen (15) calendar days after receipt of the grievance, give the Union his/her written
answer to the grievance.
Step Two
If the grievance is not satisfactorily resolved at Step One, the Union shall be entitled to submit the grievance to
the Regional Director, via U.S. Postal Service certified mail or hand delivery, no later than fifteen (15) calendar
days after the Union’s receipt of the Step One answer. The Regional Director, or his/her designee, may meet
with the grievant and his/her Union representative to discuss the grievance and shall, no later than fifteen (15)
calendar days after receipt of the Step Two grievance, give the Union his/her written answer to the grievance.
Step Three
The Parties encourage the use of voluntary non-binding mediation as a means of settling disputes without the
time and expense of arbitration. Within fifteen (15) calendar days of the Union’s receipt of the Regional
Director’s reply to the grievance at Step Two, the parties may meet to discuss the possibility of signing a written
agreement to submit the dispute to voluntary non-binding mediation.
The Federal Mediation & Conciliation Service (FMCS) shall be the permanent mediator whose function will be
to hear the contentions of the parties, review pertinent documentary evidence, and provide the parties with
recommendations on how the dispute could be resolved. The mediator’s recommendations shall be given orally
and shall be non-binding. No evidence regarding mediation efforts or the mediator’s recommendations shall be
introduced in any arbitration, judicial, or administrative proceeding, whether state or federal.
If the parties sign a written agreement to submit the dispute to mediation within fifteen (15) calendar days after
the Union’s receipt of the Regional Director’s answer to the Step Two grievance, then the deadline to submit
the grievance to arbitration (Step Four) shall not begin to run until the date the mediator gives his/her oral
recommendations to the parties. Otherwise, the deadline to submit the grievance to arbitration shall begin to
run on the date the Union receives the Regional Director’s answer to the Step Two grievance.
Step Four
If the grievance is not satisfactorily resolved at Step Two (or at Step Three, if the parties have agreed to
voluntary mediation), then the Union may submit the grievance to arbitration by filing a written demand for
arbitration with the American Arbitration Association (“AAA”) no later than fifteen (15) calendar days after
either the date the Union receives the Regional Director’s Step Two answer to the grievance or the date the
mediator gives his/ her oral recommendations to the parties, whichever is appropriate. An arbitrator shall be
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selected in accordance with AAA procedures and an arbitration shall be conducted in accordance with its Labor
Arbitration rules and the terms of this Agreement.
6.3.
Arbitration
A. The Parties understand and agree that the arbitrator shall have no authority to add to, subtract from, modify
or amend the terms of this Agreement. The Parties further agree that the arbitrator shall conduct the hearing
within the scope and in accordance with the terms of this Agreement, and that the arbitrator’s decision shall be
based solely on the evidence and arguments presented by the Parties. The party filing the grievance shall have
the burden of production and proof at the hearing, except for grievances appealing the imposition of corrective
action or discharge, in which the Employer shall have the burden of production and proof at the hearing.
B. The Parties agree that the fees and expenses of the arbitrator shall be paid by the losing party, and that all
other arbitration expenses incurred by either party, such as witness fees, legal fees, transcript fees, etc., shall be
the sole responsibility of the party incurring such expenses.
C.
The arbitrator shall have the authority to issue or direct the issuance of subpoenas for the attendance and
testimony of witnesses and the production of documents and evidence at the arbitration hearing. The arbitrator
shall also have the authority to resolve any pre-hearing motions presented by either party.
6.4.
Awards
The Parties agree that in no event shall any award be retroactive beyond one pay period prior to the effective
date on which the grievance was originally presented in writing. In addition, any monetary awards shall be
reduced by any unemployment compensation or other interim wages earned by new employment by such
terminated employee during the period of the employee’s termination to offset such wages lost by the employee
by virtue of such termination from the Employer.
6.5.
Arbitrator’s Decision
The Parties agree that the decision or award of the Arbitrator shall be final and binding on the Company, the
Union and the grievant.
6.6
Time Limits
The Parties understand and agree that the time deadlines set forth above may be extended or shortened only by
written agreement between the Parties. The Parties further agree that if the Company fails to comply with any
time deadline set forth above, then the Union may proceed immediately to the next step of the grievance and
arbitration procedure, and that if the Union fails to comply with any time deadline set forth above, then the
grievance shall be deemed to have been waived or withdrawn by the Union and the grievant.
6.7
Participants
The Employer agrees that the grievant shall be allowed to participate in any and all steps of the grievance
procedure. The parties agree to exercise their best efforts to arrange grievance meetings that accommodate the
schedules of all participants.

ARTICLE 7 - PROBATIONARY EMPLOYEES
7.1
Probationary Periods
Newly hired Employees shall be considered probationary for the following uninterrupted time periods:
Full Time: Six (6) months from date of hire or their date of transfer into the bargaining unit
7

Part Time: Twelve (12) months from date of hire or one thousand forty (1040) hours worked, whichever occurs
first, but not less than six (6) months. Probationary periods may be extended for an additional three (3) months
by the Employer.
Employees who are in a probationary status shall have no seniority status until they have successfully completed
their probationary period. Upon successful completion of their probationary period full time Employees will be
credited for seniority retroactive to their date of hire.
7.2
Discharge during Probation
At any time prior to the completion of the probationary period, the Company may discharge a probationary
employee with or without cause and such discharge shall not be subject to the grievance and arbitration provisions
of this Agreement.
7.3
New Classification Trial Period
Employees who change their classification within the bargaining unit shall be required to successfully complete
a ninety (90) day trial period in the new classification. Employees who do not successfully complete the ninety
(90) day trial period in the new classification may be reverted back (provided a vacant position is available) to
their original classification without any adverse effect on their eligibility for benefits. Should the Employer
determine that action other than a reversion to the prior classification is justified by the circumstances; the
Employer may pursue such action in accordance with the corrective action provisions of this Agreement. Actions
other than a return to the prior classification are subject to the grievance and arbitration procedures outlined in
the Agreement.

ARTICLE 8 – HEALTH AND SAFETY
8.1
Safety Compliance
A. The Employer recognizes its responsibility to provide a safe and healthful working environment for
employees. The Union also recognizes its responsibility to cooperate with the Employer in maintaining and
improving a safe and healthful working environment. The parties agree to use their best efforts jointly to
achieve these objectives.
B. The Union recognizes the right of the Employer to implement and enforce safety rules as may be required from
time to time to comply with local, state, or federal laws and regulations and OSHA requirements, or to comply
with the contractual safety and OSHA requirements of the Employer’s customers. All employees shall be required
to abide by such safety and OSHA rules. Employees who violate the safety and OSHA rules may be subject to
appropriate corrective action.
8.2
Safe Work Environment
The Employer shall provide safe materials, equipment, vehicles and working conditions for all employees covered
under this Agreement. The Employer will provide regular OSHA training and instruction in driver safety and
proper lifting/extrication techniques to those employees whose duties and/or job performance would relate to or
benefit from such training.
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8.3
Employer Paid Immunizations
The Employer will provide the following immunizations and/or follow-up testing at no cost to employees:
A.
B.
C.
D.
E.

Hepatitis B
Hepatitis B–Titers as required
Influenza - annually
T.B. Testing - annually
As otherwise required by the federal, state, or county departments of public health.

If the Employer provides an immunization, the Employer shall not be responsible for fees incurred by any
employee who obtains it elsewhere. All employees shall either obtain each immunization provided by the
Employer or sign a waiver as requested by the Employer. In the event, during the term of this Agreement, the
Employer no longer provides such immunizations, the Employer shall then be responsible for reimbursing any
employee for any fees any employee incurs in obtaining such immunizations elsewhere.
8.4
Safety Equipment
A. The Employer shall provide to all employees the following safety and protective gear for each employee:
1.
2.
3.
4.
5.
6.
7.

Tyvex sleeves;
Eye Protection;
N-95 respirator;
High-Visibility Vests;
Breakaway High Visibility Vests (911 only);
Nitrile Gloves; and
Hearing Protection (911 only).

Any safety equipment component supplied by the Employer under this Agreement, which is worn/and or
damaged beyond repair through the normal course of business, shall be replaced at no cost to the employee,
upon return of such worn or damaged item to the Employer. In the event such replacement item is not available
at the time of return the Employer will replace such item, at no cost to the employee, within thirty (30) days
from the employee’s return of such worn/damaged item and the Employer shall immediately provide a suitable
loaner for the interim.
B. The Employer shall provide the following safety and protective gear, for each ambulance:
1. Traffic control/visibility items;
2. LED flashlight;
3. A functional portable communications device. The portable communications device shall include an
appropriate holster/clip;
4. Vehicle access (key and keyless) device, where applicable;
5. Employer Cell Phone; and
6. Workmen’s Gloves (1 set of gloves per ambulance 911 only for life of agreement).
8.5
Safety Footwear Reimbursement
On the effective date of this Agreement, full-time and part-time employees shall be eligible for reimbursement
one time during the term of this Agreement up to a maximum of $175 for the purchase of Company approved
safety rated footwear. Employees hired during the life of this Agreement shall be eligible for the same
reimbursement once during the life of this Agreement. Employees shall be required to provide an itemized
receipt and submit such within thirty days of purchase. Employee’s shall forfeit reimbursement if not submitted
within thirty days of purchase.
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8.6
Employee Responsibility
Employees operating a unit as partners shall be jointly responsible for the loss or damage to property, vehicles,
on-board equipment or supplies. If the loss or damage is admittedly or clearly the fault of only one of the
employees, then that employee shall be individually responsible. Employees are subject to appropriate
corrective action for the loss or damage to property, vehicles, on-board equipment or supplies up to and
including discharge. Employees will not be financially liable for the loss, or damage, of any Employer property,
vehicles, equipment or supplies, unless the Employer can establish such loss or damage was intentional by such
employee.

ARTICLE 9 - LICENSES AND CERTIFICATIONS
9.1
Certifications and Licenses
All employees are required to maintain the appropriate licenses, certificates, and/or accreditations for the
performance of their job responsibilities. Failure to maintain required licenses, certificates and/or accreditations
shall result in corrective action, up to and including discharge. It is the responsibility of each individual employee
to ensure that all licenses, certificates, and/or accreditations are maintained.
9.2
Required Licenses and Certifications
Employees are required to maintain and provide the Employer with current copies of the following licenses and
certifications prior to their expiration:
EMT

Paramedic

Arizona EMT Certification*
Arizona State Driver License*
AHA BLS Provider Card*
AMR Hazardous Materials Certification
AMR Orientation Training
AMR Driver Training Certification
AMR Infectious Disease Training
ICS -100/200 series

Arizona State Paramedic Certification*
Arizona State Driver License*
AHA ACLS Provider Card*
AMR Hazardous Materials Certification
AMR Orientation Training
AMR Driver Training Certification
AMR Infectious Disease Training
ICS -100/200 series
AHA PALS Provider Card*
AHA BLS Provider Card*

*Employees are required to possess and carry the applicable above-referenced licenses and certifications while
on duty and performing the duties of their position.
9.3
Expiration or Lapse of Certifications and Licenses
A.
Employees who perform work duties without the required license, certificate and/or accreditation shall
be immediately discharged from employment.
B.
All employees are required to maintain the appropriate licenses, certificates, and/or accreditations for the
performance of their job responsibilities. It is the employee’s responsibility to renew all required certifications,
licenses and/or accreditations prior to their expiration date. Proof of such renewal must be submitted to the
Clinical Services no later than seven (7) days prior to the expiration date(s).
C.
Employees who have not provided proof of their certifications, licenses, and or accreditation renewal
within seven (7) days prior to the expiration date shall cause the employee to be removed from the schedule.
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Once the employee has provided an up-to-date certification, license and/or accreditation the employee shall be
returned to the schedule as soon as possible thereafter. Employees who turn in their licensure, certification
and/or accreditation after they were removed from the schedule will be allowed to pick up open shifts and
special events only after clinical services has received and processed the employee’s license, certification or
accreditation.
D.
Failure to maintain such licenses, certification and/or accreditations may result in corrective action, up to
and including discharge. It is the responsibility of each individual employee to ensure that all licenses,
certificates, and/or accreditations are maintained.
E.
Failure to obtain the required license, certificate or accreditation within thirty (30) calendar days from
the employee’s removal from the schedule shall be cause for the employee’s separation from employment.
Employees who obtain the required license, certificate or accreditation within the thirty (30) calendar day period
shall be returned to work at the next available shift availability and shall be subject to corrective action.
9.4
Suspensions of Required Certifications and Licenses
Employees whose state or local license is suspended by a state or local agency shall be placed on unpaid
administrative leave for a maximum of sixty (60) days. Employees may utilize accrued PTO solely at their option
during any portion of the administrative unpaid leave. Employees shall be required to have all licenses,
certifications, and/or accreditations up to date by the conclusion of the unpaid administrative leave. Failure to
maintain such licenses, certifications, and/or accreditations shall be cause for separation from employment.
9.5
Employees on Leaves of Absence
Employees on approved leaves of absence shall be required to have all licenses, certifications, and/or
accreditations up to date prior to returning from leave. Failure to maintain such licenses, certifications, and/or
accreditations is cause for separation from employment.
9.6
Driver Exclusion
Employees who drive Company vehicles are subject to the motor vehicle record requirements of the AMR Driver
Qualification Standard, which is part of the Company’s national vehicle safety policy.
Employees who are excluded from driving Company vehicles by the Employer’s insurance carrier or by
application of the AMR Driver Qualification Standard shall be subject to appropriate corrective action, up to and
including discharge. All drivers shall be solely responsible for remaining properly certified and/or licensed in
accordance with state requirements to drive ambulances and/or other Company vehicles. Drivers who fail to
maintain a valid driver’s license or who license is suspended for any reason shall not be allowed to drive Company
vehicles and shall be subject to corrective action, up to and including discharge.

ARTICLE 10 – HOURS OF WORK
10.1 Definitions
The definition of terms covered this Agreement shall be as follows:
A. Workweek: The workweek shall consist of seven (7) consecutive days beginning at 0000.00 Saturday
and ending at 2359:59 the following Friday. Payroll is issued bi-weekly.
B. Workday: The workday shall be defined as a twenty-four (24) hour period beginning at 0000.00 and
ending at 2359:59.
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C. Full-Time Employee: Employees who are regularly scheduled to work a 8/40, 10/40, 12/42 or a 24/56
schedule.
D. Regular Part-Time Employee: Employees who are not on a regular schedule.
E. Vacant Position: A position vacated by a full-time employee resignation or termination, on long term
(more than 60 days) workers’ compensation, and on long term (more than 60 days) Company approved
leave of absence, excluding FMLA.
F. Holdover: A duty assignment that prevents an individual or crew from clocking out at their scheduled
end of shift time. Employees may be held over for the first two hours past the end of their scheduled
shift without premium pay. In the event the employee is held past two hours the employee shall be
eligible for premium pay in accordance with Section 10.13.C retro-active to the end of their shift.
10.2 Reporting for Work
Employees will report for work on time dressed in full uniform and ready for deployment at their designated
work locations and will remain on duty until properly relieved subject to the holdover provisions of this
Agreement.
Employees are required to provide the Employer with at least a two (2) hour advance notice or as soon as
possible in cases of emergency, if the employee is unable to report to work on time for any assigned shift.
10.3

Work Schedules

A. Work schedules shall be posted through the Company's scheduling software which shall be the
primary source to be used to view work schedules. Shift assignments greater than forty-eight (48)
hours from the start of the shift, employees are required to access the Company’s scheduling software
to confirm an assigned shift. For shift assigned less than forty-eight (48) hours prior to the start of the
shift, employees will be contacted by the Company's scheduler.
B. Except as specifically provided elsewhere in this Agreement, any employee whose regularly
scheduled hours are reduced or eliminated by the Employer shall be afforded the first right of refusal for
any open shifts or available hours during the pay period in which the employee's regularly scheduled hours
are reduced or eliminated.
C. The Employer shall have the right to add, delete, change or implement new shift schedules or hours as
it deems appropriate when necessary to meet the terms of its client contracts and/or to meet system
status requirements. The Employer when modifying individual work hours shall provide advance notice
to the affected employee.
10.4 Part-Time Employee Requirements
Part-time employees shall be required to work a minimum twenty-four (24) hours each calendar month to retain
employment with the Employer.
Part-time employees may not give away shifts prior to working the minimum shift requirements for each
calendar month.
All open shifts determined by the Company to fill shall be made available via the Employers scheduling
software posted no later than the tenth (10th ) of each month. Part time staff shall select open shifts, utilizing the
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Company’s scheduling software between the 10th and 15th of each month for the following month. Using the
auction format once a part-time employee selects such shift, the scheduler shall award shifts to the part-time
employee who is then committed to work such shift. Part-time employees who do not select open shifts
between the 10th and 15th of each month shall be solely responsible for working open shifts over the course of
each month to meet their minimum work hour requirements. Part-time employees will not be contacted to
confirm availability and are required to work the shift that they have selected.
Part-time employees who do not meet the minimum monthly hour requirement for either: two (2) consecutive
months or for any (3) three months in a twelve-month period, will be considered to have abandoned their
assignment and automatically separated from employment.
10.5 Shift Bids
A.
When a vacant position of a full-time employee occurs, and the Employer desires to fill such vacancy,
the Employer shall post a notice of such vacancy at all stations. Employees shall have seven (7) calendar days
from the date of posting to bid for such vacancy. Employees shall submit bids on the Company approved shift
bid form either electronically or in-person.
Employees with active discipline within six (6) months shall not be eligible to bid for an open vacancy.
Regular part time employees are not eligible to bid unless they are full time on or before the date the shift bid is
released. The most senior qualified employee applying for the posted vacant position, utilizing classification
seniority within such vacant position, shall be awarded such vacant position. Any employee who has accepted a
bid assignment within the last one-hundred and eighty (180) days from the date of the bid award shall not be
eligible to bid until such one-hundred and eighty (180) day period expires.
Employees can be excluded from bidding on certain positions if the position has specific requirements or an
individual does not qualify for it. In the event a client; customer or facility specifically objects to an individual
working with that client; customer or at a specific facility, the parties shall meet to discuss reasonable solutions
regarding the complaint.
B.
The Employer shall provide the Union President copies of all shift bid postings and shift bid results at
the same time such postings are distributed to each station.
10.6 Filling Open Shifts
A.
An open shift is defined as any shift that becomes available either through a shift bid, an employee on
approved PTO; approved leave of less than sixty (60) days or an employee calling out prior to the start of a
shift.
B.
It shall be the employee’s responsibility to enter their shift availability into the Company’s scheduling
system to be eligible for assignment into an open shift. As shifts become available based on item A above, the
company shall notify the employee through the scheduling system that the employee has been assigned to the
shift. In the event there is less than 24 hour notice the Employer shall get acknowledgment from the employee
to confirm such assignment. Shift assignments shall be determined first by part-time staff who are not
scheduled to work, or have not worked, or, will not work over forty (40) hours in the week of the open shift. If
the shift remains open after exhausting such part-time employee list, full-time employees shall be offered the
open shift(s) based on the least number of overtime hours worked.
If the shift remains open after exhausting such full-time employee list, it shall be offered to part-time employees
who are not scheduled to work, or have not worked, or, will work over forty (40) hours.
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In the event the shift remains open after exhausting the above lists, the Employer shall fill the shift utilizing
qualified supervisors.
10.7 Filling Vacant Positions
A.
Vacant positions shall be filled temporarily using part time staff or full time staff who have not accepted
a bid assignment until such time as a shift bid occurs.
B.

911 shift bids may occur quarterly or whenever three (3) positions become vacant, whichever is sooner.

C.

IFT System Re-Bid and Shift Bids
IFT shift bids shall occur quarterly, (based on the calendar year) with shift re-bids occurring within two
of the calendar quarters. Shift bids shall be implemented on the first pay period of the following month
after the completion of the shift bid. System re-bids shall not subject employees to bidding restriction in
10.5.A.

10.8 Maximum Consecutive Shifts
In support of our collective commitment to the safety of all workers, and in the interest of providing the best
quality patient care to the public at all times, no employee shall work more than 48 on a 24/56 shift. On a
12/42, 10/40 or 8/40 shifts, any consecutive shift will be approved at the Employer’s discretion. Following any
consecutive shifts worked, the minimum time off between any additional shifts will be no less than eight (8)
hours.
10.9 Workload Fatigue Relief
Upon the Employer receiving notification of a inter-facility transfer of 200 round trip miles or more, the
Employer will use its best effort to dispatch a crew that can complete the call within their scheduled work time.
10.10 Call In/Call Back Pay
Employees who are called in to work, or called back to work from off duty, to complete unfinished work shall
be paid for the actual hours they remain at work at the appropriate wage rate.
The sole exception to this Section shall be for employees called back for training in which case the employee
will be paid for the actual hours in training or a minimum of two (2) hours (whichever is greater) at the
appropriate wage rate. Such pay shall be considered work time.
10.11 Report- In Pay
A.
Any employee who is not in an overtime schedule and who reports to work as scheduled or requested by
the Employer and who is not permitted to work through no fault of their own shall accept assignment to another
unit for the duration of the originally scheduled shift. In the event, another unit is not available the employee
shall be required to remain at work for two (2) hours. If a shift becomes available within the two- hour period,
the employee shall be assigned the shift and be required to work the entire shift at his/her applicable hourly rate
of pay. At the end of the two-hour period the employee shall be released from work, however if the Employer
is aware of a shift that is available within the next hour the employee shall be given an option to work the open
shift or be released from work for the day and paid for all hours at work. In such circumstances, the employee
shall not be required to work beyond the accepted shift end of shift time.
B.
The Employer will attempt to provide 24-hour advance notice of the cancellation of any prescheduled
overtime.
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10.12 Overtime
Employees shall be paid overtime for all hours worked over forty (40) in a workweek, and shall be paid at their
rate of one and one- half times (1.5x) their regular hourly rate of pay.
10.13 Holdover
It is the responsibility of the Employer to make the arrangements in order to ensure customer service is not
interrupted and employee workload is not unnecessarily increased due to inadequate staffing/coverage.
A.
In the event an employee is to be held over on a mandatory basis, as defined in Section 10.1 above, the
Employer will notify the employee as soon as possible.
B.
Should the potential for a mandatory holdover arise, every effort will be made by the on-duty supervisor
or his/her designee to find voluntary coverage before a mandatory holdover is implemented. No employee will
be held over longer than two (2) hours beyond the regularly scheduled end of a shift unless on a call that takes
them past the two (2) hour limit. Should an employee be held over, the employee shall receive one-half (.5X)
times additional compensation as a premium for all hours held over.
C.
Should the potential for a mandatory holdover arise, every effort will be made by the on-duty supervisor
or his/her designee to find voluntary coverage before a mandatory holdover is implemented. No employee will
be held over longer than two (2) hours beyond the regularly scheduled end of a shift unless on a call that takes
them past the two (2) hour limit. Should an employee be dispatched during the holdover period that takes the
employee beyond the 121st minute the employee shall receive one-half (.5X) times additional compensation as a
premium for all hours held over past their schedule end of shift time. In the event an employee is required to
holdover past the two hour period due to circumstances beyond the control of the Employer or lack of proper
relief the employee shall receive one-half (.5X) times additional compensation as a premium for all hours held
over past their scheduled end of shift time.
10.14 Shift Trades/Giveaways
Each employee shall be entitled to trade/giveaway shifts in accordance with the following procedure:
A.
A shift trade is defined as an equal exchange of hours with another employee of the same job
classification within the same pay period. Employees who trade shifts must meet area specific qualifications
where applicable. Trades shall be for a full shift or 12 hours of a 24-hour shift.
B.
Employees must submit a completed request in the Company’s scheduling software system, at least a
minimum of ninety-six (96) hours prior to the date of the requested trade/giveaway. Once a request is approved
under the Company’s scheduling system such approval shall not be altered.
C.
The on-duty scheduler will respond to the request as soon as possible but no later than forty-eight (48)
hours from the submission of such request, unless the trade request is submitted on a Friday or Saturday
whereby the scheduler shall respond within seventy-two (72) hours. Trades/giveaways will be approved at the
discretion of the Employer. Shift trades or giveaways shall not result in additional overtime costs to the
Employer.
D.

Shift trades/giveaways shall not result in uncovered hours.

E.

Employees will be held accountable for shift trades or giveaways they agree to cover.

F.
A regular part-time employee may trade or giveaway a prescheduled shift provided that it is done in
accordance with the above and it does not violate his/her requirements as outlined in 10.4 above.
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G. It is the responsibility of the employee requesting the trade to confirm with the scheduling department or
supervisor that such request has been received and to confirm that the change has been approved prior to
the first affected shift. If the trade has not been approved, the original employee is required to work the
shift.
10.15 Change in Status
Full time employees (with greater than six (6) months of full time employment) seeking to move to a part-time
status must apply for an open position using the Employers recruiting system. Such employees shall have
preference over external applicants for part-time positions. Employees must not have disciplinary action taken
in the most recent six (6) months prior to status change. All application requests for change in status will be
subject to approval by the Employer based on operational need.
Full time employees moving to part-time status will forfeit eligibility for PTO or insurance benefits, subject to
applicable state and federal law. Any accrued PTO balance will be paid out in full of the running balance within
30 days of status change.
10.16 On- Call Status
In the event a need exists for employees, on a voluntary basis to be “On Call” the Employer may elect to post
and staff a “On-Call” crew for a period of 12 or 24 hours. Each employee in an “On Call” status shall be paid at
a rate of $50.00 for a 12-hour shift or $100.00 for 24-hour shift on call not to exceed 12 or 24 hours
respectively. In the event the “On-Call” crew is needed, they shall report to the respective station within 90
minutes from initial receipt of the call or when message is left. In the event the employee does not pick up the
phone or respond within 10 minutes of the call it shall count as (1) Single attendance occurrence and the
employee shall forfeit their on-call pay. Each employee shall be paid straight time unless already in an
Overtime status. Employees shall sign up for the “On-Call” position using the companies scheduling software.

ARTICLE 11 – SENIORITY
11.1 Seniority Defined
A.
Company seniority shall be defined as an employee’s continuous full-time or part-time employment
with the Employer from the employee’s most recent date of hire with the Employer. Under no circumstances
shall an employee hired prior to the effective date of this Agreement suffer a reduction in seniority by virtue of
the adoption of this Agreement, except as specifically provided for 11.2. Continuous full-time seniority shall be
used for purposes of determining time off accruals and benefits. Company seniority for employees who change
job classifications, (e.g. EMT to Paramedic) shall remain unchanged for purposes of time-off accruals and
benefits.
B.
Classification seniority shall be defined as an employee’s continuous employment with the Employer
from the employee’s service date into the employee’s current job classification. Such seniority shall be used for
the purposes of determining shift bidding. Part-time employees who become full-time employees will be given
fifty percent (50%) of their part-time seniority for purposes of shift bidding, layoff and recall.
C.
Employees who change job classifications shall be credited with fifty percent (50%) of their
classification seniority in their former classification, up to a maximum of three (3) years, for purposes of shift
bidding in their new classification.
D.
In the event, two or more employees have the same date of hire seniority shall be determined by lowest
employee number.
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11.2 Loss of Seniority
An employee shall lose all seniority rights and employment will cease for any of the following reasons:
A.
Resignation, unless rehired within six (6) months.
B.
Discharge for just cause.
C.
Six (6) months of continuous layoff.
D.
Failure to report on recall to work following layoff within fourteen (14) calendar days from the date of
receipt by certified mail.
11.3 Layoff and Recall
A.
Notice of Layoff
The Employer shall notify affected Employees and the Union of any anticipated layoff as far in advance as
possible, but in no case less than ten (10) calendar days. The ten (10) calendar day provision will not apply if
the layoff is caused by cancellation of a contract that provides for less than a ten (10) calendar day notification
and/or if the contracting customer provides the Employer with less than a ten (10) calendar day notice.
B.
In the event it becomes necessary to make a work force reduction, layoffs will occur in inverse order of
Company seniority within each applicable classification. In the unlikely event of a need of workforce reduction,
layoff shall proceed within each affected classification as follows:
1. Probationary employees will be laid off first, in an order to be determined at the Employer’s
discretion; then
2. Affected full-time employees by inverse order of Company seniority within the applicable
classification.
C. Recall Procedure
As positions become available and the Employer elects to fill such available positions, Employees on lay-off
status shall be recalled based on Company seniority within the classification, beginning with the most senior
qualified laid-off Employee. Employees shall be eligible for recall from lay off for a period of six (6) months.
The Employer shall send a certified letter to all eligible employees notifying them of the recall. Recalled
employees who fail to respond within seven (7) calendars days from the date of receipt of the recall letter, or
refuse a recall shall be considered to have waived their recall rights. Positions shall be filled based on the
seniority of the employees that respond within the seven (7) calendar day period as noted above.
Recalled employees who accept a recall position must report to work within fourteen (14) calendar days from
the date of receipt of the recall letter. Any Employee recalled from lay-off must be qualified to perform the
work available and have all required valid certifications and licenses at time of recall. No new employee(s)
may be hired until such time as all qualified laid off employees, whose recall rights have not expired, have
been recalled, resigned, or refused reinstatement.
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ARTICLE 12 - PAID TIME OFF (PTO), AND HOLIDAYS
12.1 Paid Time Off (PTO)
All regular full-time employees covered by this Agreement who have completed their probationary period shall
be eligible for Paid Time Off (PTO) which shall accrue from the date of hire in accordance with the schedule
provided in Section 12.2. PTO may be used for vacation, illness, injury and personal time. PTO shall not count
as hours worked for the purposes of calculating overtime, however PTO shall count as hours worked for all other
purposes.
12.2 Paid Time Off (PTO) Schedule
Full-time employees will accrue PTO on a per pay period basis based on the matrix below. Part time employees
will not accrue PTO or other paid leave time, unless required by applicable state or local law. Accrual tables
will vary by shift type.

Shift Hours Annual 0-4.99
Type Worked
STE
Yrs.
/Wk.
Hours Accrual/
Pay
Period
840
40
2080
4.93
1040 40
2080
4.93
1242 42
2288
5.17
2456 56
3328
6.90

0-4.99
5 – 7.99 5– 7.99 8 + Yrs. 8 + Yrs.
Yrs.
Yrs.
Yrs.
Accrual/ Max
Max
Accrual/ Max
Pay
Accrual
Accrual
Pay
Accrual Period
Period
208.00
6.47
248.00
8.00
288.00
208.00
6.47
248.00
8.00
288.00
218.40
6.79
260.40
8.40
302.40
291.20
9.05
347.20
11.20
403.20

12.3 Pay, Scheduling and Usage
Paid time off shall be paid at the employee’s straight time hourly rate and may be requested in weekly or daily
increments for the subsequent six (6) months only. Requests for paid time off shall be awarded based on a firstcome, first-served basis. At the time of the employee’s PTO, the employee must have enough available PTO in
his/her bank to cover all hours requested. If an employee does not have enough PTO hours prior to taking the
time off, his/her PTO requests will be withdrawn. Employees who take time off without pay may be subject to
corrective action.
Once an employee’s PTO request has been approved, the employee cannot be “bumped” from such approval.
Requests for paid time off of less than three days shall be in the Employer’s scheduling system a minimum of
ninety-six (96) hours in advance of the time off requested. The scheduling department will respond to the requests
within forty-eight (48) hours of receiving the request. Requests for paid time off of greater than three days shall
be submitted in the Employer’s scheduling system a minimum of fourteen (14) days in advance of the time off
requested. The scheduling department will respond to the requests within seventy-two (72) hours of receiving
the request. The Employer will allow three (3) Paramedics and three (3) EMTs off on PTO on any one calendar
day in the IFT operation and will allow one (1) Paramedic and one (1) EMTs off on PTO on any one calendar
day in the 911 operations. All paid time off is subject to approval and shall be approved at the discretion of the
Employer.
Employees who cancel previously approved paid time off must do so in the Employer’s scheduling system no
later than seven (7) days prior to the beginning of the scheduled paid time off. Employees who cancel scheduled
paid time off shall not be guaranteed their regular shift during the period that was scheduled for paid time off,
however the Employer will make a reasonable effort to assign the employee to an open shift.
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12.3.A PTO Black-Out Dates
The Company reserves the right to designate Black Out dates when major events, in which the Employer staffs,
occur and no PTO shall be approved due to operational necessity. In the event of such black out time periods,
the Company will give the employees a minimum of 14 days notification for Black Out dates unless the
Company has less than fourteen days of notice of the event. Such major events will be determined by the
Regional Director.
Employees who call out on a designated Black Out shift shall, excluding sick time covered under Proposition
206 (Arizona Sick Time) be required to provide documentation to support the call out or be charged with a
double attendance occurrence. Other emergency situations will be taken into consideration but proof will be
required.
12.4 PTO Carry Over
Full-time employees shall be allowed to carry over a maximum three hundred (300) hours of PTO into the
following calendar year. Once an employee’s PTO bank reaches the maximum allowed, the employee’s accrual
shall cease until such time as the employee’s balance drops below the maximum allowed.
12.5 PTO Pay at Termination
An employee whose employment has been terminated, or who resigns, and who has unused accrued PTO pay
shall receive all such pay in addition to any other pay due in his/her final check. All PTO pay outs at time of
termination, shall be paid at the employee’s straight time rate. Employees who voluntarily terminate their
employment and fail to provide a minimum of a two (2) week notice or who fail to complete all paperwork; or
return all company property shall forfeit all accrued unused PTO time. If PTO is taken during the final two
weeks, employees will be expected to make up those days in order to be paid out any remaining PTO balance
and to be considered as “leaving in good standing”.
12.6 PTO Pay in Lieu of Time Off
Employees may, at their option, with sixty (60) days advance notice to the Employer, choose to receive pay in
lieu of time off, two (2) times per year, and cash out up to 50% of their PTO accrued amount. Such cash out shall
be paid at the employee’s straight time rate of pay.
12.7 Paid Sick Time (PST)
The Employer will comply with all requirements of the Arizona Proposition 206 – Arizona Sick Time Policy.
12.8 Holidays
All Holidays shall begin at 0000 midnight hour and end at 2359.59 hour. The following days shall be considered
holidays:
New Year’s Day
Memorial Day
Independence Day
Labor Day
12.9

Thanksgiving Day
Christmas Eve Day
Christmas Day

Holiday Compensation
Employees who work on a designated paid holiday will receive an additional one half (1/2 time) of the
straight time rate of pay for each hour worked on the Holiday.
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ARTICLE 13 - LEAVES OF ABSENCE
13.1 Personal Leaves of Absence (“PLOA”)
All full-time employees may request an unpaid Personal Leave of Absence (“PLOA”). A PLOA cannot exceed
ninety (90) days in a rolling 12-month period and must be for a minimum of thirty (30) days. Approval of all
Personal Leave requests are solely at the discretion of the Company.
To be eligible for unpaid personal leave, a full-time employee must have exhausted all accrued paid leave and
Family Medical Leave of Absence (FMLA) leave, if applicable, or is not eligible for FMLA.
The full-time employee’s supervisor and Human Resources must approve such a request in advance. Unpaid
personal leaves for less than 30 days may be granted for extraordinary personal reasons. Requests will be
reviewed on a case-by-case basis and may be denied for such reasons as unsatisfactory job performance,
unavailability of alternative coverage, or the operational needs of the Company.
In instances where leave is taken for educational purposes or extensions of an already approved leave, exceptions
may be granted at the sole discretion of the Employer. Employees will be required to provide supporting
documentation validating the leave for educational purposes. A PLOA requested specifically to attend an
Employer approved paramedic training school maybe granted. At no time, shall a leave of absence be granted to
permit employees to work for another private or public provider of emergency or non-emergency ground medical
transportation.
13.2 Workers’ Compensation Leave
Employees, who become ill or injured (same claim) resulting from their job responsibilities and are unable to
perform their normal work duties will be paid for the remainder of their shift and be granted a leave of absence
not to exceed twelve (12) calendar months in any rolling eighteen (18) month period from the onset of the leave,
subject to applicable state and federal law. Such leave shall not extend beyond their period of incapacitation for
duty. An employee who fails to return at the end of the scheduled leave of absence shall be considered separated
from employment. If an employee is cleared to return to work and fails to return to work he or she shall be
separated from employment, except that employees will be allowed an additional thirty (30) days following their
clearance to return to work to restore any required licenses, certifications or accreditations. The Employer retains
the right to separate from employment any employee who fails to restore the required license, certification, or
accreditation within the thirty (30) day period immediately following expiration of such leave.
Whenever feasible the employer may offer a transitional duty (also known as “modified duty” or “light duty”) to
employees who have suffered a work–related injury or illness. Such duty shall not be offered to any other
employee, subject to any applicable federal, state or local law. Time worked in such position shall not exceed
one hundred twenty (120) days. An employee working in a limited duty position shall be paid the appropriate
shift hourly rate so that the employee does not suffer any loss in wages.
Employees on a workers’ compensation leave of absence will be allowed to return to a position within their job
classification only upon successful passing a return to duty Physical Abilities Test (PAT). Workers’
compensation leave of absence will run concurrent with any other qualified LOA.
In the event an employee is separated from employment after twelve (12) months on a Workers’ Compensation
leave and is subsequently medically cleared to return to full duty within sixty (60) days following the separation
from employment, the employee shall have first right of refusal for an open position in the employee’s most recent
classification, provided the employee has all the required certifications and licenses. Should the employee be
rehired in accordance with this Section, the employee shall have all seniority, PTO, pay and benefits restored to
the level the employee would have received if the employee had not been separated from employment.
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13.3 Jury Duty
Employees who are summoned for jury service will be granted time off to meet their jury service obligation in
accordance with law. Employees are required to provide documentation of the required jury service to the
company. Employees shall receive compensation for up to a maximum of ten (10) scheduled working days missed
resulting from jury service. Employees may opt to refuse compensation and continue working during the period
of their jury service if reasonably feasible. Employees will be afforded every opportunity to pick up open shifts
and the Employer shall accommodate such requests dependent upon the operational schedule.
13.4 Subpoenas/Witness Service
Employees subpoenaed by a governmental agency to appear in an administrative or legal proceeding, or to give
a deposition specifically to a work-related patient case shall be granted time off without loss of pay or benefits.
Employees must submit documentation reflecting the time spent in compliance of said subpoena to the Operations
Manager upon their return to work to receive payment for such time.
Employees subpoenaed or called to testify on behalf of the Employer about work-related matters shall be granted
time off and receive compensation as hours worked at their applicable rate of pay. Employees must submit
documentation reflecting the time spent in compliance of said subpoena or request to testify to the Operations
Manager upon their return to work to receive payment for such time.
Employees shall not be entitled to compensation under this provision if the employee is subpoenaed by or on
behalf of a present or past employee to appear in a legal or administrative proceeding initiated by the present or
past employee against the Employer or for any personal claims outside of work.
13.5 Bereavement Leave
When a death occurs in an employee’s immediate family, the employee shall be entitled to paid bereavement
leave for shift within four (4) consecutive calendar days. Any employee who is notified of a death in the
immediate family while on duty will be relieved upon notification of the supervisor for the remainder of their
shift with pay.
An immediate family member for the purposes of this section is defined as the employee's spouse, child, including
still birth, stepchild, parent, step-parent, mother-in-law, father-in-law, sister, brother, stepsister, stepbrother,
grandparent, grandchild, aunt, uncle, domestic partner or significant other residing with the employee at the time
of death.
If an employee is on vacation and a death occurs in the immediate family, the employee may request to convert
the vacation to Bereavement Leave. In no event, shall the employee receive any pay greater than would have
been paid had the leave been taken immediately.
Time off without pay may be granted or an employee may use approved accrued PTO in cases of bereavement
for individuals not included in the definition of the immediate family, or for bereavement travel, provided the
employee receives approval from the Company in advance.
13.6 Military Leave
Military Leave will be granted in accordance with the Uniform Services Employment and Reemployment Rights
Act of 1994 (USERRA), as amended, and applicable provisions of federal, state and local law. Military leaves
are unpaid, but the employee may use accrued time off with pay during the absence. If an employee chooses to
continue health benefits while on military leave, the Company will continue to pay the Company-portion of
insurance premiums for up to twelve (12) months, so long as the employee remains on active duty and pays the
employee-portion of premiums during that time. Employees will then be offered continuation of benefits under
COBRA for up to an additional twelve (12) months. Upon reemployment, any break in employment due to
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military service will not be treated as a break in service for purposes of determining forfeiture of accrued benefits
and accrual of benefits under any retirement plan. Reinstatement shall be governed by the federal, state, and local
laws referenced above.
13.7 Election Day Leave
Employees coved by this Agreement, shall be entitled to Election Day leave consistent with ARS §16-402.
13.8 Benefits During Leaves of Absence
A.
All health and welfare plans, including spending accounts, for employees on approved leaves of absence
may be continued or revoked at the employee’s request for the duration of the leave. Cancellation of benefits
must occur within thirty-one (31) days of the onset of the leave. Employees who choose to continue health
benefits during an approved leave of absence remain responsible for all insurance premiums are responsible for
contacting the company’s benefit department for such matters. Employees who choose not to make the
premium payments will have their coverage discontinued and will be offered the continuation of benefits in
accordance with Internal Revenue Code Section 162(k), Consolidation Omnibus Budget Reconciliation Act of
1985 (COBRA). Employer matching contributions to the company 401(k) Plans will not be made during any
non-FMLA Leave of Absence. Employees are eligible to resume participation in these plans as provided for in
the plan document. 401(k) loan payments may be suspended for up to one year during a leave of absence if
written notice is provided to the Benefits Service Team.
B.
Seniority shall continue to accrue during all approved leaves of absence, except for an unpaid PLOA.
Employees do not accrue PTO and are not entitled to holiday pay while on an approved leave of absence.
13.9 Return from Leave
A.
Employees on any leave of absence which exceeds thirty (30) calendar days shall notify the Employer at
least fourteen (14) calendar days prior to the employee's expected date of return to work of their intention to
return to work. In the event an employee does not provide the Employer at least fourteen (14) calendar day
notice prior to the employee’s date of return to work, such employee may be delayed in getting back on the
work schedule. Employees who fail to notify the company of their return will be subject to corrective action.
B.
The Employer shall not have any obligation, to hold the employee’s position or to return employees to
their former assignment upon return from the following leaves of absence, i.e., Personal, Workers’
Compensation and Military Leave. Employees shall receive the rate of pay (plus any applicable wage
increases) and shall be entitled to all seniority and benefits they acquired and/or accrued prior to taking such
leave and any additional accruals to which they are entitled.

ARTICLE 14 -EMPLOYEE BENEFITS
14.1 Insurance Benefits
The Employer agrees to offer all eligible full-time employees covered by this collective bargaining agreement a
sponsored benefit plan that includes the following coverage, on a pretax basis, where applicable: Health, Dental,
Vision, Basic and Supplemental Life, Basic and Supplemental Accidental Death and Dismemberment (AD&D),
Short Term Disability, Long Term Disability, Flexible Spending Accounts and an Employee Assistance
Program. Full-time employees shall be eligible to participate in benefits plan on the first day of the month
following sixty (60) consecutive calendar days of full-time employment.
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Plan Changes
In the event plan(s) covered under this Agreement are no longer available, the Employer reserves the right to offer
equivalent plan(s) under an alternate insurance carrier or provider. In such event, the Employer agrees to provide
notification to the Union in order to provide opportunity for impact bargaining.
14.2
A.

Medical Insurance
Effective January 1, 2018, the Employer shall maintain the status quo medical plans and premium cost
shares through and including December 31, 2018.

B.

Effective January 1, 2019, medical plan coverage shall be the Anthem Consumer Driven Health Plan
(CDHP) 1500 with Health Savings Account; the Anthem Consumer Driven Health Plan (CDHP) 2000
with Health Savings Account and the Anthem PPO 750 plan.

C.

Effective January 1, 2019, medical plan premium cost shares shall have the Employer contributing
seventy-five (75%) of all coverage types and the employee contributing twenty-five (25%) percent.

14.3 Dental Insurance
Effective January 1, 2018, and each January 1 thereafter, the Employer shall pay 50% of dental insurance
premiums.
Effective January 1, 2019, dental coverage shall be as described in the Aetna DMO/PPO and Open Choice plan
summary/summaries.
14.4 Vision Insurance
The employee shall pay one hundred percent (100%) of the monthly premium for vision plans through pre-tax
payroll deductions.
14.5 Long Term Disability Insurance
A.
The Employer shall provide a long-term disability plan, at no cost to the employee, that includes a one
hundred and eighty (180) day elimination period and replaces sixty percent (60%) of an Employee’s annual
base salary, excluding, bonuses and commissions.
B.
The Employer shall pay one hundred percent (100%) of the long-term disability premiums for eligible
full-time employees.
C.
Employees have the option to purchase Long-Term Disability insurance coverage for themselves and/or
their spouses and dependent children through payroll deduction.
14.6 Group Term Life and Supplemental Life
A.
Basic life insurance equal to two hundred percent (200%) of annual base salary, excluding bonuses and
commissions. The Employer agrees to pay one hundred percent (100%) of the premiums for basic life insurance
for eligible full-time employees.
B.
Additionally, the Employee may purchase supplemental life insurance for the employee and/or spouse
and/or dependent(s). The Employee shall pay one hundred percent (100%) of the supplemental insurance
premiums through after-tax payroll deductions.
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14.7 Accidental Death and Dismemberment Insurance (AD&D)
A.
Basic AD&D insurance equal to two hundred percent (200%) of annual base salary, excluding bonuses
and commissions. The Employer agrees to pay one hundred percent (100%) of the premiums for basic AD&D
insurance for eligible full-time employees.
B.
Additionally, the Employee may purchase supplemental AD&D insurance for the Employee and/or
spouse and/or dependent(s). The Employee shall pay one hundred percent (100%) of the supplemental
insurance premiums through after-tax payroll deductions.
14.8 Short Term Disability (STD)
The Employer agrees to offer a supplemental short-term disability plan to employees. The employee shall pay
one hundred percent (100%) of the supplemental insurance premiums through after-tax payroll deductions.
14.9 Liability Insurance
The Employer shall maintain, at no cost to employees, liability insurance which covers employees covered by
this Agreement when they are performing work-related duties.
14.10 Employee Assistance Program (“EAP”)
An EAP will be made available to all full-time and part-time employees.
14.11 Workers’ Compensation
Premiums for workers’ compensation insurance are paid in full by the Employer.
14.12 Flexible Spending and Health Savings Accounts
A.
The Employer shall allow employees to defer up to the maximum allowed by federal law per calendar
year on a pre-tax basis per IRS Section 125 guidelines for the purpose of paying for dependent care cost for
qualified dependents. The dependent care provider will be at the discretion of the employee; however, the
employee must receive and present the third-party administrator with receipts for dependent care services and
the tax identification number of the provider.
B.
The Employer shall allow employees to defer up to the maximum allowed by federal law per calendar
year on a pre-tax basis per IRS Section 125 guidelines for qualified health related expenses not otherwise
covered under any health plan (i.e., medical, dental, vision). The employee must receive and present the thirdparty administrator with receipts for medical care. The Employer shall pay the administrative cost for this plan
excluding the elective fee to coordinate payments with the other health insurance plans.
14.13 401(k) Plan
Employees covered by this Agreement shall have the right to participate in the Company 401(k) plan according
to its eligibility requirements, vesting and other provisions as defined in the plan document.
Pursuant to the plan document, for each payroll period, for each eligible full-time employee, the Employer will
make a matching contribution equal to 50% of each eligible employee's Elective Contributions to his/her 401(k)
plan for the payroll period that do not exceed 6% of the employee's wages for the payroll period. Employees
covered under this Agreement shall be 100% vested at four (4) years of Vesting Service.
Pursuant to the terms of the Plan document, the Employer does not match Elective Contributions that are catchup contributions (i.e., contributions in excess of plan and legal limits that can be made by participants who are
at least age 50).
The provisions of the plan documents will govern eligibility, contributions, employer matching and vesting.
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ARTICLE 15 – COMPENSATION
15.1

Wage Increases

•

Effective the first full pay period after January 1, 2018, all bargaining unit employees on the payroll
shall receive a four (4%) percent across the board hourly rate increase.

•

Effective the first full pay period after April 1, 2019, all bargaining unit employees on the payroll shall
receive a three (3%) percent across the board hourly rate increase.

•

Effective the first full pay period after April 1, 2020, all bargaining unit employees on the payroll shall
receive a four (4%) percent across the board hourly rate increase

•

Effective the first full pay period after April 1, 2021, all bargaining unit employees on the payroll shall
receive a three (3%) percent across the board hourly rate increase.

•

In the event that any local, state, or federal law requires the Employer to pay more than the base wage
for an employee(s) and/or employee classification covered under the Collective Bargaining Agreement,
the Employer shall automatically make such wage adjustment to meet the statutory requirements without
the need to meet, confer, or give prior notice to the Union.

15.2 Field Training Officer (FTO) Stipend
Employees who meet the FTO job description qualifications and are selected by the Employer to be FTOs will
receive a monthly stipend of one hundred fifty ($150) dollars for as long as the Employer determines a need exists
for such employee’s services as an FTO. The Employer reserves the right to remove an employee from FTO
status at its discretion.

ARTICLE 16 – UNIFORMS
16.1
A.

Uniforms Provided
The following uniform components will be issued by the Employer as indicated:

1. Full-time employees shall be provided with four (4) navy blue polo-style uniforms with AMR logo
(inclusive of heat patches and embroidered name–first name and last initial); (either long or short
sleeved).
2. Part-time employees shall be provided with two (2) navy blue polo-style uniforms with AMR logo,
(inclusive of heat patches and embroidered name–first name and last initial) (either long or short
sleeved).
3. Full-time employees shall be provided with four (4) navy blue EMS style duty pants.
4. Part-time employees shall be provided with two (2) navy blue EMS style duty pants.
5. All 911 employees shall be provided two (2) navy blue AMR T-shirts and one pair of navy blue
basketball-shorts.
6. All employees shall be provided with the following additional uniform components:
i.
One (1) cold weather (tundra type) jacket or three seasons type jacket;
ii.
Hat (baseball cap and beanie);
iii. Black leather belt.
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16.2 Replacement of Worn Uniform Components
The Employer shall replace the above employee uniform components periodically for damage incurred while on
duty for normal wear and tear. Uniform components will be replaced at any point if damaged or permanently
soiled in the performance of the employees' duties. Any uniform component supplied by the Employer under
this Agreement, which is worn/and or damaged beyond repair through the normal course of business, shall be
replaced at no cost to the employee upon return of the worn or damaged item to the Employer within thirty (30)
days from the employee’s return of the worn/damaged item.
16.3 Optional Uniforms
Notwithstanding the provisions contained in Section 16.2, employees may, at their discretion, purchase for wear
the following Company approved optional uniform item.
•

1/4-zip sweater (a.k.a. navy pullover sweatshirt, job shirt)

16.4 Biohazard Contaminated Uniform and Personal Protective Equipment Servicing
Biohazard contaminated uniforms will be decontaminated and then be professionally cleaned and/or repaired by
the Employer in accordance with OSHA and/or other applicable standards.

ARTICLE 17 – NO STRIKE/NO LOCKOUT
17.1 No Strike
The Parties understand that the duties performed by employees covered by this Agreement involve potential life
and death situations, and that any delay in treating patients or transporting them to hospitals or other medical
facilities, or in responding to calls, can exacerbate the problems of patients who are already ill and/or injured.
To that end, the Union agrees that, during the term of this Agreement, neither the Union nor any of its agents or
members will collectively, concertedly, or in any manner whatsoever, incite, ratify, encourage, sanction or
participate in any picketing, strike, sit-down, stay-in, slowdown, boycott, work stoppage, paper strike (e.g.,
deliberate failure to submit timely, quality, accurate, and complete medical reports and billing information), or
sympathy strike against the Employer. The Union further agrees that no member while on duty or in uniform
will they honor the picket line of any other bargaining unit not covered by this Agreement. The Union further
agrees that this clause shall specifically prohibit any of the aforementioned conduct for protest of alleged unfair
labor practices and that any such alleged unfair labor practices shall be handled under the National Labor
Relations Act.
17.2 Violations
Employees who violate this Article shall be discharged from employment. Any such discharge may be grieved
under the Grievance Procedure set forth in this Agreement; however, the Parties agree that the sole issue for
determination in any such grievance proceeding shall be whether the grievant directly or indirectly called,
sanctioned, encouraged or participated in such conduct prohibited by this Article.
17.3 Union Responsibility
In addition to any other liability, remedy or right as provided by statute, the Union agrees that should there be any
work stoppage, strike (including sympathy strike), sit down, sit in, slow down, boycott, picketing, sick out, sick
in, paper strike, withholding of services, or any other economic action or interference with the operations of the
Employer, the Union shall immediately upon receiving notification from the Employer:
(a)

Advise the Employer in writing that the Union did not call for or sanction the action;
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(b) Notify each involved employee of the requirements of this Article and instruct them to cease such
action and to return to work immediately if this has not been done. If requested by the Union to help in
the delivery of such notification to the employees, the Employer agrees to facilitate the same.
(c)
Post notices on Union bulletin boards publicly disavowing such action and instructing employees
to cease such action and return to work immediately if this has not yet been done.
17.4 No Lockout
Employer agrees that it will not lock out any bargaining unit member during the term of this Agreement.

ARTICLE 18 - EQUAL EMPLOYMENT OPPORTUNITY/ NON-DISCRIMINATION
18.1 Non-Discrimination
The Employer and the Union agree that neither party shall discriminate against any person because of race,
color, sex, religion, age, disability, national origin, citizenship, sexual preference or any other status that is
protected by applicable Federal, State or local law.
The Employer and the Union further agree that the Employer has the right to enter into any agreement or
practice modifying the terms of this Agreement which is necessary to comply with Title VII of the Civil Rights
Act of 1964, as amended, the Americans with Disabilities Act of 1990, the Family and Medical Leave Act of
1993, Section 1981 of the Civil Rights Act of 1866, the Fair Labor Standards Act, or any other Federal, State or
local law, rule or regulation relating to equal employment opportunity, the environment, health, or safety. In
particular the Employer maintains the right in relation to providing reasonable accommodations to individuals
with disabilities as required under respective law.
18.2. Arbitration/Litigation Waiver Election
Grievances alleging unlawful discrimination or harassment in violation of this Agreement may be pursued and
resolved through the grievance and arbitration procedure contained in this Agreement, provided that all
requirements for the filing and maintenance of a grievance through arbitration are satisfied and that the
employee and/or Union have not initiated or filed a complaint or legal action based on the same event(s) with a
federal, state or local agency or court. The initiation or filing of a complaint or legal action alleging unlawful
discrimination or harassment with a federal, state, or local agency or court shall waive the employee’s and/or
Union’s right to pursue the same matter as a grievance pursuant to this Agreement. Any grievance alleging
unlawful discrimination or harassment shall be deemed withdrawn at any step of the grievance and arbitration
procedure upon the filing of such a complaint or legal action. Employees and the Union are not required to
exhaust the grievance and arbitration procedure of this Agreement before initiating or filing a complaint or legal
action alleging unlawful discrimination or harassment with any federal, state, or local agency or court.
18.3 Harassment
The Union and the Employer agree that harassment is a form of misconduct, which undermines the integrity of
the employment relationship and cannot be tolerated in the workplace. Any conduct, which falls within the
definition of harassment as defined in the Equal Employment Opportunity Commission standards is prohibited
and will be investigated fully in accordance with the Harassment policy and procedure. Complaints alleging
harassment may be made orally or in writing. Employees who violate this Article shall be subject to corrective
action, up to and including termination.
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ARTICLE 19 - LABOR MANAGEMENT COMMITTEE
19.1 Labor Management Committee
A.
The Union and the Employer agree to establish a Labor-Management Committee (“LMC”) for purposes
of discussing work related matters; to recommend solutions to identifiable operational concerns. Discussions
regarding health and safety issues shall have priority over all other issues. The committee shall not have the
power to change the provisions of this Agreement or to negotiate new agreements or resolve grievances.
B.
The LMC shall be composed of three (3) designated members named by the Union and an equal number
of designated management representatives named by the Employer. Upon agreement, either side may bring
additional individuals to meetings as subject matter experts or meeting facilitators.
C.
Unless the parties expressly agree otherwise, LMC meetings shall be held quarterly at times mutually
acceptable to the Union and the Employer. Each party shall submit items to be discussed at each LMC meeting
a minimum of ten (10) calendar days prior to the meeting, whereby the agenda shall be considered closed. No
new items shall be added to the agenda after the agenda has closed. The parties shall alternate quarterly the
responsibility for composing the final agenda listing all items from each party to be addressed at the LMC
meeting, unless mutually agreed to otherwise.
D.

It is the intent of both parties to foster a cooperative atmosphere and harmonious working relations.

ARTICLE 20 - PERSONNEL FILES
20.1 Personnel Files
Employees and authorized Union stewards/representatives shall have access by appointment during normal
business hours to employee personnel files and other files used for personnel purposes in accordance with legal
requirements.
Employees may request copies of specific documents placed in their personnel file. The Employer will not release
information from the employee's file to third parties unless compelled to do so by operation of law or a valid
release signed by the employee.
Employees shall be given an opportunity to sign for receipt of each corrective action document or performance
document prior to the document being placed in their personnel file. Should the employee refuse to sign such
document, the document may be placed in their personnel file with an appropriate notation from the Company.
Employees shall be entitled to submit written rebuttals to any information appearing in their personnel files to
which the employee disagrees. Such rebuttals shall become a part of the employee’s permanent personnel file
and shall not be subject to the grievance or arbitrations procedures of this Agreement.

ARTICLE 21 – SUBSTANCE FREE WORKPLACE AND TESTING
21.1 The Union and the Employer are committed to maintaining an alcohol and drug free workplace for the
safety of employees, patients and the public. The Union and the Employer agree that bargaining unit employees
shall be subject to the “AMR Substance Abuse Prevention Policy, appearing as Attachment “A” to this
Agreement.
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21.2 The AMR Substance Abuse Prevention Policy appearing as Attachment “A” to this Agreement is
modified as follows:
a.

Violations of any element of the Policy that results in corrective action shall be considered on a
case-by-case basis in accordance with Article 5 of this Agreement.

b.

Section 1.4 shall provide: “Whenever a reasonable suspicion exists, search AMR premises for
evidence of potential substance abuse. ‘AMR premises’ includes but is not limited to: all
facilities and areas in which AMR operates, AMR owned/leased property, and property where
services on behalf of AMR are being performed, AMR owned or lease equipment, privately
owned vehicles in AMR owned or leased parking lots, lockers, desks, equipment, work spaces,
and storage facilities.”

c.

Section 5.5 is superseded by Section 22.4 of this Agreement.

d.

Section 14.1 shall not apply.

21.3 Employees shall be allowed to contact a Union representative and obtain Union representation prior to
submitting to any substance test authorized by the “AMR Substance Abuse Prevention Policy,” provided the
employee chooses to contact a Union representative who can arrive at the testing facility within sixty (60)
minutes. An employee’s contact and request for Union representation shall not delay the employee’s
submission to a substance test beyond sixty (60) minutes. The employee representative shall be a duly
authorized Union steward or Union representative.
21.4 The Union and the Employer agree that any system of random or periodic substance testing shall be
prohibited for bargaining unit employees unless performed in accordance with a “Last Chance Agreement” as
specified in the “AMR Substance Abuse Prevention Policy” appearing as Attachment “A” to this Agreement.
Notwithstanding the foregoing paragraph, the Employer and Union agree to meet and negotiate over the
implementation of any system of random or periodic testing specifically required by a customer contract,
contracting agency, or law at least ninety (90) days prior to the required implementation date. Such negotiations
shall include the specific requirements of the program, the process for implementing the program, and the
impact of the program on affected employees.

ARTICLE 22 – ADMINISTRATIVE LEAVE
A.
The Employer may place employees on an unpaid administrative leave pending investigation into
allegations of serious misconduct that could lead to corrective action of a multi-day suspension or greater.
Employees shall be provided written notice of the reason for the investigation when placed on administrative
leave. Employees shall also be advised of the obligation to cooperate in the investigation and remain available
for an administrative interview while on administrative leave. The Employer shall concurrently provide the
Union with a copy of the written notice within twenty-four (24) hours.
B.
Employees shall be entitled to use available accrued paid time off (PTO) while on administrative leave.
In the unusual event that the administrative leave continues beyond twenty (20) calendar days, the employee
shall be returned to full paid status and remain off duty for the remainder of the administrative leave. However,
employees placed on administrative leave following suspension of their clinical privileges by the State or Local
EMS Agency or following an arrest for alleged serious criminal misconduct may be continued on unpaid
administrative leave until completion of the State or EMS Agency or criminal proceedings.
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C.
At the conclusion of the administrative leave, employees shall be returned to their assignments and/or
served with notice of corrective action. If no corrective action is initiated, employees shall be fully reimbursed
for all lost PTO and/or pay while on administrative leave. If corrective action is initiated, employees shall be
reimbursed for the difference between any lost PTO and/or pay and the corrective action. Employees may
grieve the corrective action as provided in this Agreement including the loss of PTO and/or pay while on
administrative leave.

ARTICLE 23 - DISASTER RESPONSE
23.1 Local Disasters
In the event of a local disaster or catastrophe as declared by a governmental agency, such as earthquake, fire,
flood, explosion, widespread power failure or other acts outside the Employer’s control that reasonably require
all available employees to report for work or remain on duty, the provisions of this Agreement pertaining to
scheduled paid time off, lunch and rest periods, job postings, shift changes and transfers shall be suspended and
the Employer shall be relieved of any obligation to adhere to those provisions during emergency operations. In
the event an employee is on an approved paid leave at the time of a local disaster such leave shall be honored.
However, the Employer shall honor all prescheduled time off for employees who purchased non-refundable
tickets or have made other non-recoverable economic commitments for use during their prescheduled time off.
If the employee cannot be allowed the prescheduled time off, the Employer shall reimburse the employee for
the cost of any unused non-refundable tickets and other non-recoverable economic impacts. Bargaining unit
employees who are on duty when a disaster or catastrophe occurs shall be afforded every reasonable
opportunity to ensure the welfare of their families.
23.2 National Disasters
Bargaining unit employees who volunteer for deployment to national disasters as part of the Employer’s
Emergency Response Team shall be covered by the Employer’s National Disaster policy during the
deployment, except that bargaining unit employees remain subject to the just cause standard for corrective
action and the grievance procedures of this Agreement. For employees deployed under these circumstances the
Employer shall be relieved of all obligations under this Agreement; however, the Employer shall maintain the
following conditions:
A.
Wages–The Employer agrees to pay the greater of either the wages set forth by the national
classification average or the controlling government authority’s pay rate. Employees will be paid 24/7 portal to
portal during their deployment.
B.
Grievance Provisions shall remain in effect for all issues involving any matter related to disciplinary
action and all matters covered under this Article.
C.
Benefits, PTO and Seniority shall remain in effect throughout all periods of the deployment.
23.3 Volunteer Ambulance Mobilization Teams
Bargaining unit employees who participate on Ambulance Mobilization Teams, Medical Task Forces or Strike
Teams (collectively “Mobilization Teams”) in accordance with state or local guidelines or requirements shall be
covered by all provisions of this Agreement, except for provisions pertaining to scheduled time off, hours of work,
meal and rest breaks, shift changes, transfers, job postings, working conditions and environmental amenities.
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ARTICLE 24 - GENERAL PROVISIONS
24.1 Amendments
This Agreement is subject to amendment, alteration, or addition only by a subsequent written agreement
between, and executed by, the Employer and the Union.
24.2 Waiver
The Employer and the Union acknowledge that during the negotiations which resulted in this Agreement, each
had the unlimited right and opportunity to make demands and proposals with respect to any subject or matter
not removed by law from the area of collective bargaining and the understanding and agreement arrived at by
the parties after the exercise of that right and opportunity are set forth in this Agreement. Therefore, for the life
of this Agreement, each party voluntarily and unqualifiedly waives the right, and each agrees that the other shall
not be obligated, to bargain collectively with respect to any subjects or matters specifically referred to or
covered in this Agreement.
Nothing contained herein shall prevent the parties, by mutual agreement, from negotiating on any subject
matter, nor will it void any specific provisions in this Agreement that expressly provide for bargaining.
With respect to the negotiations leading to the execution of this Agreement, the fact that a proposal was made
and withdrawn during the course of those negotiations shall not be used to prove that the party making the
proposal had in any manner given up any rights granted to him elsewhere in this Agreement.
The waiver of any breach, term, or condition of this Agreement by either party shall not constitute a precedent
in the future enforcement of any such term or condition.
24.3 Complete Agreement Clause
This Agreement constitutes the sole and entire existing agreement between the parties and supersedes and
replaces all previously established private agreements, commitments, and practices whether oral or written, and
expresses all obligations of and restrictions imposed on the Employer and the Union.
24.4 Savings Clause
This Agreement shall be subject to all present and future applicable federal and state laws, or Executive Orders
of the President of the United States and other appropriate rules and regulations of bona fide governmental
authority. The Parties agree that if any provision(s) of this Agreement becomes unlawful or invalid by virtue of the
above or the declaration of any court of competent jurisdiction, such action shall not invalidate the entire Agreement;
rather, all provisions of this Agreement that are not declared unlawful or invalid shall remain in full force and effect
for the life of the Agreement. The Parties further agree that if any provision of this Agreement is held invalid or
unlawful, they will enter into collective bargaining negotiations for the purpose of arriving at a mutually satisfactory
replacement for such provision.

ARTICLE 25 – DURATION/TERM OF AGREEMENT
This Agreement shall become effective on January 1, 2018 and shall remain in full force and effect up to and
including March 31, 2022. The parties agree that all terms and conditions of this Agreement will remain in full
force and effect, unless changed by mutual agreement of both parties. Either party may give notice in writing of its
desire to revise or terminate this Agreement not less ninety (90) calendar days prior to March 31, 2022.
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APPENDIX A

AMR SUBSTANCE ABUSE
PREVENTION POLICY
SECTION
*

TOPIC

PAGE

INTRODUCTION

1

1.0

POLICY STATEMENT

2

2.0

STANDARDS OF EMPLOYEE CONDUCT

2

3.0

DRUG & ALCOHOL SCREENING

3

4.0

PRE-EMPLOYMENT DRUG TESTING

3

5.0

DRUG & ALCOHOL SCREENING / TESTING, CURRENT EMPLOYEES4

6.0

DRUG & ALCOHOL TEST PROCESS

5

7.0

DRUG & ALCOHOL TEST METHODS

5
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BACKGROUND
American Medical Response (AMR) recognizes that alcohol and substance abuse can create a hazard both for
the user and for those persons who come in contact with the user. While each employee is ultimately
responsible for his or her own safety and health, AMR recognizes its parallel responsibilities to provide as safe
a workplace as possible and to comply with all applicable laws and regulations.
PURPOSE
The purpose of the AMR Substance Abuse Prevention Policy is to outline a comprehensive prevention and
response system that will reduce the likelihood of substance abuse by employees, thereby supporting AMR’s
Risk Management Program and creating a safer environment for employees, patients and the general public.
APPLIES TO
This policy applies to all AMR employees.
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ENFORCEABILITY
Violation of any element in this policy will result in corrective action, up to and including termination. Items
flagged with a  symbol involve both a high likelihood of mishap / injury and require primarily a choice, not a
skill, in order to comply. Violation of such  items will trigger accelerated corrective action, up to and including
termination for the first infraction.
Employees are required to familiarize themselves with these expectations. To obtain further information about
substance abuse prevention, please contact your supervisor or the Human Resources Department.
1.0

It is the policy of AMR to:

1.1

Expressly prohibit the unlawful use, possession, manufacture, distribution, dispensation, or sale of
alcohol and controlled substances or illicit drug paraphernalia by its employees at all times. In addition
to termination, AMR may report these activities to local law enforcement or other regulating agencies.

1.2

Require AMR employees to be fit for duty while performing services on behalf of the company and to
perform all assigned duties without the presence of illegal drugs, alcohol or inappropriate legal drugs in
their systems.

1.3

Test any employee for alcohol and controlled substances as outlined in this policy.

1.4

Whenever necessary, search AMR premises for evidence of potential substance abuse. “AMR
premises” includes but is not limited to: all facilities and areas in which AMR operates, AMR owned /
leased property, any property where services on behalf of AMR are being performed, AMR owned or
leased equipment, privately owned vehicles while on AMR owned or leased property, parking lots,
lockers, desks, equipment, work spaces, and storage facilities.

PROCEDURES
2.0

Standards of Employee Conduct

2.1

Employees should refrain from alcohol consumption for at least 8 hours prior to the start of any work
shift.

2.2

 AMR employees shall not consume alcohol if any of the following situational factors apply:
(a) On-duty
(b) On-call
(c) In AMR uniform, even if “off-duty”

2.3

AMR employees may be exempt from the alcohol related provisions of this policy for a specific meeting
or company function where alcohol consumption is permitted by AMR management.
(a) Alcohol related exemptions shall not apply to any employee that:
(1) Is expected to remain ready to respond to emergency calls, provide patient care, or provide
clinical guidance to on-duty employees [e.g. field employees or field supervisors who are onduty or on-call].
(2) Drives an AMR vehicle to or from the meeting / company function
(3) Is in AMR uniform, regardless of duty status

2.4

 AMR employees are prohibited from unlawful use, possession, manufacture, distribution,
dispensation, or sale of controlled substances or illicit drug paraphernalia.

2.5

If taking a prescribed or over-the-counter drug, employees must immediately report to their supervisor if
the use of the drug may alter the employee’s behavioral alertness or mental ability and / or may
interfere with the employee’s ability to perform their normal job duties in a safe and competent manner.
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(a) The company may require the employee to provide a written letter of explanation from their
physician that indicates knowledge of the employee’s work, sufficient awareness of the hazards
associated with the work, and professionally reasoned confidence that the prescribed medication
will not create unreasonable risk for the employee, coworkers, patients, or the community.
(b) Employees are not to take prescription drugs unless they are issued to them by a physician.
Therefore, any prescribed drugs taken while on duty must be in the original container and be clearly
marked with the employee’s name on the prescription label.
(c) Employees are not to knowingly misuse or abuse over-the-counter or prescription medications.
2.6

Employees must notify their supervisor immediately if they are arrested or convicted under any criminal
statute associated with drugs or alcohol.

3.0

Drug and Alcohol Screening

3.1

AMR locations that do not have a saliva-based screening process available should proceed directly to
drug and alcohol testing if indicated by Section 5.0 of this policy.

3.2

Where available, saliva-based drug and alcohol screening may be used to “rule-out” the presence of
alcohol or controlled substances in an employee’s system. In such cases, an HR-approved procedure
or checklist should be used to govern the key steps of the screening process, including but not limited
to:
(a) Ensuring appropriate steps are taken to document the reason for administering the screen
(b) Providing for a witness while the screen is administered
(c) What to do if the saliva-based screen indicates “non-conclusive” or similar findings that suggest the
need to utilize a drug and alcohol test.

3.3

No AMR location or department is obligated to make saliva-based screening available to employees.

3.4

Saliva-based screening is not to be used as the basis for taking corrective action. Rather, it may be
used only to determine whether to proceed with a drug and alcohol test.

3.5

Screening results that indicate “non-conclusive” [or equivalent] shall trigger quantified drug and alcohol
testing as described elsewhere in this policy.

3.6

Regardless of saliva-based screening results or an employee’s refusal to participate in a drug or
alcohol screen, AMR reserves the right to require an employee to undergo a drug or alcohol test.

4.0

Pre-Employment Drug Testing

4.1

Individuals that receive a job offer from AMR must complete a post-offer / pre-placement drug test that
is administered by an AMR-designated provider. AMR’s Human Resources Department should provide
guidance to employment candidates regarding HR-designated test locations, documentation and
process requirements.

4.2

Saliva-based screening is not permitted for use in lieu of the drug test required by this section.

4.3

Employment candidates that refuse to undergo a drug test, or who fail the test, are not eligible for hire.

5.0

Drug and Alcohol Screening / Testing—Current Employees

5.1

Reasonable suspicion criteria
(a) AMR management may initiate a reasonable suspicion drug and alcohol screen or test for any
employee who exhibits physical, behavioral, or performance indicators of possible drug or alcohol
use.
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(b) Prior to initiating a reasonable suspicion drug and alcohol screen or test, Supervisors should
consult with the AMR Human Resources Department and other appropriate resources as
necessary.
(c) The investigating Supervisor should clearly document the physical, behavioral or performance
indicators of possible drug or alcohol use that formed the basis of their reasonable suspicion. This
information, along with any other investigation work products, should be forwarded to Human
Resources for review.
5.2

For cause criteria
(a) Post-incident
(1) All collisions involving an AMR vehicle where one or more persons are transported by
ambulance or any vehicle must be towed from the scene
(2) More than 2 workers’ compensation claims that involve treatment in a 12 month period
(3) Discovery of an open container of alcohol, controlled substances or drug paraphernalia in an
employee’s possession while at work, in the employee’s work area, or in any area the
employee had access to
(4) Missing or altered controlled substances to which the employee had access
(5) More than one customer complaint of missing medications in a 36 month period
(6) Arrest or conviction for violation of a criminal drug statute
(7) Alleged felony activity while on duty

5.3

Return to duty testing criteria
(a) Employees that meet the condition of Section 9.2 of this policy are required to successfully pass a
return to duty alcohol test before resuming duty.
(b) Employees that proactively self-disclose a drug or alcohol problem to the company are required to
take a return to duty drug and alcohol test before returning to duty. See also Section 5.4 below.

5.4

Follow-up testing criteria
(a) Employees that proactively self-disclose a drug or alcohol problem to the Company or who meet
the condition of Section 9.2 of this policy will be required to participate in a follow-up [unannounced
/ random] testing regimen that is designed or approved by the Company.

5.5

Random testing criteria
(a) Excepting those covered by a last-chance agreement, as outlined in Section 12.2 of this policy,
random drug and alcohol testing may not be done unless a separate written program is established
by the AMR Human Resources Department.

6.0

Drug and Alcohol Test Process

6.1

Given the inability to determine the presence or type of substance(s) that might be in an employee’s
system without conducting an appropriate test, alcohol testing must be done in conjunction with
controlled substance testing and vice versa. Using only one or the other test is not permitted—both
must be used.

6.2

 If the employee refuses to submit to a drug and alcohol test or refuses to sign a chain of custody
form or any other documentation associated with this policy or the drug or alcohol testing process,
he/she will be terminated.
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6.3

 Employees shall not take any deliberate action to mask the signs of alcohol or controlled substance
use or to elude detection of having alcohol or controlled substances in their system.

6.4

 Employees shall not switch or adulterate a drug or alcohol test specimen. This action shall result in
termination.

6.5

 Upon being notified by the Company of the need to submit to a drug and alcohol test, employees
must immediately report to the test collection site as directed by the investigating supervisor. Failure to
do so may result in termination.

6.6

AMR management should provide or arrange safe transportation for the employee upon request, or
upon management suspicion that an employee may be unable to safely operate a vehicle.

6.7

An employee required to undergo an alcohol and drug test based on “reasonable suspicion” should be
placed on unpaid administrative leave until the test results are received. Employees required to
undergo a drug and alcohol test based solely on the basis of meeting the “for cause” criteria specified in
Section 5.2 of this policy [i.e. no reasonable suspicion factors evident] do not normally need to be
placed on administrative leave. Consult the Human Resources Department as needed in this regard.

6.8

All documentation associated with the administration of this policy will be maintained by the AMR
Human Resources Department and will be treated as confidential.

7.0

Drug and Alcohol Test Methods

7.1

As established in Section 3.0 of this policy, AMR may elect to utilize a saliva-based drug and alcohol
screening to help determine whether administering a quantified drug and alcohol test is indicated.

7.2

AMR controlled substance testing detects opiates, marijuana, phencyclidine (PCP), amphetamines,
cocaine, cocaine & marijuana metabolites, benzodiapines, barbiturates, methadone, propoxyphene and
may test for any other substances identified in Schedules I-V of Section 202 of the Controlled
Substances Act (21 U.S.C. Section 812). Controlled substance testing will be performed with split urine
samples by a HHS-certified laboratory under the National Laboratory Certification Program (NLCP).
(a) An initial screen by immunoassay (e.g. EMIT) and confirmation test using Gas
Chromatography/Mass Spectrometry will be conducted.
(b) In addition to the interpretation, test sites should be asked to provide quantified results.

7.3

Alcohol testing may be conducted by breathalyzer, urinalysis, or blood. If the initial test indicates the
presence of alcohol, a confirmation test will be done within fifteen minutes. Confirmation testing may
be by breathalyzer, blood testing or any other evidentiary means for testing alcohol.

8.0

Confirmation of Test Results

8.1

AMR will designate a Medical Review Officer (“MRO”) who shall be a licensed physician with
knowledge of drug and alcohol abuse disorders. The MRO shall perform the following functions:
(a) Review and interpret each confirmed positive test result to determine if there is an alternative
medical explanation for the result. The MRO should:
(1) Conduct a medical interview with the individual tested.
(2) Review the individual’s medical history and any relevant biomedical factors.
(3) Review all medical records made available by the individual tested to determine if a confirmed
positive test resulted from a legally prescribed medication.
(4) If necessary, require that the original specimen be reanalyzed to determine the accuracy of the
reported test result.
(5) Verify that the laboratory report and assessment are correct.
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8.2

The MRO review of confirmed positive test results shall conclude with one of the following
determinations:
(a) There is a legitimate medical explanation for the confirmed positive test result other than
unauthorized use of a controlled substance. This shall be reported to AMR as a negative test and
shall be recorded in the employee’s medical file.
(b) Based on a review of laboratory inspection reports, quality assurance and quality control data, and
other drug test results, the MRO may conclude that a particular drug test result is scientifically
insufficient for further action. This shall be reported to AMR as a negative test and shall be
recorded in the employee’s medical file.
(c) The MRO determines, after appropriate review, that there is no legitimate medical explanation for
the confirmed positive test result other than the unauthorized use of a controlled substance or
alcohol. This shall be reported to AMR as a positive test and shall be recorded in the employee’s
medical file.

9.0

Alcohol Test Failure Criteria and Consequences

9.1

< 0.02: No action based on alcohol concentration.

9.2

> 0.02 and < 0.039: Removal from duty, mandatory EAP referral, mandatory final written warning, at
least a one (1) shift unpaid suspension, mandatory return to work test, mandatory / signed last chance
agreement that includes [but is not limited to] mandatory participation in a follow-up testing program
designed or approved by AMR. This option may be used only once during an employee’s work
experience(s) with AMR.

9.3

> 0.04: Termination.

10.0

Drug Test Failure Criteria and Consequences

10.1

Any detectable presence of controlled substances, controlled substance metabolites, or controlled
substance test adulterants will result in termination.

11.0

Employee Assistance Program

11.1

AMR supports early intervention and treatment for employees faced with alcohol or controlled
substance related problems by providing an Employee Assistance Program (EAP). Employees with
alcohol and /or substance abuse problems are strongly encouraged to voluntarily and proactively utilize
the EAP service. For current information about this service, employees should contact their supervisor
or the AMR Human Resources Department.

12.0

Self-Disclosure of a Drug or Alcohol Problem

12.1

Employees are strongly encouraged to proactively inform their supervisor or a Human Resources
Department staff member if they have an alcohol or a controlled substance abuse problem. If notified,
the Company should carry out an investigation into the matter. The investigation may include requiring
the employee to take an alcohol and / or controlled substances test.

12.2

If the investigation shows the employee’s disclosure was made proactively [i.e. before being requested
by the Company to submit to drug or alcohol testing and before an incident occurs that could
reasonably lead to such request], the employee may be permitted, in lieu of termination, to enter into a
written “Last-chance agreement” between the employee and the Company.
(a) As part of the last-chance agreement, the employee may be required to take an unpaid leave of
absence in order to complete appropriate treatment for alcohol and / or controlled substance abuse.
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(b) Before becoming eligible to return to duty, employees participating in a last-chance agreement
must agree to and fully comply with all requirements established by the Company, the local EMS
Agency, and the EMS Agency Medical Director.
(c) Failure to sign the last-chance agreement or failure to fully comply with the terms therein shall be
grounds for termination.
12.3

Self-disclosure of an alcohol or substance abuse problem that is deemed to be reactive in nature [i.e.
after being requested by the Company to submit to drug or alcohol testing or after an incident occurs
that could reasonably lead to such request] will have no effect. If a drug or alcohol test reveals a failed
result, the employee will be subject to the corrective actions specified in Sections 9.0 and 10.0 of this
policy.

13.0

Education and Training

13.1

AMR has implemented a Drug Free Awareness Program to educate employees and their families on
alcohol and substance abuse issues. The Program includes information about:
(a) The AMR Substance Abuse Prevention Policy.
(b) The dangers of alcohol and drug abuse.
(c) The availability of confidential treatment and counseling through AMR’s EAP
(d) The consequences of violating this policy.

14.0

Exceptions

14.1 Any exception(s) to this policy must be approved by the National VP of Human Resources and the
National VP of Safety and Risk Management, in writing, and in advance of any such exception(s) being
taken.
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