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PREAMBLE

This CONTRACT is entered into between the City of Eugene, Oregon, hereinafter referred to as the City,
and the Eugene Police Employees’ Association (EPEA), hereinafter referred to as the Association.

The purpose of this CONTRACT is to establish an agreement between the City and the Association on
matters of wages, hours, and other terms of employment.

1.1

1.2

2.1

22

2.3

24

Article 1 RECOGNITION

The City recognizes the Association as the sole and exclusive bargaining agent for the purpose of
establishing salaries, wages, hours, and other terms and conditions of employment for all members
of the bargaining unit. The bargaining unit includes all employees within the classifications listed in
Appendix A.

People hired as temporary employees are not covered by this contract. Temporary employees are
hired to work on a temporary, seasonal, occasional, or on-call basis for no more than 520 hours in a
calendar year, unless the Association agrees to an exception. It is not the intent of this Agreement
to allow for a temporary position to be filled on a regular, on-going basis. Temporary employees will
not be assigned to work in a sworn capacity or to perform any duties requiring sworn status. The
City will give the Association prior notice of any temporary employee to be hired and what work s/he
will be performing. The City agrees to meet with the Association and discuss any concerns regarding
the use of temporary employees. If the Association raises a legitimate safety concern, the City agrees
not to assign the temporary employee the work that is causing the concern until the issue is resolved.
The use of temporary employees will not result in the loss of any regular EPEA positions.

Article 2 SERVICE FEES AND CHECKOFF

Any regular employee who is hired by the City for a position which is represented by this bargaining
unit will be provided an opportunity to join the Association upon hire with the City. Employees who
agree to join the Association shall have deducted from their pay each pay period by the City
Assaciation dues in an amount indicated by the Association. Dues deduction for an employee may
be made only if the accrued earnings of the employee are sufficient to cover the dues after all other
authorized payroll deductions for the employee have been made. The Association shall assume the
liability for all checkoff matters beyond the City's responsibility to make deductions in accordance
with this Article.

Assaociation representatives shall be allowed to meet for sixty (60) minutes on duty with a new
bargaining unit member within thirty (30) days of hire.

An authorization for payroll deductions may be canceled upon written notice to the City and the
Assaociation before the 20th day of the month in which the cancellation is to become effective, subject
to the provisions of Article 2.1, above.

The City shall not be liable for checkoff errors but shall make proper adjustments with the Association
for errors as soon as is practicable. In no case shall such an adjustment extend beyond the following
pay period.

Article 3 ASSOCIATION SECURITY

Employees have the right to self-organization, to form, join, or assist labor organizations, and to bargain
collectively through representatives of their own choosing. There may be no discrimination against an
employee covered by this contract because of his/her Association membership or activities.
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Article 4 MANAGEMENT RIGHTS

The City shall retain the exclusive right to exercise the customary functions of management, including, but
not limited to, directing the activities of the Department; determining the levels of service and methods of
operation, including subcontracting and the introduction of new equipment; the right to hire, lay off, transfer,
and promote; to discipline or discharge for cause; to determine work schedules and assign work; and any
other such rights not specifically referred to in this agreement. Management rights, except where abridged
by specific provisions of this agreement, or State Public Employee Collective Bargaining Law, are not
subject to the grievance procedure.

51

5.2

53

54

6.1

6.2

Article 5 POLICE SERVICE EFFECTIVENESS

The delivery of essential municipal services in the most efficient and effective manner is of paramount
importance and interest to both the City and the Association. Maximized service to the community is
recognized to be a mutual desire of both parties within their respective roles and responsibilities.
Work procedures, schedules, and assignments for improving services shall be established and
revised from time to time, in accordance with management rights under this agreement, so long as
no other right guaranteed under this agreement or the continuing duty to bargain under Oregon law
is violated. The parties agree to confer at mutually convenient times to discuss means of increasing
departmental effectiveness.

If the City anticipates a reduction in force due to the introduction of new equipment, then the City will
consult and confer with the Association regarding reasonable methods to manage the impact on
bargaining unit members.

The City will not expand reserve officer duties unilaterally without consultation and agreement with
EPEA. Reserve officers will be assigned as a back-up officer to a regular officer, and will be in the
immediate presence of the regular officer except for necessary short separations which may occur
during the course of duties. A reserve officer who has completed his/her field training may be
assigned to work alone in selected assignments, such as foot patrols in downtown, park areas, and
traffic control, but only in conjunction with a regular officer working the same assignment available to
provide whatever assistance or direction is required.

Should the City consider subcontracting existing police services, it shall notify the Association in
writing at least thirty (30) days prior to the proposed implementation date what it is considering
subcontracting. Upon request from the Association, the City shall provide the Association with all
available information necessary to assist the Association in understanding and evaluating the
proposal under consideration. If the Association is not in agreement with the City's decision, it must
indicate in writing within ten (10) business days after receipt of the City's notice that it is dissatisfied
and wishes to meet and negotiate the impact of the City’s proposal. All other rights and obligations
of the Association and the City concerning subcontracting shall be as provided in this agreement,
applicable laws, rules, or decisions.

Article 6 CITY SECURITY
Neither the Association nor an employee may strike, slowdown, picket, boycott, or otherwise interrupt
work during the term of this contract. The City may not lock out employees during the term of this
contract.
If a strike, slowdown, picketing, boycott, or other interruption of work occurs, the City shall notify the

Association of the existence of that activity and ask the Association whether it has authorized that
activity. The Association shall respond immediately in writing to the City's request.
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6.3

6.4

6.5

7.1

7.2

7.3

7.4

7.5

Upon receiving notice of such activity, whether authorized or not, the Association shall take all
reasonable steps to terminate the activity and induce the participating Association members to return
to work.

An employee who participates in a strike, slowdown, picket, boycott, or other interruption of work in
violation of this Article may be disciplined, up to and including discharge.

Actions for monetary damages arising from alleged violations of this Article are not subject to the
grievance procedure of this contract. This Article may be enforced in a court of competent jurisdiction.
The Association shall not be liable for actions of individual employees, provided it has taken
reasonable steps to prevent violations of this Article by its members.

Article 7 ASSOCIATION BUSINESS

Official Association representatives shall be allowed reasonable time off, without loss of pay during
their normal working hours, for the purpose of meeting with the City for negotiations, grievance
meetings, internal investigatory interviews, Benefits Study group, employee representation, meetings
with the Civilian Review Board or the Police Auditor, and other similar purposes. A member of the
Executive Board of the Association shall specify to the City, in writing, those members serving as
such representatives. If the City believes the amount of time spent on employee representation is
unreasonable, the Association agrees to meet with the City to discuss their concerns.

The City will allow three hundred seventy five (375) hours per fiscal year for designated Association
representatives to attend training and Executive Board meetings and perform other Association
business outside normal representation activities. If the three hundred seventy five (375) hours are
reached within a fiscal year, the City agrees to meet with the Association and discuss additional hours
being granted.

Reasonable notice of time off for Association business shall be given to the City prior to the use of
such time off. If the Association provides thirty (30) days’ notice, the City will provide reasonable time
off from duty for five (5) Executive Board members to attend the regularly scheduled quarterly
membership meetings. All work time spent on Association business must be coded appropriately in
accordance with Articles 7.1 and 7.2 above.

Whenever possible, Association business shall be transacted so as to avoid unreasonable disruption
of the work of "on-duty" bargaining unit members.

It has always been the City's position that City equipment should only be used for City business
because of the ethical and legal parameters regarding the expenditure of public funds for public
purpose. However, the City believes there is a benefit to the organization, and indirectly to the
citizens, in providing a means for Association Representatives to communicate both with City
managers and, in some circumstances, with bargaining unit members in an expeditious and reliable
manner. Therefore, the City has agreed that official EPEA Representatives may use the City's e-
mail systemn for the following purposes:

a. To communicate with management employees regarding matters of labor relations or related
topics;

b. To communicate with management or union employees in order to set or give notice of meetings
related to City/Association issues;

c. To inform members of the status or outcome of bargaining, grievances, or issues between the

City and the Association when there is a critical need to disseminate the information immediately
and thoroughly, if it is done in a factual or neutral manner; and,
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7.6

7.7

7.8

7.9

8.1

82

9.1

d. To communicate information regarding an individual member's welfare, as long as it doesn't
violate any legal requirements for confidentiality, such as the Americans with Disabilities Act
(ADA), or compromise an individual's right to privacy.

Individual EPEA members may use the City e-mail to communicate with official Association
representatives to clarify a contract provision, to ask advice regarding a specific work situation that
has occurred, or to inquire about the status of a grievance or investigation they are involved in.

The Association agrees to comply with all terms of the City's general policy on the use of City
equipment and e-mail, except where the terms of that policy are superseded by the terms of this
agreement. The Association agrees not to use e-mail for any fund-raising or political purposes,
except those allowed by City policy. The Association agrees that e-mail communications will meet
the standards generally required for any communications between City and Police Department
employees. The Association recognizes that the City's e-mail system is the exclusive property of the
City, and that any communications or files generated or distributed by the Association on the system
may be accessed by the City according to the City’'s general policies. The Association also
recognizes that communications over the City's e-mail system may be public records open to public
examination, unless an exemption applies.

The Association agrees that all other policies related to the use of work time and the use of City
property or resources for personal or Association business continue to apply.

If the City finds that the Association has violated this agreement, the City may deny the Association
further use of its e-mail system. If the City finds such a violation, it will bring the violation to the
Association's attention and attempt to resolve any disagreement.

Article 8 CONTRACT NEGOTIATIONS

The negotiating team of each side shall not exceed six (6) members, including legal counsel, when
meeting to secure contract renewal. Whenever such meetings are scheduled during the duty hours
of the Association representatives attending, the representatives will be allowed to attend without
loss of pay. The City acknowledges the Association's right to designate bargaining representatives.
Wherever possible, the Assaciation agrees that such designations shall take into consideration the
City's operational needs. Whenever subjects are discussed in the course of negotiations for which
each side may require additional personnel with special knowledge of the subject matter under
discussion, each side may increase the negotiating team as may be reasonably necessary for that
subject matter.

Association representaiives whao attend scheduled bargaining sessions outside their regularly
scheduled hours will be allowed to flex their work schedule up to their regularly scheduled work hours,
unless there is an operational requirement that precludes allowing the time off. No overtime will be
incurred by the City as a result of time spent at the table or flexed as a result of bargaining time. The
flex-time must be arranged in advance with the employee’s supervisor.

Article 9 BULLETIN BOARDS

The City agrees to provide bulletin boards for use by the Association as follows: 1) one bulletin board
within the Break Room (upstairs); 2) one bulletin board in the vicinity of the briefing area (downstairs);
3) an additional location at the Police Department, and 4) space on the bulletin board in the
Communications Center, and other current or future facilites where a team of Association
represented employees are assigned in locations mutually agreed to by the City and the Association.
The Association shall limit its postings of information to those spaces.
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9.2 The parties agree that the bulletin boards shall be used to keep the members of the Association better
informed of its representational activities.

All materials posted on the Association bulletin boards shall be approved by an Association officer
and shall bear the approving officer's signature. The Association agrees to accept full
responsibility for the contents of any materials posted on their boards.

No City employee, except EPEA Executive Board members, will post, remove, alter or enter the
EPEA-designated locking bulletin boards.

EPEA will determine what materials are representational and are solely responsible for any and
all materials posted within its bulletin boards.

If a supervisor or manager has a concern about any item posted on the EPEA boards, they will
contact either the President or Vice-President of the EPEA. The EPEA agrees to meet and
discuss the concemns with the City. If the City believes something posted on the EPEA's boards
violates the parameters established in this Article, and the City and the EPEA are unable to reach
a resolution through discussion, the grievance procedure will be used to setile the issue. The
selected arbitrator will have the authority to settle the grievance within the scope and authority
provided in this contract.

If the City and EPEA are unable to reach agreement regarding the appropriateness of the item,
the item will be removed until the dispute resolution process is completed. The City agrees to
allow the Association to utilize the City's copier or print shop and distribution system to circulate
the item to bargaining unit members. The City agrees to cover the cost of distribution initially. If
the arbitrator rules in the City's favor, the Association will reimburse the City for cost.

9.3 The Association may, at its own expense, provide a covered, locking bulletin board in designated
locations.

Article 10 OUTSIDE EMPLOYMENT

10.1 Employees employed other than with the City must, as soon as reasonably practical, advise the Chief
or his/her designee of such employment on forms provided by the City for that purpose. For purposes
of this Article, employment includes all paid employment, on-going self-employment, volunteer
firefighter, and reserve law enforcement officer. A request by a member of the bargaining unit to
work at outside employment must be approved by the Chief or his/her designee. In order to be
approved, the outside employment must:

b.

c.

d.

In no way detract from the efficiency of the employee in the performance of his/her City duties;
In no way discredit the Department or the City;
Not create a conflict of interest with the employee’s City employment; and,

Not take preference over extra duty required by City employment.

10.2 Itis also understood that:

a.

b.

Workers' Compensation benefits through the City will not be received for illnesses or injuries
resulting from outside employment;

Under no circumstances may City equipment or resources be used in outside employment; and,
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10.3

11.2

11.4

11.5

11.6

c. Anemployee cannot be a contractor or a sub-contractor on City projects, unless an exception is
granted by the City.

The Chief or his/her designee may, at any time, revoke permission for outside employment if, in
his/her judgment, such employment is contrary to the requirements above. Such judgment shall be
based on a reasonable standard.

Article 11 SENIORITY

Bargaining unit seniority means the length of an employee's continuous service since his/her last
date of hire by the Department. Those employees with the same hire date will decide their respective
seniority by lot.

Any part-time employee hired after November 2, 2000 will receive seniority credit on a pro-rated
basis. Prior to the annual rotation process, pari-time employees’ seniority dates will be adjusted
annually based on the number of hours utilized by the City to determine pro-rated benefits.

In the event a City employee from another bargaining unit transfers into the Department, his/her
seniority will be established in accordance with Article 11.1, except such an employee will not lose
accrued vacation, sick leave time, or other accrued personal time. An employee who leaves the
bargaining unit and maintains regular, continuous employment with the City and subsequently retumns
to the bargaining unit shall be credited with previous time within the bargaining unit for seniority
purposes.

If an employee is on leave without pay for one (1) calendar month or more, his or her seniority date
will be adjusted to reflect the deduction of the time of leave without pay, as described in Article 31.4.
Employees who are on leave without pay due to a valid worker's compensation claim, qualifying
Family Medical Leave, military leave, or other statutorily protected leave shall continue to accrue
seniority while on an approved leave of absence.

The City will provide the Association with copies of the seniority list on July 1 of each year and shall
post the list in conspicuous places available to employees.

Communications employees’ primary vacation requests: Following shift assignments for a calendar
year, all eligible employees will be given the opportunity to sign up for a primary vacation in seniority
order. Sign-up will take place over a three (3) week period. Employees must sign up on the day they
receive the sign-up sheet. Supervisors will review each sign-up to ensure that guidelines have been
followed and to approve the time off request prior to allowing the next most senior employee to
exercise their seniority privilege. Following the initial primary vacation sign-up period, time off
requests must follow the procedures outlined in Article 11.7, below.

Preference in vacation scheduling, extra days off, or other choices in which the City allows seniority
to be the deciding factor for selection shall be by bargaining unit seniority. Time off requests will be
administered by work unit as defined in Article 17.

a. Employees will be allowed to designate one request for time off as their primary vacation period
(which may be charged to vacation, holiday, or compensatory time off) per calendar year, which
must be designated as such at time of submission. If an employee's first scheduled vacation
preference cannot be granted because of circumstances beyond the City's control, the City will
make every effort to allow the employee hisfher next vacation preference. Primary vacation
requests will be posted for fifteen (15) calendar days prior to approval and will take precedence
over all other unapproved requests for time off, except a primary vacation request submitted by
a senior employee within the posting period.
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b. Requests for time off will be submitted to the supervisor who will note the date posted and post
the request in a designated location accessible to the work unit. Senior employees have fifteen
(15) calendar days for primary vacation requests and five (5) calendar days for all other time off
requests to exercise their right to request the same time off. It may be necessary to hold a five-
(5) day posting for additional days if a primary vacation request for the same time is received
during the five (5)-day period. If no one exercises his/her seniority within the designated period,
the supervisor will approve the request if it is consistent with operational requirements. Once the
approval is granted, the employee may not be bumped from the scheduled time off by another
employee. If an employee is denied time off, and it later becomes possible to allow an additional
employee off on a date that was denied, the employee who was denied the time off, who would
have otherwise been granted the time off, will be offered that time off and have precedence over
any subsequent request for that date off.

c. If a request for time off is submitted within five (5) calendar days of the requested time off, the
supervisor will poll those members of the unit who are working and may approve the request
unless senior employees exercise their seniority at that time, except as listed below:

1) An employee may not request time off while the work unit is off duty except to request the
next work day off. Approval shall be on a first-come, first-serve basis.

2) Requests to secure early made during the shift will be evaluated and approved on a first-
come, first-serve basis, except that employees who have previously requested time off for
that date, and have been denied, will be given preference in securing early.

d. Primary vacations or vacation time requested in blocks of at least five (5) days may be submitted
at any time. All other requests for time off may not be submitted more than ninety (90) days prior
to the requested time off. In no case will the five (5) calendar days or fifteen (15) calendar days
for primary vacations posting period begin to run until the affected supervisor and work unit is
identified and advised of the request.

e. In the event that conflicts exist between requests for time off from employees in different work
units (e.g., different teams assigned to the same shift), time off will be approved in the priority
defined in 11.7.g below. Seniority will be the deciding factor between requests of the same type,
providing the requests were submitted within the designated posting period for all affected
employees. If the designated posting period has elapsed, preference will be given to the earliest
request submitted.

f. Primary vacations, or time off scheduled in blocks of at least five (5) days, will not be canceled
once they are approved unless the employee voluntarily transfers to another wark unit or, in
emergency situations, where operational requirements dictate.

g. Time off and time off requests will follow the below listed priority schedule:

1) Approved time off. (Approved time off cannot be bumped by any other time off request by
any other employee.)

2) Primary vacation.

3) Time taken in blocks of five (5) days or more for those on a 5/8 schedule or four (4) days or
more for those on a 4/10 schedule.

4) Time taken less than five (5) days in duration, except for primary vacations.
h. Bargaining unit members' time off requests will not be disapproved solely because of a conflict

with a unit supervisor's time off, unless the supervisor's time off has been previously approved
and there is an operational reason for denying the time off request. In order to provide notice to
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11.8

11.9

employees of approved supervisory time off, a schedule of approved supervisory time off will be
available in each work area.

i. Inthe contract provisions outlining the process to be used for requesting time off, all references
to time off taken in blocks of at least five (5) days shall be applied as four (4) days for employees
on a 4/10 schedule.

j- Employees who choose to cancel an approved vacation day or return to work early from a

vacation must give their supervisor a minimum of forty-eight (48) hours notice. Exceptions to the
notice requirements will not be unreasonably denied by the City.

Requests for changes in duty assignment based on demonstrated employee hardship will be
considered and will normally be granted if, in the City's judgment, operational efficiency and
effectiveness will not be negatively affected. If the request is not granted. the reason for denial will
be communicated to the employee, in writing, if requested.

In the event that the Department requests applications from eligible employees to fill a vacant position
or assignment, seniority shall be a factor considered by the City in making its final selection. The
Department will normally post such positions for fifteen (15) days. Seniority shall be the deciding
factor considered in such selections, if all other qualifications have been determined by the City to be

equal.

11.10 Employees will be allowed to indicate shift assignment preferences in an annual shift bid which,

absent extraordinary circumstances or mutual agreement of the City and the Association, shall take
place by November of each calendar year. Those preferences will be reviewed in seniority order
except when the Depariment determines that special skills, as defined in Article 17.1.e, require
otherwise. The Department will consider indications of preference along with seniority and the
efficiency and effectiveness of police services in making final assignments. Employees may be
required to rotate between such sign-ups.

11.11 An employee shall lose all seniority in the event of voluntary quitting or discharge. Failure to report

for three (3) consecutive working days without authorization or notice shall be considered a voluntary
termination unless the City determines to the contrary or the employee shows good cause for the
failure to make the required notice.

11.12 Employees shall be allowed to trade shifts during any shift quarter, subject to comparable skills and

121

122

approval by the affected shift supervisors. Approval will not be unreasonably denied.

Article 12 PROBATIONARY PERIOD

An employee shall not be considered a regular employee until s/he has completed the entry
probationary period. The entry probationary period shall be twelve (12) months for all classifications
other than Paolice Officer and Communications Specialist. The entry probationary period shall be
eighteen (18) months for all sworn Police Officers and Communications Specialists. For a lateral,
DPSST certified sworn Police Officer hired after November 1, 2018, the probationary period shall be
twelve (12) months. Prior to completion of the eniry probationary period, employees who are
discharged or otherwise disciplined may grieve such disputes through the contract grievance
procedure, terminating at the completion of Step 4. In special circumstances where an employee is
absent from work or working in a different capacity for more than a thirty (30) day period, the City
may extend probation for the equivalent amount of time with the consent of the Association.

Employees promoted within the unit shall be subject to the probationary period for their new
classification. A promoted employee, while on probationary status, will be returned to his/her former
classification if, in the supervisor's judgment, the employee is not meeting the standards of the higher
classification.
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12.3

Disputes concerning an employee's rejection during probation are not arbitrable.

If requested by the Association, the City shall provide all documentation from the employee’s field training
files, including the daily observation reports, biweekly evaluations, and rotation summaries and the letter
of termination for any probationary employee who is terminated.

13.1

13.2

13.3

13.4

13.5

13.6

Article 13 LAYOFF

Classification seniority means the length of an employee’s continuous service in a classification series
since his/her last date of hire in the classification. Layoff of employees shall be in the inverse order
of their classification seniority unless, in the City's judgment, the retention of special skills requires
layoff on another basis.

The City will provide the Association a list of those persons who occupy special skill positions in
advance of any layoff. Inthe event that a designated person ceases to be able to function in a special
skill area, the City may designate a replacement at that time. Special job skills for layoff and recall
are defined to be any of the following:

a. Training in a specialized field of knowledge;

b. Involvement in or knowledge of specialized projects, operations, or equipment; and

c. Skills or knowledge not readily attainable by, or available to, other employees in the same
classification.

Except in the event of an emergency, no fewer than thirty (30) days' notice will be given to employees
the City intends to layoff.

An employee scheduled for layoff may elect to displace an employee in a lower classification within
the classification series, provided:

a. The employee is qualified to perform the job duties of the lower classification; and,
b. The person displaced has less seniority than the person displacing him/her; and,

c. The person previously held the lower classification or has been trained to perform and has
actually performed the primary job duties of the lower classification.

The City agrees, to the extent practicable, to allow employees to transfer or demote to other open
positions for which they are qualified in lieu of layoff.

An employee shall be called back from layoff according to seniority in the classification from which
the employee is laid off within the Department unless, in the City's judgment, special skills require
call-back on another basis.

a. Recall status shall not extend beyond five (5) years.

b. It shall be the responsibility of employees on recall status to notify the City of their continued
interest in employment every six (6) months. Employees must notify the City in writing. The
letter must be hand-delivered to the Human Resource and Risk Services Department or sent by
registered or cerfified mail. Employees who fail to notify the City within fourteen (14) calendar
days of the six (6) month deadline will be removed from the recall list.
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13.7

13.8

141

14.2

15.1

15.2

c. It shall be the responsibility of employees on recall status to maintain a current address on file
with the City's office of Human Resource and Risk Services. The City may notify employees of
recall in person, by telephone or, if necessary, by certified letter mailed to the employee's last
address on file. Any employee who fails to report for work within fourteen (14) calendar days of
such notice shall be removed from the recall list.

d. Employees returning from recall status must meet all mandatory standards for their classification
and may be required to participate in a classroom or field training program as determined by the
City or required by statute.

Employees on recall status are not eligible for any economic benefits specifically provided under the
terms of this agreement. Nothing in this Article restricts the prerogatives of the City to determine the
financial necessity of reducing service or the form or duration of layoff.

The City agrees to make the employees' health insurance benefits available to employees on recall
status for a minimum of eighteen (18) months from the date of layoff, provided the employee
reimburses the City by the first day of each month for the cost of the monthly premium.

Article 14 HISTORICAL BENEFITS/WORK RULES

To the extent that any proposed changes in work rules or working conditions consist of, or affect,
mandatory subjects of bargaining, the City agrees to collectively bargain the mandatorily negotiable
aspects of the change(s). If an impasse develops in such negotiations or in such bargaining, the
matter will be submitted directly to the arbitration level in the grievance procedure in this agreement
for final and binding resolution. Employees will have access o all applicable work rules.

The City agrees to make available to each employee of the bargaining unit a copy of the Employee
Handbook, the Police Operating Manual, and any other City or department policies they are held
accountable to know and follow, and a copy of this contract to be printed by the Association. Manuals
will be available online and in each work section. Employees will be offered a hard copy. All updates
to manuals will be distributed electronically. All employees will be provided ready access to copies
of their respective operating manuals. Sufficient copies of the operating manuals shall be made
available to employees preparing for promotional opportunities. In addition, copies of all operating
manuals and the Cily's Administrative Policy and Procedures Manual will be provided to the
Association.

Article 15 WORKING OUT OF CLASSIFICATION

An employee designated to act in a capacity in a higher position than his/her regular classification
shall receive a five percent (5%) pay increase after either:

a. One (1) day in the assignment; or

b. One (1) day or the equivalent number of hours in a calendar month in the position. Such increase
shall be retroactive to the first day in the assignment and continue for either the remainder of the
assignment in 15.1.a above or the remainder of the calendar month in 15.1.b. The length of such
an assignment normally shall not exceed one (1) year.

Employees, who serve as primarily assigned field training officers or coaches, will receive a ten
percent (10%) pay increase while working in that capacity. For absences of one (1) day or less, field
training officer or coaching pay will not be discontinued. Coaching is defined as the assignment of
an experienced employee to train, evaluate, and supervise the activities of a newly-assigned
employee.
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15.3

15.4

155

15.6

15.7

a. Notwithstanding the above paragraph, Communications Center employees who are assigned
any work that qualifies for FTO pay will receive a ten percent (10%) pay increase for the full
duration of their work shift on the day(s) of the assignment. If this assignment is interrupted due
to unplanned or temporary circumstances (such as sick leave or training days canceled due to
unforeseen staffing needs), the FTO pay will not be discontinued. If the remainder of a training
assignment is canceled or discontinued, such as an employee separating from the department,
the pay will be halted after the last day in which training work was performed.

b. For purposes of Communications Center employees, work that qualifies for FTO pay includes
the following: routine coaching assignments for Communications Center positions; hosting a ride-
along or observer who is a Communications employee for the purpose of training or
demonstrating a Communications Center position; monitoring or shadowing assignments for the
purpose of evaluating a Communications Center employee; instruction in Calltaker, Dispatcher,
and Follow-Up Academies; any other work assigned for the purpose of training, evaluating, or
supervising the activities of another newly-assigned employee; and other training assignments
as agreed upon by the parties. FTO pay does not generally apply to ride-alongs or observers for
non-Communications Center positions, such as civilians or police/fire employees who are not
Communications Center employees, except as set forth above.

Should the City desire to designate any new lead positions which are proposed to be exempt from
the provisions of this section, the City agrees to collectively bargain the wages for the new lead
position (whether the position is newly created or is the result of changed job duties of an existing
position). Any wage adjustment resulting from such negotiations shall be retroactive to the date of
the creation of the new or amended classification.

Police Officers may be assigned to an investigative unit of the investigations division as a detective
either in a long-term position or in a career development position. Any Police Officer assigned as a
detective will receive five percent (5%) working out of classification pay for the duration of the
assignment.

Police Officers assigned to act in the capacity of a Sergeant in an investigative unit of the
investigations division will receive an additional two and one half percent (2.5%) increase for the
duration of the assignment for a total of seven and one half percent (7.5%) increase, with an
agreement by the employees to waive compensation for phone calls received outside of regular
working hours.

Police Officers assigned to be the Police Training Coordinator or the Court Liaison for the department
will receive a five percent (5%) differential for the time of the assignment.

An employee who is appointed fo act in the capacity of a supervisor remains a member of the
bargaining unit, but sthe shall assume all of the duties and be subject to the working conditions of the
other supervisors of similar rank for the duration of the appointment.

When an employee chooses to exercise his/her right to overtime or other rights as designated by this
agreement which are outside the duties of an acting-in-capacity supervisor, the employee shall revert
to his/her normal rank and salary for the purpose of exercising those rights.

Employees classified as either a Communications Specialist 2 or a Communications Specialist Lead

may work as the CAD Specialist. The City will honor the CAD Specialist schedule and property rights
regardless of the classification filling this position.
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16.1

16.2

16.3

16.4

16.5

16.6

16.7

16.8

16.9

Article 16 SALARIES

Effective July 1, 2019, increase the wages for all bargaining unit members by an amount equal to the
annual percentage increase in the 2018 U.S. Consumer Price Index, CPI-W: all U.S. Cities, as
reported by the U.S. Department of Labor (minimum of 2% and maximum of 4%).

Effective July 1, 2020, increase the wages for all bargaining unit members by an amount equal to the
annual percentage increase in the 2019 U.S. Consumer Price Index, CPI-W: all U.S. Cities, as
reported by the U.S. Department of Labor (minimum of 2% and maximum of 4%).

Effective July 1, 2021, increase the wages for all bargaining unit members by an amount equal to the
annual percentage increase in the 2020 U.S. Consumer Price Index, CPI-W: all U.S. Cities, as
reported by the U.S. Department of Labor (minimum of 2% and maximum of 4%).

Employees who are hired or promoted to a bargaining unit position at Step 1 of the salary range will
be eligible for a one-step merit increase six (6) months after the date of appointment, and every year
thereafter. Employees who are hired or promoted to a bargaining unit position above Step 1 of the
salary range will be eligible for a one-step merit increase twelve (12) months after the date of
appointment, and every year thereafter. Merit increases will be effective the beginning of the pay
period which is closest to the employee’s merit anniversary date. Exceptional increases may be
approved according to the City salary practices. Merit increases shall only be granted to employees
who are below the maximum salary for their classifications. Approval for merit increases shall be
granted only after a departmental review of the employee's work performance, providing the
evaluation is satisfactory.

The City reserves the right to eliminate classifications or establish new positions within the bargaining
unit with advance notice and consultation with the Association. The Association reserves the right to
negotiate new salary schedules for new positions established within the bargaining unit. Disputes
regarding salaries for new positions established within the bargaining unit shall be resoclved through
the contract grievance procedures beginning at Step 3.

When an employee is promoted or advanced to a higher classification, the employee shall receive
the next step in the new range which is at least equal to a one-step increase in the employee's
previous classification.

Advancement from Communications Specialist 1 to 2 shall be effective the date the employee meets
all established qualifications for the "2” level and is assigned work at the "2" level. Such advancement
shall be in accordance with Article 16.4. If an employee is eligible for a merit increase at the same
time as the advancement, the employee will receive a two-step increase.

Graveyard Shift Differential: All employees regularly scheduled to work graveyard shift shall receive
an additional five percent (5%) added to their base wage for all time worked. Graveyard shift shall
be considered any shift regularly scheduled to start between 2000 hours and 2400 hours. Employees
assigned to non-graveyard shifts who temporarily work graveyard shifts for less than one (1)
continuous month (such as for a shift trade) or who work overtime hours during the denoted hours
will not receive shift differential pay.

Swing Shift Differential: All employees regularly scheduled to work a late swing shift shall receive an
additional two-and-one-half percent (2.5%) added to their base wage for all time worked. Late swing
shift shall be considered any shift regularly scheduled to start between 1600 hours and 1959 hours.
Employees assigned to non-swing shifts who temporarily work a late swing shift for less than one (1)
continuous month (such as for a shift trade) or who work overtime hours during the denoted hours
will not receive shift differential pay.
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Article 177 HOURS-OVERTIME

17.1 As used in this Article:

OVERTIME means those hours worked in excess of and continuous with an employee's
scheduled watch, which is compensated at the rate of one-and-one-haif (1.5) times his/her
regular pay rate or by compensatory time at the rate of one-and-one-half (1.5) times the number
of hours worked. Overtime will be computed in accordance with statutory requirements and shall
be based on the actual number of hours on duty, except for callbacks. Overtime will be rounded
to the nearest quarter (1/4) of an hour.

PART-TIME EMPLOYEES: For part-time employees, any additional hours worked beyond those
scheduled will be paid on a one-to-one (1:1) basis for all hours up to the threshold hours for
overtime in a Fair Labor Standards Act (FLSA) work period as specified by law (e.g., forty (40)
hours for a seven (7) day a week employee). All hours beyond the FLSA threshold will be paid
at one-and-one-half (1.5) times the regular rate.

CALLBACK is defined as hours worked which are not continuous with the end of an employee's
shift except that callback does not include overtime that is continuous with the beginning of an
employee's shift and is assigned with more than twenty-four (24) hours notice, or if the employee
is already at work prior to the beginning of the shift. Callbacks will be compensated by a minimum
of three (3) hours of overtime when they occur on an employee's regularly scheduled work day
and by a minimum of four (4) hours of overtime if they occur on an employee's scheduled day
off.

This means that In any callback situation, including court appearances, where there is at least
twenty-four (24) hours notice to the employee, if an employee is called back to work prior to the
beginning of hisfher scheduled watch, regardless of whether it is the first or subsequent work day
in his/her work schedule, he/she will receive the minimum overtime compensation defined above,
unless the required call back time overlaps with the employee's regular work hours. If the
minimum callback pay requirement overlaps with the employee's regularly scheduled hours, the
employee will receive overtime only until the beginning of their watch.

The only time callback should be paid on top of regular salary is if there is less than twenty-four
(24) hours notice. If there is less than twenty-four (24) hours notice and the callback overlaps
with an employee's regular hours, the employee will be compensated at an overtime rate for
either the three (3) or four (4) hours of the callback. To administer this, the employee would
receive 1:1.5 for all hours worked up to the start of his/her shift and 1:0.5, in addition to his/her
regular salary, for the remaining callback time after the start of the shift.

1) COMMITTEE CALLBACK: If an employee returns to work as a result of voluntary committee
membership, such as the Department's Standing Committees, the employee will be paid
overtime only for the actual time of the meeting and the callback provision will not apply.
However, if an employee has been assigned to serve on a committee and attendance at that
meeting is mandatory, the employee shall be compensated in accordance with the provisions
of this article.

2) CALLBACK DURING PERSONAL LEAVE: Overtime or callbacks that occur while an
employee is on personal or vacation time off will be treated as though it were a regularly
scheduled work day if the time off was requested after notice of the work assignment resulting
in the overtime or callback.

If an employee is required to report to work when on leave and the time is during his/her
regularly scheduled hours, the employee will code all hours worked as regular wark time on
a 1:1 basis, with a minimum of three (3) hours work credited. If an employee is required to
work when on leave and the time is not during his/her regularly scheduled hours, the
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employee will be compensated at a rate of 1:1.5 for all hours worked. The employee will
receive callback pay as specified above, based on what the employee's eligibility would have
been if the employee were working his/her regular schedule.

If an employee works a voluntary assignment during a leave period, he/she will be credited
with hours worked at the rate of 1:1 for actual hours worked, unless an exception is granted
by the City.

3) COURT CALLBACK: Callbacks stemming from court appearances for employees who have
less than eight (8) hours off prior to their scheduled appearance time will commence with the
time they are advised to appear and conclude when they are released from their subpoena
without interruption for breaks, recesses, or standby, or the minimum callback, whichever is
greater. If the employee has had at least eight (8) hours off, s/he will not be compensated
for the court-established lunch period.

If an employee has more than one subpoena, and they are separated by more than the
minimum callback, a second minimum callback applies. Court appearances that are
continuous with the employee’s shift are not callbacks, except as defined above.

HOLDOVER is defined as all hours worked continuous with an employee's end of shift.

SPECIAL SKILLS are defined as advanced training in a specific field, involvement or knowledge
in a particular case, or assignment to a specific category of investigation on an individual or team
basis assignment to a specific area of the City.

DAY is defined as the twenty-four (24)-hour period, beginning with the start of the employee's
regularly scheduled shift.

WORK DAY is defined as the twenty-four (24)-hour period, beginning with the start of the
employee's regularly scheduled watch, except for the last regularly scheduled work day of an
employee’s work pericd. On the last regularly scheduled work day of an employee's work period,
the work day is defined as the period that begins with the start of the employee’s regularly
scheduled watch and ends with the completion of the employee's regularly scheduled watch.

An employee's regularly scheduled work day will provide for a minimum of ten (10) consecutive
hours off between watches, excluding holdovers, callbacks, changes in an employee's regular
work assignment, training days, or a change in work hours required by an investigative
assignment as described in paragraph 17.18. Employees attending and instructing training will
be given a minimum of eight (8) consecutive hours off between the training and the work day
preceding and following the training. In the event that an employee receives less than the
required number of hours off between scheduled shifts, all hours falling within the required period
will be compensated as overtime.

WORK PERIOD is defined as beginning at the start of the employee's regularly scheduled watch
on the first day of the scheduled work period and ending at the start of the employee's regularly
scheduled watch on the first day of the next scheduled work period. Work periods shall be
defined and posted in compliance with the Fair Labor Standards Act (FLSA). The parties agree
to a twenty-eight (28) day work period under the FLSA for police officers. This change in the
length of the work period will not change the methodology used for calculating overtime.

SCHEDULED OVERTIME means assignments which are deemed necessary, either "extra-duty”
type, wherein the need for or request for personnel has been made, anticipated, and planned for
at least five (5) days prior to the scheduled starting time or "on-duty” type, wherein the need for
or request for personnel has been made, anticipated, and planned for at least forty-eight (48)
hours prior to the scheduled starting time.
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17.2

17.3

17.4

17.5

j- UNSCHEDULED OVERTIME means assignments which are deemed necessary, either "extra-
duty” type, wherein neither the need for, nor the request for, personnel was anticipated or planned
for at least five (5) days in advance of the scheduled starting time or "on-duty" type, wherein the
need for nor the request for, personnel was anticipated or planned for at least forty-eight (48)
hours in advance of the scheduled starting time.

k. EXTRA-DUTY OVERTIME means that overtime is paid for, or reimbursed for, by outside parties
or entities.

.  WORK UNIT means the employees under the span of control of a regularly assigned first-line
supervisor.

m. MEAL PERIODS AND BREAKS will be allowed under written Department guidelines. An
employee’s meal period shall be unpaid as long as the employee is relieved of all work duties.
However, employees whose regular job duties require them to be immediately available to
respond to work during their meal period will receive a paid meal period. If employees are
required to work through their meal period for reasons approved by a supervisor, the meal period
will be paid. The parties specifically agree that Records employees will be provided a thirty (30)
minute unpaid meal period for any shift six hours or more in length. Records employees who
work eight (8) hour shifts will take their meal periods between the third and seventh hour worked.
Records employees who work ten (10) hour shifts will take their meal periods between the third
and eighth hour worked.

n. ALTERNATE SCHEDULES: Nothing herein prevents the implementation of alternative work day
schedules or flexible work hours so long as it does not exceed FLSA standards. The City agrees
to meet and confer with the Association prior to the implementation of a change.

o. DRAFT means an employee who is involuntarily assigned to work overtime other than the
overtime work that is required to complete the activity of an employee's shift and mandatory
meetings.

Newly recruited employees in the classifications of Patrol Officer may be required to work beyond
their normal shift schedule in accordance with existing departmental training and overtime practices.
Employees assigned to act in the capacity of a supervisor shall work for a total of one (1) hour more
than their normally scheduled work shift before being eligible for the overtime pay, unless held over
to supervise operational activities or unless otherwise compensable under the FLSA.

Personnel who are working the shift during which Daylight Savings Time is lifted will be paid overtime
at a one-and-one-half (1.5) rate for all hours in excess of their normal work day. Personnel who are
working the shift during which Daylight Savings Time is imposed may use accrued holiday,
compensatory or vacation hours to fulfill the number of hours required for that normal work day.

Employees may elect to receive either monetary compensation or compensatory time off for all
overtime worked except in situations where the City is legally restricted from paying the overtime as
compensatory time off. Employees choosing payment for overtime worked will receive such payment
within the guidelines established under existing State and Federal laws governing the payment of
wages.

Employees may accrue up to two hundred (200) hours of personal time (holiday time and
compensatory time combined). Personal time in excess of two hundred (200) hours shall be paid off
automatically at the end of the pay period in which it is earned, unless supervisory approval to exceed
that amount is granted. Employees who wish to receive payment for any accumulated hours at the
end of the fiscal year may submit a request to the Depariment. If, in the City’s judgment, funds are
available, employees shall be paid off on a pro-rata basis until such available funds are expended.
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17.6

7.7

17.8

17.9

For all employees hired after July 1, 2003, there will be a cap of eighty (80) hours on compensatory
time and one hundred twenty (120) hours on shift holiday accrual. The current combined shift holiday
and compensatory time cap of two hundred (200) hours will remain in effect for all employees hired
prior to July 1, 2003.

Unscheduled overtime requirements will be met by holding over employees already working and/or
early callback of employees scheduled for work. The Department will offer such overtime fo eligible
employees in order of their seniority.

Employees may voluntarily sign up to receive a text message instead of a phone call when
unscheduled overtime arises and there is a need to poll prior to drafting. This voluntary nofification
is non-compensable. No cell phone stipend will be paid to the employees. No employee will be paid
overtime for receiving or responding to the text message. Overtime will be paid in accordance with
Article 17.1(a) for the actual overtime worked, if assigned.

a. The text will state the block, actual times if different than the standard block hours, skill, and the
time the overtime will be assigned.

1) Example: Block 2 OT, Saturday, 10/10/15, any skill. OT assigned at 1200. Call x-2791 if
interested.

2) Example: Block 3 OT (1700-1900), Thursday, 10/21/15, dispatcher only. OT assigned at
1130. Call x-2791 if interested.

b. If a text message is not received when it is believed one should have been received, the
employee will hold the City harmless. The employee should notify the on-duty supervisor as
soon as the issue is recognized so it can be researched.

c. Employees have thirty (30) minutes to respond to the text message by calling 541-682-2791 to
advise they are interested in the overtime. Employees not interested in the overtime do not need
to respond. After thirty (30) minutes, the overtime will be agsigned by seniority to the employee
that meets the skill requirement set forth in the text message. The employee assigned the
overtime will be notified via a phone call from the on-duty supervisor. If an employee who
volunteered does not hear from the supervisor, it is to be assumed the overtime was assigned to
someone else.

d. If there is no volunteer for the overtime, drafting will occur in accordance with Articles 17.12 and
17.13 below.

Text messaging also may be used to notify employees of drafts to hold over from their scheduled
shift.

Text messaging also may be used for any announcement that affects the staffing needs of the
Communication Center including, but not limited to, emergency staffing needs and notification to
move to a backup location. Major or catastrophic events requiring emergency staffing of the
Communication Center will be paged as “Emergency Staffing Needed" and a brief description of the
need.

17.10 Updates to the text notifications list will be allowed once a month. If an employee chooses to be

added/removed from the text notifications list, they must fill out the appropriate form and submit it to
their immediate supervisor. The update will be made within thirty (3) days following the request.

17.111f overtime is scheduled in advance, the Department will post the assignment, including job

requirements. In the event posted overtime is an "extra-duty" assignment, only those full-time
Department employees meeting the job requirements are eligible to be assigned. Employees
meeting the requirements may sign up, and the most senior of such employees will be assigned.
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17.12 In the event that sufficient personnel do not accept such voluntary overtime, the assignments will be
filled by drafting qualified employees in the inverse order of seniority. A drafted employee may be
exempted from a given assignment in instances of personal hardship as defined in each work unit.

a.

Employees will not be drafted to work overtime assignments more than twice in any calendar
month unless all other eligible employees have been drafted twice in the same month.
Employees who are drafted more than two (2) times in a calendar month will receive double time
for all drafts subsequent to the second draft.

Employees who are drafted for overtime assignments will receive one (1) hour overtime pay in
addition to the actual number of hours worked if the assignment is separated by one (1) hour or
more from the employee's regular shift.

Employees who work a block of six (6) or more hours of overtime shall receive a paid thirty (30)
minute meal period. Both parties acknowledge that there may be times, due to operational
issues, where employees may not receive a meal break.

When an employee is drafted out of order, the employee will receive the appropriate overtime
compensation for the hours worked and will be credited with a draft count. The employee also
will receive an additional hour of overtime pay paid at the rate of 1.5:1 to compensate for being
drafted out of order. The employee who should have received the overtime will receive
compensation for the posted hours of the overtime at the rate of 1.5:1. The employee will not
receive a draft count nor will they receive additional compensation outside of the posted overtime
hours. This paragraph applies only to the employees immediately affected by the original
scheduling error. Any employees subsequently impacted are not considered to be immediately
affected. Employees must notify a communications supervisor of the drafting error within fifteen
(15) days of the occurrence.

17.13 Notwithstanding the provisions of Section 17.8 above, the following drafting provisions apply to all
Communications employees:

a.

Any employee who signs up for voluntary overtime on a regular scheduled day off (RDO) will be
the last employee (of those scheduled to work) considered available for any time period
immediately preceding or following the voluntary overtime.

Drafts on an employee’s regularly scheduled work day will not be affected by the provisions of
paragraph (a) above. An employee on their regular work day would be required to work
involuntary overtime unless the employee on their RDO volunteers for additional overtime.

Employees will not be drafted to work overtime assignments that are contiguous with the start of
their first scheduled work day of the work week unless there are no other eligible employees to
draft to work the overtime assignment.

Employees will not be drafted to work overtime assignments that are contiguous with the end of
their last scheduled work day of the work week unless there are no eligible employees to work
the overtime assignment. Employees identified in this section will be drafted before employees
identified in section (c) above.

17.14 Part-time employees have the right to sign up for overtime and will be assigned overtime on a
seniority basis if they have not yet warked an overtime block in the current pay period. Employees
are eligible to work additional overtime if no other employee has volunteered to work the time. Part-
time employees may be drafted to work overtime if they have not yet been drafted for an overtime
black in the current pay period
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17.15 The City may determine that special skills are required to complete an assignment effectively and
efficiently. Such assignments and emergency situations shall be exempt from the requirements of
Articles 17.6 and 17.11.

17.16 Overtime will be offered by seniority, within the employee’s assignment first. If an insufficient number
of employees volunteer, then it will be opened up to any qualified employee.

Patrol overtime will be open to all qualified sworn officers. Patrol overtime includes working a fixed
or focused beat or a directed patrol assignment. However, regular Patrol officers (those not identified
as working in a special assignment) will have priority for these assignments.

Extra-duty overtime in patrol is open to all qualified sworn officers who are not on light duty or
restricted duty status, regardless of whether the assignment requires the wearing of a uniform or not,
except if provision 17.16 of this Article applies.

In an effort to reduce drafts in communications, a Communications Supervisor may work floor
overtime if no bargaining unit member is willing to work the overtime. A supervisor working the floor
overtime on their regular work time can be bumped by a bargaining unit member until the start of the
assignment. A supervisor working floor overtime on his or her day off can be bumped by a bargaining
unit member up to 48 hours before the assignment.

17.17 For the purpose of assigning a primary investigator in case assignments, special skills shall include
the following circumstances:

a. If, in the City's judgment, it could be reasonably anticipated that a more senior employee would
be unable to properly complete the assignment.

b. If the assignment is to be made pursuant to a defined training plan or purpose.

c. [f the senior investigator has failed to meet a Department performance standard relative to fitness
for duty, productivity, and/or performance on duty, or

d. When it is necessary to more effectively distribute the work units' case load.
Senior employees who request it will be advised of the reason if they are not assigned.

17.18 Employees will be eligible to work an extra-duty assignment if they have not yet worked a maximum
of eight (8) voluntary extra-duty overtime hours in a given week (12:01 a.m. Monday to midnight
Sunday) or twenty (20) voluntary extra-duty overtime hours in a given calendar month, exclusive of
overtime assigned under Articles 17.12 and 17.14.

Employees who are on vacation or personal time off are not eligible to work voluntary extra-duty
assignments or to be drafted to work them except in the case of special skills or emergency situations.
The maximum hours provision of this paragraph will be waived in the event that sufficient qualified
employees do not volunteer for such assignments and it becomes necessary to draft employees to
fill the available positions.

17.19 Notice of shift changes will normally be given fifteen (15) days in advance. The City may decide in
any situation that it deems an emergency to reschedule shift changes with less than fifteen (15) days
of notice. The City may also determine the need for a directed patrol response to a specific crime
problem which would require a temporary shift change of up to five (5) days in duration and no greater
than four (4) hours of difference in normal starting time. Twenty-four (24) hours of notice will be given
in the case of short-term directed patrol responses. Any shift change without the required notice as
provided herein shall be subject to a penalty of four (4) hours pay at the overtime rate (one-and-one-
half [1.5] times the regular rate) in addition to regular pay for all hours worked for the first work day.
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If an employee is ill or injured either on or off the job and is being placed on a light duty job which
necessitates a change in the employee's schedule or if an employee is involved in a traumatic incident
and is being assigned to a different schedule because of the incident, the City is not required to give
the fifteen (15) days’ notice.

Except for directed patrol responses as outlined above, the City will give fifteen (15) days’ notice to
employees for changing their schedules within a shift on a short-term or long-term basis, including
hours changes and changes in days off. If the City fails to give fifteen (15) days’ notice, the employee
will receive a two (2) hour overtime penalty. However, an employee may voluntarily waive the notice
requirement.

The fifteen (15)-day notice requirement does not apply to employees working on a case or
investigative assignment in which the working hours must be changed, in the supervisor's judgment,
to successfully complete the assignment.

17.20 Certain assignments within the Department require flexible work hours. Employees who accept such
assignments, after notification of any special requirements relating to hours and overtime, shall be
considered to have agreed to these special conditions and to have waived the provisions of this
Article except for overtime pay for hours worked in excess of an employee's regularly assigned shift.

In all such assignments where the City is requesting employees in that assignment waive any
provisions of the contract, the City will give notice to the Association prior to any agreement with the
employees. If there are assignments where special provisions have been agreed to, those provisions
will be documented in writing with copies to the Association and all affected employees. Subsequent
to the agreement, the special terms and conditions of the assignment will be included in any posting
for vacancies in that assignment.

All current agreements will remain in effect. The City will provide the Association documentation of
all existing agreements. The City shall identify all current assignments with flexible work hours by
July 15, 2008.

17.21 In any instance where the provisions of Articles 17.6 or 17.11 are violated, the remedy granted to the
senior employee(s) who grieve shall be limited to the amount of overtime worked by the junior
employee(s), or equivalent compensatory time, or other remedy mutually agreeable to the parties.

17.22 There shall be no pyramiding of overtime provisions.
17.23 The following terms are agreed to for all Patrol Officers:

a. Employees will work a schedule of four (4) days on and three (3) days off. All regular work days
will be ten (10) hours.

17.24 The following terms are agreed to for sworn officers in the Property Crimes, Financial Crimes, and
Violent Crimes units in the Investigations Divisions:

a. Employees will work a schedule of four (4) days on and three (3) days off. All regular work days
will be ten (10) hours. Individual detectives wishing to work a 5/8 schedule may do so with
supervisory approval.

17.25 The following terms apply to all canine officers in both Patrol and Investigations:

a. All employees who have responsibility for housing and caring for a Department canine will be
compensated four (4) hours of overtime each twenty-eight (28) day FLSA work period for the
care and feeding of the dog. In addition, they will be allowed to take off ten (10) hours during
each FLSA period, in exchange for time caring for the dog on a daily basis. Both parties agree
that the time spent caring for the animal should be no more than one-half (0.5) hour per day. Any
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time spent other than normal care for the dog (e.g., veterinary appointments), will be treated as
any other overtime and should be approved by a supervisor and recorded on the time sheet. The
overtime will be for actual hours only and will not be considered callback under the terms of this
Article.

b. Employees who transport a department canine will be considered on duty and compensated for
time spent driving to and from work. Employees' shifts will begin when they leave (clear) from
their residence and will end when they arrive (secure) at their residence. Transportation should
be completed within regular shift hours.

c. Inthe selection of new canine officers, preference will be given to those living within fifteen (15)
minutes driving time from the City limits.

17.26 Phone calls received at home by employees for the purpose of questions or inquiries on work related

subjects are considered work performed. However, consistent with all time recording under FLSA, if
the time is considered de minimis, it will not be compensated. Phone calls that are less than seven
and a half (7.5) minutes will not be compensated. Employees who are engaged in phone calls that
are at least seven and one half (7.5) but no more than thirty (30) minutes in length will receive two
(2) hours of overtime pay. Employees who are engaged in phone calls that are over thirty (30)
minutes will receive callback pay as defined in Article 17.1.c. of the current agreement.

17.27 The parties agree to the following with regard to Communications Center employees:

18.1

18.2

18.3

a. Employees will work a ten (10) hour day. Within that ten (10) hours, the City will provide a paid
thirty (30) minute lunch break and a fifteen (15) minute shift briefing period. The City will follow
FLSA requirements for 15 minute breaks, also to be scheduled within the ten (10) hour workday.
When an employee requires a second lunch break due to an overtime assignment or draft, that
additional lunch break will be paid. Shift start times will be:

Early Days 0700 — 1700 hours
Late Days 1145 — 2145 hours
Early Nights 1645 — 0245 hours
Late Nights 2130 - 0730 hours

b. Shift Bidding: Employees may sign up for any shift and/or regular day off pattern that is available
on the sign-up sheet if they are qualified and eligible for that position.

Article 18 TIME OFF IN LIEU OF HOLIDAYS

Employees will accrue personal time off in lieu of holidays at the rate of one-hundred twelve (112)
hours per year. Holiday time will accrue each bi-weekly pay period based on hours of work and paid
leave time coded. Time off in lieu of holidays taken by an employee will be deducted hour for hour.
Employees upon termination are entitled to a pro-rated holiday accrual for any portion of the last
month served.

For all bargaining unit members hired after July 1, 2003, there will be a cap of one hundred twenty
(120) hours on shift holiday accrual.

If an employee takes a designated holiday off, s/he must charge time off to shift holiday up to a
maximum of eight and six-tenths (8.6) hours. If an employee’s regular shift is greater than eight and
six-tenths (8.6) hours, the remainder of the time off will be paid but the employee will not be required
to charge the time to any of his/her personal leave banks. The designated halidays are New Year's
Day, Martin Luther King Day, Memorial Day, Independence Day, Labor Day, Veterans' Day,
Thanksgiving, and Christmas.
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18.5

18.6

19.1

19.2

19.3

19.4

The City shall not require an employee to take off any holidays.

If an employee exhausts all of his/her holiday time, the employee shall be allowed to utilize other
personal leave banks in order to take time off on a holiday.

Employees cannot use accrued holiday leave until the completion of the pay period in which it is
earned.

Article 19 VACATIONS

Vacations shall accrue according to the following schedule:

LongthofContiuous | “Anmual | pay Prid
Accrual Rate Accrual Rate
less than 2 100 3.846
2 but less than 5 116 4.462
5 but less than 10 140 5.385
10 but less than 15 164 6.308
15 but less than 19 180 6.923
19 but less than 24 196 7.538
24 and over 220 8.462

Vacation will accrue each pay period based on the schedule above for all hours of regular work and
paid leave coded. Vacation accrued during the first twelve (12) months of continuous service shall
not be credited as earned vacation until the employee completes the first twelve (12) months of
continuous service. Parl-time employees accrue vacation on a pro-rated basis according to their
regular work schedule.

Eamed but unused vacation credits shall be allowed to accumulate up to four hundred forty (440)
hours.

If an employee's earned but unused vacation credits reach the maximum accumulation allowed in
accordance with Article 19.4 below, the City may give reasonable notice of mandatory vacation of
sufficient duration, at a time as mutually convenient as possible to both the employee and the City,
to reduce unused credits below the maximum allowable accumulation. The employee will make every
effort to schedule available and lost vacation hours. When the employee takes the time off, any time
lost will be restored to the employee's vacation account. If the City and the employee are unable to
so schedule such a mandatory vacation, the value of any vacation credits in excess of the maximum
accumulation shall be paid to the employee prior to the end of the calendar year in which they would
otherwise be forfeited at the employee's current wage rate.

Upon the termination of an employee for any reason, s/he shall be paid an immediate lump sum

payment for eamned, but unused, vacation credits at the employee's current wage rate in accordance
with the schedule below:
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19.5

19.6

20.1

20.2

211

21.2

Seniority in Years Hours
less than 10 240

10 and over 2 times the annual accrual rate

The City shall make all reasonable efforts to ensure that the vacation times of employees are not
interrupted by court appearances.

The parties agree to the following with regard to Communications Center employees:

a. During the annual primary vacation bid, employees shall be allowed a maximum of four, one-
week (40 hour) vacation periods as their primary vacation bid. The maximum length of a primary
vacation is 160 hours for a full-time employee and 60 hours for a part-time employee. The weeks
may be taken together or separately based on the preference of the employee and options
available on the primary vacation sign-up calendar.

Article 20 STANDBY COMPENSATION

Employees who are notified that they are on standby status subject to a call to duty shall remain on
such status and be entitled to standby compensation until relieved by their supervisors. Such
employees may be required to report to work and be ready for duty within forty-five (45) minutes of
notification.

Compensation for mandatory standby duty shall be granted at the rate of one (1) hour of payment at
the employee’s normal rate of pay for each six (6) hours on standby duty for the first sixty-five (65)
consecutive hours of standby duty, at the rate of one (1) hour of payment at the employee's normal
rate of pay for each four (4) hours on standby duty from sixty-six (66) hours through seven (7)
consecutive days, and at the rate of one (1) hour of payment at the employee's normal rate of pay
for each two (2) hours on standby duty beyond seven (7) consecutive days. This will be calculated
by taking the total number of hours an employee is on standby and dividing it by six (6) and then
rounding it to the nearest tenth (0.1) of an hour. Standby hours may or may not be contiguous with
an employee's regular shift and are exclusive of otherwise compensated time. Standby or on-call
time shall be treated in conformance with provisions of the FLSA. Anytime an employee is placed on
mandatory standby, s/he will be granted a minimum of one-half (0.5) hour of straight time pay.

Article 21 DEFENSE & INDEMNIFICATION

The City acknowledges its legal responsibility to provide its employees with a defense and
indemnification against any tort claim, demand, or action as prescribed by law.

If an employee is issued a citation by anyone who is not a police officer, which the employee believes
to be in retaliation for the employee's action(s) as a police officer, the employee may request that the
City implement the following steps:

a. The City will request the City Attorney's office to initiate an investigation to determine if the
employee's action(s) were within the course and scope of employment and not malfeasance in
office or willful or wanton neglect of duty.

b. The City will investigate the employee's allegations that the citation is retaliatory.
c. If the employee’s actions were within the course and scope of employment and not malfeasance
in office or willful or wanton neglect of duty and there is cause to believe the citation is retaliatory,

the City will provide the employee with counsel for defense and with indemnification on any such
citation.
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21.3 Anytime an EPEA member is named as a personal defendant, or there is a high likelihood of being
named as a personal defendant, in an ongoing litigation between a third party and the City of Eugene,
the Association will inform the City when it wishes its attorney to monitor the lawsuit and which
officer(s) the Association wishes the attorney to monitor on behalf thereof.

214

a.

The City of Eugene promises that the attorneys representing it will make all effort possible to
coordinate the relevant meetings so that the attorney for the Association can be present at those
meetings.

The attorneys for the Association promise that, if the primary attorney cannot make a meeting
and it cannot be rescheduled, the law firm will make every effort possible to have an alternative
attorney present at the meeting.

In the event that the respective attorneys cannot coordinate a meeting so that an attorney for the
Association can be present and the meeting must take place at that time, the Association's
attorney will designate to the City which of the Association's members will be deemed an agent
of the law firm. The City will then indicate whether or not it will allow that person to attend as an
agent of the law firm.

The City agrees to reimburse a bargaining unit employee for reasonable, usual, and customary legal
fees charged by an attorney as a direct result of criminal charges or a criminal investigation arising
out of the employee’s performance of his or her duty as a Police Department employee, which is
within the course and scope of his or her employment with the City.

a.

The reimbursement will not be made if:

1) The employee is convicted by verdict or plea, or pleads no contest to criminal charges arising
out of the incident; or

2) The employee has sustained disciplinary charges at a level higher than written reprimand
based on his/her actions which formed the basis for the possible criminal liability, unless the
discipline is overtumed completely or reduced to a written reprimand or lower through the
grievance arbitration process.

The City shall have no obligation to reimburse the Association or counsel for the Association for
costs or Association legal fees in any instance where the employee or the Association elect to
have counsel for the Association represent the employee involved in the incident at any stage of
the criminal proceeding, including, but not limited to, any grand jury proceeding.

The City shall have no obligation to reimburse an employee, the Association, or counsel for the
Association for costs or legal fees associated with representation at pre-disciplinary proceedings
or through the grievance process.

Any reimbursement required shall be made only at the conclusion of all criminal and disciplinary
proceedings up through the conclusion of the arbitration proceedings against the employee
arising out of the incident and are subject to the following monetary maximums:

1) Legal fees related to a grand jury investigation and/or appearance: $5000.

2) Legal fees related to a grand jury or post-grand jury indictment or other charging instruments:
an additional $10,000.

To receive reimbursement under this Article, the employee must select one (1) attorney from a
list of eight (8) which has been mutually agreed upon by the Eugene Police Employees’
Association and the City Attoney. Neither party shall unreasonably oppose the inclusion of an
attorney on the list. Within sixty (60) days of the execution of this agreement, the Association
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shall submit to the City Attorney the names of the attorneys it proposes for inclusion on the list.
If the City Attorney does not object to an attorney on the list within ten (10) working days, the
attorney shall be included on the list. The names on the list shall be reviewed every six (6)
months upon the request of either party. If no attorney on the list is available to represent a
bargaining unit employee, the employee may obtain another attorney with approval of the City
Attorney'’s office.

f. Before becoming obligated under this Article, the City shall be presented with a sworn affidavit
by the attorney listing an hourly breakdown of time spent and describing briefly the purpose of
such time. If the City in its discretion feels the charges exceed reasonable, usual and customary
fees normally charged, the City may submit the bill to 2 mutually acceptable arbitrator. The
arbitrator’s determination will be final and binding for the City's obligation under this Article.

Article 22 LIFE INSURANCE

The City will provide life insurance and an accidental death and dismemberment benefit at a scheduled
amount rounded off to nearest thousand which would be two (2) times the employee's current annual
regular rate of income, to a maximum benefit of $160,000 or four (4) times for accidental death to a
maximum of $320,000. For employees age seventy (70) or over, this benefit will be reduced to sixty-five
percent (65%) of the full amount. For employees age seventy-five (75) or over, the benefit will be reduced
to forty-five percent (45%) of the full amount.

231

23.2

23.3

234

23.5

Article 23 HEALTH AND ACCIDENT INSURANCE

The City shall provide non-occupational health insurance for its eligible employees. Employees
covered by this agreement may select health insurance under either the City Health Plan [Preferred
Provider Organization (PPQO)] or the City Managed Care Plan [Point of Service (POS)]. Premiums
shall be based on differential rates for single, two-party, and family coverage. All full-time employees
and their dependents are eligible for coverage on the first of the month following the employee's date
of hire (coverage for an employee hired on the first day of the month shall be effective on the first of
the next month). This program is designed to reduce the financial hardship of employees in case of
serious injuries or illnesses. The City shall also provide a dental plan and vision care plan for
employees covered under this agreement.

Employees on both the City Health Plan (PPO) and Managed Care Plan (POS) will be required to
pay five percent (5%) of the total cost of the premium for health insurance based on a tiered rate for
single, two-party, and family. There will be a maximum cost per month of $52 for single, $98 for two-
party, and $137 for family coverage.

Part-time employees have the following two (2) options for health insurance coverage:

a. Medical/dentallvision coverage for the employee and his/her dependents, if the employee agrees
to pay a portion of the health insurance premium pro-rated based on the percentage of full-time
hours the employee is regularly scheduled to work.

b. Medical/dentallvision coverage for the employee only at the same costs as described in Articles
23.2 above.

Entry to the City insurance plans are subject to the plan documents’ eligibility and enrollment rules or
the Insurance Commissioner of the State of Oregon.

The City shall provide a City-paid Employee Assistance Program to provide individual, family, career,

and other counseling services; participation in which shall be voluntary. In addition, the employee's
participation shall be confidential. The City shall be entitted to be informed of the employee's
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236

23.7

238

23.9

participation in the program, but shall not contact any of the medical providers of the program to
ascertain information concermning the employee without the employee's written consent.

The same provider may be used by the City for a wide variety of services, including, but not limited
to, training, work group intervention, mediation, and critical incident debriefs. These work-site related
services are not part of the “Employee Assistance Program” as defined by this provision.

Employees who retire from the City shall be eligible to participate in the City's health and accident
insurance program, at their own expense, in accordance with applicable law.

The parties agree to participate in a benefits study group with other employee groups which may
make non-binding recommendations to City management and the Association on benefits design and
health insurance cost-containment proposals during the term of this agreement.

So long as an employee is permanently and totally disabled by way of a final order of the Workers'
Compensation Division, the City will pay the health insurance premiums for that employee so long as
s/he remains permanently and totally disabled. This payment shall terminate when the employee
qualifies for disability under Social Security or when the employee qualifies for Medicare, whichever
occurs first. The employee shall pay the premiums prior to the time that the permanent and total
disability determination is made but shall be reimbursed upon receipt of that determination by the
City.

The City shall provide the Association with a copy of every insurance policy covering its members.

23.10 Officers on special feams or in certain special assignments will be required to complete physical

examinations. The City will notify the Association of all special assignments which, as a condition of
the assignment, require employees to complete physical examinations. The notification will include
the type of examination and the frequency of the required examination.

23.11 The City will make a comprehensive physical examination by the City's occupational health provider

available on a voluntary basis every five (5) years, based on age, to all sworn police officers. The
purpose of the examination is to determine if the officer has any medical conditions that might affect
his/her ability to perform his/her job requirements. At age 55, the exam will be available annually.

23.12 The following provisions will be applicable to physical examinations conducted under 23.10 or 23.11

above.

a. The City's occupational health provider will have the responsibility for determining the
components of all examinations and for conducting them. Any examination or testing performed
must be job related and relevant to the classification for which the examination is being
completed.

b. All records and correspondence related to this examination shall be maintained by the attending
physician and shall not be released to any party without the employee’s consent, except as noted
below.

c. The City shall not request, nor receive, any medical information as a result of these examinations
other than whether or not the employee is fit to perform the duties related to their position or
special assignments, unless the physician determines the employee is not fit for duty. The results
of the exam shall be used for the limited purpose of determining fitness for duty exclusively.

d. Ifthe physician determines an employee is unfit for duty, the City will be given only the information
necessary to make appropriate business decisions, such as the nature of the illness or injury, the
recommended follow-up, and the restrictions or limitation placed on the employee. Generally,
employees will be referred to their treating physician for continued assessment and treatment. If
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the City requests information beyond the specific fitness evaluation findings, the amount of
information to be released shall be determined by the physician based upon his/her diagnosis.

If the employee files a workers’ compensation claim, the information from the physicals would be
subject to Oregon Workers’ Compensation or other applicable statutory confidentiality and
release requirements.

All examinations by the City's occupational health provider and related laboratory costs shall be
borne in full by the City. The employee will not be responsible for these costs.

23.13 The parties’ contract defines health insurance benefits for all EPEA-represented employees. EPEA
and the City mutually agree to change the health insurance benefits to provide for default health plan
enrollment as described below:

For new employees, if the employee does not submit a health plan enroliment form to the Benefits
Program within 60 days of hire, the Benefits Program will automatically enroll the employee in
employee only coverage in the City's Default Health Plan and will notify the employee of the
automatic default enroliment and required payroll deduction. This does not apply to employees
who opt out of health plan coverage by submitting the required form to the Benefits Program
within 60 days of hire.

The employee will have an additional two calendar weeks immediately following their 60 day
initial enroliment period to enroll eligible dependents in the Default Health Plan.

The City Health Plan (PPO) will be the City of Eugene's Default Health Plan. Employees enrolled
in the City Health Plan through default enrollment will be required to pay the standard payroll
deduction required in the contract for their enrollment tier (single, two-party, family).

Employees will not be able to change from the Default Health Plan until the next Open Enroliment
or mid-year qualifying event enroliment, as provided for in the Plan Document.

Coverage will be effective retroactive to the first of the month after the employee’s date of hire,
the same as if they had enrolled during their initial enrollment period.

Payroll deductions will be retroactive to the date they would normally have been effective if the
employee had enrolled during their initial enroliment period.

The employee will still maintain all rights with respect to mid-year enroliment as outlined in the
Health Plan Document.

The benefits plans will be amended to implement default enrollment retroactive to July 1, 2011,
and will apply to all employees hired on or after that date.

23.14 See Appendix B for a list of medical, dental and vision care benefits during the term of this agreement.
Co-payments, deductibles, and out of pocket maximums are increased during the term of this
agreement and those increases are highlighted in Appendix B.
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242

243

244

Article 24 RETIREMENT

The City shall participate in the Oregon Public Employees Retirement System (PERS) and the
Oregon Public Service Retirement Plan (OPSRP), as applicable to employees cavered by this
Agreement. Any changes in the public employee retirement plans which are enacted during the life
of this Agreement by statute or administrative rule will apply to employees covered by this Agreement.

As of the date that an employee becomes eligible for contributions to the PERS or OPSRP Individual
Account Program (IAP), the City agrees to pay six percent (6%) of each eligible employee’s salary,
as defined by the ORS as the employee’s contribution to the employee's IAP account.

Employees who defer at least one percent (1%) of their base salary to the City's Deferred
Compensation Plan each pay period will receive an Employer contribution of three percent (3%) of
the employees’ base salary for the pay period to the employee’s pre-tax deferred compensation
account.

Eligible employees may enroll in the Deferred Compensation Program at any time.

Article 25 LONG-TERM DISABILITY INSURANCE

During the life of this agreement, the City will provide a long-term disability benefit for bargaining unit
members disabled due to off-or on-the-job injury or illness. The long-term disability benefit will insure sixty-
six percent (66%) of the employee's base salary at the time of disability (up to $6,000 per month). Benefits
for eligible employees will begin ninety (90) days from the date of disability, as determined by the insurance
company. If an employee becomes eligible for long-term disability, the employee shall not be terminated
until one (1) year has elapsed from the date of disability. Employees eligible for long-term disability will be
on leave from the City without pay unless receiving paid leave as provided in this contract.

26.1

26.2

26.3

Article 26 WORKERS' COMPENSATION

Employees who sustain an injury or illness compensable under the State of Oregon Waorkers'
Compensation law and who are eligible for workers’ compensation temporary disability (time loss)
benefits, will receive wage continuation in lieu of temporary disability benefits, which will ensure the
employee’s normal take-home pay (not including overtime) for a period of one hundred eighty (180)
calendar days following the date the claim becomes disabling. If an employee is to be off work
beyond one hundred eighty (180) days as a result of a work-related injury or illness, an employee
may use accrued sick leave, vacation, holiday and/or compensatory time may be applied to
supplement the employee's worker's compensation benefits up to the level of his/fher normal take-
home pay until such leave is exhausted. Each employee will be insured under the provisions of the
Oregon State Worker's Compensation Act. Medical progress reports may be required prior to
approval of such payments.

In the event an employee has exhausted all sick leave and personal time off, the City agrees to pay
this wage supplement for sworn employees, or those non-sworn employees with five (5) or more
years of service, until such time as three hundred sixty (360) days have elapsed from the date s/he
is unable to perform his/her regular work duties. In no case shall the wage supplement extend beyond
three hundred sixty (360) calendar days from the date the claim becomes disabling.

To seek treatment for an injury or condition covered by workers’ compensation, employees should
schedule medical treatment during off-duty hours whenever possible. Employees must get prior
approval from their supervisor for medical appointments during work hours. Approval will not be
unreasonably denied.
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27.2

273

274

275

27.6

217

Article 27 SICK LEAVE

To reduce the financial burden of time off due to non-occupational ilinesses and injuries, employees
shall accrue sick leave at the rate of one hundred two (102) hours per year dispersed in twenty-six
(26) equal bi-weekly payroll periods. The amount of leave accrual will be pro-rated in any pay period
where the employee takes leave without pay. Part-time employees with a regular work schedule will
code sick leave hours according to the scheduled hours to be worked that day. There shall be a limit
of one thousand two hundred (1,200) hours on the amount of sick leave time that can be accrued.
Accrued sick leave may not be used until the completion of the pay period in which it is earmed, unless
otherwise allowed under provisions of the Oregon Sick Time law.

Sick leave shall be used for personal ilinesses, injuries, and medical appointments. Employees may
also use sick leave in compliance with the Oregon Sick Time law, the Family and Medical Leave Act
(FMLA), and/or the Oregon Family Leave Act (OFLA). It shall be used in conjunction with Workers'
Compensation consistent with Article 26, Long-Term Disability Insurance. Employees must obtain
prior approval from their supervisor for medical appointments during work hours. Whenever possible,
appointments should be scheduled outside work hours. Unused sick leave shall not be compensated
upon termination except as indicated in Article 27.9 below.

Employees may also use up to three (3) days of sick leave per occurrence because of a serious
illness of a family member that does not qualify for Oregon Sick Time, FMLA, or OFLA leave where
the employee's presence is necessary for the care of the family member. For purpases of this Article,
"family member" is defined as the employee's spouse, child, parent or parent-in-law, dependents,
and/or other individuals living in the same household. “Family member” also includes domestic
partner and the equivalent family relations for employees who are in a qualifying domestic partner
relationship pursuant to the City policy on health insurance coverage. Exceptions to the three-day
limit on use of sick leave may be approved by the City.

An employee requesting time off due to a non-occupational iliness or injury or medical appointment
must charge the time to his/her sick leave accrual. If an employee has no sick leave or Oregon Sick
Time accrued, s/he will be placed on leave without pay unless an exception is granted by the City.
Exceptions will be granted for chronic, long-term, or catastrophic illnesses only. If an exception is
granted, the employee may use other available accruals for sick leave purposes.

Employees who qualify under the City’'s Leave Donation Program may receive time donations in
catastrophic circumstances.

The City may request a doctor's verification of an employee's condition of health. For time off
qualifying as Oregon Sick Time, verification of iliness by a doctor's certificate may be requested only
after the employee has been absent for three (3) consecutive scheduled work shifts. When
requested, the employee must provide a medical release to return to work and/or verification
satisfactory to the City's physician. A doctor's verification of iliness may be required by the City in
cases of frequent use of sick leave or when the pattern of sick leave usage indicates potential abuse
of sick leave privileges. Normal expenses, if any, resulting from verification of illness, not to exceed
the usual and customary charges for a doctor's visit, will be the responsibility of the employee.
Expenditures in excess of the usual and customary charges for a visit will be paid by the City,
providing the employee informed his/her supervisor and received approval for the excess costs prior
to incurrence of such liability. The City will not be liable for any expenses resulting from a doctor's
verification if the employee has abused the sick leave benefit.

Verification by an independent medical examination (IME) may also be required in any circumstance
in which the City reasonably judges the employee's health status fo constitute an obstacle to
performing his/her full range of duties without limitations. When the City requires an examination
under this provision, the City shall be responsible for the costs of the examination. In the event the
City decides to require an employee to participate in an independent medical examination, the
employee shall be informed of the decision in writing. Such written notice shall include a statement
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27.8

279

of the reason(s) for the decision and shall be given in a timely manner. The employee shall cooperate
with the City in scheduling and completing the IME. In the event the employee's personal treating
physician desires to have information from the independent medical examiner to be utilized in the
treatment of the employee, the City will make reasonable efforts to have the information provided to
the treating physician.

Employees will be awarded an annual Be Well day. The Be Well day is accumulated annually on a
calendar year basis. Full or part-time employees will receive the day on a prorated basis reflected
by FTE. At the end of each calendar year, employees who have not used the annual Be Well day
will receive the equivalent current FTE value contribution to their Deferred Compensation account.
To receive this alternative benefit, employees must be Deferred Compensation participants.

Retiring employees shall receive credit for unused sick leave for the purpose of calculation of final
average salary for PERS retirement benefits as provided in the ORS and Oregon administrative rules
governing PERS.

27.10 The following standards apply for requesting time off and documentation of time off for sick leave:

281

282

28.3

284

a. Supervisors must be notified as soon as possible before, or at the beginning of, the scheduled
shift when an employee needs to use sick leave, unless the supervisor gives different directions
or the employee has made a concerted effort to contact the supervisor and has been unable to
do so. The employee shall be expected to provide such notice personally.

b. Supervisors have the right to inquire of employees the nature of an iliness for any work related
reason (e.g., projected length of time off and ability to perform duties), but should avoid asking
specifics of an illness. Employees should not be required to specify their illness on their requests
for time off, ime sheets, or any other documentation.

c. Employees must specify on their request for time off whether the sick leave use is for themselves
or a family member. Also, employees should indicate if it is parental leave time.

d. All records related to employees’ ilinesses or any medical information should be kept separate
from other personnel records.

e. Supervisors have the right to verify sick leave use both for employees and for employees' family
members if they suspect abuse or there is excessive use of sick leave.

Article 28 COMPASSIONATE LEAVE

In the event of a death in the immediate family, employees shall be granted compassionate leave of
up to five (5) working days, or the forty (40) hour equivalent, as warranted by the circumstances to
make funeral arrangements and attend the funeral. Compassionate leave should normally be taken
within two (2) weeks of the death. Employees also are entitled to protected bereavement leave as
provided for by OFLA. Compassionate leave shall run concurrently with OFLA.

For purposes of this Article, immediate family is defined as spouse, domestic partner, parent, child,
sister, brother, father-in-law, mother-in-law, brother-in-law, sister-in-law, son-in-law, daughter-in-law,
grandchild, grandparent, grandparent-in-law, foster parent or legal guardian, or any person living in
the affected employee's household and the equivalent famiiy relations for employees who are in a
qualifying domestic partner relationship as defined by City policy on health insurance coverage.

The Chief or his/her designee may grant exceptions to the limitations defined above in 28.1 and 28.2
based on the situation.

Compassionate leave shall not be charged to sick leave accumulation.
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Employees may be granted compassionate leave with pay of up to four (4) hours to attend the funeral
of a coworker. Employees may also be granted leave with pay of up to four (4) hours for other
funerals if the employee is serving as a pallbearer.

Vacation, compensatory time, or holiday time may be used to supplement compassionate leave with
the supervisor's approval. In some circumstances, the use of sick leave in conjunction with
compassionate leave may be appropriate.

Article 29 MILITARY LEAVE

Annual Training Leave: An employee who is a member of the National Guard or a reserve component
of the Armed Forces of the United States is entitled fo leave not to exceed fifteen (15) work days in
any training year for annual active duty training in accordance with Oregon Revised Statute 408.250.
The training year coincides with the federal fiscal year. Employees are expected to inform the City
of the dates of the training year after their unit fixes those dates and provides them to the employee.
Such leave shall be granted without loss of pay or other leave and without impairment of other rights
or benefits to which s/he is entitied, providing the employee receives bona fide orders to active
training duty for a temporary period, provides such orders to the City, and returns to his/her position
within legally defined time frames. Employees may, but are not required to use accrued personal
time to cover weekend military training leave. Employees may use accrued personal time to cover
additional National Guard or reserve training leave in accordance with the provisions of Article 11,
Seniority. If the employee is denied personal time off, leave without pay shall be allowed in
accordance with State and Federal laws for reserve military training of any length of time including
weekends.

Military Leave While on Active Duty: Employees called up for active duty in one of the uniformed
services of the United States military will be granted leave without pay in accordance with applicable
state and federal laws.

Article 30 WITNESS OR JURY DUTY

An employee shall receive his/her regular salary for any period of required service as a juror or
witness. All moneys received for such services shall be surrendered to the City. Employees shall
report for work when less than a normal work day is required by such duties.

When reasonable, an employee on jury duty will be administratively reassigned to day shift for the
extent of such jury duty. The decision regarding a change in shifts will be dependent on the jury duty
requirements and duration.

Article 31 LEAVE WITHOUT PAY
A regular employee may take leave without pay of up to one (1) year if approved by the City. Leave
without pay of a longer duration may be approved by the City in special circumstances. The

employee's request and the City's response shall be in writing.

Employees will be granted family medical leave and parental leave in accordance with State and
Federal law.

Employees on authorized voluntary leaves without pay for one (1) calendar month or more will not

be eligible for any insurance benefits provided under the terms of this Agreement, except as required
by the Family Medical Leave Act (FMLA).
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Except for military leave, workers’ compensation leave, or qualified family medical leave (FMLA),
employees who voluntarily take a leave without pay of one (1) month or more will have their credited
years of service, merit review, probationary end date and seniority date adjusted to reflect a deduction
of the time of the leave without pay. Exceptions may also be granted for chronic, long-term, or
catastrophic illnesses which result in the employee exhausting all accrued leave time.

Employees who work intermittent hours during a leave without pay (e.g., court time) will be paid as
hourly employees and will continue to be ineligible for accruals or benefits.
Article 32 MILEAGE RATE AND TRAVEL EXPENSES

Employees covered by this contract shall be reimbursed according to applicable City policies covering
mileage and travel expenses, except as provided in Article 32.2 below. The City compensation rate
for mileage reimbursement shall be that rate established by the Federal Internal Revenue Service.
The mileage compensation rate may fluctuate up or down to remain consistent with rate changes
established by the Federal Internal Revenue Service. The City will post such current policies on
bulletin boards available to Association members and shall provide a copy to the Association. The
employee may choose alternative travel and subsistence benefits available from another agency.

Employees who have to make one (1) day trip outside the Eugene area will be reimbursed for their
lunch expense based upon receipts, within the City's policy limits.

Article 33 WORK EQUIPMENT REIMBURSEMENT
The City shall reimburse employees for personal property stolen, damaged, lost, or destroyed as a
result of the employee's performance of his/her duties. However, reimbursement may not be granted
if the employee's negligence or wrongful conduct was a substantial contributing factor for the theft,
damage, loss, or destruction. The final decision whether to reimburse for repair or whether to replace
the item shall remain with the City.
Only those personal items that have a direct use or application in the employee's performance for
assigned job duties will be considered for reimbursement under this Article. The reimbursement
schedule may be revised from time to time by mutual agreement between the parties.

Each employee shall receive reimbursement for certain items at the lower of replacement costs or
scheduled amount:

a. Clothing: $125 maximum each item or $325 for all clothing;

b. Footwear: $150;

¢. Binoculars: $100;

d. Wristwatches: $125;

e. Briefcases: $75;

f. Glasses or contact lenses: $350 (if not covered by Workers' Compensation);
g. Miscellaneous items not listed: $125.

The Department shall issue firearms, handcuffs, protective vests, flashlights, and department
approved duty gear appropriate to the employee’s regular assignment.
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Article 34 CLOTHING ALLOWANCE

Forensic Analysts, Forensic Technicians and all sworn personnel in regular plainclothes assignments are
eligible for clothing allowance. The annual clothing allowance for eligible employees shall be $800 per
year, payable each pay period, effective the beginning of the pay period closest to the effective date of the
transfer to a qualifying assignment.
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Article 35 GRIEVANCE PROCEDURE

A grievance, for the purpose of this agreement, is defined as a dispute regarding the meaning or
interpretation of a particular clause of this agreement or regarding an alleged violation of this
agreement.

Grievances which involve multiple grievants working in different work units or grievances by a
discharged employee shall commence at Step 3. Grievances of any discharge, demotion, suspension
without pay, or reduction in pay for disciplinary reasons shall commence at Step 3 of the grievance
process. All other grievances shall commence at Step 1, unless the parties mutually agree to start at
a higher step.

Step 1: The aggrieved employee and/or the Association representative shall first attempt to informally
resolve the issue with the employee’s immediate supervisor within fifteen (15) business days from
the occurrence thereof, or of the employee's knowledge thereof.

Step 2: In the event such attempt is unsuccessful, the employee and/or the Association
representative shall submit within this 15 business day time period written notice to the Lieutenant or
Section Manager and a copy to the Association, including:

a. A statement of the grievance and relevant facts;
b. The specific provision(s) of the contract violated; and
c. The remedy sought.

The Lieutenant or Section Manager shall respond to the employee in writing within ten (10) business
days of receiving the employee’s written notice, with a copy to the Association.

Step 3: If, after receiving the Lieutenant or Section Manager's written reply, the grievance remains
unadjusted, the grievance may be submitted within ten (10) business days to the Division Manager
or his/her designee who shall have the authority to completely and fully resolve the grievance. The
Division Manager or his/her designee may meet with the employee's immediate supervisor and the
aggrieved party, who may request an Association representative at the meeting. The Division
Manager shall respond to the grievance in writing within ten (10) business days of receipt of the
grievance, with a copy to the Association.

Step 4: If, after receiving the Division Manager's written reply, the grievance remains unadjusted, the
grievance may be submitted within ten (10) business days to the Chief. The Chief or his/her designee
who shall have the authority to completely and fully resolve the grievance may meet with the
aggrieved party, Association representatives, and the Human Resource Manager or his/her
designee, and shall respond to the grievance in writing within fifteen (15) business days of receiving
the grievance, with a copy to the Association.

Step 5: If, after receiving the Chief's written reply, the grievance remains unadjusted, it may be
submitted by mutual agreement to mediation (if the parties agree to mediation, the timelines will be
temporarily waived and submission for future arbitration is in no way hindered by this process, unless
the grievance is resolved in mediation) or, if no mutual agreement, it may be submitted by the
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Assaociation, within thirty (30) business days of the Chief's response to an arbitrator in the following
manner:

a. The parties will negotiate a mutual statement stipulating the issue to be submitted to arbitration.

b. A list of five (5) arbitrators from the State Mediation and Conciliation Service (SMCS) shall be
requested and the parties shall alternately strike one (1) name from the list until only one (1) is
left. The order of striking shall be determined by lot.

¢. The arbitrator shall render a decision within thirty (30) days. The powers of the arbitrator shall
be limited fo interpreting this agreement and determining if it has been violated. S/he shall have
no authority to alter, modify, vacate, or amend any terms of this agreement, to substitute his/her
judgment for that of the City in any instance where the City is exercising its operational
prerogatives under this agreement, or to decide on any condition which is not specifically treated
in this agreement. The decision of the arbitrator shall be binding on both parties. Neither of the
parties shall submit any new factual information or evidence in arbitration that was not presented
previously to the other party within two (2) weeks of the date of the arbitration hearing. If prior to
the arbitration hearing either of the parties discovers new evidence not previously disciosed, the
parties shall reconvene at the third step of this procedure. This meeting shall not result in delay
of the arbitration hearing unless mutually stipulated.

d. Each grievance will be submitted at a separately convened arbitration hearing unless the parties
agree mutually to submit more than one grievance at the same arbitration hearing. The costs of
the impartial arbitrator, court reporter, or stenographer if requested by the arbifrator and the
transcript of the hearing furnished to the arbitrator shall be paid by the losing party who shall be
designated by the arbitrator. Each party shall be responsible for all costs of presenting their
position to the arbitrator. All meetings and hearings under this procedure shall be kept informal
and private, and shall include only such parties in interest and/or designated representatives as
referred to in this Article. All information relative to the grievance and resolutions accomplished
via the procedure shall be considered exempt from public disclosure in an effort to assure
confidentiality to the employees.

e. The arbitrator, in weighing questions of discipline or discharge for cause, may review whether
such actions were decided by the Department reasonably consistent with City and departmental
guidelines on disciplinary matters. This provision is not intended to restrict the authority of the
City or Department to establish or modify rules and regulations for the conduct of employee
discipline, nor is it intended to deny the City or Department the right to vary from established
procedures where the particular circumstances of a case reasonably require variance.

35.9 Any or all time limits specified in the grievance procedure may be waived by mutual consent of the
parties. Failure to submit the grievance in accordance with these time limits without such waiver shall
constitute abandonment of the grievance. Failure by the City to submit a reply within the specified
time will advance the grievance to the next step in the grievance procedure. A grievance may be
terminated at any time upon receipt of a signed statement from the Association or the employee that
the matter has been resolved.

35.10 As used in this Article, business days are defined as Monday through Friday.

35.11 An employee may decide to accept a City offer of settlement of a grievance at any time; however, a
grievance settlement without Assaociation concurrence does not constitute a contractual precedent.
Upon the request of the aggrieved employee, an Association representative will be allowed to be
present when such agreements are being finalized between the City and the employee,

35.12 If the grievance concerns a matter which is received or reviewed by the Police Auditor and/or Civilian

Review Board, the City shall include as part of discovery all copies of the complaint, and
documentation created by the Police Auditor or Civilian Review Board concerning the substance of
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the complaint, and any correspondence between the Police Auditor, Civilian Review Board, any other
City employee or official and the complainant regarding the substance of the complaint.

Article 36 DISCIPLINE AND DISCHARGE

No employee who has completed the initial probationary period, as defined in Article 12 of this
agreement, shall be subject to discipline or discharge without just cause.

a. For the purposes of this Article, Discipline shall be defined as including only Oral Reprimand,
Written Reprimand, Suspension, Demotion, Salary Sanction, and Termination.

b. Other forms of communication between a supervisor and employee to provide direction and
guidance regarding policies and procedures, such as coaching and document counseling does
not constitute discipline.

If the City determines there is just cause for demotion, suspension or discharge, the City shall provide
the employee with written notice of the proposed disciplinary action, the grounds for such action, and
of the right to respond both orally and in writing to the person initiating such action prior to
implementing the proposed action. Such written notice shall be provided to the employee at least
seven (7) calendar days prior to the proposed effective date of the action.

Upon the request of the employee, the City shall allow the employee an opportunity to consult with
an Association representative or have an Association representative present as a witness during
interviews or other disciplinary meetings with management representatives. The employee will be
afforded an opportunity to consult with a representative before the interview takes place. However,
this opportunity for representation shall not unduly delay such interviews or meetings. This section
shall not apply to any interview or meeting with an employee in the normal course of duty, counseling,
instruction, or other routine contact with a supervisor.

Articles 36.2 and 36.3 above shall not apply to an investigation concemed solely and directly with
alleged criminal activities.

The parties acknowledge that they have negotiated to their mutual satisfaction changes in the
Department policies for intemnal investigations into allegations of possible misconduct and
investigations into the use of force. Violations of the internal investigations procedure and Police
Auditor and/or Civilian Review Board protocols that directly affect the terms or conditions of an
employee’s employment for allegations shall be grievable, as defined in Article 35 of this agreement.

The City auditor shall not review any file, nor make any suggestions regarding potential employee
discipline until all appeals of such discipline have occurred. The City shall provide a copy of all auditor
reports to the Association within one (1) week of receipt.

A copy of any notice of discipline to a bargaining unit member shall be provided to the Association
President, or his/her designee, within seven (7) days of the notice. The City shall also provide copies
of any investigation involving a bargaining unit member upon written request of the Association
President, or his/her designee. If the Association has not been involved in the investigation or
disciplinary proceedings, the City must receive a release from the employee prior to sending
documents to the Association.

Any discipline which is subjected to the grievance procedure by the Association, and which is
ultimately modified or overturned by an arbitrator, shall be purged from all employees' personnel files
or replaced in such files by a modified discipline.

Employees normally will be provided with seventy two (72) hours’ notice of an investigatory interview.

If the Chief of Police determines that the nature of an investigation requires than an employee be
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interviewed with less than 72 hours' notice, the Department will provide the employee with at least
twenty four (24) hours' notice of the investigatory interview and will provide EPEA with the rationale
for the decision.

Investigations will be concluded within sixty (60) days of intake unless EPEA is notified and provided
with the rationale for an investigation continuing for longer than sixty (60) days. The final adjudication
of all cases except community impact cases will take places within fourteen (14) days of the
conclusion of the investigation. In community impact cases that are reviewed by the Civilian Review
Board, the preliminary adjudication will take place within fourteen (14) days of the conclusion of the
investigation, and the Civilian Review Board will complete its review and take action within thirty (30)
days of the date of the preliminary adjudication. If the Civilian Review Board returns the case to the
Chief for further investigation, the final adjudication will take place within thirty (30) days of the action
of the Civilian Review Board.

36.10 Employees will be notified of the outcome of an investigation within five (5) days of the final
adjudication.

36.11 The parties agrees to the following with regard to the mediation program implemented by the Police
Auditor:

a. The Padlice Auditor will develop a list of qualified mediators for selection in the mediation process.
The list will be provided to EPEA and any involved employee. EPEA will be provided an updated
list at any time the list is changed.

b. The list of mediators will be reviewed annually by EPEA and the Police Auditor to determine
whether the mediator panel is appropriate.

c. Employees will be permitted to object to the selection of a particular mediator for cause and the
Police Auditor will utilize a different mediator from the list.

d. Refusal to enter into mediation will not result in any negative employment action being taken
against the employee.

e. EPEA may raise issues or concemns about particular mediators at any time. The Police auditor
will meet with EPEA representatives to determine an appropriate course of action regarding the
use of the particular mediator.

f. Employees who agree to enter into mediation will be required to cooperate and participate during
the mediation. If the employee fails to participate and adhere to the guidelines established by
the mediator, the mediation will be suspended and the complaint will be retumed to the Police
Auditor for further action.

g. Statements made by the employee during mediation cannot serve as the basis for any additional
allegations of misconduct against the officer and may not serve as the basis for discipline.

h. Mediation will be considered confidential and the mediator will only report whether mediation
occurred, the parties cooperated, and a resolution was reached.

i. Participation in mediation will be limited to the complainant, the affected employee, and the
mediator. If the mediator determines that the presence of another person is necessary, for
instance an interpreter, the mediator will notify the Police Auditor and the affected employee of
the need for an additional person to be present. An employee has the option to withdraw from
the mediation if they object to the presence of any additional persons in the process. If an
employee withdraws, the complaint will be returned to the Police Auditor for further action.
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j. Ifthe employee arrives and is willing to participate in mediation and the complainant fails to attend
without good cause, the employee will be considered to have participated, and mediation will be
deemed to be concluded.

Article 37 PERSONNEL RECORDS

The City shall establish and maintain individual records relative to each employee, including
selection, hiring, performance, discipline, evaluation, transfer, promotion, salary change, separation,
and other matters relative to the status of the employee. Such'records shall'be collectively referred
to as the personnel file. Divisions or Sections may also create and maintain employee files, which
may contain duplicates of items in the City personnel file and any other information concerning the
employee that would assist the supervisor in monitoring employee performance and in completing
the employee's annual evaluation.

Personnel files of all employees shall be considered confidential in accordance with Oregon's Public
Records law. Access to the Personnel files shall be limited to authorized supervisory and
management employees and those clerical employees responsible for maintaining the files.
Personnel files shall be available for inspection by an employee upon request. An employee may,
by written authorization, grant an Association representative the right to inspect the employee's
personnel files. The employee or authorized representative may receive copies of documents. A
charge may be assessed for providing such copies, consistent with City policy. Nothing in this
agreement shall be construed as a waiver of the Association's right to information to which it is entitled
under the Public Employees Collective Bargaining Act (PECBA).

No information that reflects critically upon an employee shall be placed in an employee's City
personnel file that has not been reviewed and signed by the employee. The employee's signature
confirms only that the supervisor has discussed with, and given a copy of the material to, the
employee, and does not indicate agreement or disagreement. All documents placed in the personnel
file shall be dated. The employee shall have the right to attach a statement of rebuttal to any
information placed in the personnel file.

Coaching, Counselings, and Oral Reprimands shall be deemed stale after one (1) year from the date
of the incident in question and will be removed from the employee’s personnel file at the request of
the Association or the employee unless the employee receives subsequent discipline of a like nature
within that time period. However, exceptions may be made when justified by a clear pattern of
disciplinary action.

Written reprimands shall be deemed stale after two (2) years from the incident in question and will be
removed from the employee's personnel file at the request of the Association or the employee unless
the employee receives subsequent discipline of a like nature within that time period. However,
exceptions may be made when justified by a clear pattem of disciplinary action

A suspension without pay shall be deemed to be stale after five (5) years from the incident in question
unless the employee receives subsequent discipline of a like nature within that time period. However,
exceptions may be made when justified by a clear pattern of disciplinary action. A suspension may
be removed from the employee's personnel file by mutual written consent of the Police Chief and the
affected employee or the Association with the employee’s concurrence.

No documentation related to unfounded or insufficient evidence complaints will be maintained in an
employee’s personnel file, used in reviews for promotions, referred to in written performance
evaluations, nor relied upon as a basis for discipline or future disciplines.

No documentation created by the Police Auditor or the Civilian Review Board may be maintained in
the employee’s official personnel file.
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The City will not release the contents of the database to outside parties except as required by
law.

37.9 The City will document all contacts, including inquiries, complaints and commendations in a log or
database by Internal Affairs and the Police Auditor. This database may be shared only by and among
Internal Affairs, the Police Auditor, City staff, the City attorneys, and management consultants, or as
required by law.

37.10 The City, upon the receipt of a valid public information request which asks for the release of an
Internal Affairs investigation, will notify the employee of the request. The employee may consent to
the immediate release of the information. If an employee does not consent, the City's attorney will
make a decision whether the requested information must be released.

37.11 Documents removed from the employee's personnel file as referenced in Article 37 will be retained
by the City in a separate file and may be used by the City or Association in arbitration, administrative,
and/or court proceedings. In accordance with ORS 243.698, during the term of this Agreement, the
City may propose to change the policy related to removing from the employee’s personnel file
disciplinary documents and investigatory materials leading to disciplinary action.

Article 38 PROMOTIONS

38.1 Employee rights regarding promotional processes:

a.

An employee, upon inquiring, shall have the right to be informed of the specific criteria that will
be used for selection, including the areas of knowledge and the skills that will be tested. The City
will provide the information in a timely manner.

An employee, who participates in a promotional process but is not a successful candidate for
promotion, shall have the right, upon request, to feedback on his/her performance in the selection
process. The employee may request the feedback be either oral or in written form.

An employee who is not successful in a selection process, upon providing a written statement of
reasons for believing the process to have been flawed, may file a complaint under the City's
formal complaint procedure (see the Employee Handbook). This provision shall not apply to
employees who voluntarily withdraw from the process prior to its conclusion. The employee shall
exhaust the complaint procedure before resorting to any external process which may be
available.

If the City uses an assessment center, the City will insure that only trained assessors are utilized
in the assessment center. Questions relating to technical exercises will not be assessed for
technical dimensions by non-technical persons.

When an internal promotional process is completed for any position in the bargaining unit, the
City will notify all candidates of their score and, if applicable, their rank on the eligibility list for the
position. The City will promote employees from an eligibility list in rank order unless the City can
reasonably demonstrate a specific business reason for promoting out of order.

In bargaining unit promotional processes opened for outside applicants, if all qualifications are
basically equal, internal applicants will be given preference over outside applicants.

Article 39 PARKING

The City will provide free parking to all bargaining unit members at their regularly assigned stations.
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Article 40 USE OF ALCOHOL AND DRUGS

Statement of Principle: The City and the Association jointly recognize that the use of drugs and
alcohol, whether on or off the job which adversely affects job performance, may constitute a serious
threat to the health and safety of the public, to the safety of the fellow officers, and to efficient
operation of the Department.

Definitions:

a. Drugs and Alcohol: For the purposes of this Agreement, drugs and alcohol will be defined as
alcohol and controlled substances as defined by the Federal Controlled Substance Act (21 U.S.C.
#812), excluding any substance lawfully prescribed for the employee's use. Marijuana is defined
as a drug for the purpose of this Agreement, regardless of whether or not the marijuana was
distributed for medical purposes.

b. Drug and Alcohol Test: The compulsory production and submission of urine, breath or blood by
an employee in accordance with procedures contained herein for chemical analysis to detect
prohibited drug and/or alcohol use.

c. Reasonable Suspicion: Reasonable suspicion shall be defined for the purposes of this Article as
defined by Oregon law.

d. Under the Influence:

1) An individual is considered to be "under the influence of intoxicants™ when the individual's
blood alcohol content exceeds .03% and for the purposes of this Article a test result with a
blood alcohol content exceeding .03% is considered a positive test.

2} An individual is considered to be "under the influence of a controlled substance” when a
detectable amount of a controlled substance is found in the individual's body.

Prohibited Conduct: Except as authorized by Department palicy for job-related reasons, the following
conduct is strictly prohibited and employees engaged in the prohibited conduct described below will
be subject to discipline, which may include discharge.

a. The unlawful buying, selling, transportation, possession, providing or use of any controlled
substances as defined in 40.2.

b. Except as a necessary part of an official assignment, consuming intoxicants while on duty or in
uniform. Employees must have their supervisor's authorization o do so.

c. Reporting for normally assigned work with any of the following:
1) any amount of alcohol exceeding .03% blood alcohol content in the body; or
2) when an employee has a detectible amount of any controlled substance found in the
employee’s body (but excluding any substance lawfully prescribed for the employee's use if
used in accordance with Article 40.10.

d. In the event that the City wishes to call out an employee to perform additional duties and the
employee has consumed intoxicants, the employee will nofify his or her supervisor as to the
amount of infoxicants the employee has consumed, and the City will decide whether the
employee will be called out to perform additional duties.

e. Failure to report use of prescribed medication, controlled substance, and/or over-the-counter
drugs as prescribed in Articles 40.10 and 40.11.
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f. Failure to notify hisfher supervisor if a controlled substance is ingested unintentionally or if the
employee is made to ingest a controlled substance so that appropriate medical steps may be
taken to ensure the employee's health and safety.

Preconditions to Drug Testing: Before any employee may be tested for controlled substances, the
City shall select a NIDA certified laboratory or laboratories that is licsensed under the provisions of
ORS 438.010 to 438.510 and can demonstrate experience and capability of quality control,
documentation, chain of custody, technical expertise, and demonstrated proficiency in urine and
blood analysis.

Grounds for Testing:
a. Random testing of any kind is prohibited.

b. Employees may be required to submit to drug or alcohol testing if reasonable suspicion exists
that there is a violation of this Article.

c. The City may test for those drugs for which it has reasonable suspicion that an employee may
have consumed.

Testing Mechanisms: Testing mechanisms used for any test for alcohol or controlled substances
performed on members of the Association may include standard field impairment tests, breath alcohol
test, and/or standard laboratory blood and/or urine analysis tests.

Procedure to be Used When the Urine Sample is Given: The following procedure shall be used
whenever an employee is requested to give a urine sample:

a. Prior to testing, the employee will be required to list all prescribed medications, controlled
substances, and/or over-the-counter medications currently being used. A form for this purpose
will be supplied by the City. Prescribed medications or controlled substances listed must be
substantiated by written communication from the attending physician.

b. The test shall be administered in such a matter as to protect the authenticity and reliability of the
sample and the privacy of the individual.

c. Immediately after the sample is given, it will be divided into two (2) equal parts. Each of the two
(2) portions of the sample will be separately sealed, labeled, and stored in a secure and
refrigerated atmosphere. One (1) of the samples will then be sent or delivered to the City's
designated testing laboratory. The other sample will be held for the employee until the employee
either instructs that it be sent to their designated lab or destroyed.

d. The sample will first be tested using the screening procedure set forth in 40.4 of this Article.

e. Ifthe test is positive for the presence of any intoxicants or controlled substances, the employee
will be notified of the positive results within twenty-four (24) hours after the City learns of the
results, and will be provided with copies of all documents pertinent to the test sent to or from the
City by the laboratory. The employee will then have the option, at his or her own expense, of
having the untested sample submitted to a laboratory of the employee's own choosing which
meets the standards specified in 40.4 of this Article.

f. Each step in the collection and processing of the urine specimens shall be documented to
establish procedural integrity and a chain of custody.

Procedure to be Used When the Blood Sample is Given: The following procedure shall be used
whenever an employee is requested to give a blood sample:
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a. The employee will be transparted as soon as possible to the contracted City physician's office
during normal business hours or to a local hospital during non-business hours to have the blood
drawn. The test shall be given in such a manner as to protect the authenticity and reliability of
the sample and the privacy of the individual.

b. Immediately after the sample has been drawn, it will be divided into two (2) equal parts. Each of
the two (2) portions of the sample will be separately sealed, labeled, and stored in a secure and
refrigerated atmosphere. One (1) of the samples will then be sent or delivered to the City's
designated testing laboratory. The other portion will be held for the employee until the employee
either instructs that it be sent to their designated lab or destroyed.

c. If the test is positive for the presence of alcohol, the employee will be notified of the positive
results within twenty-four (24) hours after the City learns of the results and will be provided with
copies of all documents pertinent to the test sent to or from the City by the laboratory. The
employee will then have the option, at his or her own expense, of having the untested sample
submitted to a laboratory of the employee's own choosing which meets the standards specified
in 40.4 of this Article.

d. Each step in the collection and processing of the blood specimens shall be documented to
establish procedural integrity and chain of custody.

40.9 Consequences of Positive Test Results:

a. Anemployee who has tested positive for the presence of intoxicants and/or controlled substances
pursuant to this Article may be referred to the Employee Assistance Program or drug and alcohol
counseling. An employee's participation in the Employee Assistance Program or in drug or
alcohol counseling will be considered in determining what, if any, disciplinary action may be
taken.

b. Employees under this agreement hold safety sensitive positions, and any employee who {ests
positive may be subject to unannounced testing for a one (1) year period following the positive
test. If the employee violates the terms of agreed {o treatment or again tests positive during such
a period, he or she shall be subject to immediate discipline, which may include discharge.

c. Employees who provide a sample that is positive for a controlled substance will be disciplined,
which may include discharge.

40.10 Prescribed Medications: An employee utilizing any prescribed medications or controlled substances
that may affect his or her ability to safely perform assigned duties must immediately report this
treatment to his or her supervisor. In the event there is a question regarding an employee’s ability to
safely perform assigned duties, the employee shall be responsible for receiving clearance from the
employee's physician._For the purpose of this agreement, under no circumstances shall the use of
marijuana constitute the use of medication under this section. The lawful use of prescription
medications is not grounds for disciplinary action by itself; however, failure to follow the reporting
procedure may subject an employee to disciplinary action. Employees may also be disciplined for
using medication that is unlawfully obtained, or for use that is inconsistent with the prescription or
label. Failure to report the use of a prescribed medication or a controlled substance which the
employee has been informed may affect his or her abilities to safely perform assigned duties may
subject an employee to disciplinary action.

40.11 Use of Over-the-Counter Medications: The use of over-the-counter medications are in no way
prohibited. An employee ingesting an over-the-counter medication in doses that may affect his or
her ability to safely perform assigned duties must report the use of the over-the-counter medication
to his or her supervisor. There will be no discipline to an employee who reports to his or her supervisor
the use of an over-the-counter medication which the employee feels may affect his or her assigned
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duties. Protected use of over-the-counter medication shall not include the use of “designer drugs”
not approved by the U.S. Food and Drug Administration, or the abuse of over-the-counter drugs.
Failure to report the use of an over-the-counter medication which affects an employee's ability to
safely perform his or her duties may subject the employee to disciplinary action.

40.12 Searches: For administration of this Article, the City may, upon reasonable suspicion, conduct

searches on City property of employees and/or assigned City property and/or their personal property
excluding personal vehicles parked on City property. An employee has the right to request an
Association representative be present during the search, as long as the search is not unreasonably
delayed by accommodating this provision. A refusal to submit to a search may result in disciplinary
action. This provision is not intended to restrict the City’s right to conduct administrative searches of
assigned City property for other purposes or searches related to any criminal investigation.

40.13 Interference with Policy: Any activity which purposely interferes with this Substance Abuse Policy

will be grounds for disciplinary action which may include discharge. Examples include, but are not
limited to the following: tainting, tampering, or substitution of blood or urine samples; falsifying
information regarding the use of prescribed medications or controlied substances; failure to cooperate
with any tests outlined in this policy to determine the presence of intoxicants or controlled substances;
or fallure to cooperate with any searches.

40.14 Employee Rights:

411

a. The employee shall have the right to an Association representative up to and including the time
the sample is given. However, this provision shall not unreasonably delay testing. Nothing herein
shall restrict the employee’s legal right to representation.

b. If, at any point, the results of the laboratory testing procedures specified in this Article are
negative, all further testing shall be discontinued. The employee will be provided with a copy of
the results and all documentation on the testing will be sealed and maintained in a secure place.
All test results will be kept confidential by the City.

c. Any employee who tests positive shall be given access to all written documentation available
from the testing laboratory which verifies the accuracy of the testing equipment used in the testing
process, the chain of custody of the specimen, and the accuracy rate of the laboratory.

d. If the resulis of the test are negative, the employee shall have the right to grieve in accordance
with Article 35. If the results of the test(s) are positive, neither the Association nor the employee
shall have the right to challenge whether reasonable suspicion existed for the ordering of the test.

e. Any employee who has been exposed on the job to a substance covered under this article will
note the exposure on the minor injury log. Any employee who has been exposed off the job will
be allowed to report the exposure to his or her immediate supervisor, provided such filing is
complete prior to any testing authorized in this article.

Article 41 TIME TRADING

Time-trading will be permitted only in the event that requested time off has been denied. All time
trading arrangements must be negotiated by the time-trading individuals and, except in cases of
emergency, they must give the supervisor at least forty-eight (48) hours' advance notice in writing, or
electronically submitted. The trade must be acceptable to the appropriate supervisor whose shift is
affected. Approval will be based on ability to hold the position to be filled, and the number of
consecutive hours to be worked prior to and following the trade. Such a request for a trade shall not
be unreasonably denied. The employee negotiating the trade will be responsible for ablaining the
approval of all those involved.
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41.3
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42.2

42.3

Approved trades will be made on the basis of comparable skill levels. Parties agreeing to work a
trade must at least be able to perform the same skills that the other person is certified to perform at
the time they work for the other person, unless approval is received to trade within 7 days with an
employee with lesser training. However, Communications Specialists may trade regardless of skill
as long as operational needs are met. The ability to perform AIC Supervisory work will not be
considered a skill necessary to qualify for time trade. Salary level will not be a factor. City payroll
will not be affected by the process (i.e., a Communications or Records Specialist, Step 6, working for
a Communications or Records Specialist, Step 1, will earn their normal monthly salary).

If, for any reason, the person working for the original employee does not show up as approved on
the time trade, the original employee will be charged for the absence at a rate consistent with what
the City paid to back fill through overtime, which is generally 1:1.5. Failure to show up for a time
trade, for reasons other than sick leave, may result in the revocation of the ability to trade for the
offending party. The duration of such revocation will be at the City’s discretion.

If there is a no show or inability to work the trade as approved and the original employee is contacted
by telephone, he/she will be responsible for finding an acceptable emergency replacement for his/her
work shift. If he/she is unable to locate a substitute, he/she will be required to report to work as
scheduled.

When employees work shifts as a result of time-trading, their time sheets will not reflect that those
hours were warked, since the trade time and payback remains a personal matter between the trading
employees and are not subject to formal record-keeping by the City. Records of trades and times
owed are to be kept by the employees making the trade. The City will not become involved in disputes
between employees over time owed as a result of the time-trading policy.

Article 42 COMMUNICATIONS TRAINING

The City agrees to the following provisions to address the training demands placed on
Communications Specialists assigned as FTOs:

a. Communications Supervisors will make an effort to provide breaks, when possible, from coaching
for Communications Specialists who request them. [ is the responsibility of the employee to
communicate his/her interest in the break to the appropriate supervisor.

Communications Specialists interested in performing coaching may submit a memo to their
supervisor when Communications FTO selection processes are formally announced. Various factors
will be considered in making coaching selection and assignments such as experience, work
performance, schedule and seniority.

In an effort to lessen the impact on bargaining unit employees when Communications Supervisors
are on personal leave, the following special provisions will apply:

a. When a supervisor is on personal leave for less than five (5) days and a bargaining unit employee
is assigned as an acting supervisor and, because of this, a bargaining unit employee is denied
time off, one (1) overtime position will be posted.

b. All standard posting requirements will apply, including the supervisor’s ability to have an
adequate time frame to post for employee sign-up.

c. No drafts will occur to fill the overtime slot. If no one volunteers for the overtime, the employee

will not be able to take the time off unless s/he can arrange a time trade. All requirements of time
trading will apply including the notice requirement.
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42.5

426

427

Communications Specialists will be assigned cross-training on the second and third dispatch
positions by seniority. In order to meet the provisions of this agreement, the City may move
employees for the duration of the cross-training with 15 days’ notice.

The following dispatch training will be given priority over the cross-training offered under the terms of
this agreement:

a. Training for probationary Communications Specialists who must be trained for at least one (1)
dispatch position within the first twelve (12) months, or:

b. There is a business need to train at a different dispatch position necessitated by the lack of
sufficient employees trained at that position.

The City will cross-train by seniority order except as noted above.

Central Lane Communications will hold up to four (4) mandatory in-service sessions during the
calendar year which will be scheduled between January 1 and October 30. Each session will be
comprised of a minimum three classes. The classes will be compensable as overtime. Employees
will sign up for one class in each session. The classes will be eight (8) hours in length and will include

a 30 minute lunch break. Specific in-service dates and times will be posted no later than 30 days in
advance or they will be considered a draft.

Articie 43 TRAINING
The following terms are agreed to for all bargaining unit employees:
a. If an employee working a four-ten (4-10) work schedule is in training and the training ends after
eight (8) or more hours, the employee will be released for the day and not required to report back
to his/her regular assignment or to charge the time to his/her personal leave.

b. Mandatory in-service training days will generally not be scheduled in July, August, and December
to allow for prime vacation time and the holiday season.

¢. Training required for members of special teams or units is separate from the training referred to
in this agreement. Employees joining a special team will be informed of the training requirements
and provisions for that team prior to accepting the assignment.

d. The Department will establish a joint labor management committee to assess training needs,
recommend training topics, and participate in developing the annual training calendar for in-
service training. The committee will meet at least annually.

Article 44 EPEA PREMIUM PAY PLAN

Eligibility Criteria: To qualify for premium pay, any EPEA employee must first meet the following
minimum threshold requirements:

a. Serve three (3) continuous years in the bargaining unit

b. Maintain the standards for satisfactory work performance for the classification:
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44.2 Premium Pay Plan Components - Sworn:
a. Maximum Benefit: No Police Officer shall receive more than fifteen percent (15%) award under
this plan. The percentage will be added to an employee's base wage as indicated in Appendix
A,

b. Premium Pay Elements:

1) Education
AA/S or equivalent credits (90 quarter/60 semester hours)
from an accredited college or university 2%%
OR
BA/S from an accredited college or university 5%

2) Certification Pay
Police Officer

Intermediate Certificate 5%
OR
Advanced Certificate 10%
3) Seniority
For each ten (10) years of continuous service in a sworn capacity
in the bargaining unit 1.5%

44.3 Premium Pay Plan Components - Non-Sworn:

Community Service Officers, Records Specialist A and B, Animal Welfare Officer, Police Property
Specialist, Forensic Technician, and Forensic Analysts

a. Maximum Benefit: No employees in these classes shall receive more than ten percent (10%)
award under this plan.

b. Premium Pay Elements:

1) Education
AAJS or equivalent credits (90 quarter/60 semester hours)
from an accredited college or university 2 %%
OR
BA/S from an accredited college or university 5%

2) Seniority
For each five (5) continuous years in the bargaining unit 1.5%

Communications Specialists

a. Maximum Benefit: No employees in these classes shall receive more than fifteen percent
(15%) award under this plan.

b. Premium Pay Elements:

1) Education
AA/S or equivalent credits (90 quarter/60 semester hours)
from an accredited college or university 2 %%
OR
BA/BS from an accredited college or university 5%
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2) Seniority

For each five (5) continuous years in the bargaining unit 1.5%
3) Cross Training
Trained, proficient and available to work in two (2) dispatch positions 2%
OR

Trained, proficient and available to work in all three (3) dispatch positions 5%
Forensic Evidence Unit (FEU)

All employees in FEU who are certified shall receive an additional 2.5%. (Parties will have further
discussion regarding what qualifies.)

44.4 Premium Pay Plan Administration:

a. Mandatory Standards: To be eligible for the premium pay program, employees must meet the
minimum mandatory standards prior fo the premium pay being awarded. The City agrees to
bargain any change in these standards with the Association.

b. Education: Employees who have provided copies of Associates or equivalent credits or
Bachelor's degrees as part of the hiring process are not required to resubmit additional copies of
their degree when becoming eligible for Education Pay at the three years of continuous service
date. The EPD Payroll Coordinator will complete the necessary paperwork to allow for the award
to be effective the beginning of the pay period following the eligibility date.

Employees who receive an Associates or equivalent credits or Bachelor's degree after his/her
hire date or did not provide their degree as part of the hiring process will provide proof of their
degree or equivalent credits to the Payroll Coordinator and the award will be effective the
beginning of the pay period following the date the degree is submitted to the Payroll Coordinator.

c. Certification Pay: Employees who have met the three (3) years of continuous service date and
receive an Intermediate or Advanced Certificate from DPSST will be eligible for the Premium Pay
effective the beginning of the pay period following the date on the certificate from DPSST.

If the certificate is applied for prior to the employee's three (3) years of continuous employment
and the issuance date on the DPSST Certificate exceeds 30 days from the three (3) years
continuous employment anniversary date, Premium Pay will be effective the beginning of the pay
period following the 30 days from the three (3) years of continuous employment anniversary date.

If the certificate is applied for on or after the three (3) years of continuous employment anniversary
mark and the issuance date on the DPSST Certificate exceeds 30 days from the date the
certificate was applied for, Premium Pay will be effective the beginning of the pay period following
the 30-day mark of the application for the certificate.

Retroactive pay will be issued once the DPSST Certificate is received and the Premium Pay
effective date is determined using the criteria stated above. If the three (3) years of continuous
service requirement has not been met, the employee will be eligible for the Premium Pay effective
the beginning of the pay period following the date the continuous service requirement has been
met. The EPD Payroll Coordinator will complete the necessary paperwork to allow for the award
to be effective the beginning of the pay period following the eligibility date.

d. Seniority: If employees become eligible for seniority pay during the term of the contract, the award
will begin the beginning of the pay period following the date of eligibility.
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451
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e. Cross-Training: Communication Specialists who are fully trained, proficient, and available to work
in the specified number of dispatch positions will receive the premium pay. During the term of
the contract, employees who become eligible will receive the premium pay the beginning of the
following pay period.

f. Premium pay for EPEA represented employees will be included in the gross wages reported to
PERS.

Bi-Lingual Pay:

a. To qualify for bi-lingual pay, an employee must demonstrate fluency in an eligible language (e.g.,
Spanish, American Sign Language or other appropriate language), as determined by the
Department in its sole discretion, and must successfully pass a fluency examination administered
by the City's Human Resources Division. The fluency examination will be administered quarterly
for new employees or employees wishing to re-test. Employees who do not pass the examination
may re-test only once per year.

b. Effective with the signing of this contract, subject to the testing requirements stated above, bi-
lingual pay for eligible employees will be paid at five percent (5%) of base wages. Bi-lingual pay
will not count towards the maximum premium pay amounts mentioned above.

The City retains the right to contract out bilingual services as deemed necessary.

Article 45 EMPLOYEE PROTECTIONS

Due Process: Pre-disciplinary “due process” means written notice of the charges and the facts upon
which the charges are based, concerning an act for which disciplinary action involves loss of pay or
dismissal is contemplated, notice of the maximum range of discipline under consideration, and an
opportunity to meet with the decision maker or his/her designee. If the essential facts which support
the allegations are not described in detail in the writiten notice, the City shall provide the Association
and the affected employee with all the documents which are relied upon.

Avoidance of Embarrassment: If the Chief of Police or designee has reason to discipline an employee,
the Chief of Police or designee shall make a reasonable effort to impose such discipline in a manner
that will not unduly embarrass the employee before other employees or the general public.

Association Representation in Interview and Discipline Process: The City acknowledges the right of
the employee to have a representative of the Association present at meetings with the employee,
which could lead to discipline, in accordance with Article 36.3.

General Procedures: Any employee who will be interviewed by an investigator or supervisor
concerning an act which, if proven, could reasonably result in disciplinary action involving loss of pay
or dismissal, will be afforded the following safeguards:

a. The employee and the Association will be informed when an investigation is commencing, unless
the employee is under investigation for violation of the Controlled Substance Act, or violations
which are punishable as felonies or misdemeanors under law, or if doing so would jeopardize
either the criminal or administrative investigation.

b. Employees will be provided with notice of investigatory interviews in accordance with Article 36.9.

c. The employee shall be allowed the right to have an Association representative present during
the interview in accordance with Article 36.3.
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d. The employee will be directed to answer all questions specifically involving any non-criminal
matter(s) under investigation and will be afforded all rights and privileges to which they are
entitled under the laws of the State of Oregon or the United States of America.

e. The employee shall be entitled to such reasonable intermissions as may be requested for
personal necessities.

f. Al interviews shall be limited in scope to activities, circumstances, events, conduct or acts which
pertain to the incident which is the subject of the investigation. Nothing in this section shall
prohibit the City from questioning the employee about information which is developed during the
course of the interview or investigation.

g. The City shall record the interview and a copy of the complete interview of the employee shall be
furnished, upon request, to the Association. If the interviewed employee is subsequently
disciplined and a transcript of the recording is made, the Association shall be provided with a
copy of the transcript.

h. Interviews and investigations shall be concluded without unreasonable delay.
i. The employee and the Association shall be notified in writing of the results of the investigation.

i- The City will adhere to the Internal Affairs policies, Civilian Review Board policies and protocols,
and the Police Auditor policies and protocols.

Article 46 Managing Exchange Time

Exchange time is intended to provide flexibility by giving an employee the option of either earning overtime
or comp time when working extra hours, or to exchange the extra work hours for pre-arranged time off.
Exchange time is used, voluntarily, to compensate for short duration, extra hours worked. The employee
may volunteer to exchange the extra hours for time off at a 1:1 rate of exchange, but will not be compelled
to do so.

An employee who is on time off while using exchange time is not eligible to work overtime assignments
unless they are volunteering for a position that is unfilled by an EPEA member, and that would otherwise
be filled by a draft. An employee may take time off to work an overtime assignment on exchange time with
supervisory approval.

An employee may flex their schedule for short durations of no more than one hour at the beginning or end
of their shift to work an overtime assignment with supervisory approval.

Seniority when flexing time: An employee who is exchanging one hour or less to work an overtime
assignment will have their department seniority considered in whether or not the overtime is assigned to
them. An employee who is exchanging more than one hour will only have their seniority considered among
employees who are similarly exchanging their time, or who are otherwise taking time off to work the overtime
assignment.

All exchange time worked and exchange time taken off must occur within the same FLSA period and must
be pre-arranged.
Article 47 AUTOMATIC VEHICLE LOCATORS/GPS

The Eugene Police Department's utilization of data from electronic positioning systems (also known as
AVL) contained within the mobile digital computer (MDC) systems, portable radios, or other GPS enabled
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electronics, in internal investigations which involve only non-criminal policy violations of EPEA bargaining
‘unit members, shall be governed as follows:

48.2

48.3

48.4

49.1.

49.2

a. Any and all such data will not be used as the sole basis for any non-criminal investigation.
However, it may be used as corroborating information in any non-criminal investigation.

Article 48 COMMUNICATIONS CENTER STAFFING

EPEA-represented non-communications section employees who have submitted their memorandum
of interest will be allowed to attend a ten (10) hour basic telecommunications academy. This training
will take place on overtime, so normal department workload is not interrupted. This academy training
opportunity will be offered to employees based solely on EPEA seniority,

Once academy training has been successfully completed, employees will be eligible to train at the
station-two service channel under the guidance of a field training officer. This field training will take
place on overtime; again, so normal department workload is not interrupted. This field training will
be offered to employees based solely on EPEA seniority.

Once solo status is achieved, employees will be eligible to sign up for posted overtime at the
communications center to staff the station-two service channel. The overtime will be assigned by
EPEA seniority. Non-communications section employees may not bump EPEA represented
communications specialists from overtime assignments. Non-EPEA EPD employees may not bump
EPEA employees from overtime assignments.

Eligible employees will sign up below the last line of each posted overtime position they want to
work. If the employee is assigned the overtime, a supervisor will notify the employee by department
e-mail. The employee will acknowledge receipt of the overtime assignment by replying via department
e-mail and/or calling the communications supervisors’ office. Any overtime assigned must be worked
as scheduled. Once the overtime is assigned, bumping will not be permitted.

Eligible employees who sign up for such posted overtime will not be subject to draft before or after
the designated overtime shift.

While a non-communications section employee is staffing the station-two channel, if a code-9 is
called on station-one, the communications supervisor(s) and/or designee will be available to assist
the employee upon request.

Training for Non-communications specialists will be provided on an as needed basis at the discretion
of the Communications Management Team. Training for Communications employees will take
precedence over all other EPEA employees.

Article 49 BLUE TEAM (EARLY INTERVENTION SYSTEM)

In those incidents which the supervisor reasonably believes could result in the initiation of an Internal
Affairs investigation by the City, or if the supervisor is aware of an impending citizen complaint, the
supervisor will refer the Officer to the EPEA prior to completing the Blue Team form. An EPEA
representative will be permitted to be present during the interview of the Officer at the Officer's
request, or the request of the EPEA.

The City shall not discipline an employee for any discrepancies in information contained in the Blue
Team report versus any other report an Officer may file regarding the incident.
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49.3. The Eugene Police Department's Early Intervention System (EIS) which is designed to assist
supervisors with identifying employees whose performance warrants review and, where appropriate,
intervention. The EIS is not a form of discipline. The goal of the EIS is to avoid or mitigate
circumstances that cause negative consequences for employees, co-workers, the Department,
and/or general public. It is the duty of all supervisors to continually monitor the performance and
behavior of the personnel assigned to them. The EIS is another tool to assist with this effort. The EIS
Dashboard provides supervision and employees with a visual overview of an employee's status within
the EIS.

49.4. The City shall follow Interagency Deadly Force Investigation Team (IDFIT) protocols when
investigating a deadly use of force. The city shall not require an Officer to be interviewed for Blue
Team report in deadly force incidents.

Article 50 ROTATION

The intent of this article is to create a diversified and experienced workforce. This allows the officers to

continually experience personal growth and the opportunity to expand investigative abilities. The

knowledge, skills and abilities gained while in these specialty units will then be shifted back into the patrol

function where the officer’s expertise and training will enhance overall law enforcement operations.

a. As defined by policy, Special Teams are full-time assignments specializing in certain law
enforcement functions. These assignments include the following:

1) Investigations Units
2) Traffic Enforcement Unit
3) Patrol Canine Team
4) Downtown Team
5) West University Foot Patrol
6) School Resource Team
7) Airport Unit
8) Training
b. The following two-tiered system will be used:

Tier 1: Career Development Positions (CDP): To develop employees skillset
Tier 2: Long-Term Positions (LTP): To maintain expertise in critical positions

1) Current employees in the eight (8) listed Special Assignments are grandfathered and will not
be subject to required rotation.

2) Employees that have reached the term limit of their assignment will not be required to
automatically rotate out unless another qualified employee is interested in rotating into that
assignment. For the purpose of this article, Qualified means the employee has successfully
completed the selection process.

3) Employees leaving a Special Team are not eligible to transfer into another Special Team

until they have served one year as a patrol officer assigned to a patrol team. Officers who
did not compete for a special team but instead were drafted to fill a vacancy may compete
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4)

5)

6)
7)

8)

9)

for an assignment to another special team before the end of the mandatory termm of the
assignment they were drafted to fill.

An employee in a Long-Term Position will not be required to rotate if he or she is within one
year of his or her retirement date or retirement eligibility, whichever is sooner.

Career Development assignments shall rotate at the same time and with the same frequency
as patrol units.

Exceptions to Duration of Assignments (except for those grandfathered employees):

Exceptions to the rotation schedule may be granted by the Chief of Police whenever exigent
circumstances exist or whenever operational needs dictate.

The term limits outlined in this article are guidelines of the expected duration of an
assignment and do not create or establish a due process right to the assignment.

Employees may be removed from a Special Team based on performance as outlined in
Policy 1015.4 “Removal From Special Teams or AIC Assignments” where in the policy
removal for performance reads as follows: “Inability to perform to the standards of the special
team, assignment or AIC assignment. Removal will only occur only after the employee has
been given a written improvement plan, and a reasonable opportunity to improve
performance. Notice must include the expectation that unless performance improves to the
standards of the assignment, they will be removed.”

10) Employees in a Career Development assignment in VCU will be eligible to apply for a Long

Term Position in VCU at the conclusion of their scheduled rotation and, if selected for Long
Term Position, will not be required to rotate back to patrol before assuming the Long Term
Position assignment.

Number of Positions and Duration of Assignments:

Number of Positions Duration of Assignment
Long-Term Career Long-Term Career
Positions Development Positions Development
(LTP) Positions (LTP) Positions
(CDP) (CDP)
Violent Crimes 8 2 10 2
Property Crimes 8 1 6 1
Financial Crimes 4 1 6 1
Special Investigations Unit 4 7
Traffic Enforcement Unit 7 7
K-9 Unit 3 8*
Training 1 5
School Resource Team 5] 5
Airport 4 5
Downtown 10 5

*Or for the service life of the dog, whichever is greater.
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Article 51 PSYCHOLOGICAL EVALUATIONS

51.1 The following provisions apply when the City requires a psychological evaluation conducted to assess
an employee's fitness for duty:

a. The City will use only qualified psychologists and psychiatrists who have a background of dealing
with law enforcement agencies.

b. The City’s examining doctor will review the City’s reasons for requesting an examination and
verify the need for it before beginning the process.

c. The City shall not require the employee to sign a waiver of liability of the doctor's negligence in
conducting/reporting on the testing as a precondition for taking the examination. The employee
must sign a release allowing the doctor to report the doctor’s conclusions to the City in a manner
consistent with the specifications in paragraph (d) below.

d. The doctor will submit a report which indicates whether the employee is fit or unfit for duty and
whether the employee requires modified working conditions. The doctor may indicate which
modification(s) are necessary and the projected duration of such modification(s). The doctor will
keep all data that has been made available to the doctor confidential and will not release any of
it to the parties, except to the employee’s treating doctor if requested. However, if the employee
is to be on full or modified duty and there is information about the employee’s condition in relation
to how the employee, in the course of duty, could present a threat to him/herself or others, the
doctor may provide that information to the City with a copy to the employee’s treating doctor if
requested. The provisions of this Agreement are not intended to limit the City's obligation to
release information under relevant law.

e. |If the Association or the employee believes the conclusions of the doctor are in error and the
employee does not have a treating psychologist or psychiatrist already, they have the right to
obtain an independent examination at their own expense consistent with the specifications in
paragraph (a) above regarding qualifications. The doctor may have access to all information
which was utilized by the employer's examining doctor with the employee’s signed release.

f. If the Association or the employee disagrees with the City's determination that an employee who
is on a light-duty status should return to full duty, then the Association may immediately proceed
to arbitration over this issue at Step 4 of the grievance procedure. The parties will expedite this
proceeding as much as possible, including attempting to pre-select an arbitrator, selecting an
arbitrator with an immediate availability date, requesting the arbitrator to issue an aware without
post-hearing briefs, and/or requesting the arbitrator to issue only the briefest of an award and not
a lengthy written opinion. The City’s obligation to retain an employee on a light duty status, if it
believes it is inappropriate to do so, shall not exceed four months from the date the City would
have assigned the employee back to full duty. However, if the City believes, as a result of its
examination(s), that an employee’s medical condition is such that the City may legally terminate
the employee, the City is not obligated to retain the employee.

Article 52 TERMINATION

52.1 This agreement or any part of it may be terminated or renegotiated at any time by mutual consent of
both parties.

52.2 This agreement shall be effective upon the date of the award, and shall be binding upon the City, the
Assaociation, and its members, and shall remain in full force and effect through June 30, 2022.
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52.3 The parties 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 appropriate for collective bargaining, and that the understandings and agreements arrived at
by the parties after the exercise of that right and opportunity are set forth in this agreement. The City
and the Association, agree that should the City propose changes in existing conditions affecting or
impacting mandatory subjects of bargaining during the life of this agreement, the parties will meet
and attempt to negotiate the change to their mutual satisfaction. If the parties are unsuccessful in
dealing with the City's proposal, the statutory negotiations process may be utilized.

52.4 After June 30, 2022, this agreement shall automatically be renewed from year to year and shall be
binding for additional periods of one (1) year unless either the City or the Association gives written
notice to the other on or about December 1 prior to the aforesaid expiration date of the agreement of
its desire to modify the agreement. Negotiations shall commence within two (2) weeks of such notice.
The agreement shall remain in full force and effect during the period of negotiations and any
subsequent impasse proceeding.

Article 53 SAVINGS CLAUSE

The provisions of this contract are declared to be severable and if any section, subsection, sentence,
clause, or phrase of this agreement shall, for any reason, be held to be invalid or unconstitutional, such
decision shall not affect the validity of the remaining sections, subsections, sentences, clauses, and phrases
of this agreement, but they shall remain in effect, it being the intent of the parties that this agreement shall
stand notwithstanding the invalidity of any part. In the event that any section, subsection, clause, or phrase
of this agreement is held to be invalid or unconstitutional the parties shall meet to negotiate, if legally
possible, a comparable substitute for that part.

In witness thereof, the parties to this agreement have executed the same, by their officers and agents, as
duly authorized on this 24 day of DL '—nI1 2019.

FOR THE CITY FOR THE ASSO%&I[ON

<__ : =
‘m _ T M Kws
iz-City Manager —~——__ Michael Klews, President
| &\\ 70\)!6”-4 3%’

Chris Skinner, Chief of Police Patrick Willis, Vice President
7
o 7 .
f/) /> < D’
Keri Beraldo, Human Resources Director Séott Dilion, Secretary/Treasurer
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Appendix A — EPEA SALARY SCHEDULE
July 1, 2019 — June 30, 2020
2.5% increase for all classifications

Grade | Class Title Rate Step1 Step2 Step3 Step4 Step5 Step6
44-1 Animal Welfare Officer Hourly 2091 2194 2307 2422 2547 2670
Annual 43,492 45635 47,985 50377 52977 55536
48-1 Animal Welfare Officer, Sr Hourly 2464 2581 27.13 28.46 29.91 31.40
Annual 51,261 53,684 56430 59,196 62,212 65,312
48-1 Bailiff Hourly 2464 2581 2713 2846 29.91 3140
Annual 51,251 53,684 56430 59,196 62,212 65312
44-2 | Communications Specialist 1 | Hourly 23.70 2489 26.14
Annual 49296 51,771 54,371
46-2 Communications Specialist 2 | Hourly 26.14 27.38 28.81 30.23 31.75 3338
Annual 54,371 56,950 59924 62878 66,040 69,430
48-2 Communications Specialist Hourly 2866 3023 31.75 3338 35.02 36.81
Lead Annual 59,612 62,878 66,040 69430 72841 76,564
46-3 Community Service Officer A | Hourly 2231 2339 2464 25.81 2713 28.46
Annual 46,404 48651 51251 53684 56430 59,196
48-1 Community Service Officer B | Hourly 2464 2581 27.13 2846  29.91 31.40
Annual 51,251 53,684 56,430 59,196 62,212 65312
50-2 Community Service Officer C | Hourly 2713 2846 2991 3140 3297 3461
Annual 56,430 59,196 62,212 65312 68577 71,988
551 Forensics Analyst Hourly 3416 3589 3768 3959 4153 4356
Annual 71,082 748651 78374 82,347 86,382 90,604
50-1 Forensics Technician Hourly 28.11 2948 3094 3249 3413 3588
Annual 58,468 61,318 64,355 67,579 70,990 74,630
450 Police Evidence Specialist Hourly 2194 2307 2422 2547 2670 28.11
Annual 45635 47985 50,377 52977 55536 58,468
52-0 Police Officer Hourly 3042 3183 33.48 35.16 36.95 38.79
Annual 63,273 66,414 69638 73,132 76,856 80,683
44-1 Records Specialist A Hourly 20.91 2194 23.07 2422 2547 26.70
Annual 43,492 45635 47985 50377 52977 55536
46-1 Records Specialist B Hourly 23.07 2422 2547 2670 28.11 29.48
Annual 47,985 50,377 52,977 55536 58468 61,318
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Appendix B = Healthcare Plan Design Changes

Dental

EPEA Plan Design Changes

Aioee Mo shanoes Tor Y74 Chanoes Tor Fradwll be effsctive Apri 4, 2015

Managed Care Plan (POS)

City of Eugene and Eugene Police Employees Association

Current FYl5 F¥l6
Co-payments”
Medic al Services: Dffica Weits Atsmative Cars, &40 sis 245
Frevantaive Serdces, Al alliel Sulpatienl Services s - s
~ S50/ day SENday S0y
tospital Sendces ety Cane i :
Hospital Sendces and Matemity Care (8250 man) (530 ] (8305 m )
Emergancy Care S50/ weit B st LEl st
Annual Cut of Pocket Medical Maximum® 41,000 41,100 31,100
City Health Plan (FPO)
F ¢ : 100/ pers 125/ 130,
Combined MedicalfRx Deductible® ,$M b pefEan ‘é_' “pers_m SA ”f'm_on
[ 53005z 1¥) (237 %tarmil ) [ 53907 amily)
Annual Cut ofPocket Medical Maximum” G750 =60 5350

Emergency Care Transportation Benefit

2l after deductible

LbRe, no deductible

1008, nodeductible

Mail Order Pharmacy Co-pay*

Annuzl Deductible”

Frefered Co-pay 520 525 525
Mon-Preferred Cap (Mo shange to To-payl EE] 60 #Bb

Plan
S25/person Sapersn a0 pe

| S75/ amily) PEEE Fam |y) (5100 Fammilv)
Annual Maximum Benefit
First Calendar vear Maximum Benefit S350 =00 S0
Suceasting Calendar vear Madmunm Benefit 51,280 1,700 51,300

Inerezses may ot exceed Afondasls Cate Act fornala for grandtsthered hedth plans
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MOU (1) - CELL PHONE ALLOWANCE

MEMORANDUM OF UNDERSTANDING BETWEEN THE CITY OF
EUGENE AND EUGENE POLICE EMPLOYEES® ASSOCIATION
(EPEA)

The City and EPEA agree that the City will provide EPEA members assigned to the
Property Crimes Unit, Financial Crimes Unit, Forensic Evidence Unit and the Property Control
Unit the option of receiving a cell phone allowance in lieu of the use of a City cell phone under
the following circumstances:

1.

City management has determined there is a business need for the employee to use a
cell phone for work related purposes;

City management has determined providing the allowance in lieu of a City cell phone
is a viable and cost effective option for the City;

The employee prefers a cell phone allowance in lieu of being issued a City cell
phone;

The employee agrees he/she will be responsible for the purchase and maintenance of
the phone, any accessories used and for the cost of the cell phone service;

The City recognizes that the cell phone, accessories and cell phone service plan are
the property of the employee and the employee has agreed to use them in part, to
meet their basic business needs.

The amount paid to employees who have been approved for a cell phone allowance by
the City will generally be $25.00 per month, if the cell phone costs for an individual employee
have historically been greater than $25.00 per month, the City will grant the employee a cell
phone allowance of $40.00.

Originally agreed to October 10, 2008.
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MOU (2) - COLD CASE SQUAD AND VIP PROGRAM

MEMORANDUM OF UNDERSTANDING
BETWEEN
THE CITY OF EUGENE
AND
EUGENE POLICE EMPLOYEES’ ASSOCIATION

The City of Eugene and the Eugene Police Employees® Association (EPEA) mutually
agree to the following:

1. The City and EPEA agree that the Volunteers In Policing (VIP) program and the Cold
Case Squad supplement the work of bargaining unit members.

2. If EPEA deems that the VIP program or Cold Case Squad is conducting work
normally assigned to bargaining unit members, EPEA will notify the City.

3. If, due to budget issues, the City determines that the duties of bargaining unit
members will be reduced, the City will notify EPEA and together, the two will
determine if the VIP program or Cold Case Squad is conducting work that could be
assigned to bargaining unit members,

4. The City and EPEA maintain the right to cancel this agreement at any time.

Originally agreed to on January 15, 2010,

FOR THE CITY FOR THE EPEA
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MOU (3) - MINIMUM STAFFING

MEMORANDUM OF UNDERSTANDING
BETWEEN
CITY OF EUGENE
AND
EUGENE POLICE EMPLOYEES’ ASSOCIATION

The Memorandum of Understanding is being entered into by the City of Eugene (“City”)
and the Eugene Police Employees’ Association (“Association”) in an effort to address the City’s
staffing patterns and the impact of those patterns on employee time off and mandatory overtime.
To that end, the parties agree to the following:

1. The City shall lower minimum staffing levels in the Patrol Division to the levels
reflected in Attachment A.

2. The City shall take all reasonable efforts not to permit the staffing levels to go below
the minimums set in Attachment A.

a. Employees will be denied time off if the levels are at or below minimums;

b. The City will maintain minimum staffing levels by cancelling or disallowing
detachments for training and other assignments, cancelling or disallowing
time off, or backfill vacant positions with overtime such that minimums are
maintained; and

c. Schedule changes to accommodate training must occur sufficiently in advance
of training to permit changes which will not Impact the City’s ability to staff

at the prescribed minimum statfing levels.

3. Patrol supervisors shall monitor call load and volume and attempt, if possible, to
defer non-priority calls.

Either party may reopen this MOU at any time in order to address issues concerning its
application.

Originally agreed to in April 2009.

FOR THE CITY FOR THE EPEA

Date: J]I/l 1 /I Ci Date: /"




Minimums Table (Effective 01/14/2009)

Weekday Start Finish Minimum
Sunday 0700 1100 7
Sunday 1100 1700 9
Sunday 1600 2100 11
Sunday 2100 0200 11
Sunday 0200 0700 8
Monday 0700 1100 7
Monday 1100 1700 10
Monday 1600 2100 12
Monday 2100 0200 11
Monday 0200 0700 8
Tuesday 0700 1100 7
Tuesday 1100 1700 10
Tuesday 1600 2100 12
Tuesday 2100 0200 13
Tuesday 0200 0700 8
Wednesday 0700 1100 7
Wednesday 1100 1700 10
Wednesday 1600 2100 12
Wednesday 2100 0200 13
Wednesday 0200 0700 8
Thursday 0700 1100 v
Thursday 1100 1700 10
Thursday 1600 2100 13
Thursday 2100 0200 14
Thursday 0200 0700 8
Friday 0700 1100 7
Friday 1100 1700 10
Friday 1600 2100 13
Friday 2100 0200 17
Friday 0200 0700 8
Saturday 0700 1100 7
Saturday 1100 1700 9
Saturday 1600 2100 13
Saturday 2100 0200 17

Saturday 0200 0700 8



MOU (4) — CRIMINAL BACKGROUND INVESTIGATOR

MEMORANDUM OF UNDERSTANDING
BETWEEN
CITY OF EUGENE
AND
EUGENE POLICE EMPLOYEES’ ASSOCIATION

The City of Eugene and the Eugene Police Employees’ Association agree to the
following concerning Eugene Police Department background investigations:

1.

The City shall provide an opportunity for EPEA members to submit memorandum of
interest to become a background investigator. The City will strive to have a minimum
of 20 such EPEA members in the background investigator pool at all times.

The City shall provide training for all those newly identified EPEA background
investigators who are not currently background investigators. Once trained, except as
excused by the City, these employees will be expected to perform a minimum of two
background investigations every two years.

When the need arises for a background investigation, the City shall notify the pool of
investigators of the need for investigations and shall allow EPEA members the right
to sign up for the available investigations prior to offering any backgrounds to non-
EPEA employees. Should the City decide that a particular investigation requires a
non-represented employee to perform the investigation, the City shall inform EPEA
of the reason and provide for discussion of that decision.

Those EPEA members who are selected to perform background investigations agree
to use their best efforts to perform these investigations during normal work time. The
parties recognize there may be times that overtime is incurred during this process.
There will be no minimum guarantee of hours or overtime hours, if any, to perform
such investigations, EPEA members performing backgrounds agree to waive all
callback rights as they relate to the investigation and any after hours contacts made in
the course of the investigation.

Originally agreed to on May 13, 2015.

FOR THE CITY FOR THE EPEA
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MEMORANDUM OF UNDERSTANDING (5)
RECORDS SECTION - SPLIT SHIFT SCHEDULE FOR 2019

In an effort for better staff coverage and to reduce overtime drafts for Records Section
employees, the Eugene Police Association (“EPEA”™) and the City of Eugene (“City”) hereby
agree to implement the following trial schedule for EPEA-represented Records employees for the
2019 schedule signup:

One current 4 x 10 hour position will be modified to work 0645-1715 hours on Tuesdays
and Wednesdays, then 1245-2315 on Thursdays and Fridays for the duration of the 2019
schedule. Regular days off will be Saturday, Sunday, and Monday. For brevity, this shift will be
referenced as the “split shift.”

This agreement is subject to the following provisions:

No EPEA member will be involuntarily assigned to the split shift.

o This agreement does not set precedent for implementation of rotational-type
schedules.

e Signup for the split shift will be by seniority, and will occur in a manner consistent
with the annual Records shift signup. For the purposes of Records shift signup and
mid-year shift rotation, the split shift will not be considered a day or swing shift. An
employee working the split shift during one half of the year may exercise his/her
seniority to bid on any other shift for the other half of the year.

e If unforeseen complications arise (e.g., excessive overtime, denials of time-off
requests) as a result of the split shift implementation, both parties agree to meet and
discuss possible modifications to the schedule, Either party may terminate this
agreement with 30 days’ notice to the other party.

Originally agreed to on October 22, 2018.

FOR THE CITY FOR THE EPEA
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MEMORANDUM OF UNDERSTANDING (6)
BETWEEN
CITY OF EUGENE
AND
EUGENE POLICE EMPLOYEES’ ASSOCIATION

The City of Eugene and the Eugene Police Employees’ Association agree to a pilot
program, January 31, 2018 through June 30, 2022, regarding the retention of communications
center employees who prove, through the Central Lane Communications Center (CLCC) formal
training program, they are unable to progress from the call taking position to their first dispatch
position (Station Two, Station One or Fire/EMS Dispatch).

During the pilot period, Communications Specialists who are meeting all standards at call
taking but have failed the training program for their initial dispatch position, will be permitted to
remain employed with CLCC under specific conditions.

These conditions are:

e The Communications Specialist is meeting or exceeding standards as a call taker.
This incorporates all Call Taking FTEP categories including relationships with
internal and external stakeholders as specified in the CLCC FTEP Standard
Evaluation Guidelines.

¢ Meeting standards and conditions of performance reviews with no current
disciplinary actions on file or occurring during the program that would be an
impairment to these conditions.

e CLCC has the capacity and a business need for call taker-only services.

¢ CLCC’s goal is to complete the initial dispatch positional training during the
probationary period. Communications Specialists with documented performance
below the minimum standards for their initial dispatch training during probation, or
after probation, who are meeting the conditions described above, will be offered this
opportunity providing a business need exists for their services.

¢ Fach employee who qualifies and is accepted under these conditions will sign copies
of this MOU as acknowledgement. The COE and the EPEA will retain the signed
originals.

e A Communications Specialist retained at CLCC under these conditions may choose at
a later date to again attempt to complete their initial dispatch positional training.
Before an additional attempt at initial dispatch training is scheduled, EPEA and
CLCC team members will review previous dispatch training documentation and make
a determination together if the request will be approved. For trainees who
demonstrate improved performance and/or initiative in exposure and training
opportunities for their initial position, such requests will not be unreasonably denied.
A Communications Specialist who successfully meets or exceeds training standards
and achieves certification at this dispatch position may be fully reinstated and no
longer eligible for layoff as outlined in this agreement

s A Communications Specialist retained at CLCC under these conditions will remain
classified as a Communications Specialist I and will be exempt from the standard
timelines for premium pay related to cross-training or promotion to Communications




Specialist II. If a Communications Specialist completes their training and is
reinstated, as outlined above, they may be eligible for premium pay or promotions
once they achieve the minimum requirements for that position.

At such time call taker-only services are no longer needed by CLCC, the impacted
employee(s) and the EPEA will be provided with a minimum of 30 days’ notice of an impending
layoff. Such layoffs will occur in inverse seniority order as those positions are filled by new
employees with the intent of becoming fully cross-trained. Reasons for the layoff notice will be
stipulated in detail and specifically tied to the number of cross-trained employees currently in the
CLCC FTE footprint. Unless authorized by the Chief of Police, call taker-only positions in this
program will not be included in approved over hire numbers.

CLCC must be_fully staffed (all available vacant positions filled) and adeguately staffed.
(the FTE footprint meets identified staffing needs and the appropriate number of cross-trained
employees are within that footprint) in order to proceed with a layoff notice of a call taker-only
trained staff member who has failed to complete training successfully at their first dispatch
position. These conditions will be agreed upon bythe COE in partnership with the EPEA.

This pilot program does not diminish the need or the value of a cross-trained dispatch

staff member. The goal of the CLCC management and EPEA leadership teams is to employ a
fully cross-trained staff.

This agreement shall remain in effect until either party provides written notice of
revocation with 30 days’ notice.

Originally agreed to on March 6, 2018.

FOR THE CITY FOR THE EPEA
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MEMORANDUM OF UNDERSTANDING (7)
BETWEEN
CITY OF EUGENE
AND
EUGENE POLICE EMPLOYEES’ ASSOCIATION

The City of Eugene and the Eugene Police Employees’ Association agree to a pilot
project regarding the approval of one special shift holiday for Communications Specialists
during the 2018, 2019, 2020, and 2021 calendar years.

During the pilot period, Communications Specialists will each be permitted to request
one day of special shift holiday, not to exceed ten hours, that will take approval priority over
other leave requests with the exception of primary vacation requests or leave requests that were
previously approved. Denied time off will not be a factor in the evaluation of these requests.

The special shift holiday shall be requested at least two weeks in advance and will follow
the posting requirements in Article 11.7. Seniority will be the deciding factor in approving the
request. Only one special shift holiday will be granted per schedule day. Special shift holiday
may not be requested on restricted days ormajor holidays which for the purpose of this MOU are
New Year's Eve, New Year’s Day, Easter, Memorial Day, Independence Day, Veteran’s Day,
Thanksgiving, Christmas Eve and Christmas Day.

This agreement shall remain in effect until December 31, 2021 or upon written notice of
revocation by either party, whichever occurs first.

Originally agreed to on January 19, 2018.

FOR THE CITY FOR THE EPEA
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MEMORANDUM OF UNDERSTANDING (8)
BETWEEN
CITY OF EUGENE
AND EUGENE POLICE EMPLOYEES’ ASSOCIATION

The Eugene Police Employees’ Association (EPEA) and the City of Eugene (City)
recognize the importance of meeting the City’s contractual obligations with the University of
Oregon (UO) for policing athletic and other UO special events. Both parties understand that
staffing levels for the Eugene Police Department (EPD) have led to the Department involuntary
drafting of EPEA employees for these assignments. EPEA and the City recognize that
involuntary drafting of EPEA employees to fill outside contract assignments is not in the best
interest of EPD employees.

The purpose of this MOU is to establish procedures to allow the City to sub-contract with
other law enforcement agencies for staffing positions at UO athletic and other UO special events,
This agreement is a contingency plan to enable the City to fulfill its contractual obligations with
UO and preserve the integrity of the bargaining unit work performed by EPEA members. To that
end the parties agree to the following:

1. The City agrees to follow existing posting and assignment practices by attempting to
fill UO event positions within EPD personnel first.

2. In the event that the responsible Sergeant is unable to fill positions using EPD
employees by the posted deadline, vacant positions will be offered to other law
enforcement agencies (Lane County Sherriff’s Office and Oregon State Police)
through those agencies” normal procedures for such assignments. All law
enforcement agencies will ensure that employees have the requisite certification and
qualifications required for the position to which they are assigned.

3. The responsible Sergeant will make every effort to prioritize outside agency
assignments for the proper personnel and equipment based on a geographical nature
(closest geographical agency first).

4. The contract rate far employees of other law enforcement agencies will be the annual
rate established in contract with the University of Oregon that is equal or less than the
EPD rate for the fiscal year the work occurs.

5. The parties may modify this MOU upon mutual agreement,

6.

7. Originally agreed to on May 31, 2017.
FOR THE CITY FOR THE EPEA
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