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THIS MEMORANDUM OF UNDERSTANDING (“MOU”) has been reached by the management of the City
of Glendale, Arizona (the “City”) and Glendale Police Officer’s Coalition — GPOC (the “Employee
Organization”) for the purposes of submission to the Glendale City Council for consideration with
respect to the City Budget for fiscal years 2016-2017 and 2017-2018.

ARTICLE 1 - Preamble

1.1 - The parties, through their designated representatives, met and conferred in good faith in order
to reach agreement concerning wages, hours, working conditions, and non-health related benefits of
the employees of the City of Glendale Police Department who are represented by the Employee
Organization, as allowed by ordinance and herein (“Represented Employees”);

1.2 - The parties hereby acknowledge that the provisions of the MOU are not intended to abrogate
the authority and responsibility of the municipal government of the City provided for under the statues
of the State of Arizona, the Glendale City Charter, or ordinances of the City; and

1.3 - The purpose of the MOU is to promote and ensure harmonious and cooperative relations
between the Employee Organization and the City, and to set forth the wages, hours, working conditions
and non-health related benefits of the Represented Employees.

NOW THEREFORE, for the term specified, the parties agree to submit this MOU to the City Council with
their joint recommendation that the Council resolve to incorporate its terms into the City budget for the

fiscal years reflected herein.

ARTICLE 2 — Recognition

2.1 - The City recognizes the Employee Organization as the exclusive representative of regular, non-
probationary sworn police officers in all classifications up to and including the rank of Sergeant, as
determined by the Glendale City Council Ordinance Number 2433 (“Ordinance”), defined above as
Represented Employees. All other classes above the rank of Sergeant and all non-sworn Police
Department employees are excluded.

2.2 - The City recognizes the Organizational Cooperative Process. This labor management process is
to facilitate positive labor management relationships and provide overall community benefit. It provides
a forum for the discussion of mutual concerns and issues that may have a significant impact on service
delivery. Furthermore, the process is intended to be an incentive to assure enhancement of the
community by establishing the expectation that the Employee Organization and its members will
participate in community-based programs.

ARTICLE 3 - Management Rights

3.1 - The Employee Organization recognizes that Arizona and Federal law restricts certain activities
of the Employee Organization.

3.2 - All management rights not expressly addressed by a specific provision of this Memorandum of
Understanding shall remain within the exclusive purview of the City’s management, including the
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unilateral and exclusive rights to operate, administer, and manage its municipal services and workforce
performing those services.

3.3 - The Employee Organization recognizes that the exclusive rights of the City shall include, but not
be limited to, the right to determine the organization of City government and the purpose and mission
of its constituent agencies. The City shall set standards of service to be offered to the public and,
through its management officials, exercise control and discretion over its organization and operations,
establish effective administrative regulations and employment rules consistent with law and specific
provisions of this MOU, direct its employees, take disciplinary action for just cause, relieve employees
from duty due to lack of work or other legitimate reasons, determine the methods, means, and
personnel by which the City’s services are to be provided, including the right to schedule and assign
work and overtime, and otherwise act in the interests of efficient service to the community. Nothing
herein shall be construed to diminish the provisions of the Ordinance or to alter the rights, obligations,
and restrictions set forth in Arizona or Federal law.

ARTICLE 4 - Employee Rights

4.1 - As provided in the Ordinance, Represented Employees have the right to participate on behalf
of, or engage in activities on behalf of, the Employee Organization and have the right to refrain from
such activity.

4.2 - All Represented Employees have the right to have the Employee Organization serve as their
Meet and Confer representative without discrimination based on membership or non-membership in
the Employee Organization.

4.3 - Represented Employees shall have the right to present their own grievance of any issue not
covered by this MOU in person to the appropriate management authority.

4.3.1 - The Employee Organization maintains the right to be present during any meeting
regarding an alleged breach of the MOU. No person other than the Co-Chair(s) of the Employee
Organization (GPOC) may reach a written agreement with the City that interprets or alters the rights
or benefits covered under this MOU. '

4.4 - Represented employees shall have the following Officer Bill of rights, which will be utilized in
conjunction with the city’s established disciplinary policy No. 513.

4.4.1 - Anonymous and/or third party complaints alleging violations of department rules,
procedures or policies would not in and of itself be sufficient grounds for initiating an internal
investigation.

4.4.1.1 - However, after reviewing the anonymous complaint, the department may
attempt to independently corroborate the information providing it can do so without
subjecting the involved member to an interview. If the department is unable to
corroborate the information, the matter will be dropped. The time frame to
corroborate anonymous complaints is thirty calendar days; except allegations that on
the face are criminal. If the department independently discovers a potential policy
violation, the department may initiate an internal investigation.
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4.4.1.2 - Anonymous complaints alleging criminal behavior on the part of a member
regardless of the source of the information will be investigated.

4.4.1.3 - For the purposes of this section, a third party does not include anyone who has
firsthand knowledge of the incident resulting in the complaint.

4.4.1.4 - This section will not apply to the parent/guardian of a minor child.

4.4.1.5 - Documented anonymous complaints that are not corroborated within the thirty
day (30) time limit shall be classified as an incident. The involved member will be notified of the
complaint per section 4.5 of the MOU, but is not required to respond.

4.4.2 - All complaints filed against a member of the Employee Organization will be completed
within 120 days. If not completed in the allotted time frame, the investigation will be dismissed and
deemed un-sustained, except as outlined in Section 4.4.2.2.

4.4.2.1 - The 120 days starts when the member is served with the Notice of Investigation
and is completed on the day the assigned investigator documents the investigation, along with
his findings to the Professional Standards Unit.

4.4.2.2 - In the unlikely situation that more than 120 days are required to complete an
investigation, the Chief shall notify the member and GPOC co-chairs in writing of the need for
additional time. The notice will describe the projected completion date and the general nature
of the reason(s) why more time is needed.

4.4.3 - The complaining party must sign a complaint form and sign an affidavit of truthfulness
within 30 days of the date when they knew or should have known about the improper conduct on
the part of a member of the Employee Organization against whom they wish to file a complaint. If
the complaining party fails or refuses to sign the affidavit, no complaint will be taken. The
represented employee shall be notified of the identity of the complaining party and the context of
the alleged complaint against the represented member.

4.4.3.1 - The department reserves the right to independently corroborate the information
received from a complaining party even without a signed affidavit, providing it can do so
without subjecting the involved member to an interview. If the department is unable to
corroborate the information, the matter will be dropped. If the department independently
discovers a potential policy violation, the department may initiate an internal investigation.

4.4.3.2 - Complaints alleging criminal behavior on the part of a member regardless of the
source of the information will be investigated.

4.4.4 - The represented employee shall be notified within three duty days if a complaint is filed
against them. The three days start once there is a signed affidavit from a citizen alleging a
complaint, or in the absence of a signed affidavit, when the Chief has issued a written order calling
for an internal investigation.

4.4.4.1 - However, there may be situations where it is not possible or appropriate to notify
the member within three duty days of a complaint being filed.

Page 6 of 40



4.4.4.2 - In such situations, the Chief must document the reasons for the delay, and must
ensure that notification is made as soon as is reasonably possible.

4.4.5 - The use of a polygraph or other truth verification equipment will not be authorized
during the complaint process for a member of the Employee Organization.

4.4.6 - The Chart of Sanctions listed in the Department’s policies and procedures will be utilized
to determine the appropriate level of discipline. Reasons for mitigating or aggravating the level of
discipline or for deviating from the Chart of Sanctions will be explained in the disciplinary notice.

4.4.7 - Discipline served to a represented employee, will not be used to aggravate discipline
beyond the following time frames: 3 years-non punitive , 5 years punitive the notice of intent service
date(s) will be used for the starting/ending time period for the above. Any exception to this time
frame shall occur only at the direction of the Chief and a written explanation will be provided to the
affected employee. '

4.5 - AIMS entries, Supervisor Notes, and Verbal Warnings: A represented member will have an
opportunity to view any AIMS entry, supervisor notes, or verbal warning notations within one (1) week
of entry into the AIMS system, receiving the verbal warning, or the notation being made in the
supervisor’s notes.

4.6 - Review Period - When an investigation is completed in draft form and one or more allegations
have of finding of “sustained”, the employee will be notified and allowed three (3) business days
(excluding holidays) to review the completed draft form of the investigation.

4.6.1 - The purpose of this review is to assure that PSU has conducted a thorough investigation
from the employee’s perspective and for providing a written response to the investigation prior to
any initial recommendations from the employee’s supervisors.

4.6.2 - The employee can review the completed draft form of the investigation with their peer
representative.

4.6.3 - If the employee chooses not to review the investigation, the employee’s declination will
be maintained as part of the completed investigation in written form.

4.7 - The Glendale Police Department Mediation Program, which is intended to provide a structured,
confidential, and voluntary process that allows citizens and represented members the opportunity to
use mediators to discuss citizen complaints and concerns involving customer service issues, to share
their views, and to work to resolve their differences will be offered and encouraged to citizens during
the formal complaint process. When citizen complaints are received by PSU, or by the represented
member’s supervisor alleging customer service type issues (e.g. rudeness, demeanor, courtesy, etc.),
the citizen will be advised they have the option to have their complaint handled through the mediation
process. The Mediation process is further outlined in departmental policy 22.508.
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4.8 - Subject or witness interviews conducted with represented members, including fact finding
interviews to determine if policy violations have occurred may be audio taped. When such interviews
are recorded, the represented employee will also have the opportunity to record the interview.

4.9 Investigations involving a represented member will be administered by the Glendale Police
Department. If the Police Chief determines that it is not in the best interest of the City or represented
member, the investigation may be administered by another entity; this does not prohibit the Human
Resource Department from participating in the process by assigning a liaison to the investigation.

4.9.1 All investigations involving represented members will be conducted in accordance with
Article 4, Employee Rights, of the MOU.

4.9.2 In situations involving an EEO (Equal Employment Opportunity) based complaint, the
investigation will be coordinated in conjunction with the Human Resource Director.

4.9.3 A represented member identified only as a witness in a Glendale Police Department

criminal investigation will be given the opportunity to consult with a GPOC Co-Chair or GPOC designee,
not an attorney, to discuss their rights and obligations prior to the interview or interrogation.

ARTICLE 5 — Representation

5.1 - The Employee Organization, as the authorized representative, has the exclusive right to serve
as the Meet and Confer representative of the Represented Employees, as certified in accordance with
the Ordinance.

5.2 - Except as provided herein, all of the business of the Employee Organization that requires the
involvement of employees shall be conducted during non-work time. Employee Organization business
shall not in any manner disrupt, delay, or otherwise interfere with the operations of the City or
efficiency of those operations.

5.2.1 - The Police Department agrees to provide the Employee Organization with two (2) paid
standby positions for the purpose of supporting and representing officers involved in critical
incidents, health and safety matters. The employee organization standby positions shall receive
forty dollars per regular scheduled workday and sixty dollars per regular non-scheduled workday.

5.3 - The City agrees to provide the Employee Organization two full time release positions for the
purposes of conducting Employee Organizational business related to the meet and confer process and
the Organizational Cooperative Process (OCP). These two positions will be authorized from the current
FTE positions.

5.3.1 - The two full time release positions shall be sworn, full time paid police represented
members with the City. These two full time release positions will receive compensation including
benefits for services rendered to the City and the City shall continue to make contributions to the
Public Safety Personnel Retirement System required by law as to maintain their full eligibility under
the PSPRS guidelines.
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5.3.2 - The two full time positions shall participate in all appropriate training requirements to
maintain officer qualifications for the Department to include all training mandated by the Arizona
Peace Officers Standards and Training Board.

5.3.3 - The two full time positions agree to be bound by the Department’s policies, procedures,
including proper notification when utilizing sick or vacation leave and may be subject to disciplinary
action for violations of any such policies or procedures.

5.3.4 - The two full time positions will be held by the Co-Chairmen of Glendale Police Officer’s
Coalition (GPOC) or their designated representative. In addition, the full time release positions are
expected to serve as representatives, attend meetings and participate on citywide committees and
task forces including, but not limited to the Total Compensation, Diversity, and Budget Focus Group
committees.

5.3.5 - In addition to the two full time release positions, the City shall authorize 2000 hours of
additional release time annually and up to 600 hours of overtime for designated Employee
Organization Representatives to conduct Organization business, attend training and meetings as
part of the Organizational Cooperative Process (OCP), including the meet and confer process. The
Employee Organization shall notify the Chief of Police or designee of the time and the employees
who shall be so designated. There shall be no obligation on the City to change or adjust normal
departmental scheduling or assignments of personnel as a result of such designations. Designations
will be made that will not impact patrol nor require replacement of personnel.

5.3.6 - The GPOC CO-Chairs or designees will be notified and offered positions on
Department/City committee’s reference operational planning for significant special events for the
purpose of providing input on safety matters, working conditions and designation of equipment/
uniform attire for represented members.

5.4 - The Human Resources Department shall provide to the Employee Organization, upon written
request, a monthly list of all employees and their work locations who are eligible to become
Represented Employees that are new to the Police Department. The costs related to the production of
such employee list shall be borne by the Employee Organization.

5.4.1 - Whenever the City hires a Police Recruit or sworn Police Officer as a new employee, the
Police Department will inform GPOC in writing of such employment, giving the name, date of hire.
and job classification of the new employee.

5.4.2 - Human Resource agrees to use its best efforts to inform GPOC in all instances when an
employee represented by GPOC retires from the City, giving the name, job classification and date of
retirement.

5.4.3 - Employees’” home addresses, personal telephone numbers, and personal identifying
information shall not be released to the Employee Organization unless the employee has provided
prior written authorization for the release of this information to the City’s Human Resources
Department.

5.5 - Upon written request to the Police Chief, the City shall provide the Employee Organization with
non-confidential and readily available information that is necessary for the Employee Organization to
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\

prepare for effective and efficient meet and confer process, including the city’s|analysis of its financial
status. Any costs associated with producing such information shall be borne by‘ the Employee
Organization. ‘

5.6 - Within sixty days that this Memorandum is adopted by the City Council, the Organization will
arrange for printing of jointly approved copies of it for furnishing one to every r‘epresented member,
unit supervisor and to management personnel. The cost of such duplication and distribution will be
borne equally by the Association and the City. }

|

5.7 - Labor and Police Management acknowledge that a harmonious workng relationship’is
essential to the success of this agreement, and that a working relationship base‘d upon cooperation and
mutual recognition of each other’s positions, with regard to issues that affect offlcers will enhance
department operations. ;
|

5.7.1 - The Joint Labor-Management Committee will mutually explore d‘epartmental issues and

seek joint recommendations for resolutions to problems that may arise in the workplace. The Joint
Labor-Management Committee consists of three (3) representatives of the Pepartment (The Chief
and two Assistant Chiefs, or designees), and four (4) representatives of GPOC (Co-Chairs and Vice
Presidents or designees).

5.7.2 - The Joint Labor-Management Committee is designed to allow representatives to review
workplace issues in a positive manner. This cooperative and mutual WOrkin‘lg relationship is advisory
only and not intended to supplant management initiatives or decision makir“\g authority.

5.7.3 - The Chief, the Glendale Police Departmeht, or the City, is not bound to implement any
resolution recommended by the Committee, except as specified to in other articles contained in this
agreement. |

5.7.3.1 - The Joint Labor-Management Committee shall have no baréaining authority.
. | .

Disposition of matters covered in the Joint Labor-Management Committee shall not contradict,

add to, or otherwise modify the terms and conditions of the agreement:.

|
5.7.4 - The Committee shall meet regularly, at least bi-monthly, at an ag"reed upon date, time
and location. Additional meetings may be held, as necessary, at the direction of the Chief.

5.7.4.1 - Items to be placed on the agenda shall be forwarded to th'g Chief at least seven
days before the regular scheduled meeting so that relevant data, docum\ents, and information
may be gathered and distributed to the members of the Committee, pripr to the meeting.

5.7.4.2 - The business of the meeting shall be conducted informally,\in respectful and
constructive fashion. Every member of the Committee shall be furnishe‘d with all relevant
documentation, or other information necessary for full consideration ofiany issue on the
agenda, to the fullest extent allowed by law and/or departmental policy‘r

. .
5.7.5 - The Committee shall exchange information, while providing input and solutions for the
good of the organization, on matters that include: :

e Responding to requests for input from the Chief
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Health & safety, working conditions, equipment, employee welfare, etc.

Workforce staffing and allocation

Department policy or procedural changes

Departmental operations and budget

Department operational planning related to significant special events including National
Special Security Events, as designated by the U.S. Department of Homeland Security

e Audio/Visual Recordings; Body Camera’s

5.7.6 - GPOC members shall be deemed to be in an on duty status while attending such
meetings.

5.7.7 - In conjunction with the spirit of the Joint Labor-Management agreement, the GPOC CO-
Chairs or designee shall be notified when a represented employee is involved in a major incident,
such as sustaining a serious injury, shooting, or a serious accident, and a notification/call is initiated
per Glendale Police Department procedures.

5.8 - Grievance System - The Glendale Police Grievance system provides a just, effective, and
equitable method for the prompt resolution of problems without discrimination, coercion, restraint,
or reprisal against any employee who may submit or be involved in a grievance. The grievance
system provides for an orderly, informed and confidential process for represented employees to
have their issue and/or concerns considered in a fair and expedient manner without fear of reprisal.
Every effort should be made to find an acceptable solution at the lowest possible level of
supervision.

5.8.1 - Informal Resolution- As a matter of good labor-management relations, the parties
encourage any represented member who believes that he/she has a bona fide grievance to discuss
and attempt to resolve it with his/her immediate supervisor as designated by the Chief or designee.

5.8.1.1 - if the above informal discussion is held and does not resolve the grievance, the
represented member may file a formal grievance in accordance with the following procedure.

5.8.2 - A grievance is a written allegation by a represented member, that their rights, benefits,
privileges, interests, or due process, provided for in the Memorandum of Understanding (MOU),
City’s policies and/or procedures, have been violated, misapplied or misinterpreted in any particular
case. If a number of represented members file separate grievances on the same matter seeking the
same remedy, the grievance may be allowed to be handled as a single grievance. The grievant’s
peer representative is allowed to be present at all meetings/ hearings with the grievant.

5.8.3 - A grievance shall not include any of the following: Any matter on which the City is
without authority to act, any proceedings for any disciplinary action of an employee, the evaluation
of any employee’s performance, and the content or structure of the classification system.

5.8.4 - The Glendale Police Officers Coalition may, in its own name, claim that there is a breach
of the memorandum of understanding. The Employee Organization will use the exclusive process
outlined in Ordinance #2433, Section 2-86: Resolution of Claims of Breach of the Memorandum of

Understanding.
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5.8.5 - Grievance Procedure

Step 1: The represented member shall reduce their grievance in writing by signing
and completing all parts of the “grievance form” provided by the Glendale Police Department and
submit it to his/her immediate supervisor within twenty (20) calendar days of the initial
commencement of the occurrence being grieved. The supervisor shall further consider and discuss
the grievance with the grievant and the grievant’s peer representative as deemed appropriate, and
shall, within fourteen (14) calendar days of having received the written grievance, submit his/her
response in writing to the grievant. The parties by written agreement may move the grievance to
Step 2.

Step 2: If the written response of the immediate supervisor does not result in a resolution of
the grievance, the grievant may appeal the grievance by signing and completing the Glendale Police
Department form and presenting it to his/her Division or Bureau Commander within fourteen (14)
calendar days of the grievant receipt of the immediate supervisor’s response. The Division or
Bureau Commander may investigate the grievance and may set a meeting with the grievant, the
grievant's designated peer representative and such other personnel deemed appropriate to
consider the grievance. Within fourteen (14) calendar days of receipt of the grievance, the second
level of review shall submit a response to the grievant and the grievant’s representative.

Step 3: If the response of the second level of review does not result in resolution of the
grievance, the grievant may appeal the grievance by signing and completing the Glendale Police
Department form and presenting it to the Police Chief within fourteen (14) calendar days of the
grievant’s receipt of the Step Il response. The Chief or designee shall conduct a hearing within
fourteen (14) calendar days of receipt of the grievance regarding the grievance at which the grievant
shall be afforded the opportunity to fully present their position and to be represented. Within
fourteen (14) days of the hearing, the Police Chief or designee shall submit a response to the
grievant and the grievant’s peer representative.

Step 4: After the Department Head’s decision, the grievance, as originally written and the
attached response from the Department Head must be submitted to the HR Director within
fourteen (14) calendar days of receipt of the Department Head’s answer. The HR Director shall,
within fourteen (14) calendar days of the receipt of the grievance, meet with the Department Head
or designee and the represented member and their representative in an attempt to resolve the
grievance. The HR Director shall then submit written recommendations for resolution to the
represented member and Department Head within fourteen (14) calendar days of the meeting.

***Resolution conference: After a grievance has been submitted at Step 5 to the Grievance
Committee, either the grievant or the agency may choose to request a resolution conference. A
resolution conference is an informal meeting between the parties with the assistance of a neutral
facilitator, provided by the Division of Human Resource Management, who is not affiliated with
either of the parties. The resolution conference option provides an additional opportunity for a
grievance issue to be discussed and for possible solutions to be considered. If the Grievance
Committee has notified the parties of consideration of the date on which it will hold a hearing to
consider the grievance, the request for a resolution conference may not be submitted less than 15
working days before that date.
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Step 5: If there is no resolution after the written recommendation is made from the HR
Director to the represented member and Police Chief, the grievant may, within fourteen (14)
calendar days of the Step 4 response, appeal the grievance by signing and completing the Glendale
Police Department form and presenting it to the Grievance Committee. The Grievance Committee
shall be composed of: Chairman - A member of the City Manager’s Office designated by the City
Manager. Secretary - A designee of the HR Director. Member - A different City department head on
a rotating schedule. Member — GPOC Co-Chair President or designee. The Grievance Committee
shall schedule a hearing regarding the grievance at which the grievant shall be afforded the
opportunity to fully present their position and to be represented. If the grievant so elects in writing
within the above time limit, in lieu of such hearing, the grievance may be reviewed by an arbitrator.
The parties, or their designated representatives, shall agree on an arbitrator, and if they are unable
to agree on an arbitrator within a reasonable time, either party may request the Federal Mediation
and Conciliation Service to submit to them a list of seven (7) arbitrators who have had experience in
the public sector. The parties shall, within seven (7) calendar days of the receipt of said list, select
the arbitrator by alternately striking names from said list until one name remains. Such person shall
then become the arbitrator. The arbitrator so selected shall hold a hearing as expeditiously as
possible at a time and place convenient to the parties, and shall be bound by the following: The
arbitrator shall be bound by the language of the Memorandum of Understanding and departmental
rules and regulations consistent therewith in considering any issue properly before them. The
arbitrator shall expressly confine themselves to the precise issues submitted to them and shall have
no authority to consider any other issue not so submitted. The arbitrator shall be bound by
applicable State and City law. The Grievance Committee or the arbitrator shall submit findings and
advisory recommendations to the grievant and to the City Manager. The cost of the arbitrator and
any other mutually incurred costs shall be borne equally by the grievant and the City. The City
Manager shall, within fourteen (14) calendar days of the receipt of the written findings and
recommendations, make the final determination of the grievance and submit it in writing to the
grievant and the designated representative.

5.8.6 - Time Limits- Failure of City Management representatives to comply with time limits shall -
entitle the grievant to appeal to the next level of review; and failure of the grievant to comply with
said time limits shall constitute abandonment of the grievance; except however, that the parties
may extend time limits by mutual written agreement in advance.

5.9 - Voluntary Alcohol and Controlled Substance Referral Protocol: Any represented member
who believes they are or they may be affected by an alcohol and/or controlled substance abuse
problem are encouraged to seek help without fear of disciplinary action. This protection does not
apply to a represented member who is currently under investigation or pending disciplinary action
for an alcohol and/or controlled substance abuse problem. Assistance may be requested by the
represented member or through referral by another employee, union representative, or family
member; the represented member shall not be subject to administrative investigation or disciplinary
action as a result of such notification.

5.9.1 Human Resources will be immediately notified and the employee will be referred to the
Employee Assistance Program (EAP) or similar City approved program for evaluation and
rehabilitation if indicated. The represented member shall sign an agreement with the City agreelng
to the following:

* Confirmation of contact with EAP or City approved program
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e Confirmation of EAP or City approved program Assessment (initial evaluation and referral, if
necessary)

e Agreement to comply with treatment recommendations, including reports of participation
and duration of expected treatment

e Attendance at the recommended course of treatment (including dates of attendance)

¢ Termination of the treatment plan, with recommendations, if any '

o Signed Release of Information form, authorizing EAP or City approved program to disclose
the following information to any treatment providers the employee is referred to assure
compliance with SAP recommendations and to coordinate care between EAP and any
providers to which employee is referred: this includes the reason for referral, the EAP
evaluation findings and recommendations. The signed release will also allow the City to
receive attendance records for the recommended course of treatment, final
recommendation by SAP, including a confirmed negative drug and alcohol result at the
conclusion of the program.

5.9.2 Withdrawal from or failure to participate in the EAP or similar City approved program and
prescribed rehabilitation will result in the represented member completing a “fit for duty”
evaluation from a Substance Abuse Professional before being released back to their normal work
duties.

5.9.3 EAP will treat all medical information including individual counseling and treatment as
confidential, with the exception of rehabilitation recommendations, attendance records, and
confirmed negative drug and alcohol result from the SAP after completion of the prescribed
rehabilitation. The department, to the extent necessary for treatment and rehabilitation, will
permit special medical leave for the period necessary to complete primary treatment and establish
control over the alcohol or drug problem; the involved paid leave of absence is for the purpose of
meeting initial treatment needs.

5.9.4 Special Medical Leave hours can be used for the counseling and treatment program in
compliance with section 7.6.4 of the MOU. If the represented member withdraws or fails to
successfully complete the program, they will reimburse the City for any Special Medical Leaves
hours utilized.

5.9.5 Employees will be returned to service upon recommendation of the SAP along with any

prescribed rehabilitation plan. After being returned to service, the City will follow the prescribed
rehabilitation from the SAP.

5.10 Drug and Alcohol Testing. A represented member shall not be subject to any random drug
or alcohol testing.
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ARTICLE 6 - Wages

6.1 — Compensation, Represented Employees shall be compensated in accordance with the
provisions of this MOU and all applicable Human Resources policies.

6.2 - Base Wages: Represented Employees shall receive base wages in accordance with the step
plan as set forth in the following chart:

Police Officer Police Sergeant
Step1 $55,116 Step 1 $85,309
Step2 $57,872 Step 2 $89,575
Step 3 $60,765 Step 3 $94,054

Step4 $63,804
Step5 $66,994
Step6 $70,344
Step7 573,861
Step 8 $77,554

July 1* of each year, a represented employee shall be moved from his or her current step to the next
highest step in their pay range, up to the maximum step of the range, unless he or she receives an
overall annual performance rating of Does Not Meet Expectations. An employee who receives a rating
of Does Not Meet Expectations shall remain at his or her current step number and corresponding step
amount until performance meets requirements for that fiscal year. In accordance with Human
Resources Policy 501 il B 2, if an extension of the performance appraisal period is warranted, the
supervisor shall review the employee at the regular performance appraisal date and justify the extended
period. The Police Chief is authorized to extend a performance appraisal period and withhold a step
increase, until performance meets requirements. Step increases, withheld at the regular performance
appraisal date, are not retroactive to that date. Pay overlap shall not occur between any steps in the
step plan and the number of steps will not be increased or decreased during the term of this MOU. Any
adjustments to the steps during the terms of this MOU within a grade shall be equal across all steps
within that grade.

6.3 —Salary on Promotion Employees that promote from one represented position to another shall
be paid wages equal to the lowest step within the new pay grade.
6.4 - Specialty Pay: Represented Employees shall receive Specialty Pay after successfully completing

the required testing process, or securing the appropriate certification (if required), while assigned to a
position designated to utilize this training. These assignments require specialized duties beyond that of
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general patrol functions. A two-tier system will be utilized in designating the rate of specialty pay for
the identified positions, which are as follows:

Tier 1- $210.00 per month

SWAT

Explosive Ordinance Disposal (EOD)
K-9

Motors

Vehicular Crimes {(VCU)
Homicide/Violent Crimes

Sex Crimes

Tier 11 - $175.00 per month

Financial Crimes

Domestic Violence/Missing Persons
Special Investigations (S1U)
Property

Training

e CALEA/Accreditation

Specialty pay is an additional $210.00 or $175.00 per month, in addition to their normal base pay.
Represented employee’s can only receive one specialty pay, which will be calculated at the highest
applicable rate. Bi-lingual pay is an exception.

6.4.1 - Field Training Sergeants and Field Training Officers: When a Represented Employee
successfully completes all of the required training, successfully completes the required testing
process, secures the appropriate certification (if required), and is assigned to a position designated
as a Field Training Sergeant to whom the Field Training Officer and the Officer in Training are
assigned, or as a Field Training Officer, the Represented Employee’s wages shall be supplemented by
payment of an additional $3.00 per hour in addition to their normal rate of pay. This payment is only
receive for actual training time logged by the Field Training Officer and for the time during which a
Field Training Officer and Officer in Training is assigned to the Field Training Sergeant.

6.4.2 - Specialty Assignment Training Officer and Specialty Assignment Training Sergeant: Upon
initial assignment into one of the following specialty units, members will receive training from a
designated “training officer” or “training sergeant.” A “training officer” or “training sergeant” is
defined as any Represented Employee who has been tasked by that unit’s commander to provide
newly assigned employees with the initial training necessary for the performance of their duties in
the specialty assignment. While performing these training duties, the Represented Employee’s
wages shall be supplemented by payment of an additional $3.00 per hour in addition to their normal
rate of pay. To qualify for this supplemental pay, the “training officer” or “training sergeant” must
document their training efforts in a manner prescribed by that unit’s commander. In no case will
the supplemental pay exceed 120 hours for the training of any single newly assigned employee.
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Bomb Squad

Canine

Criminal Investigations Division — All Squads
Professional Standards Unit

SWAT Team

Traffic Unit - Accident Investigation

Traffic Unit — Motors

6.4.3 - Stand-by Pay: When a represented member is required and assigned to be available for
immediate emergency call-out at times that he/she is not otherwise on duty, and he/she complies
with departmental regulations incident thereto, he/she shall be compensated forty dollars per
regular scheduled workday and sixty dollars per regular non-scheduled workday . If the
Represented Employee is called to report to work, he or she shall be paid for a minimum of three
hours work, or the actual time worked if greater than three hours, for the activities as outlined in
Police Department Policy and Procedures 21.321.A. The following represented positions are
designated as unrestricted stand-by paid positions:

Criminal Investigation Division — 12 positions
PIO - 1 position

PSU - 1 position

Vehicular Crimes - 2 positions

Phlebotomist - 1 position

SWAT - 10 positions

Safety Officer - 1 position

6.4.4 - Special Compensation / Canine Assignment: Each Glendale Police Department canine
handler that kennels his/her canine at his/her home shall receive the equivalent of four (4) hours of
straight pay in addition to their normal 40 hour work pay for each seven day work period, to be paid
biweekly, at his/her regular rate of pay. This additional four (4) hours of regular pay is
compensation for the time spent working outside regular work hours on canine maintenance
training and Ordinary Care and Maintenance of the canine. “Ordinary Care and Maintenance”
activities consist of various animal caretaking tasks including but not limited to feeding, grooming,
inspecting, medicating, exercising, pest control, preparing and cleaning the canine kennel, and
preparing and cleaning the canine transport vehicle. Such hours worked shall not be interpreted to
be 1) shift extension, 2) callback to work, or 3) scheduled work performed in excess of the regular
shift for overtime purposes.

6.4.5 - Bilingual Pay: Represented Employees qualifying for bilingual pay per City policies and
procedures shall receive supplemental pay in the amount of $175.00 per month. The total number
of employees within the Police Department receiving supplemental pay for bilingual skills shall not
exceed 50 employees. All employees receiving supplemental pay for bilingual skills may be required
to be recertified as deemed necessary. Upon a determination by the City that an employee’s
bilingual skills are no longer necessary or beneficial to the employee’s job performance, this
supplement may be terminated and the bilingual supplement made available for another employee
in a position having a greater need for or benefit from bilingual skills.
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6.4.6 Advanced Training and Proficiency Skills Pay: Beginning July 1, 2016 represented members
shall receive additional pay in the amount of $75.00 per pay period {$1950.00 annually) for
successfully completing the certification retention requirements from the Arizona Peace Officers
Standards and Training Board (AZPOST). The proficiency training course standard requires a physical
demonstration of the performance objective under R13-4-116 and a demonstration of the use of
judgment in the application of the physical act. Advanced Training and Proficiency Skills training
may include, and is not limited to the following; terrorism and weapons of mass destruction,
hazardous material, scenario based defensive tactics, scenario based firearms, tactical trauma care,
first aid, civil disobedience, active shooter, incident command system, handling the mentally ill,
tactical driving, cultural diversity and biased based policing, and response to resistance. A police
officer becomes eligible on the first pay period following completion of their probationary period.

6.5 - Succession Pay: Each Represented Member will receive semi-annual payments in the second
paycheck of July and the first paycheck of December in accordance with the following schedule.
Succession pay shall not be prorated. Represented Employees must serve for complete fiscal years in
order to qualify for the next corresponding level of succession pay. Represented Employees terminating
their employment with the City for any reason shall forfeit any succession pay that would otherwise be
next due.

Minimum Full Semi-Annual Annual
Years of Service Payment Payment
180 + months $1,000 $2,000
108 to 179 months $800 $1,600
96 to 107 months $700 » $1,400
84 to 95 months $600 $1,200
72 to 83 months $500 $1,000
60 to 71 months $400 S 800

48 to 59 months $300 S 600

36 to 47 months $200 $400

6.6 — Overtime: A Represented Employee who has worked beyond their regular schedule [eight (8)
hour work shift, ten (10) hour work shift or any other work shift authorized by the Chief of Police and/ or
his designee] shall be eligible for overtime. Duly authorized paid leave shall be considered as time
worked for purposes of the regularly scheduled work week. This provision shall not apply to unpaid
leave.

6.6.1 - A Represented Employee may accrue up to three hundred and sixty hours (360) of
compensatory time in lieu of cash payment for overtime hours worked. Use of compensatory time
shall be subject to advance approval and will only be allowed if scheduling permits based on the
needs of the department.

6.6.2 - Overtime work will be compensated in either cash or compensation time at one and one-
half (1-1/2) times the regular rate of pay after the first seven (7) minutes assigned and worked
beyond the end of the Represented Employee’s regularly scheduled shift, calculated to the nearest
1/4 hour.
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6.6.3 - Canceling scheduled overtime: The minimum time required to notify a represented
member their scheduled overtime has been cancelled must be 48 hours before the start of the
overtime shift. If the represented member is not notified timely, they will be compensated a
minimum of three (3) hours of their regular rate of pay. This stipulation shall not apply to situations
where an event is cancelled altogether, which would eliminate any need for staffing the event,
based upon circumstances out of the control of the City of Glendale or the Glendale Police
Department.

6.6.4 - Forced Overtime for Events: It is the philosophy of the GPD to staff preplanned events on
a voluntary overtime basis in order to maintain desired service levels throughout the City.
Represented employees will be made aware of events with as much notice as possible in electronic
format (SharePoint or email) to accomplish all staffing needs. If represented employees are being
forced to work, the decision will be communicated to the member at least 14 calendar days in
advance of the scheduled event. The process for forced overtime for a preplanned event is a
follows:

6.6.4.1 - Represented employees with the least amount of seniority who are on a regularly
scheduled day off will be ordered to work. This will continue (least seniority towards most seniority)
until all positions are filled. Special consideration may be given for a represented member who has
preplanned vacation, planned or occurring FMLA or SML leave time, or who is already committed to
other duties as a representative of the GPD. Should this occur, the represented employee must
immediately notify the preplanned event scheduler and follow up their request for special
consideration in written form through their Chain of Command. If a represented employee is forced
to work the preplanned event, every effort will be made to ensure that represented member will
not have to work more than one of his/her regular scheduled days off if the event is occurring over
multiple consecutive days.

6.6.4.2 - Represented employees assigned to a position as a case carrying detective will not
be forced to work preplanned events during their normal work hours. Represented employees do
have the ability to work these events in an overtime capacity, if they are able to adjust their 40 hour
work schedule to accommodate the overtime shift and they have approval via their Chain of
Command to do so. Represented employees on paid stand-by will not be forced to work a
preplanned event.

6.6.4.3 - The department maintains the right to mobilize employees needed for response to
an unplanned event or disaster, natural or manmade in its origin, without considering the
aforementioned Forced Overtime protocol. Whether the department utilizes forced overtime for
preplanned events or emergency staffing for unplanned events, the normal required staffing levels
within the Patrol Divisions of the department will not be negatively impacted.

6.7 - Market Analysis: During February 2017, and every February thereafter, the City’s Human

Resource department will compare the maximum of step rate ranges of Represented Employee’s
positions to comparable positions in benchmark cities identified in Appendix A. The City will notify the
Employee Organization if any benchmark city is added or deleted from the list and reason for the
change. If the maximum of the step rate range is within plus 5% of the average maximum for the
benchmark cities, the Employee Organization and the City will deem the Organization maximum rate
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acceptable “at market.” Any adjustments necessary to bring the maximum of the step rate range to an
acceptable market rate will be made in no less than 2.5% increments and will be made effective July 1st
of the next fiscal year. If a market adjustment in needed, the increment (increase) will be applied to all
steps within that range.

ARTICLE 7 — Benefits

7.1 - Other Benefits: The City may provide optional benefits to eligible employees through payroli
deductions. Represented Employees will be offered the same optional benefits that are offered to all
City employees. '

7.2 - Life and Disability Insurance: Represented Employees shall be covered by the City’s life,
disability, and other insurance plans in the manner and quantity offered to all City employees.

7.2.1 - Per the City’s current Commuter Insurance Plan and in accordance with Arizona Revised
Statute 23-1021.01, represented members shall be covered during their commute to and from work
to include up to two (2) hours before their shift begins and up to two (2) hours after their shift
concludes.

7.3 - Retirement Benefits - Retirement benefits for Represented Employees shall continue to be
provided by enrollment in the Arizona Public Safety Personnel Retirement System. Deductions shall be
made from each paycheck in accordance with the law and the City shall contribute the amount required
by law. A Represented Employee’s retirement may be augmented by the contributions to the
Represented Employee’s deferred compensation account as set forth herein.

7.3.1 Deferred Compensation- Changes to the Plan, Administrator, Custodian and/or Adoption
Agreement. If the city sends out a request for proposals (RFP) for a new administrator for “the City of
Glendale section 457 deferred compensation plan” , the employee organization will have two
representatives of its choosing, on the RFP committee.

7.4 - Each Represented Employee will receive bi-weekly payments of $ 125.00 which shall be in
addition to the Represented Employee’s wages, and which shall be deposited into a deferred
compensation account established by the employee with a City approved deferred compensation
vendor. This contribution shall be considered income and both the City and the Represented Employee
shall make the required contributions to the Arizona Public Safety Personnel Retirement System
accordingly.

7.5 - Additional non health care related benefits granted to the members of the Employee
Organization include: '

7.5.1 - The maximum number of compensatory hours that a represented employee will be
permitted to accrue shall be 360 hours. Represented employees shall be allowed to sell back up to
Eighty (80) hours of compensatory time per year. The Represented employee shall notify payroll by
the end of the first pay period in November of their intentions to sell back their accrued
compensatory time. Upon notification the represented employee shall be issued a separate check
within two weeks of notice, and no later than December 15th. Sell back hours shall be recorded on
the member’s time sheet under a pay code to be determined by the City.
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7.5.2 - Military leave will be up to 320 hours per fiscal year. Any hours that are not utilized
within the fiscal year shall be forfeited and not carried over to the following fiscal year.

7.5.2.1 - During the duration of deployment each represented member will be compensated
at their full rate of base pay. This rate shall be calculated by using their base military rate of pay.
If the member’s base military pay is less than that of their base pay as a Police Officer or
Sergeant then the City will make up the difference to “make whole” the impacted member’s
salary to minimize any financial hardship the member may endure during deployment.

7.5.2.2 - During deployment the city will continue to make the employee and employer
contributions into the represented members PSPRS in the amount required by law.

7.5.3 - Sick Leave Sell Back: Upon retirement, the accrued sick leave of a Represented Employee
of the Employee Organization with ten or more years of continuous City of Glendale service, shall be
paid into a city-authorized Retiree Health Savings (RHS) account based on fifty percent (50%) of the
employee’s average hourly wage (average for last 36 months).

7.5.3.1 - Separation: A represented employee who resigns, not dismissed for cause, with
five or more years of continuous City of Glendale service shall be paid for accrued sick leave
based on one-third (1/3) of the employee’s hourly wage (average for last 36 months) for each
hour of accrued sick leave.

7.5.4 - If a Represented Employee of the Employee Organization is injured on duty, any time
needed by that Employee to attend Physical therapy and/or medical appointments will be
considered on duty time. These hours will be flexed out of the Represented Employee’s regular
work hours and no overtime will be paid as a result of attending these appointments.

7.5.5 - The Represented Employee of the Employee Organization is authorized to have his or her
ballistic vest replaced every five years, and the City agrees to reimburse $1000 towards a vest
replacement and carrier. The vest replacement program will continue as is outlined in current
Glendale Police Policy and Procedures.

7.5.6 - Standard Uniform Allowance: Represented employees will receive uniform allowance of
$1200 per year paid in semi-annual payments of $600 dollars each; the first payment shall be
received in the first paycheck in December and the second payment shall be received in the first
paycheck in June of each year. Eligible Represented Employees shall be responsible for the
laundering and maintenance of their uniforms in accordance with Human Resources Policy 301.

7.5.6.1 The City agrees to replace duty issued equipment when it becomes stolen, non-
serviceable or damaged in the course of employment and performance of the represented member
assigned duties, except as a direct result of the represented member’s negligent actions. The
equipment that is eligible to be replaced will be based on the equivalent to what the department is
currently issuing new officers.

7.5.7 - Special Safety Equipment: Represented employees will receive $1200 dollars per year for
safety equipment paid in semi-annual payments of $600 dollars each; the first payment shall be
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received in the second paycheck in July and the second payment shall be received in the first
paycheck in December of each year. Eligible Represented employees will be responsible for the
maintenance and replacement of any safety equipment purchased with these funds.

7.5.8 - A Represented Employee who attains a degree from an accredited college or university
during the term of this agreement shall receive a one-time payment of $400.00 for an Associate’s
degree, $800.00 for a Bachelor’s degree, and $1200 for a Master’s degree. Represented Employees -
who are eligible for this one-time payment must submit their request to the Police Chief’s Office
within one year of obtaining their degree. The Chief’s Office will coordinate the payment through
the City’s check request process.

7.5.9 - Exchange of Days Off: Represented employees will be allowed to exchange days off with
employees of the same rank under the following conditions:

7.5.9.1 - Requests for an exchange of days off should be submitted in writing signed by both
parties no less than five (5) working days prior to the first day of exchange. All supervisors
involved shall receive a copy of the request. '

7.5.9.2 - Exchanges of days off will only be made within the division, section, and detail.
Exceptions may be permitted with the approval of the Commanders from both divisions.
Exchanges must be completed within the same payroll period.

7.5.9.3 - An officer must report for the exchanged days off and with the exception of iliness,
any officer who fails to report will be declared absent and may be subject to discipline.

7.5.9.4 - Exchanges cannot negatively impact department operations or result in or increase
overtime.

7.5.10 - Shift Preparation Time: The following time allotments are in effect:

20 minutes at the beginning of a patrol shift

Officers must arrive on time to start their designated patrol shift; the first 20 minutes will be
designated to allow an officer to put on their safety gear; to include their ballistic vest, duty belt
and work shoes and to get the necessary safety equipment placed into their patrol vehicles.
Patrol briefing will commence at 20 minutes after the start of the shift, at the direction of a
patrol supervisor. (Based on an emergency, critical staffing shortage or other unpredictable
operational needs, a supervisor can cancel briefing and prep time and direct officer to get on the
street as soon as reasonably possible.)

15 minutes prior to the end of a patrol shift

During the last 15 minutes of an assigned shift, every reasonable effort will be made to allow an
officer to remove their safety gear and equipment, secure the items, and be ready.and able to
leave upon completion of the patrol shift. No overtime will be granted for this purpose. Officers
may not leave their assigned police facility until completion of the shift, unless otherwise
directed by a supervisor.

7.5.11 - The city will provide represented members with a physical examination for preventive
health measures. The represented member shall be eligible for an initial baseline physical twenty-
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four (24) months from the date of regular hire and a biennial physical every twenty-four months (24)
thereafter while he or she remains an employee. Represented employees forty (40) years of age
and older shall be eligible for physical examination every eighteen (18) months.

7.5.11.1 - The City will pay for costs of an initial baseline physical to include; history,
examination, 2 view chest X-Ray, CMP, CBC, urinalysis dip, audiogram, vision with color,
pulmonary function test, and treadmill. The City will pay for a biennial office exam to include;
history, examination, CMP, CBC, urinalysis dip, audiogram, vision with color, pulmonary function
test, and treadmill.

7.5.11.2 - Additional testing or examination resulting from abnormal findings from the
biennial exam shall be submitted by the represented member to the City’s medical plan or
through the Worker’s Compensation process, whichever is appropriate. When the represented
employee is in an occupation or assignment requiring additional testing or examination because
of legislation or a court of competent jurisdiction determination, such testing/examination will
be provided under the biennial exam.

7.5.11.3 - The department will implement a health and wellness program for represented
members to address work related physical, mental and emotional stresses of the job.
Represented employees will be encouraged to stay mentally and physically fit and to utilize
workout equipment at City facilities. Represented members will have access and an individual
membership to all city workout facilities, subject to the facility rules and availability, which
includes and shall not be limited to the following; GRPSTC, Foothills, City Shop, Gateway, ‘
Foothills Aquatic Center and Main Station. If a represented member is injured while working
out in a city facility, their injury may be covered under the City’s workers compensation
program. Part of the police department’s annual health and wellness program will include
training on the risk of suicide, depression, alcohol, and heart attacks.

7.5.11.4 - If a represented member, while carrying out his/her official duties, is exposed to
- an infectious disease/virus, the City agrees to pay the expenses for inoculation of the member.
The City agrees to comply with state (ADOSH) and federal (OSHA) health and safety laws and
regulations regarding Respiratory Protection, Bloodborne Pathogens, Hazwoper, and the
general duty clause; including training, personal protective equipment, medical surveillance and
yearly medical evaluations.

7.5.12 Employee Education Conversion Program: A represented employee who successfully
completes a course/s at any accredited university, college or work related training program, may
cash out their accrued vacation time or sick time as reimbursement in an amount equal to the
cost of the course/s after the deduction of any and all applicable taxes and deductions. Accrued
vacation will be paid at 100% of its current value and sick leave will be paid at 50% of its current
value. The amount of this tuition reimbursement shall not exceed $3700.00 per term of the
MOU.

7.6 — Leaves: Represented Employees in the Employee Organization shall be compensated for all
leave time as noted below and in accordance with Human Resources Policy 401.

7.6.1 - Each Represented Employee in the Employee Organization will receive the following 12
paid Holidays as indicated:
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* January 1, “New Year's Day”

e Third Monday in January, “Dr. Martin Luther King, Jr. Day”
* Third Monday in February, “President’s Day”

° Last Monday in May, “Memorial Day”

* July 4, “Independence Day”

e First Monday in September, “Labor Day”

* Second Monday in October, “Columbus Day”

* November 11, “Veterans Day”

* Fourth Thursday in November, “Thanksgiving Day”

* Fourth Friday in November, “Day after Thanksgiving Day”
°  December 24, “Christmas Eve

° December 25, “Christmas Day”

7.6.1.1 - Represented Employees who work on the official holiday shall receive eight (8) or
ten (10) hours of holiday pay, based on the represented employee’s normal work shift, in
addition to their regular pay.

7.6.1.2 - Based on the overall staffing needs of the organization and if scheduling permits, a
Represented Employee not scheduled to work on an official holiday will receive eight (8) or ten
(10) hours of holiday pay, based on the represented employee’s normal work shift, and may
claim up to an equal number of hours to their normal work day from their vacation or
compensatory time leave banks.

7.6.1.3 - Represented Employees who are regularly scheduled to work on an official holiday
but are ill and unable to work will receive eight (8) or ten (10) hours of holiday pay, based on the
represented employee’s normal work shift and may be allowed to claim up to an equal number
of hours to their normal work day from their sick leave bank. The Chief or his designee, may, in
his discretion, require a doctor’s verification of the need for sick leave. The City reserves the
right to refer any employee to any doctor designated by the City in determining whether or not
sick leave shall be paid in accordance with Human Resources Policy 401, Section lII B.

7.6.1.4 - Represented Employees will have the option to defer their 10 hours of holiday pay
and place their holiday accruals into a holiday vacation bank to be utilized at another time. The
accruals shall not exceed 120 hours.

7.6.1.4.1 - Use of Holiday Accruals Protocol:

At the end of each fiscal year, represented members with any unused holiday hours
remaining in their holiday bank will be paid out for those hours. Hours will not be carried
over and cannot be used outside the fiscal year in which they were provided. Payments will
be made in the last paycheck of the fiscal year.

7.6.1.5 - With the exception of continual functions like patrol, the Glendale Police
Department will be closed on City recognized Holidays. Represented employees that are not in
a continual job function should not be scheduled to work on a Holiday. Exceptions include
callouts, operational needs of the department, and employees on unrestricted standby for the
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Holiday. A represented member not in a continual function, who wishes to work on the Holiday
or wants to defer their holiday accrual to the Holiday leave bank, must get approval via their
chain of command.

7.6.2 - Sick Leave: Represented employees shall accrue sick leave benefits on a per-hour-paid
basis. Represented Employees will accrue .055 hours per hour paid. Eligibility to use sick leave
benefits shall commence after completion of one month of regular status employment. The City
may, in its discretion, require a doctor’s verification of the need for sick leave. The City reserves the
right to refer any Represented Employee to any doctor designated by the City in determining
whether or not sick leave shall be paid.

7.6.2.1 Donating Sick or Vacation Leave: Vacation or sick leave may be donated to other
represented members who may be in need and have no remaining sick leave, vacation leave,
compensatory time accruals, and exceptional disability leave.

7.6.3 - Vacation Leave: Represented Employees accrue annual vacation leave on a per-hour-
paid basis, as outlined below. Years of service will be based upon continuous tenure from the first
date of regular status employment.

Years of Service Hours Accrued
0-59 months .055
60-119 months .065
120+ months .095

7.6.3.1 - Eligibility to use vacation credits shall begin after completion of one month of
regular status employment.

7.6.3.2 - Vacation leave will be accrued on a per-hour paid basis according to the schedule
above. Years of service will be based upon continuous tenure from the first date of regular
status employment.

7.6.3.3 - Vacation will be charged to the employee’s leave time on an hour for hour basis.

7.6.3.4 - The Vacation Accrual Limits Are As Follows: 400 Hours for 40 Hour per Week
Employees.

7.6.3.5 - All vacation time, which would normally accrue after having attained the accrual
limit, shall roll over into the represented member’s paycheck as normal hours worked.

7.6.4 - Special Medical Leave for Public Safety Represented Employees: A represented employee
covered under this agreement may be entitled to use up to a total of 96 hours of Special Medical
Leave per fiscal year for a qualifying reason(s) as defined below if they meet the appropriate
eligibility criteria outlined.

7.6.4.1 - Qualifying Reasons
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7.6.4.1.1 - Birth or Adoption of a child: Birth and care of a newborn child of the
employee and/or the placement with the employee of a son or daughter for adoption.

7.6.4.1.2 - Care for an immediate family member who has a sudden catastrophic injury
or illness: A sudden catastrophic injury or illness is defined as an extremely severe health
condition that necessitates medically required convalescence and/or treatment or a sudden
severe unforeseen accident or condition resulting in physical or mental incapacitation. The
catastrophic illness or injury must be a terminal illness, mortal injury, or a life endangering
event that requires hospitalization and/or rehabilitation under the supervision of a state
licensed medical provider for more than three (3) days. Health conditions that do not
require more than three (3) days for convalescence or treatment and are not deemed to be
terminal, a mortal injury, or a life endangering condition based on medical documentation
received will not be classified as a catastrophic injury or illness. Examples of catastrophic
injury or illness include a determination of terminal cancer, terminal brain tumor, coma,
heart attack, stroke, complications due to AIDS, major/severe burns, trauma due to residual
paralysis, acute or psychotic mental conditions, etc.

7.6.4.1.3 - During the Workers’ Compensation waiting period: Based on the Arizona
Workers’ Compensation law, there is a seven (7) consecutive calendar day waiting period
between the time that the work-related injury or accident occurs and the time thatan
employee may be approved for Worker’s Compensation benefits (A.R.S. 23-1062 B). A
represented employee may be granted Special Medical Leave to use during this waiting
period provided that the employee’s Workers’ Compensation claim has been statutorily
accepted for benefits and is recognized by the Industrial Commission of Arizona.

7.6.4.1.4 Initial Treatment for the Voluntary Alcohol & Prescription Medication Referral
Program and Post Traumatic Stress Disorder.

7.6.4.2 - Eligibility Criteria

7.6.4.2.1 - Reference birth or adoption of a child: The represented employee will need
to submit documentation of the birth or adoption. A total of 96 hours is allowed per birth/
adoption.

7.6.4.2.1.1 Reference care for an immediate family member: The represented
employee who has a sudden catastrophic injury or iliness, the medical provider, who is
treating the family member, will be the one to determine if their illness or injury meets the
criteria listed above.

7.6.4.2.2 - To be able to use Special Medical Leave during a Workers’ Compensation
waiting period, the represented employee must follow the guidelines as stated in Human
Resources Policy 401, section lll, A, 5. The represented employee may use no more than 40 .
hours of Special Medical Leave for a 40 hour per week employee during a waiting period per
accepted claim, not to exceed the maximum of 96 hours per fiscal year. If the represented
employee’s claim is not accepted for benefits by the Industrial Commission of Arizona, the
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employee will be responsible for reimbursing the City for any Special Medical Leave that was
used during the waiting period.

7.6.4.2.3 - “Immediate” family member is defined as an employee’s:

Father (step, in-law)

Mother (step, in-law)

Spouse (domestic partner)

Child (step)

Brother (step, in-law)

Sister (step, in-law)

A member of the immediate household (defined as someone, other than a boarder,
living in your home)

o A partnerin an espoused relationship (as defined in the City’s Nepotism Policy)

s Spouse, parent (or a person standing in place of a parent), parent-in-law, sibling or
child

7.6.4.2.4 Reference initial treatment for the voluntary alcohol & prescription medication

program and post-traumatic stress disorder: The represented member shall be able to Special
Medical Leave towards their initial treatment.

7.6.5 - Bereavement Leave: Upon the death of an employee’s immediate family member, all
represented members shall receive up to 40 hours of bereavement leave. “Immediate” family
member is defined as an employee’s:

Father (step, in-law)

Mother (step, in-law)

Spouse {domestic partner)

Child (step)

Brother (step, in-law)

Sister (step, in-law)

A member of the immediate household (defined as someone, other than a boarder, living in
your home)

A partner in an espoused relationship (as defined in the City’s Nepotism Policy)

Spouse, parent (or a person standing in place of a parent), parent-in-law, sibling or child

7.6.5.1 - Up to three days off shall be granted based on the represented employee’s normal

work day (8, 10, 12 hour shift), of bereavement leave may be granted for the death of the
following:

e Grandparent, grandchild and stepfamily.
e For these relationships, an additional two days, based on the represented members
normal work day, of bereavement leave may be granted if out-of-state travel is

required.
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7.6.5.2 - If an employee requires additional time, any additional hours may be charged
against sick or vacation accruals at the employee’s discretion and with department head
approval.

7.6.5.3 - When needed to provide additional flexibility to handle estate settlement,
employees may be allowed to divide bereavement leave subject to departmental approval.

7.6.6 Funeral Protocol for Liné—of-Duty Death of Represented GPOC Member

7.6.6.1 Notification

7.6.6.1.1 - After the notification of a death of a represented member, the Police Chief
will immediately inform GPOC Officials and the Glendale Police Department Chaplain(s).

7.6.7.1.2 - GPOC official(s) will be allowed to accompany those department officials that
are dispatched to notify next of kin. After family has been officially notified, the Police
department and GPOC officials, together, will notify all on duty personnel. A joint Police
Management and GPOC union message will be disseminated to the rest of the Police
Department, City and Community.

7.6.6.2 Planning

7.6.6.2.1 - Glendale Police Management will work in cooperation with GPOC officials or
their designee(s) on the planning for the deceased member’s funeral.

7.6.6.2.2 - Glendale Police Management will work with GPOC officials in selecting
represented (union) member(s) to be immediately assigned as a family contact to assist the
family and serve as liaison(s) for the spouse and family members. The department will allow
the union liaisons to use on duty time to adequately support and assist the spouse and
family members.

7.6.6.3 The Funeral - In cooperation with the approval from the family of the deceased

represented member, seating within the church will be in the following fashion:

Police Chief

GPOC Union President Co- Chairs

Glendale Police Departments Principal Officer(s)
Squad of the deceased (Sgt. and Officers)

Local Union Officials

Members of the Glendale Police Department
Members of the other police departments

YVVVVVYY

7.6.6.4 Honoring the Deceased Officer
7.6.6.4.1 - Glendale Police Management will notify GPOC union officials of all local,
state, and national events, honoring the deceased officer (member). GPOC union officials

will accompany police management in representing the department at these events.
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7.6.7.6.2 - The Glendale Police Department will pay (and cover all expenses) to send the
deceased members entire squad, ten (10) members of the GPD Honor Guard, two (2) GPOC
union officials, and the union liaison(s) for the spouse and family, to the National Law
Enforcement Officers Memorial ceremony honoring the fallen officer.

7.6.6.5 — Funeral Expenses: In the event that a represented member is killed in the line of
duty, or dies from injuries sustained in the line of duty, the City will pay or reimburse up to
fifteen thousand dollars ($15,000) toward funeral related expenses to the designated agent or
service provider.

7.6.7 - Health Care Costs - Health insurance premiums will be at a shared cost between the city
of Glendale and represented employees. Cost sharing for health insurance premium contributions
shall be subject to annual approval by the Glendale City Council as part of the budgeting process.

7.6.8 - If the City if looking at making any changes to the current health care plan, coverage,
deductibles, or completing an RFP to evaluate changing vendors or plans, the City will ensure that
GPOC is part of the planning and evaluating committee. The City will make all reasonable efforts to
meet with the GPOC Co-Chairs to discuss any changes no less than three (3) times over a 60 day
period prior to any final decisions and/or changes (listed above) being implemented.

7.6.9 - The actual time a represented member spends participating in a testing process for
promotion or a performance based assignment will be considered on duty time when the process
occurs outside of the members regular work schedule.

7.6.9.1 - Overtime is not authorized for participation in these processes, however the
members' work schedule may be adjusted to accommodate participation in the testing process,
or the actual hours may be flexed based upon staffing needs.

7.6.10 Workers Compensation

7.6.10.1 - In the event a represented employee successfully appeals the denial of a worker’s
compensation claim to the industrial commission and any and all subsequent appeals directly related to
the same claim, the city agrees to reimburse the represented member for attorney’s fees at the
conclusion of all directly related appeals.

7.6.10.2 - The city agrees that when a represented employee returns to fuil-duty with no
restrictions following a duty-related injury/iliness then he/she will be returned to the same assignment,
special assignment and duties that the represented employee held at the time of his/her injury/iliness.

7.6.10.3 - For the purpose of vacation or holiday leave, represented members on modified duty
will not be counted towards minimum staffing levels.

7.6.10.4 - Any formal communication from the City reference “time periods a represented
member may be terminated” if they are unable to return to work following a work injury/illness, will be
given to them “in person” so the member can have an opportunity to ask questions. The represented
member will have the right to have a GPOC Co-Chair or designee present with them during the meeting.
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7.6.11 - Firearms Proficiency

7.6.11.1 - Officers will be issued Firearms Proficiency Awards in compliance with our Uniform
Regulations under 21.473 Firearms Proficiency awards.

7.6.11.2 - Based on the overall staffing needs of the department, represented members will be
offered 2 hours each month of on duty time and up to 100 rounds of ammunition to practice in order to
maintain their firearms proficiency skills. The two hours of duty time shall not apply during months in
which the represented members are attending mandatory firearms related training or qualifications.

7.6.11.3 - By the first of the month, represented members will notify their immediate supervisor
of their desire to be scheduled for 2 hours at the range during the month and to obtain up to 100 rounds
of ammunition. The supervisor will notify the represented member at least a week in advance when
they are scheduled at the range for their 2 hours of practice.

7.6.11.4 - The department will offer all represented members a light that can be mounted on their
department issued firearm and include issuing a duty holster that is authorized to work with the firearm
with the mounted light.

7.7 - Order of Precedence - This Article contains only a summary of certain benefits. The City’s
benefit plans and policies are the controlling documents. Any disputes concerning benefits or policies
outside of the terms and conditions of this MOU will be controlled by those plans and policies. If the
City makes changes to their benefit plans and policies that are more beneficial than this MOU,
represented members will be eligible for the enhanced benefit.

ARTICLE 8 - Employee Organization Dues

8.1 - The City shall allow payroll deduction for Employee Organization dues to be deducted from the
paychecks of Represented Employees on a bi-weekly basis insofar as permitted by law. During months
that have three paychecks, there will be no deductions made from the Represented Employee’s third
paycheck. There will only be a total of twenty-four (24) deductions made per employee per year. The
Employee Organization will inform the City of the amount of the dues to be deducted.

8.2 - The City agrees to deduct and remit to the Employee Organization authorized deductions from
Represented Employees who have signed and approved authorization cards for such deduction on a
form provided by the City.

8.3 - The amount of dues deducted from the Represented Employee’s paychecks shall be paid to the
Employee Organization on a bi-weekly basis, less any administrative costs incurred by the City.

8.4 - The Employee Organization agrees to indemnify, defend, and hold the City harmless against

any claim made of any nature and against any suit instituted against the City arising from its payroll
deduction for Employee Organization dues.

ARTICLE 9 - Prohibition of Strikes and Lockouts
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9.1 - Represented Employees shall not engage in any strike, sympathy strike, work stoppage,
slowdown, walkout, picketing, concerted failure to report to work, refusal to cross a picket line or any
other activity, individually or concerted, that would interfere with or adversely affect the operations or
mission of the City. The Employee Organization shall not, directly or indirectly, instigate, support,
encourage, or participate in any strike, sympathy strike, work stoppage, slowdown, walkout, picketing,
concerted failure to report to work, refusal to cross a picket line, or any other interference with
employees’ work or the City’s operations and shall notify Represented Employees of such prohibitions.

_ 9.2 - In the event of a violation of Article 9.1, the Employee Organization shall immediately and in
good faith publicly disavow the violation as an illegal strike, insist that the employees involved cease
such violation, and use all means within its power to end such violation and use all means within its
power to end such violation as soon as possible.

9.3 - The City agrees that it will not lock out the Represented Employees as a result of the meet and
confer process.

ARTICLE 10 - Duration and Implementation

10.1 - This MOU shall remain in full force and effect commencing on July 1, 2016 and terminating on
June 30, 2018, provided that notice of reopening is given pursuant to the meet and confer process. If
notice is not given, then this MOU shall automatically renew for successive one-year periods.

10.2 - Except by mutual agreement of the parties and as allowed by the Ordinance, the City shall not
be required to meet and confer concerning any other matters, covered or not covered herein, during
the terms of this MOU.

10.3 - In the unlikely event during the term of this MOU the City experiences budget shortfall or
faces legal requirements that, if not resolved during that budget year, would result in the layoff of
Represented Employees, a reduction in the pay or benefits, or the curtailment of services provided to
the City’s citizens, this MOU shall be reopened.

10.3.1 - This provision shall only apply if the general population of the City’s employees is subject to
the same or greater reduction of pay or benefits or resulting layoffs:

10.3.2 - The City shall notify the Employee Organization's representative identified pursuant to
Glendale Code § 2-80(1) (1) (d) of the reopening of this MOU. Such notice shall include at a minimum,
the reasons for the reopening, the anticipated amount of the shortfall that must be addressed in order
to alleviate the need to layoff City employees, reduction of pay or benefits, or the curtailed services
provided to the City’s citizens, and current budget information.

10.3.3 - The City and the Employee Organization shall meet and confer in good faith for a period of
no less than 30 calendar days in an effort to reach accord on how best to address the City’s shortfall.

10.3.4 - Recommended modifications to the MOU shall be submitted by the City Manager directly to

the City Council which shall make a final determination as to the implementation of the recommended
modifications.

Page 31 o_f 40



10.3.5 - Should the City and the Employee Organization be unable to reach accord on the
recommended modification within the period set by this provision, the remedies established by
Glendale City Code § 2-85(f) regarding mediation may apply. If no resolution is reached after 30 days of
good faith participation in mediation, the remedies established by Glendale City Code § 2-8(g) shall
apply. '

ARTICLE 11- Hours and Working Conditions

11.1 — Workweek: The workweek for Represented Employees shall be defined as seven consecutive 24-
hour periods beginning at 12:01 a.m. on Saturday and ending at 12:00 midnight the following Friday.
The Police Department may establish alternate workweeks of seven consecutive days. When
implementing an alternate workweek plan, the alternate plan shall be defined and documented with the
Human Resources Director. A Represented Employee’s supervisor may assign a Represented Employee
to an alternate workweek plan and shall communicate that assignment to the Represented Employee
Fourteen days (14) prior to the start of the first day of the new defined workweek plan.

11.2 - Meal Periods: If a Represented Employee is required to work or be on active standby during
his or her designed meal period, that time shall be considered work hours for the purposes of § 11.1. In
order to qualify for a lunch period that is considered work hours, the Represented Employee must be
on-call during his or her entire work shift. They must not leave the work premises unless authorized to
do so and must respond to any duty calls during that lunch period.

ARTICLE 12- Effect, Interpretation, and Savings Clause

12.1 - This MOU constitutes the entire agreement of the City and the Employee Organization,
arrived as the result of meeting and conferring. This MOU shall supersede all previous agreements,
understandings, and prior practices related to matters included within this MOU.

12.2 - The parties acknowledge that during the meet and confer process which resulted in this MOU,
each had the opportunity to make proposals with respect to any subject or matter not removed by laws
as a subject matter of the meet and confer process, and that the understandings and agreements
arrived at by the parties after the exercise of that right and opportunity are set forth in.this MOU.

12.3 - All provisions of this MOU and all terms used herein shall be interpreted in such a manner as
to be consistent in all cases with the Ordinance. In the event of any inconsistent provision or use of a
term, the Ordinance shall take precedent.

12.4 - If any provision of this MOU is held to be contrary to law by a court of competent jurisdiction
or government agency having authority over the provisions, such provision will not be deemed valid and
subsisting except to the extent permitted by law, but all other provisions of this MOU will continue in
full force and effect. The parties will meet within 60 days after request by the City or the Employee
Organization to discuss the invalidated provision.

[Signatures appear on the following page]
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IN WITNESS WHEREOF, the parties hereto, by their authorized representatives, have executed this
Memorandum of Understanding this Ly day of Jawuary2016.

Glendale Police Officer’s Coalition (GPOC)
(Employee Organization)

C

Its: GPOC Co-Chair

Glendale Police Officer’s Coalition (GPOC) |
/_i;n;sbyee Oﬁniza ion) .
< ) J . -
e Q T ;Q J/L M U~
il |

: Julie Pendergast
: GPOC Co-Chair

By: Richard A. Bowers
Its: Acting City Manager
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Benchmark Cities

Avondale
Chandler
Gilbert
Goodyear
Mesa
Peoria
Phoenix
Scottsdale
Surprise
Tempe
Tucson

APPENDIX A
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APPENDIX B

Glendale Police FORMAL GRIEVANCE
THIS FORM MUST BE COMPLETELY FILLED OUT

Name of Grievant & ID#: Work Phone:
Dept/Assignment: Home Phone;
Supervisor: [ ] send documents to GPOC Co-Chairs
Home Malling Address: Work Malling Address:
Strestor P.O. Box: Dept
City: State: Div/Section:
Zip: Street or P.O. Box:
City: State:
Zip:
Date, time and place of event leading o grievance: Date you became aware of the event, (i differeny):

Detailed description of grievance including names of other persons involved, if any

Applicable sections of GPOC MOU, including City.and PD policy:

Proposad solution to grievance:
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Glendale Police - GRIEVANCE PROCEDURE

Agﬂevaneebamﬂsndbgaﬁmbyammnmmemphmmmngm.m.m.hm.m
due process, provided for in the Memorandum of Understanding (MOU), City’s policies and/ or procedures, have been .
violated, misapplied or misinterpreted in any particular case. if a number of represented members file separate
grievances on the same matter seeking the same remedy, the grievance may be allowed fo be handied as a single
grievance. The griavant peer representative is allowed to be present at all meetings/ hearings with the grievant

A grlevance shall not include any of the following: Any matier on which the City Is without authority to act, any
proceedings for any disciplinary action of an employes, the evaluation of any employee's performance, and the content or
structure of the classification system.

Instructions for All Parties (Employee and Management)

1. Al parties may consult with and receive the assistance of their Employee Organization, depariment personnel offices
or the Division of Human Resource Management in resolving a grievance. Division of Human Resource Management
contact information can be obtained from our website htip://gnn.glendaleaz.com/HumanResources/, or by calling .
(623)930-2270. A '

2. A formal grievance must be filed within 20 calendar days following origin of the grievance or the date an employee -
who feels aggrieved leams of the problem. Every effort should be made fo resolve the grievance by informal '
discussion during this 20-day period.

3. The time limit for filing a grievance and for taking any action required by either party at steps 1-3 in the grievance
procedure may be exiended by the mutual agreement of the parties. )
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Instructions for Represented Member Submitting A Grievance (Grievanf)

1. When a formal grievance is filed, all the information requested on this form musfbe provided. The description of the
grievance should include the names of other persons involved in the act, omission oroccurrence.”

2. The normal course of action in the grievance procedure is as follows: : e e

Step 1: File with Immediate Supervisor - If not resolved within 14 calendar days, take next step.

Step2: File with Division Commander - If not resolved within 14 calendar days, take next siep.

Step 3: File with Department Head - If not resolved within 14 calendar days, take next step.

Step 4: File with HR Director - if not resolved within 14 calendar days, take next step

Step 5. File with Grievance Committee - Within 30 calendar days of receipt of the request the Grievance
committes will schedule a hearing and then render a decision.

Resolution conference: After a grievance has been submitied at Step 4, either the grievant or-the agency '
may choose {o request a resolution conference. A resolution conference Is an informal meeting between
the parties with the assistance of a neutral facllitator, provided by the Divislon of Human Resource
Management, who is not affiliated with either of the parties. The resolution conference option provides an
additional opportunity for a grievance issue to be discussed and for possible solutions to be considered.
If the Grievance Committee has nofified the parties of consideration of the date on which. it will hold a
hearing to consider the grievance, the request for a resolution conference may not be submitied less than
15 calendar days before that date.

3. Following receipt of notification of action at steps 1-3, the grievant has 14 calendar days fo refer the grievance to the
next step unless the time limit is extended by agreement of the parties. A grievance may be submitted to the next
level if the grievant has not received notification within the 14 calendar day period in which such’ action is i'equired.
The respondent, at each step, retains the documentation received from the grievant.- The grievant is responsible for
maintaining copies of the documentation he or she provided for his or her records and for filing at the next step in the
grievance procedure, including attaching all previous responses when submitting the grievance to the next step.
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APPENDIX C

GLENDALE POLICE DEPARTMENT
Exchange Days Off (AWR) Form

Represented employees will be allowed to exchange days off with employees of the same rank under
the following conditions:

1. Requests for an exchange of days off should be submitted in writing signed by both parties no
less than five (5) working days prior to the first day of exchange. All supervisors involved shall
receive a copy of the request.

2. Exchanges of days off will only be made within the division, section, and detail. Exceptions may
be permitted with approval of the Commanders from both divisions.

3. Exchanges should normally be completed within two pay periods.

4. An officer must report for the exchanged days off and with the exception of iliness, any officer
who fails to report will be declared absent and may be subject to discipline.

5. Exchanges cannot negatively impart department operations or result in or increase overtime.

Exchange Details

Name: e ‘ ‘ e
pay: Day:
Date: e
Shift Hours: - Shift Hours:

Employee 1 agrees to work Employee 2’s shift as detailed above. Employee 2 agrees to work employee
1’s shift as detailed above. Both employees agree to abide by the conditions for exchanging days off as
detailed in the MOU and noted on this form.

Signature: Date: Signature: Date:

Exchange Across Divisions

Exchanges across divisions require approval of the Commanders from both divisions. If the exchange
occurs within a single division, only that Commander’s signature of approval is required.

Commander: Signature: Date:

Commander: Signature: Date:

__T&LReporting Brocedure

Employees report time oh their originally scheduled day, on a separate line, using-the TL Trécking Code
312_000202 (Exchange Days Off). In the notes section for that day, include the name of the other
employee involved in the exchange. . '

Please route completed forms to the Patrol Scheduler with coples to the Sergeant of each employee Rev7/2/14
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APPENDIX D

GLENDALE POLICE DEPARTMENT
SPECIAL MEDICAL LEAVE FORM
BIRTH/ADOPTION OF CHILD

Employee Name: Employee ID#:

A represented employee covered under the MOU may be entitled to use up to a total of 96 hours of
Special Medical Leave per fiscal year for the birth and care of a newborn child of the employee and/or
the placement with the employee of a son or daughter for adoption.

Child’s Name: Date of Birth:

Patient’s Name (if different from employee):

| certify that the Glendale Police Department employee or patient listed above gave birth to a child.

Medical Provider Name: Phone #:
Medical Provider Signature: Date:
n B — Adoption of a Child {Co Ad
Child’s Name:
Date of Adoption:

i certify that the Glendale Police Department employee listed above, meets all requirements to adopt a
child and has completed the adoption process. The adoption process resulted in the placement of the
child listed above to the Glendale Police Department employee’s care.

Adoption Agency Name: Phone #:
Adoption Agency Employee Signature: Date:
Emplovee Certification

I certify | am requesting the use of Special Medical Leave for the qualifying event of the birth or
adoption of my child.

Employee Signature: Date:

Please route completed forms to the Personnel Management Unit - Rev 6/30/14
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GLENDALE POLICE DEPARTMENT
SPECIAL MEDICAL LEAVE FORM
IMMEDIATE FAMILY MEMBER

Employee Name: Employee ID#:

A represented employee covered under the MOU may be entitled to use up to a total of 96 hours of

Special Medical Leave per fiscal year for the care for an immediate family member who has a sudden

catastrophic injury or iliness.

An lmmedaate famlly member is def' ned as any of the following. Please check one:

L__] Father (step, in-law) D Mother (step, in-law) ] spouse (domestic partner)
] child (step) ] Brother (step, in-law) L sister (step, in-law)

[T] A member of the immediate household (someone, other than a boarder, living in your home)

7] A partner in an espoused relationship (as defined in the City’s Nepotism Policy)

[[] spouse, parent (or a person standing in place of a parent), parent-in-law, sibling or child

Immediate Family Member Name:

Section B — Definition of Catastrophic Injury or lliness

A sudden catastrophic injury or illness is defined as an extremely severe health condition that
necessitates medically required convalescence and/or treatment or a sudden severe unforeseen
accident or condition resulting in physical or mental incapacitation. The catastrophic illness or injury
must be a terminal iliness, mortal injury, or a life endangering event that requires hospitalization and/or
rehabilitation under the supervision of a state licensed medical provider for more than three (3) days.
Health conditions that do not require more than three (3) days for convalescence or treatment and are _
not deemed to be terminal, a mortal injury, or a life endangering .condition based on medical
documentation received will not be classified as a catastrophic injury or illness. Examples of catastrophlc
injury or illness include a determination of terminal cancer, terminal brain tumor, coma, heart attack,
stroke, complications due to AIDS, major/severe burns, trauma due to residual paralysis, acute or
psychotic mental conditions, etc.

1 am requesting the use of Special Medical Leave and certify that the immediate family member listed in
Section A meets the criteria of an immediate family member as defined.. ) '

Employee Signature: , Date:

1 certify that the immediate family member listed in Section A.is being treated for an injury or iliness
which meets the definition provided in Section B.

Medical Provider Name: Phone #:

Medical Provider Signature: Date:
Please route completed forms to the Personnel Management Unit E Rev 6/2/14
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