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PREAMBLE:

WHEREAS, the CITY is engaged in furnishing essenti  al public services vital to the
health, safety and welfare of the population of the City; and

WHEREAS, both the CITY and its employees have a hi gh degree of responsibility to
the public in so serving the public without interru ption of essential services; and

WHEREAS, both parties recognize this mutual respon  sibility, and have entered into
this Agreement as an instrument and means of mainta  ining the existing harmonious
relationship between the CITY and its employees, an d with the intention and desire to
foster and promote the responsibility of a sound, s table and peaceful labor relations
between the CITY and its employees; and

WHEREAS, the parties recognize that this Agreement  is not intended to modify any
of the discretionary authority vested inthe CITY by the statutes of the State of Nevada; and

WHEREAS, the parties have reached an understanding concerning wages, hours
and conditions of employment and have caused the un derstanding to be set out in this
Agreement.

NOW, THEREFORE, the parties do agree as follows:

ARTICLE 1. RECOGNITION:

The CITY OF HENDERSON (hereinafter referred to as the "CITY") recognizes the
HENDERSON POLICE OFFICERS ASSOCIATION (hereinafter referred to as the
"BARGAINING UNIT"), as the bargaining agent for the classifications listed in this
Agreement for the purpose of collective bargaining as set forth in NRS 288.

ARTICLE 2. MANAGEMENT RIGHTS:

Section 1:  The CITY and the BARGAINING UNIT agreet hat the CITY possesses the
sole right to operate the Department and thatall M anagement rights remain
with those officials. These rights include, but ar e not limited to:

€) Hire, direct or transfer employees; except when such assignment or
transfer is done as a part of the disciplinary proc ess.

(b) Reduce in force, or lay off any employee becaus e of lack of work or
lack of money.

(©) Determine appropriate staffing levels and work performance
standards, except for employee safety consideration S.

(d) Determine work schedules tours of duty, and dai ly assignments.
(e) Determine quality and quantity of servicestob e offered to the public

and the means and methods of offering those service S.
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® Determine the content of the workday, including without limitation
workload factors, except for employee safety consid erations.

(9) Take whatever action may be necessaryto carry  onits
responsibilities in situations of emergency such as a riot, military
action, natural disaster or civil disorder.

(h) Manage its operation in the most efficient mann  er consistent with
the best interests of all its citizens, its taxpaye  rs, and its employees.

® Promote employees and determine promotional pro cedures, as
provided in Title 6 of the Henderson Municipal Code . (CITY’s Civil
Service Rules) and this labor agreement.

()] Educate and train employees and determine corre  sponding criteria
and procedures.

(K) The CITY shall have such other exclusive rights as may be
determined by N.R.S. 288.150 and this labor agreeme  nt.

Section 2:  The CITY’s failure to exercise any prero  gative or function hereby reserved
to it, or the CITY’s exercise of any such prerogati  ve or function in a
particular manner shall not be considered a waiver of the CITY’s rights
reserved herein or preclude it from exercising the same in some other
manner not in conflict with the provisions of this Agreement.

Notice: Requirements set forth in this Agreement sh all not be deemed as a

limitation on the CITY’s right to exercise the prer  ogatives provided by this
Article or the Nevada Revised Statutes.

ARTICLE 3. CLASSIFICATION AND REPRESENTATION:

Section 1: The CITY and the BARGAINING UNIT agree t hat the following classifications
are represented by the BARGAINING UNIT:

Police Detective
Police Officer
Corrections Officer

Section 2: Assignment Differential Pay:

@ For the period assigned, the employee shall rec eive assignment
differential pay as follows:

Field Training Officer (FTO) 5%
Acting Pay 5%
Department Training Officer 5%
Dare Officer 5%
Crime Prevention/Community Relations 5%
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(b)

(©

(d)

()

SRT Team (full-time) 5%

Police Investigator 5%
K-9 Officer 5%
Administrative Officer 5%
Motorcycle Officer 5%
Office of Professional Standards 5%

Assignment differential pay is a temporary mone tary compensation
paid to BARGAINING UNIT personnel who are assigned to the
assignment categories indicated above.

The number of required employees serving as an FTO will be
determined in each six (6) month period based upon the number of
projected new hires and the needs of the department . Those
individuals selected as an FTO for that six (6) mon th period will
receive a 5% assignment pay for that period of time . The number of

FTO’s in any given year may fluctuate based upon pr  ojected new
hires and the needs of the department.

K-9 handlers will receive (5) hours of paid o vertime biweekly per dog
for the at-home care, grooming, transportation, and feeding of the
dog.

Officers assigned to motorcycles will receive 1.5 hours of paid
overtime bi-weekly for the off-duty maintenance and care of the
motorcycle assigned to them. This pay will ceasei  fthe CITY begins
to perform the daily maintenance on the motorcycles

Section 3: Shift Differential: Those employees who are assigned to shifts whose 51%
of regular hours worked fall after 2:00 p.m. shall receive a 4% swing shift
differential. Those employees whose 51% of regular hours worked fall after
8:00 p.m. shall receive a 6% graveyard shift differ  ential.

Shift Differential 4% swing shift

6% graveyard shift

Shift differential for swing shift is eliminated fo r the Corrections Facility.

(@)

(b)

Upon re-assignment, differential pay would ceas e if no longer
applicable. An exception to this policy would be i n the case where an
employee is injured in the line of duty and whose n ormally assigned
shift is other than days. In such cases, the emplo  yee will receive full
salary, including shift differential and longevity pay, if applicable.

Shift differential pay is a temporary monetar y compensation paid to

BARGAINING UNIT personnel who are assigned to the s hifts
indicated above. Shift differential shall continue to be paid during
vacation leave, sick leave, and any other paid leav  es.

Section 4. Bilingual Pay: Employees who are eligib  le for bilingual pay are required to
be on a list maintained in Communications or Detent ion Services Adminis-
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tration to provide translation services. Such empl oyees must pass a CITY-
approved conversational Spanish proficiency examina tion at the employee’s
expense to receive an annual payment of $750.00 per ~ year. The payment will
be received in the employee’s paycheck for the firs  t pay period in December
of each year. The employee will be required to pas s the examination, at the
employee’s expense, once every other year to be eli  gible for payment. Once
the employee is removed from the list, the employee is required to re-take
the proficiency examination at the employee’s expen se to receive payment.
Employees who leave department services or are remo  ved from the list
during the year will be required to reimburse the d epartment at a pro-rated
amount for the remainder of the year. Should the e = mployee demonstrate an
unwillingness to utilize his second language skills for the benefit of the
department, the department may remove the individua | from the list and
bilingual pay will cease for that individual.

ARTICLE 4. BARGAINING UNIT MEMBERSHIP:

Section 1: BARGAINING UNIT membership shall be at t he sole discretion of the
employee.

Section 2: BARGAINING UNIT membership shall carry n o validity in reclassification of
an employee.

Section 3: The BARGAINING UNIT shall evidence in wr iting to the CITY all current
officers of the BARGAINING UNIT representing employ ees under this
Agreement.

ARTICLE 5. WAGES:

Section 1: Wage adjustments for the first year oft  he contract shall become effective the
first pay period that includes July 1, 2003.

@ Wage adjustments for subsequent years shall b e effective the first
pay period in July that would include July 1 of eac h year.

Section 2: Effective the first pay period that incl udes July 1, 2003, the base wage of
classifications covered by this agreement shall be increased by 3.25%.

(@ The first pay period that includes January 1, 2 004, the CITY will
contribute 1% of the employee’s base salary to a he alth savings
program.

Section 3: Effective the first pay period that incl udes July 1, 2004, the base wage of
classifications covered by this agreement shall be increased by 3.5%.

Section 4. Effective the first pay period that incl udes July 1, 2005, the base wage of
classifications covered by this agreement shall be increased by 3.5%.
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Section 5: Effective the first pay period that incl udes July 1, 2006, the base wage of
classifications covered by this agreement shall be increased by 3.5%.

Section 6: Effective the first pay period that incl udes July 1, 2007, the base wage of
classifications covered by this agreement shall be increased by 4.0%.

Section 7: For the purpose of calculating steps wit hin the pay ranges, five percent
(5%) will be maintained between steps.

ARTICLE 6. PAY DAY:

Section 1: Pay day shall be biweekly and in no case shall more than five (5) regularly
scheduled work days' pay be held back from the end of the pay period.

ARTICLE 7. LONGEVITY:

Section 1: Longevity pay shall be granted for conti nuous service by the CITY to all
eligible employees in the BARGAINING UNIT on the fo  llowing schedule:

Completion of 5 years of service - 3.5% of curr  ent salary
Completion of 7 years of service - 4.0% of  current salary
Completion of 9 years of service - 45% of cur rent salary
Completion of 10 years of service - 5.0% of current salary

and an additional one-half percent (¥2) of current salary after each year of
service up to, and including, ten percent (10%) of current salary and/or
twenty (20) years of service with the CITY.

Section 2: Longevity pay will be granted exclusivel y to regular full-time employees
who have been hired by the CITY on or before the 19  th day of July, 1984.

Section 3: Any period that an employee is on leave of absence without pay in excess of
30 days, or through reduction in force, will be ded ucted from the creditable
service for longevity pay, except for military leav e of absence for which
employees will receive credit.

ARTICLE 8. CLOTHING AND PERSONAL EFFECTS ALLOWANCE :

Section 1:  The CITY shall provide a uniform allowan  ce in the amount of One Hundred
Thirty Five Dollars ($135.00) per month to each ful  |-time BARGAINING UNIT
member for the purchase and maintenance of uniforms . Such allowance
shall be paid monthly and added to the employee’'s p  aycheck.

Section 2: Uniform standards shall be at the discre tion of the CITY and as further
specified in the Departmental Rules and Regulations
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Section 3;

Section 4:

Section 5;

Section 6:

It is agreed by and between the CITY and  the UNION that any employee who
leaves employment with the CITY shall reimburse the CITY the pro-rated
amount due of those monies referred to under Sectio n 1 and/or Section 5.

Upon any changes in the existing police uniform, including but not limited to
the addition of clothing, equipment or related item s, the party requesting the
change shall bear the initial expense. Any changes initiated by the
BARGAINING UNIT must receive the approval of the CI  TY.

Upon initial hire, new employees shall r  eceive the same lump sum which is
currently equal to the annual allowance in the fisc  al year hired, and shall
receive the same monthly allowance referredto in S ection 1, on those dates
set forth in Section 1, as applicable.

For those Officers assigned to the motor  cycle unit of the Henderson Police
Department, the CITY agrees to purchase the followi ng initial clothing and
safety equipment:

@ One pair of boots

(b) One pair of pants

(c) One pair of night safety glasses
(d) One pair of safety glasses

It is understood that any additional uniforms or re placements will be at the
employee’s expense.

ARTICLE 9. INSURANCE:

Section 1;

The UNION may participate in the insuran  ce plan provided by the CITY. If the
UNION chooses to discontinue participation in the C ITY’s insurance plan, the
UNION shall provide to the CITY twelve (12) months  notice of its intent to
withdraw from the plan. The CITY’s contribution to the insurance premium,
should the UNION withdraw, will continue at the max imum CITY contribution
rate at the time of UNION withdrawal, and will not  be less than the cap at the
time of withdrawal. Included in this plan will be health insurance, life
insurance, and long-term disability insurance.

@ Effective January 1, 2004, the CITY’s contribut  ion to the insurance
program for the employees shall be the cost of the insurance to the
employee and his spouse and/or dependents notto ex  ceed $637.03.

(b) Effective January 1, 2005, the CITY’s contribut ion to the insurance
program for the employees shall be the cost of the insurance to the
employee and his spouse and/or dependents notto ex  ceed $677.03.

(© Effective January 1, 2006, the CITY’s contribut  ion to the insurance
program for the employees shall be the cost of the insurance to the
employee and his spouse and/or dependents notto ex  ceed $717.03.

HPOA Officers Contract 2003-2008 Page 6



Section 2;

Section 3:

ARTICLE 10.

(d) Effective January 1, 2007, the CITY’s contribut  ion to the insurance
program for the employees shall be the cost of the insurance to the
employee and his spouse and/or dependents notto ex  ceed $757.03.

(e) Effective January 1, 2008, the CITY’s contribut ion to the insurance
program for the employees shall be the cost of the insurance to the
employee and his spouse and/or dependents notto ex  ceed $797.03.

Should the CITY's contribution be insuff icient to cover the total cost of
Health and Welfare Insurance, the employee shall au thorize the CITY to
deduct from his earnings a sufficient amount to cov er such deficiency.

In the event of an employee’s death, the CITY will help the beneficiaries fill

out the necessary forms and insure that they are pr  operly signed in order
that the beneficiaries will receive any monies due them.

SAFETY AND HEALTH:

Section 1;

Section 2;

ARTICLE 11.

The CITY agrees to provide annually a re  asonable physical examination as
required by NAC 617 and NRS 617, to all personneli nthe BARGAINING UNIT
with a copy of the results inserted into the employ ee’s confidential health
file. The CITY will allow two (2) hours of on-duty  time or pay at straight time
to each employee to complete this physical.

Smoking is not permitted in CITY facilit  ies or CITY vehicles. An employee
will not smoke in public view.

@ It is understood and agreed to by the parties that upon passage of

permissive legislation the CITY will unilaterally i mplement a "no
smoking on paid time" policy without further negoti ation.

NON-DISCRIMINATION:

Section 1;

ARTICLE 12.

The CITY and the UNION agree to fully co mply with all Federal, State or local
laws and executive orders pertaining to non-discrim ination and equal
employment opportunities.

ANNUAL LEAVE:

Section 1;

Following one full year's service, annua | leave will accrue and be credited on
a monthly basis at the established rate accordingt o the employee's years in
service as follows:

@ Completion of the first year of employment - 40 hours;

(b) Second year through fifth year - 120 hours;
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Section 2;

Section 3:

Section 4:

Section 5:

Section 6;

Section 7;

Section 8:

Section 9:;

Section 10:

Section 11:

(c) Sixth year through twelfth year - 160 hours;
(d) Completion of twelfth year of service - 200h  ours.

BARGAINING UNIT employees may accumulate  and carry over annual leave
up to a maximum of 480 hours, plus accrued bonus da s, if applicable. Any
annual leave which exceeds the allowed maximum will be forfeited on the
last day of the last full or partial pay period cha  rged to the calendar year.

BARGAINING UNIT employees with more than one year's service who are
terminated for any reason are entitled to payment f  or unused annual leave
up to the allowable maximum accrued. Upon separatio  n, an employee may
choose to have the CITY contribute the value of unu  sed annual leave not to
exceed the limits outlined above into the health sa  vings program. The
employer must be notified of this election as outli ned in the Fund's Trust
Agreement.

In the case of death of a BARGAINING UNI T employee during his tenure with
the CITY, 100% of the employee’s unused annual leav e shall be paid to the
employee’s designated beneficiaries as specified in their personnel records.

Application for annual leave must be app  roved in advance of taking leave.

In exceptional circumstances, employees with one or more years of service
may be advanced annual leave, subject to approval o  f the City Manager or
designee.

An employee who has taken annual leave b eyond that accrued at the time of
termination shall make restitution for such leave, either by deduction from
any amount owed him/her by the CITY or by cashrefu  nd.

No annual leave will be paid unless the employee has completed his initial 12
months of employment. Probationary employees who w ish to use leave
while still on probation will have their probation extended that amount of
time.

There will be no "pay in lieu of time of " paid for annual leave days, except as
authorized by the City Manager or designee.

No leave benefits will accrue for an em  ployee while on a leave of absence,
which is defined as leave without pay.

It is the employee’s responsibility to assure that the employee’s annual leave
balances do not exceed the maximum allowable accumu lated annual leave at
the end of the designated calendar year. The CITY  will not be responsible for
making up any time forfeited at the end of the year that is caused by an
individual taking insufficient vacation time.
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ARTICLE 13. SICK LEAVE:

Section 1;

Section 2:

Section 3:

Section 4;

Section 5:

Section 6:

Section 7;

Sick leave shall accrue at the rate of 0 ne shift per month commencing on the
first day of hire into a regular position (i.e., 40  -hour work week/10-hour day —
10 hours, Corrections personnel — 12 hours).

@ Employees shall be paid their current hourly rate for each hour of sick
leave used.

Sick leave will accrue on an unlimited b asis.

Upon approval of the Police Chief or des ignee and Director of Human
Resources or designee, sick leave may be used by em  ployees who are:

@ Incapacitated from the performance of theird  uties by illness or injury,
or

(b) Whose attendance is prevented by public healt  h requirements, or

(c) Who are required to absent themselves from wo  rk for the purpose of
keeping an appointment with the doctor, or

(d) Who are required to absent themselves from wo  rk to personally care
for a member of their immediate family in those med ical situations
which require the employee's prompt attention.

With the exception of sick leave depleti  on, annual leave shall not be used in
place of sick leave.

Employees who do not become ill on the j  ob shall call in as required by
department policy before the beginning of their shi ft when using sick leave.

Any full-time employee who has exhausted all accumulated sick leave will be
granted the use of accrued annual leave, then donat  ed leave. Leave without
pay may be granted when all other leaves (annual an  d sick) are exhausted.

Employees covered by this Agreement shal | be subject to the following
requirements for payment of such leave.

@ Sick leave requests: Upon return to duty, empl  oyees are required to
file and sign a sick leave request.

(b) Physician's Certificate of Recovery and Fithe ss: A certificate of
recovery and fitness shall be submitted by all empl oyees upon return
to work from any illness that required the use of s ick leave for periods
longer than three working days.

() An employee who uses more than eight (8) incidents of sick leave
usage in a twelve (12) month period will be subject to disciplinary
action up to and including termination.
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(d)

@ Incident of Use (Sick Leave): Any period of co ntinuous
absence for the same reason, or the use of sick lea ve for an
individual condition's repeated treatment shall be considered
one incident. Use of sick leave for funeral attend ance or a
scheduled medical/dental appointment shall not cons titute an
incident of sick leave. An incident will be define  d as a period
of continuous absence for an item defined in Sectio n 3 of this
article no matter how long that incident lasts. Af ter returning
to work, treatment for the same incident that requi res
continued treatment will not be counted as a separa  te incident.
Use of sick leave for funeral attendance, a schedul ed medical
or dental appointment, or leave associated with FML A will not
constitute an incident of sick leave.

Employees shall report to work if recovery of illness is made during

the normal work hours. Any gainful employment, pur suit of personal

business, recreation, travel for recreation or non- sick leave purposes,

or other such activity when an employee is on such leave is
considered evidence of abuse of sick leave unless a  pproved in
advance in writing by the Department Head or design  ee. This does
not preclude the employee from the ability to vote, attend religious

services or engage in other activities, which are ¢  onstitutionally

protected.

Section 8: Employees with one or more years of full  -time service, who use no more
than the sick leave usage outlined below during the fiscal year shall receive
bonus hours of vacation credited in July annually o n the following schedule.

(@)

0 — 1 day of usage - 4 days bonus
1.1 — 2 days of usage - 3 days bonus
2.1 — 4 days of usage - 2 days bonus

Sick leave hours used by employees on FMLA leav e for a
catastrophic illness or injury will not be included when calculating
eligibility for bonus hours.

Section 9: For employees hired prior to July 1, 199 5 with one or more years of service,

upon termination for any reason excluding disciplin ary termination, sick
leave hours accrued shall be computed, based on the employee's base
hourly rate and longevity, if applicable, and shall be paid at the rate of

seventy-five percent (75%) of the accrued sick leav e hours not to exceed
eight hundred (800) hours.

(@)

(b)

In the case of death of an employee hired prior  to July 1, 1995 during
his tenure with the CITY, 100% of the employee's un  used sick leave
shall be paid to the employee's designated benefici  aries as specified
in their personnel records.

For employees hired prior to July 1, 1995, with twenty (20) years of
service, upon termination for any reason excluding disciplinary
termination, sick leave hours accrued shall be comp uted, based on
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Section 10:

Section 11:

ARTICLE 14.

(€

(@)

(b)

()

(d)

the employee’s base hourly rate and longevity, ifa  pplicable, and
shall be paid at the rate of seventy-five percent (  75%) of the accrued
sick leave hours not to exceed 1600 hours.

An employee, hired prior to July 1, 1995, upo n retirement under the
provisions of the Nevada Public Employees Retiremen  t System, or an
employee, upon termination from the CITY, who retir  es under the
provisions of the Social Security Act, shall be pai d for all accrued
unused sick leave not to exceed 1600 hours.

Effective July 1, 1995, for employe es hired on July 1, 1995 or after,

with 10 or more years of service, upon termination for any reason
excluding disciplinary termination, sick leave hour s accrued shall be
computed based upon the employee's base hourly rate , and shall be
paid at the rate of 50% of the accrued sick leave h  ours not to exceed
500 hours.

Effective July 1, 1995, for employees hired J  uly 1, 1995 or after, with
twenty (20) years or more of service, upon terminat  ion for any reason
excluding disciplinary termination, sick leave hour s accrued shall be
computed based upon the employee’s hourly rate, and shall be paid
at the rate of seventy-five (75%) of the accrued si  ck leave hours not to
exceed 900 hours.

Effective July 1, 1995, employees hired July 1, 1995 or after, with 15
or more years of service, upon retirement under the provisions of
the Nevada Public Employees Retirement System, or e  mployees,
upon termination from the CITY, who retire under th e provisions of
the Social Security Act, shall be paid for all accr  ued unused sick
leave not to exceed 900 hours.

Effective July 1, 1995, in the case of death  of an employee hired after
July 1, 1995, during his tenure with the CITY, 100%  of the employee's
unused sick leave shall be paid to the employee's d esignated
beneficiaries as specified in their personnel recor ds.

Upon separation, an employee may choose to have the CITY contribute the
value of unused sick leave not to exceed the limits outlined in Section 9 or
Section 10 of this Agreement into the health saving s program. The employer
must be notified of this election in accordance wit h the Fund’'s Trust
Agreement.

OTHER LEAVES:

Section 1;

Leave of Absence:  Leave of Absence shall be granted as follows:

(@)

Upon approval of the City Manager or designee,  an employee may be
granted an unpaid leave of absence for good and val  id reasons up to
90 days. During such leave, the employee will not be eligible for any
benefits nor will any annual or sick leave accrue. An employee will
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not be eligible to earn service credit toward a ste p increase,
completion of probation, qualifying period, seniori ty, or longevity pay
if applicable to the employee.

Section 2: Jury Duty Leave:

(@)

Employees who are called for jury duty will b e paid regular pay for
time served during their scheduled working hours. All jury duty pay
will be retained by the employee.

(b) Those persons called but not selected to serv e on the jury or who
complete the day's jury duty prior to the end of th eir normal shift shall
report back to work when excused.

Section 3: Administrative _Leave: The City Manager has the authority to grant

administrative leave as deemed necessary.

Section 4: Military Leave: _ Military leave shall be granted as follows: When an employee

enters any branch of the Armed Forces of the United States, whether by
enlistment, recall to active duty, selective servic e, or call to duty from the
Nevada National Guard or other military reserve uni  t the following rules shall

apply:

(@)
(b)

(©

(d)

(d)

The employee shall be give military leave wit  hout pay.

During the period of military service the emp  loyee shall retain all
rights to which he is entitled under the provisions of the Charter of
the CITY and under the provisions of the Civil Serv  ice Rules, provided
that during a period of military leave in excess of thirty (30) days,
annual or sick leave credit shall not accumulate.

After the completion of service the employee may be restored to his

former position if it appears to the satisfaction o f the department
head, after such examinations as may appear necessa ry, that the
employee is able to perform his former service to t he CITY, provided
that the employee makes written application for imm ediate
reinstatement within ninety (90) days after receivi ng an honorable
discharge or release from active duty. The provisi ons of this
subsection shall not apply to any employee receivin g other than an
honorable discharge.

Persons employed to fill positions becoming v acant under these rules
shall hold such positions subject to being transfer red to another post,
if available, or terminated upon the reinstatement of the returning
employee to his former position in accordance with subsection (c).

An employee in the BARGAINING UNIT having a reserve  status in any
of the regular branches of the Armed Services of th e United States or
Nevada National Guard, upon request to serve under orders for
training duty shall be relieved from his duties, up on request, to serve
under orders on training duty without loss of pay f or a period not to
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exceed 210 hours in any one calendar year. The emp loyee shall file
with the CITY a copy of such orders indicating ther  eon the date that
said duty is to commence and the date dutyisto ce  ase. The

employee shall receive his regular compensation in addition to his
military pay. It is understood that this provision is in accordance with
NRS 281.145.

Section 5: Bereavement Leave:  Upon the death of an immediate family member, an
employee will be granted three (3) consecutive work  days of bereavement
leave. Bereavement leave is independent of othert  ypes of leave.

@ In the event the funeral services are held 400 mile s or more form the
city limits of Henderson, Nevada, one (1) additiona | workday of
bereavement leave may be granted.

(b) Immediate family is defined as spouse, mother, fath  er, child or
stepchild, brother, sister, grandparent, mother-in- law or father-in-law,

or spouse’s grandparent.

Section 6: General Provisions of Family & Medical L eave (FMLA) Act: The CITY will
comply with the Family Medical Leave Act as follows

Family and medical leave is a period of leave upt o twelve (12) weeks during
any twelve (12) month period to eligible employees, in accordance with the
Family and Medical Leave Act of 1993 (FMLA). The | eave may be paid,
unpaid or a combination, depending on the circumsta nces and as specified
in this policy.

@ Eligibility: _ In order to qualify to take family and medical le  ave under
this policy, the employee must meet all of the foll owing conditions:

@ The employee must have worked for the employ er at least
twelve (12) months or 52 weeks. The 12 months, or 52 weeks,
need not have been consecutive. For eligibility pu rposes, an
employee will be considered to have been employed f or an
entire week even if the employee is on leave during the week.

2 The employee must have worked at least 1,250  hours during
the twelve (12) month period immediately before the date when
the leave would begin.

(b) Type of Leave Covered:  In order to qualify as FMLA Leave under this
policy, the employee must be taking the leave for o ne of the following
reasons:

@ The birth of a child and in order to care fo  r that child;

2 The placement of a child for adoption or fos  ter care;

3 To care for a spouse, child, or parent (excl  uding in-laws) with a
serious health condition; or

4 The serious health condition (defined below) of the employee.

HPOA Officers Contract 2003-2008 Page 13



An employee may take leave because of a serious h  ealth condition
that makes the employee unable to perform the funct ions of the
employee's position.

A serious health condition is defined as a condit ion which requires in-
patient care at a hospital, hospice, or residential medical care facility,
or a condition which requires continuing care by a licensed health
care provider. A licensed health care provider is defined as: a doctor
of medicine, a doctor of osteopathy, podiatrist, de ntist, clinical
psychologist, optometrist, chiropractor, nurse prac titioner, nurse
midwife, and Christian Science practitioner.

This policy covers illnesses of a serious and lon g-term nature
resulting in recurring or lengthy absences. Genera Iy, a chronic or
long-term health condition which, if left untreated , would result in a
period of incapacity of more than three days would be considered a
serious health condition.

If an employee takes paid sick leave for a condit ion that progresses
into a serious health condition, it is the employee 's responsibility to
notify the Human Resources Director or his designee . If the
employee requests unpaid leave under this policy, t he Department
may designate all or some portion of related leave taken as leave
under this policy, to the extent that the earlier | eave meets the
necessary qualifications.

(c) Certification_of a Serious Health Condition: The CITY may ask for
certification of a serious health condition (forms provided by the
CITY). Failure to provide certification may result in the denial of
continuation of leave. Certification of a serious health condition shall
include:

@ The date when the condition began, its expec ted duration,
diagnosis, and a brief statement of treatment.

2 When using medical leave for the employee's own medical
condition, a statement that the employee is tempora  rily unable
to perform work of any kind or a statement that the employee
is unable to perform the essential functions of the employee's
position.

3 For a seriously ill family member, the certi  fication must include
a statement that the patient requires assistance an d the
employee's presence would be beneficial or desirabl e.

4 If the employee plans to take intermittent | eave or work a
reduced schedule, the certification must also inclu de dates
and the duration of treatment and a statement of me  dical
necessity for taking intermittent leave or working a reduced
schedule, based on the physician's review of the em  ployee's
job specifications.
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Employees with questions about FMLA are encourage d to consult
with the Human Resources Director or his designee a  nd/or the
UNION.

An eligible employee can take up to twelve (12) w  eeks of leave under
this policy during any twelve (12) month period. E  ach time an
employee takes leave, the CITY will compute the amo unt of leave
taken under this policy and subtract it from the tw elve (12) weeks of
available leave, and the balance remaining is the a mount the
employee is entitled to take at that time. Note: Not more than 12
weeks can be taken in any 12-month period.

If a husband and wife both work for the CITY, and e  ach wishes to take
leave for the birth of a child, adoption or placeme  nt of a child in foster
care, or to care for a parent (but not a parent-in-  law) with a serious
health condition, the husband and wife may only tak e a joint total of
twelve (12) weeks of leave.

(d) Certification _Supporting Leave Request: Certification issued by a
health care provider may be required to support an employee's
request for leave due to a serious health condition . When required by
the employer, an employee must provide a copy of th e certification in
a timely manner.

Should the employer have reason to doubt the vali dity of an
employee's certification, the employer may require the employee to

obtain the opinion of a second health care provider designated or
approved by the employer. The employer is obligate  d to pay for the
second opinion. In the event of a conflict between the first and
second opinion, the employer may, again at its own expense, obtain a
third opinion from a health care provider approved jointly by the
employer and the employee. This third opinion woul d be final and
binding.

(e) Employee Status & Benefits During Leave: An employee who has

used all accrued paid leave and is still within the twelve (12) week
period allowed by law, but in a leave without pay s  tatus, will have
their health care benefits continued and paid for b y the CITY through
the rest of the twelve (12) week leave period. The employee may elect
to continue coverage at their own expense if leave is approved
beyond that period. Co-payments for the employee p lus one or
greater coverage will be deducted through normal pa  ychecks. If the

employee is on Leave Without Pay, the employee shal | remit to the
CITY, based on a payment schedule from the Finance Department,
payment for the co-payment portion of the insurance premium.

@ Self-funded Insurance: As per the self-fund  ed plan, policy and

procedures.
® Employee Status After Leave:  An employee who takes leave under
this policy will be able to return to the same job or a position with
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equivalent status, pay, benefits and other employme  nt terms. The
position will be the same or one which entails subs tantially equivalent
skill, effort, responsibility and authority.

(9) Use of Paid and Unpaid Leave:  The CITY shall require the employee
to use appropriate accrued paid leave before granti  ng unpaid leave.

The employee is required to attempt to schedule f  oreseeable leave so
as not to unduly disrupt the employer's operations.

The CITY is responsible for determining if paid | eave used by an
employee counts as FMLA leave, based on information provided by
the employee and/or a health care provider.

(h) Intermittent_or Reduced Schedule Leave: Intermittent or reduced
schedule leave for the employee may be used under t  he law when
medically necessary, as certified by a licensed phy  sician. Intermittent
or reduced schedule leave may be permitted under so me
circumstances in the case of family leave, but only with prior approval
by the CITY. Intermittent leave reduces the twelve  week entitlement
only by the actual time used.

0] Procedure for Requesting Leave: Except where leave is not
foreseeable, all employees requesting leave under t  his policy must
contact the Human Resources Director or his designe e for
appropriate directions and forms.

()] Miscellaneous Provisions: The CITY and the UNION recognize that
FMLA makes it unlawful for any employer to:

@ Interfere with, restrain, or deny the exerci se of any right
provided under FMLA.

2 Discharge or discriminate against any person for opposing
any practice made unlawful by FMLA, and

3 Discharge or discriminate against any person because of
involvement in any proceeding under or related to F MLA.

Employers must post a notice approved by the Secret  ary of Labor
explaining rights and responsibilities under FMLA a t all job sites.

The preceding sections are not intended to be all inclusive. Specific
situations may require reference to the provisions of Public Law
103.3.

(K) Qualifying Period: For those employees who are in a qualifying
period, the time for said qualifying period will be halted while the
employee is on leave. Once the employee returns to work, the
qualifying period will start at the point the emplo yee first returns to
work.
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ARTICLE 15. HOLIDAY PAY:

Section 1;

Section 2:

Section 3;

Section 4:

The following days are declared to be ho lidays for all members of the
BARGAINING UNIT:

1. New Year's Day January 1 *

2. Martin Luther King Day Third Monday in Janua  ry

3. Presidents Day Third Monday in February

4, Memorial Day Last Monday in May

5. Independence Day July4 ™

6. Labor Day First Monday in September

7. Columbus Day Second Monday in October

8. Nevada Day Last Friday in October

9. Veterans Day November 11 ™

10. Thanksgiving Day Fourth Thursday in Novembe r

11. Family Day Friday following Thanksgiving

12. Christmas Eve One half shift - December 24 ™
40-hour work week/10-hour day  Last 5 hours of sh  ift
40-hour work week/8-hour day Last 4 hours of shi  ft
Corrections Last 6 hours of shift

13. Christmas Day December 25 ™

and any day that may be designated by the State L  egislature and made
applicable to local government employers.

All full time employees shall receive pa vy for the holiday equal to their regular
shift at straight time. For those employees that a  re required to work on the
holiday, they will receive double time for hours wo rked on their regular shift.
Should an employee, on a holiday, work beyond their regular shift, they will
be compensated time and one-half for all hours work  ed beyond their regular
shift.

@ For the Correction Facility, an employee workin g the holiday will be
paid holiday pay as outlined above based on the ass  igned work shift,
i.e., twelve (12) or eight (8) hours.

(b) For the Correction Facility, should the employe e be on sick/annual
leave, or their normal day off, the employee willb e paid ten (10) hours
of pay for the holiday at straight time.

In order to receive holiday pay, the emp loyee must work or be on annual
leave, sick leave, or be on a scheduled day off the day preceding and/or
following a holiday.

Should an employee be required to stand by on holidays or days off, he shall
be compensated by two hours double time for each tw enty-four hour period
required to stand by. Employees on standby shall k  eep their supervisor
and/or the police department notified of their loca  tion for emergency call-out
purposes.
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(@)

Should employees on standby be called out forw  ork, they shall be
compensated for the actual time worked at the rate of double time
the regular rate of pay in addition to standby pay.

ARTICLE 16. SHIFT ARRANGEMENT:

Section 1: For employees covered by this Labor Agre  ement, the work week shall
consist of four (4) consecutive ten-hour shifts. F or members of the
Corrections Facility, the work schedules will consi st of six (6) twelve-hour
work days with one (1) eight-hour work day per pay period bi-weekly.

(@)

(b)

Whenever deviations from regular shift hours are necessary, the
supervisor shall provide employees with sufficient notification prior
to such deviation. Sufficient notification is deem ed to be a minimum
of 48 hours. Such notice shall not be required for emergency work.

The CITY reserves the right to alter or tempo rarily change the work
week, shift and/or hours of an employee to accommod ate the
employee's attendance at:

@ Initial orientation

2 Mini-Academy

3 Police or Corrections Academy

4 Training as provided out of the City or Stat e

5) In-house training longer than four days

(6) Special assignments not to exceed one year unle  ss mutually
agreed upon by the Chief of Police and the officer concerned.

Overtime provisions do not apply to the exemptio ns noted in (b) 1-3
above.

Section 2: There shall be no split shifts.

Section 3: Any unusual circumstances causing deviat ion from the aforementioned
hours shall be discussed by the BARGAINING UNIT and  the CITY.

Section 4: The policy regarding time change during the Spring and Fall shall be as

follows:

(@)

Employees on a four day work week scheduled t o work graveyard
shift during the spring time change shall work nine (9) hours but be
paid for ten (10) hours.

Employees on a five day work week scheduled to wo  rk graveyard
shift during the spring time change shall work seve n (7) hours but be
paid for eight (8) hours.

Employees in the Corrections Facility working a twe Ive (12) hour shift
during the Spring time change shall work eleven (11 ) hours but be
paid for twelve (12) hours.
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(b) Employees on a four day work week scheduled t o work graveyard
shift during the fall time change shall work eleven (11) hours but be
paid for ten (10) hours.

Employees on a five day work week scheduled to wo  rk graveyard
shift during the fall time change shall work nine ( 9) hours but be paid
for eight (8) hours.

Employees in the Corrections Facility working a twelve (12) hour shift
during the Fall time change shall work thirteen (13 ) hours but be paid
for twelve (12) hours.

ARTICLE 17. COMPENSATION FOR SERVICE INCURRED ACCI DENTS OR ILLNESS:

Section 1;

Section 2;

Section 3:

Section 4;

Section 5:

All eligible members shall be covered by a workers compensation program
of the CITY's choice that conforms with the provisi ons of the Nevada
Industrial Insurance Act (NRS Chapter 616) and the Nevada Occupational
Diseases Act (NRS Chapter 617) and that provides fo  r payment of industrial
accident benefits and compensation for partial and total disability arising
from industrial injuries and occupational diseases.

Employees injured on the job, with an ac  cepted worker's compensation
claim, will receive full salary while away from wor k due to their injury for a
period not to exceed 700 hours.

The employee in exchange for salary continuation will endorse worker’s
compensation payments received from the Worker's Co mpensation
Administrator back to the CITY.

Any hours that are charged to worker's compensati on, up to the 700 hours of
salary continuation, will not affect an employee’s sick or annual leave
accruals.

Upon expiration of the 700 hours of sala  ry continuation, the employee who
continues to receive worker's compensation benefits may elect to use their
sick leave, and then annual leave, to receive a ful | salary. The Finance
Department will calculate sick and annual leave usa  ge.

Employees shall be granted an additional seven hundred (700) working
hours as defined in Section 2 hereof, for disabilit  ies incurred in the line of
duty involving a deadly weapon. “Deadly weapon” is defined as “a weapon
which, from the manner used, is calculated or likel y to produce death or
serious bodily injury.”

If, as a result of a licensed physician' s evaluation and prognosis, it appears
that the employee will not return to his regular CI  TY job, the CITY may
require a medical separation.
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Section 6:

Section 7:

Section 8;

ARTICLE 18.

In the event there exists a reason to be  lieve an employee is abusing his
rights under Section 2 herein, the CITY may disallo  w the "equal payment"
benefit.

Before the CITY grants these benefits, t he employee shall comply with
reasonable administrative procedures established by the CITY. The CITY
may also request, at its option and expense, thatt  he employee be examined
by a physician appointed by the CITY. The examinin g physician shall
provide to the CITY and the employee a copy of his medical findings and his
opinion as to whether or not the employee is able t o perform his normal
work duties and/or whatever, if any, work duties th e employee is able to
perform or unable to perform. The CITY may further require that such
injured employee make himself available for light d uty work as soon as
possible after release by a qualified physician, wh  ich may be either CITY or
employee appointed.

€)) Temporary modified duty assignments will be at the sole discretion of
the CITY as provided in NRS 288.150 3(c)(2).

(b) Employees on temporary modified duty will not b e eligible for out of
class pay, lead pay, overtime pay or any other prem  ium pay, except in
the case of an emergency.

The CITY will comply with the NRS Chapte rs 616 and 617, and the Nevada
Administrative Code for rehabilitation of an employ ee with an industrial
injury or occupational disease that resulted from e mployment with the CITY.
An injured employee of the CITY may be returned to work with the CITY in
any available position for which the employee is qu alified and which
accommodates the employee’s limitations.

(@ The employee may be appointed to the position even if there is an

existing list for the classification that does not contain the employee's
name.

COMPENSATION FOR NON-SERVICE INCURRED ACCIDENTS OR ILLNESS:

Section 1;

Section 2;

Section 3:

Section 4:

An employee who is incapacitated due to non-service incurred accidents or
illness shall be entitled to draw his full wage aga  inst sick then annual leave
accrued to his benefit.

Contributions to the Health and Welfare Plan by the CITY shall continue only
to the extent of accrued sick or annual leave durin g the time of absence from
work from the CITY.

Upon exhausting all available leave, the CITY, at its sole discretion, shall
determine whether the employee shall be retained in his current position
and in CITY employment.

Temporary Modified Duty: An employee in  capacitated due to an injury
(illness not included) that is not work related may , at the option of the CITY,
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be employed in other work on a job within the CITY which a physician
determines the employee is able to perform. The em  ployee shall be paid one
hundred percent (100%) of the employee’s current pa  y grade, providing no
current employee is displaced or laid off as a resu It of such placement.

(@ An employee making the request for temporary mo  dified duty shall
submit the request to the Director of Human Resourc  es or designee
with a letter from the physician outlining the rest rictions and
approximate time the employee could return to full duty.

(b) All requests for temporary modified duty assign ments shall be
submitted to Human Resources for review and forward ed to the
supervisor and department head for approval.

(c) The request for temporary modified duty must be renewed every
thirty (30) days. Requests for modified duty must follow the same
criteria as contained in Section (a).

(d) The authorization for temporary modified duty c an be denied or
withdrawn and this action will not be grievable.

Section 5: The CITY will allow an absence of up to a total of six (6) months, or to the
extent the employee has any type of paid leave avai lable, whichever is
greater. If an employee has less than six months o f paid leave available, the
employee must use all of his/her paid leave to be e ligible for extended leave.

ARTICLE 19. PROMOTION/QUALIFYING PERIOD:

Section 1: The term "promotion" means the advanceme nt of an employee to a post of
higher grade. All promotions shall be subject to a qualifying period of six (6)
months.

@ The CITY reserves the right to extend said qu alifying period for an
additional three (3) months.

(b) The UNION shall be natified, in writing, of s uch extensions.

(c) Employees serving in qualifying period status who are absent from
work in excess of one work week shall automatically have their
qualifying period extended for a like amount of tim e.

Section 2; Insofar as practicable and consistent wi th the best interest of the CITY, all
vacancies in the BARGAINING UNIT within the Police Department shall be
filled by promotion from within the BARGAINING UNIT after an examination
has been given and a promotional list established.

Section 3: Appointments to and promotions shall be determined by competitive
examination, as follows:
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@ Examination may consist of written, oral, per  formance, evaluation of
training and experience, evaluation of weighted sup plemental
application form, assessment center and any other e  xamination that
is a valid selection instrument, at the discretion of the CITY.

@ Whenever Assessment Centers are held, the Ce nter will be
limited to no more than twelve (12) candidates as d  etermined
by written examination from the highest score down.

(b) The Human Resources Director or designee shall prepare and
conduct the examinations, which shall contain quest ions designed to
test for job-related qualifications. Such tests sh all be formulated on a
general competitive basis, and shall not be used to facilitate the
hiring of any particular individual.

@ The HPOA President or designee will provide two (2) of their
members at a rank equal to or higher than the posit  ion being
tested to act as subject matter experts and partici  pate in the
development and review of testing instruments for p romotion
to classifications represented by this Labor Agreem ent.

2 The same group of persons who develop and re view the
testing instruments will serve as the Appeals Commi ttee upon
conclusion of testing.

(c) Notice of examination, to include the reading list, shall be posted in
the Police Department at least sixty (60) days prio  r to the examination
date.

(d) In all examinations, a minimum eligibility ra  ting shall be established
by the Human Resources Director or designee. Minim  um ratings
shall also be established for each part of the test . Candidates shall

attain at least a minimum rating on each part of th e test in order to
receive a passing grade or to be rated on the remai  ning parts of the
test.

(e) The final rating shall be determined by addin g each portion of the
selection process according to assigned weights.

® At the conclusion of any examination an eligi bility list consisting of
the names of persons successfully passing the exami nation,
arranged in order of final ratings received, from t he highest passing
score to the lowest, shall be prepared and kept ava ilable.

(9) Whenever identical ratings are received, name s will be arranged in
order of date of initial hire. If date of applicat ion is identical, names

will be arranged in alphabetical order. Priority i n respect to the date
of application shall be considered only when identi cal ratings are
received.
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(h) The entire eligibility list shall be certifie ~ d and appointments made by
the Department Head from among the top five (5) nam  es. However, if
there are less than two (2) passing scores, the Dep  artment Head may
request that a new examination be given. The name of any person
appearing on the eligibility list shall not be remo ved, unless for
cause, until such list has expired. If any person has been certified for
appointment five (5) times and has not been appoint  ed, the name of
the next person appearing on the eligibility list s hall be certified and
considered eligible for appointment.

0] Eligibility lists shall remain in effect for on e year from the date of
certification. The eligibility list may be extende d for an additional
period not to exceed six (6) months at the request of the Human
Resources Director or designee.

()] Corrections Officers who have completed probati on may compete for
Police Officer vacancies on a promotional basis dur ing an open
competitive recruitment for Police Officer.

@ Those Corrections Officers who successfully com plete the

testing process will be placed on a Police Officer Transfer
Eligibility List. This will be separate from the o pen competitive
Eligibility List.

2 The qualifying period for this transfer will be one year.

3 An employee who fails the qualifying period may request and
be considered for a transfer back to his original p osition as
Corrections Officer providing a vacancy exists and the transfer
is approved by the Chief of Police or designee, Hum an
Resources Director or designee, and City Manager or

designee. Should no vacancy exist, the employee wi Il be
placed on a re-employment list for consideration fo r future
vacancies.

0] This re-employment list will take precedence ov  er any

current Corrections Officer Eligibility List.

Section 4.  With the exception of temporary position s, the initial appointment of any
candidate to a position in the police service shall be conditional upon
successful completion of a qualifying period of not less than eighteen (18)
months or more than twenty-one (21) months. Failur e to confirm the
employee’s regular appointment shall terminate the employee.

Section 5: Upon promotion, an employee will be plac  ed at the step within the new range
that provides at least a five percent (5%) increase in base pay (salary). Base
salary is the rate of pay without any temporary ass  ignment differential as
outlined in Article 2, Section 1(b) of this agreeme  nt.
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Section 6; Reclassification of Corrections Officer to Police Officer or Police Officer to
Corrections Officer.

@ In the case of a Corrections Officer going to P olice Officer through a
recruitment process, the Corrections Officer will b e placed at Step 2
of the Police Officer salary range.

(b) In the case of Police Officer going to Correcti  ons Officer through a

recruitment process, the Police Officer will be pla  ced at Step 2 of the
Corrections Officer salary range.

ARTICLE 20. OVERTIME PAY:

Section 1: It is the policy of the CITY to keepto  an absolute minimum the necessity for
any employee to work in excess of his regularly sch eduled tour of duty.
When overtime is necessary and is specifically auth orized by the Department
Head or his designated representative the CITY's po  licy is to pay overtime as
delineated herein.

Section 2: For employees on a four day work week, w  ork in excess of ten (10) hours
during one shift or forty (40) hours during one wor k week shall be overtime.

For employees on a five day work week, work in ex  cess of eight (8) hours
during one shift or forty (40) hours during one wor k week shall be overtime.

For Corrections Facility employees, work in exces s of their normal
scheduled work shift (i.e. twelve hours or eight ho urs) or eighty (80) hours
during one pay period shall be overtime.

Overtime shall be defined and compensated as foll  ows:

€)) Regular overtime is that which accrues when a  n employee is directed
to work beyond his regular work shift. Regular ove rtime shall be paid
at the rate of time and one-half his regular rate 0 f pay for actual hours
worked.

(b) Scheduled overtime is that which accrues when an employee is
directed to work but is given 48 hours advance noti fication of the date
and time such work will be required.

@ Any employee scheduled to work on a regular assigned day
off shall be guaranteed four (4) hours work at time and one-
half his regular rate of pay.

2 Any employee scheduled to work on a regularl  y assigned work

day, but not immediately following his shift, shall be
guaranteed one (1) hours work at time and one-half his regular
rate of pay.

HPOA Officers Contract 2003-2008 Page 24



(c) Emergency overtime will accrue when an employ ee is called out on
an emergency.

@ Employees having been called out on an emerg ency on a
regularly scheduled day off shall be guaranteed two (2) hours
work at twice his regular rate of pay.

2 Employees having been called out on an emerg ency on a
regularly assigned work day shall be guaranteed one (1) hours
work at twice his regular rate of pay.

(d) Overtime will accrue and be compensable under this section when an
employee is required to appear for a scheduled (1) criminal court
appearance, (2) a Department of Motor Vehicles admi nistrative
hearing, or (3) for other scheduled matters wherein the employee's
presence is required by the City of Henderson, as 0  pposed to any
other party or a grievant, and for which the employ  ee is not otherwise
compensated.

@ Employees under Section 2(d) shall be guaran teed one and
one-half (1.5) hours work at time and one-half his regular rate
of pay.

2 Employees under Section 2 (d) who receive a  duces tecum
subpoena shall be guaranteed two and one half (2.5) hours
work at time and one half his regular rate of pay. Duces tecum
shall be paid when evidence with a chain of custody is
required.

Section 3: An employee accruing overtime as stated above shall elect to be paid at the
rate upon which the overtime was accrued or to rece  ive compensatory time
off in lieu of overtime, which shall be computed at the rate upon which the
overtime was accrued.

@ All overtime shall be compensated within the next four pay periods
following accrual.

(b) Compensatory time must be taken within the next fou r pay periods
following accrual or be compensated at the rate whi ch prevailed at
the time of the accrual. An employee shall request the use of
compensatory time in advance.

@ The CITY has a right to deny the use of comp time i f given less
than a 14-day notice prior to the intended date of use.

(2) If the initial date requested for the use of compt  ime is denied,

the CITY will identify alternate dates of use that are within
seven (7) days of the initially requested date.
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3) If a request to use comp time is given fourteen (14 ) days or
more prior to the date of intended use, the CITY wi Il not deny
the use of comp time, except in an emergency situat  ion as
declared by the Police Chief or the City Manager.

() All accrued "comp" time on the books will be paid at time and one
half prior to any general pay increases and/or impl ~ ementation of a pay
increase due to promotion of the employee.

(d) Accurate records of overtime shall be kept byt  he Police Department

with proper notification submitted to the Finance D epartment Payroll

Overtime shall be earned and paid ininc  rements of fifteen (15) minutes.
Overtime less than fifteen (15) minutes will not be eligible for

The CITY and the UNION agree that all em ployees shall participate in the
Public Employees Retirement System of the State of Nevada, in accordance

The CITY shall comply with all provision s of NRS 286.421 for the purpose
of paying the employee's retirement contribution, b ut will not pay for the

The CITY agrees to continue to pay one h  undred percent (100%) contribution
to the Public Employees Retirement System (PERS).

If the increases in contribution rate ma  ndated by future legislative action
exceed one percent (1%) in a given year, the portio n of the increase over
and above the one percent (1%) shall be shared equa lly between the CITY

Resignation: A full-time employee who resigns shall submit his resignation
in writing to his Department Head and give at least two (2) weeks notice.

(@ The City Manager, on the recommendation of th e Department Head
and the Human Resources Director, with the concurre nce of the
employee, may shorten or waive the notice period.

Division.

Section 4:

compensation.
ARTICLE 21. RETIREMENT:
Section 1:

with the rules of that system.
Section 2:

purchase of eligible service.
Section 3:
Section 4:

and the employee.
ARTICLE 22. EMPLOYEE TERMINATION:
Section 1:
Section 2:

Probationary _employee termination: If during a probationary period an
employee's performance or conduct is not satisfacto ry to the CITY or if he
fails to qualify medically for reasons that render such person unqualified for
the position, the employee may be terminated withou t recourse to the
grievance and arbitration provisions of this Agreem ent.
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Section 3: Unsatisfactory service: An employee who has completed the probationary
period may be terminated or subject to disciplinary action if his performance
or conduct is not satisfactory; if he proves unsuit ed to his work; or if for
medical (with a reasonable accommodation) reasons h e is no longer
qualified for the position. For purposes of this s ection, service shall be
deemed to be unsatisfactory:

(@ If the employee fails to establish and mainta  in cooperative working
relationships with others with whom he is working.

Section 4. It is agreed that the CITY has a right t o discipline or discharge, in
accordance with the Henderson Police Department, De  partmental Manual
0303 (DM-0303), Appendix A. Discipline matters, as  outlined in the DM-0303,
and discharge is subject to the grievance procedure

(@ Types of Discipline: ~  Employees who do not correct unsatisfactory
conduct or performance, or who commit offenses of s uch a serious
nature as outlined in DM-0303, are subjectto the f  ollowing:

@ Suspension:  An employee may be suspended with or without
pay as a disciplinary measure. Suspension without pay
requires a pre-disciplinary hearing and must have t he approval
of the City Manager. An employee may be suspended  without

pay for an indefinite period of time as a result of a criminal
complaint in a court of law, in which case the susp ension may
continue until the matter is adjudicated by a court of

competent jurisdiction. If the charges are not sus tained, the
CITY may still administer further discipline if the CITY can
substantiate misconduct.

2 Demotion: An employee may be demoted as a result of a
disciplinary action. Prior to any demotion, an emp loyee shall
receive a pre-disciplinary hearing.

3 Probation:  As a form of discipline an employee may be placed
on probation for a period not to exceed six (6) mon  ths in an
effort to further evaluate and rehabilitate the emp  loyee.

4 Termination:  An employee may be terminated as a result of
disciplinary action. Prior to any termination, the employee
shall receive a pre-disciplinary hearing.

(c) Notification: An employee shall be notified in writing of any
disciplinary action that could lead to suspension, demotion, or
termination, and shall be afforded the opportunity to meet with the

City Manager or designee to discuss the proposed di sciplinary action
prior to the action being taken. An employee may a  Iso respond to the
proposed disciplinary action in writing.
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Section 5; Abandonment of Post:

(@)

(b)

(©

An employee absent from duty in excess of thr  ee (3) days without
satisfactory explanation shall be considered to hav e abandoned his
post and shall be terminated provided that the empl oyee's

Department Head shall make a reasonable effort to | ocate the
employee.
Reasonable effort to locate an employee shall be satisfied if the

Department Head sends a "mailgram,” or similar atte  mpts to the
employee at the address shown in the employee's per  sonnel file.

Termination pursuant to this section shall be deemed to be for just
cause.

Section 6: Notice:

(@)

(b)

Written notification: Any termination under this article shall be in
writing and shall set forth the reasons for such te rmination.

No appeal: Terminations pursuant to Sections 2 and 6 above s  hall
not be subject to the grievance and arbitration pro visions of this
Contract.

ARTICLE 23. SENIORITY:

Section 1: Departmental Seniority shall be based on the date of hire as a
Police/Corrections Officer with the City of Henders  on.

Section 2: Departmental Seniority shall apply to th e following:

(@)

(b)

()

Departmental Shift Bids - Management retains th e right to assign
officers with special skills to shifts as required, by seniority.
Management has the right to re-examine the status o  f employees
with three or more years of tenure on the same shif  t and may
reassign based on that review. The officer re-assi  gned will select
their choice from the remaining shifts. For the pu rpose of this
Article, the meaning of shifts will be day, swing, or graveyard.

An employee requesting a voluntary transfer fro m a special
assignment will, after reorientation, have the abil ity to select the
shift of their choice.

End of Shift Overtime — At the end of a shift, over  time will be offered
per the seniority list on that shift. This process will repeat for each
incident of overtime.
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(d) Call Out — When call out is needed, the on-duty sup  ervisor will offer
call out per seniority. This process will repeatf  or each incident of
call out.

(e) Reduction in Force.

ARTICLE 24. REDUCTION IN FORCE:

This Article 24, Reduction in Force, and the manner in which it is executed, applies to all
HPOA represented positions only.

Section 1: A reduction in force may take place upon approval of the City Council and is
defined as any involuntary separation wherein manag ement eliminates a
position.

(@) The CITY may eliminate any position.

(b) The CITY will notify the Henderson Police Offic  ers Association prior
to any City Council action that relates to a reduct  ion in force.

(©) Notice of at least thirty (30) calendar days wi Il be given to
BARGAINING UNIT employees whose positions are elimi nated
through a reduction in force. In lieu of notice,a  n equivalent amount
of salary, based on the employee’s regular work sch  edule, will be
paid to the employee.

Section 2: When a position is eliminated and/or a r  eduction in force takes place, the
following procedure will apply:

(@) All BARGAINING UNIT employees that are serving  the twelve month
probationary status within the classification that is to be eliminated
shall be laid off first.

(b) BARGAINING UNIT employees whose positions are e liminated shall
be permitted to exercise his/her CITY seniority to move laterally or
downward to a position within the BARGAINING UNIT f  or which they
meet the minimum requirements as determined by the Director of
human Resources or his/her designee.

(© BARGAINING UNIT employees who are not placed in  other positions
may elect to accept the reduction in force or pursu e displacement
procedures.

(d) Displacement procedures will take place in the following:
@ Once a position within a classification has bee  n identified for
elimination within a department, the least senior e = mployee in

that classification position within the department will be first to
be eliminated.
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2 The displaced employee will, in turn, displace the least senior
employee in the classification.

3 If there are no other positions within the clas sification, the
regular employee whose position has been eliminated will
displace the least senior employee in the BARGAININ G UNIT in
any lower paying classification previously held by that regular
employee.

4 An employee who has been displaced as a result of this
procedure will have the same rights under Section 2 .e.3 as the
employee whose position was eliminated.

5) If the displaced employee does not meet the req  uirements of
the previously held classification due to changes i n the
classification or employee qualifications, or if th e
classification no longer exists, the employee’s qua lifications
will be reviewed by the Director of Human Resources or
designee to determine if there are other placement options
within the BARGAINING UNIT.

Notice of at least 30 calendar days must be giv en to employees
whose positions are to be eliminated through Reduct ion in Force. In
lieu of notice, or less than 30-day notice, an empl  oyee shall be paid
the amount of salary the employee would have, recei  ved based on the
employee’s regular work schedule, had a 30-day noti  ce been given.

Section 3: Reduction in Force (RIF) Eligibility Lis  t Rights.

(@)

(b)

(©

(d)

If displacement options have been exhausted, em ployees will be
placed on a Reduction in Force (RIF Eligibility Lis t for all
classifications that they have previously held with in the BARGAINING
UNIT. Employees will remain of the RIF Eligibility List for that
classification for a period of three years, or a pe  riod equal to their
length of employment, whichever is less.

The RIF Eligibility List will have precedence o  ver all other Eligibility
Lists.

Displaced employees on Reduction in Force (RIF) Eligiblity Lists will

be considered eligible for BARGAINING UNIT in-house recruitment,
for positions for which they are qualified, for a p eriod of three years,
or a period equal to their length of employment, wh ichever is less.

If more than one employee is placed on the RIF Eligibility List, the
employees will be ranked in order by seniority for each classification
previously held. The employee with the most senior ity within the
classification will have the first option when a po sition becomes
available in that classification.
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(e) An employee who is placed in a position from su  ch a RIF Eligibility
List may be required to pass a background check and a qualifying
period. The employee will be placed at the step cl  osest to the step
that he/she was at prior to the RIF.

® Employees on RIF Eligibility Lists waive their reinstatement privileges
if they fail to respond to a re-employment notice w ithin fifteen
calendar days after notice is mailed to the lastkn ~ own address.

Section 4. BARGAINING UNIT employees who resign in good standing from
employment in the BARGAINING UNIT may request in wr  iting, within one (1)
year after such resignation, that their name be pla  ced upon a rehire list for
the classification held upon resignation.

(@) Requests shall be submitted to the Human Resour ces Director and
will require the approval of the City Manager, Huma n Resources
Director, and the former department head before the individual
making the request can be placed upon the rehire li st for that
classification. The individual making the request shall be notified in
writing upon approval or denial of request. All de cisions of the
Human Resources Director will be final.

(b) The rehire list will be utlized in the same m anner as an open
competitive list and the hiring authority will have the opportunity to
conduct selection interviews with individuals from both lists.

(c) Individuals placed on the rehire list will re main on that list for a
maximum of one year.

(d) Upon rehire, employees will have their salary s et at the current entry
level for the classification and serve a probationa ry period
consistent with the current time period for that cl assification.

(e) Individuals rehired will be subject to the same background
procedures currently being utilized for new hires a nd may be
subject to additional testing as deemed necessary b y the Human
Resources Department.

ARTICLE 25. BULLETIN BOARDS:

Section 1. The CITY shall provide a bulletin board in a location agreeable to both the
BARGAINING UNIT and CITY.

Section 2:  The bulletin board may be used by the BA  RGAINING UNIT to post notices

of interest to the employees. BARGAINING UNIT furt her agrees that it will

not use the bulletin board for the purpose of dispa raging the CITY or its

duly authorized representatives, or for any purpose other than the
announcement of the business activities of the BARG AINING UNIT as they
relate to the employees in the BARGAINING UNIT.
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Section 3:

ARTICLE 26.

The CITY agrees to allow the BARGAINING  UNIT to use the CITY’s e-mail

system to keep its members informed of UNION busine ss. The
BARGAINING UNIT agrees to maintain an e-mail group so that only
members of the BARGAINING UNIT will receive the e-m ails and it will not

unduly disrupt the day-to-day business of the CITY.

RULES AND REGULATIONS:

Section 1;

Section 2;

Section 3;

ARTICLE 27.

The BARGAINING UNIT agrees that its memb ers shall abide by, and enjoy
such benefits of the rules and regulations of the a  dopted Civil Service Rules
& Regulations of the City of Henderson that are not in conflict with this
Agreement, and said rules shall be recognized asa  part of this Agreement.

Members of the BARGAINING UNIT shall be subject to the rules and
regulations of the Henderson Police Department and Detention Bureau
Manual where applicable, not in conflict with any s pecific section, article or
provision of this agreement. The CITY shall presen t to all members of the
BARGAINING UNIT copies of the applicable department  rules.

Copies of any proposed changes to the De  partment Rules and Regulations

or Detention Bureau Manual shall be submitted to th e UNION President, or
his designee, thirty (30) days prior to the propose  d change.

LUNCH AND REST PERIODS:

Section 1;

Section 2:

Section 3:

ARTICLE 28.

Rest Periods:  Personnel will be allowed a ten (10) minute rest  period in the
first half of the shift and a ten (10) minute rest period in the second half of
the shift.

Lunch Break:  Employees of the Police Department shall be allow ed a lunch
period not to exceed one (1) hour for police person  nel and forty-five (45)
minutes for corrections personnel. Personnel will not be called away from
their rest or meal periods unless an emergency situ ation exists. In the event
that an employee is called away from his meal perio  d due to an emergency,
the supervisor shall make a second meal period avai  lable to the employee
whenever possible.

Employees in the Detention Bureau shall not leave the Police Facility for
purposes of lunch breaks. The CITY shall provide t  he on-duty Corrections
Officers with two (2) separate meals as available i n the Detention Facility
kitchen.

PHYSICAL AGILITY TEST:

Section 1;

No member of the BARGAINING UNIT shall b e required to participate in any
physical agility test, except to comply with the re quirements for special
assignments. Nothing in this Article shall be cons trued as impacting Article
10, Safety and Health, of this Agreement.
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ARTICLE 29. GRIEVANCE PROCEDURE:

A grievance is defined as any dispute which arises regarding an interpretation, application,
or alleged violation of any of the provisions of th is agreement or policy or procedure. A
grievance can be filed on discipline with the excep  tion of counseling sessions or verbal
reprimands.

The purpose of the Grievance Procedure shall be to settle all grievances between the CITY
and the BARGAINING UNIT as quickly as possible to i nsure efficiency and promote
employee morale. Should any employee, group ofemp  loyees or the CITY feel aggrieved,
including the claim of unjust discrimination or any matter or condition affecting health and
safety beyond those normally encountered in all pha  ses of normal work requirements,
adjustment shall be sought.

Section 1: Any dispute concerning the interpretatio n or application of an expressed
provision of this Agreement shall be subject to thi s, and exclusive to this
grievance procedure.

@ It is agreed that the CITY has a right to dis cipline or discharge
employees for just cause. Disciplinary matters, ex cept oral
reprimands, shall be subject to the Grievance Proce  dure. Oral
reprimand is defined as a verbal warning which is n ot placed within
the employee's personnel file.

(b) No regular employee shall be discharged except for just cause as
defined in Article 22, which shall be subject to th e Grievance
Procedure. It is understood by and between the par ties that this
section does not affect the CITY's right to elimina  te positions because
of layoffs or reduction in force.

All grievances must be filed in writing, with the UNION Grievance Chairman
or designee, within fourteen (14) calendar days aft  er.

STEP 1. The UNION GRIEVANCE COMMITTEE, upon receiving a w ritten and
signed request, shall determine if a grievance exis  ts. If in their opinion no
grievance exists, the matter will be deemed settled

RIGHT TO RECORDS: In every case, upon request, the employee or the
complainant is entitled to a copy of their statemen t.

In the event of a grievance, the employee will be e ntitled to review the
summary of the investigation, HPD #76, Supervisor's Report of Discrepancy,
used to make the adverse determination in the case.

The review will be held in the IAB office under the supervision of IAB
personnel. The employee will be allowed to take no  tes.

In the event the grievance authority convenes and r  equests the file, the
Internal Affairs Bureau will present a copy of the HPD #76, Supervisor's
Report of Discrepancy, and any supportive documenta  tion to that authority,
which will be the sole property of IAB.
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No copy of an IAB case file will be made without a written order of the Chief
of Police or the City Attorney's Office; or, if nec  essary, for presentation to
the grievance authority. Any copies provided will be controlled by IAB.

All Internal Affairs Records are to be kept confide  ntial and under the control

of IAB. Information related to an administrative i nvestigation may only be
released to the media or outside interests at the d  irection of the Chief of
Police.

STEP 2: If a grievance exists the GRIEVANCE COMMITTEE sha |l, with or
without the physical presence of the aggrieved empl oyee, within fourteen
(14) working days from the date of receipt of griev  ance, present a signed
written grievance to the Police Chief or designee f  or adjustment.

STEP 3: The Police Chief or representative shall arrange  for such meetings
with the GRIEVANCE Chairman and the President or de signee and make
such investigations as are necessary. The Police C  hief or designee shall
respond in writing to the GRIEVANCE COMMITTEE Chair man and the
President or designee within fourteen (14) working days of his receipt of said
grievance. If the response does not resolve the gr  ievance, it may proceed to
Step 4.

STEP 4: Within fourteen (14) calendar days from receipt o f the written
response from the Police Chief or designee, the GRI EVANCE COMMITTEE
Chairman and the President or designee shall presen t the grievance, in
writing, to the City Manager through the Manager of Labor Relations or
Human Resources Director. The City Manager or desi  gnee will then make a
determination within fourteen (14) calendar days fr om the date of
submission to him/her.

STEP 5: If a mutually satisfactory settlement cannotber  eached between the
City Manager and the GRIEVANCE COMMITTEE Chairman a nd the President
or designee, the GRIEVANCE COMMITTEE Chairman and t he President or
designee or the CITY shall have the right to refer ~ the matter to an arbitrator

mutually agreed upon for final determination. The party seeking such final

determination must notify the other of its decision in writing within ten (10)

working days from the date of the expiration of the fourteen (14) day period
for settlement with the City Manager or designee or the grievance shall be
deemed withdrawn with prejudice.

STEP 6: In the event the CITY and the GRIEVANCE COMMITTEE Chairman
and the President or designee cannot agree within f ive (5) days after the
receipt of the "notice" to arbitrate, the parties s hall jointly request the

Federal Mediation and Conciliation Service for the names of seven (7)
arbitrators experienced in the field to be arbitrat  ed.

@ One arbitrator shall be selected by alternate  ly striking names from the

list and the dispute shall be submitted to the arbi trator then
remaining.
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(b) The President or designee shall strike the na  me of the first arbitrator.

(c) The arbitration hearing shall be conducted un  der the rules of the
Federal Mediation and Conciliation Service.

STEP 7: Jurisdiction of the Arbitrator. The jurisdiction and authority of the
arbitrator, opinion and award shall be confined exc lusively to the
interpretation and application of an expressed prov ision or provisions of this
Agreement at issue between the UNION President ord  esignee and the CITY.
The Arbitrator shall have no authority to add to, d etract from, alter, amend,
or modify any provision of this Agreement or impose upon any party hereto
a limitation or obligation not explicitly provided for in this Agreement; to
establish or alter any wage rate or wage structure or to consider any term or
condition of employment not expressly set forth wit hin a provision of this
Agreement. The Arbitrator shall not hear or decide more than one grievance
without the mutual consent of the CITY and the UNIO N President or
designee. The award, in writing, of the Arbitrator on the merits of any
grievance adjudicated within his jurisdiction and a uthority as specified in
this Agreement shall be final and binding.

STEP 8: The Arbitrator's decision shall be final and bind ing, and the non-
prevailing party shall pay the fee and related expe  nses of the arbitrator. The
parties shall bear their own expenses for attorneys , court reporters and
other related arbitration expenses.

Section 2: Grievances not filed, processed or respo  nded to within the time limits set
forth above and not extended by agreement in writin g, shall be deemed
waived or admitted, and the grievance shall be irre  futably presumed denied
or sustained, as the case may be.

Section 3: Nothing herein shall preclude any employ  ee from discussing his grievance

with the GRIEVANCE COMMITTEE or his/lher UNION repre sentative for
informal adjustment.

ARTICLE 30. BARGAINING UNIT REPRESENTATION:

Section1: The CITY agrees to allow three (3) emplo yee representatives of the
BARGAINING UNIT to sit at the bargaining table for the purpose of

negotiations without loss of pay or deduction from the employee's leave
time.
@ If for any reason additional employee(s) are  needed for informational

purposes, upon agreement by the CITY and the BARGAI  NING UNIT,
said employee(s) will be called in the meeting with  out loss of pay.

Section 2: The President of the Henderson Police Of ficers Association, as being the
representative of the BARGAINING UNIT, will be give n authority to enter the
premises of the CITY during any shift for the purpo se of investigating
working conditions of employees covered by this Agr eement, to assist in the
settlement of grievances arising under this Agreeme nt, and to post notices
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relative to the BARGAINING UNIT activities, after n  otifying the CITY or his
supervisor of their presence on the job. It wil b e required that the
BARGAINING UNIT designate for each shift an Executi ve Board member for
the purpose of handling grievances (the President o r his designee).

Section 3: The Association President shall receive a copy of all disciplinary actions
against members, if member requests.

Section 4: The CITY agrees to provide seven hundred  twenty (720) hours per fiscal year
for use of the BARGAINING UNIT President or designe e to conduct UNION
business, i.e., conventions, seminars, training, lo bbying etc.

@ The President, or his designee, will determine the use of association
leave.

(b) The BARGAINING UNIT agrees not to exceed five ( 5) individual
requests for HPOA leave at one time and, under norm al
circumstances, no two of the five individuals can b e from the same
shift of the Department unless authorized by the Di  vision
Commander. All leave will be approved by the Polic e Chief or
designee.

() UNION members may elect to donate annual leave time up to a
collective total of two hundred (200) hours annuall y. This leave may
accrue to a maximum of two hundred (200) hours for the purposes of
carry-over for use in UNION-related business. This leave has no cash

value.

Section 5: The Chief of Police or designee and the Human Resources Director or
designee shall meet quarterly with representatives of the Henderson Police
Officers Association as designated by the HPOA Exec  utive Board. The
purpose of said meetings is to informally discuss m atters of concern and/or
interest to either party. On-duty time shall be pr  ovided for three (3) HPOA
representatives, and may be increased if both parti  es mutually agree.

ARTICLE 31. CHECK-OFF:

Section 1: The CITY agrees to deduct from the paych  eck of each employee within the
BARGAINING UNIT who has signed an authorized payrol | deduction form
such amount as has been designated by the UNION as  UNION dues and is so
certified by the Treasurer of the UNION. The UNION  will certify to the CITY,
in writing, the current rate of membership dues. T  he CITY will be notified of
any change in the rate of membership dues thirty (3 ~ 0) days prior to the
effective date of such change. The CITY may requir e the submission of new
authorization forms when the Association increases its membership dues.

Section 2: Such funds shall be remitted by the CITY to the Treasurer of the UNION

within one (1) month after such deductions. The em  ployee's authorization
for such deduction is revocable at the will of the employee, provided by the
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law, and may be so terminated at any time by the  employee giving thirty (30)
days written notice to the CITY and the UNION or up on termination of
employment.

Section 3: The UNION agrees to indemnify and holdt he CITY harmless against any and

all claims, suits, orders or judgments brought or i ssued against the CITY as
a result of any action taken or not taken by the CI  TY under the provisions of
this Article.

Section 4. The CITY will not be required to honor a ny biweekly deduction
authorizations that are delivered to the payroll se  ction after the beginning of
the pay period during which the deductions should s tart.

Section 5: The UNION agrees to refund to the CITY a ny monies paid to it in error on

account of the payroll deduction provisions herein upon presentation of
proper evidence thereof.

ARTICLE 32. LIABILITY INSURANCE:

Section 1: The CITY shall provide liability protect  ion for every member of the UNION.
The form of such protection shall be via self-funde d or private carrier at the
discretion of the CITY. The CITY shall indemnify a  nd defend pursuant to the
provisions of NRS 41.0349 and NRS 41.0339 respectiv  ely.

ARTICLE 33. WARRANTY OF AUTHORITY:

The officials executing this Agreement on behalf of the CITY and the BARGAINING UNIT
signatory hereto hereby warrant and represent that they have the authority to act for, bind
and collectively bargain in behalf of the organizat  ion which they represent, during the term
of this Agreement.

ARTICLE 34. SAVINGS CLAUSE:

This Agreement is declared to be severable and if a  ny paragraph, phrase, sentence, or part
is declared to be void by a court of competent juri sdiction, it shall not be construed to void
or nullify the entire Agreement; and those parts no t declared void shall be binding upon
the parties provided, however, upon such invalidati on the parties agree immediately to
meet and negotiate such parts of provisions affecte d.

ARTICLE 35. DEFINITIONS:

This Agreement is made pursuant to and in conjuncti on with the Local Government
Employee-Management Relations Act of the State of N evada, and all terms used herein
which are terms used in the Local Government Employ  ee-Management Relations Act shall
have definitions ascribed to them by said Act.
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Administrative Transfer. _ Administrative transfers occur to enhance operati ons, further the
department’s mission, or improve efficiency and eff ectiveness. These transfers will
also occur when an act compromises the integrity of the individual or unit, and/or
the performance of the employee creates an environm  ent where the employee loses
effectiveness in the unit.

Appointing Authority: Persons having power by law or by lawfully delega  ted authority to
make appointment to positions, terminate an employe e, and other matters relating
to their employment.

Arbitrator:  An impartial third party chosen in accordance wit h the provisions of this
contract.

Base Salary: Remuneration received by the employee in accordanc e with the rates
specified on the salary schedule established by thi s contract.

Bereavement Leave: Leave granted to an employee to attend the funera | for a member of
the employee's immediate family as defined herein.

Call-Out:  When an employee returns to work on assignment du ring off-duty hours after
the employee has left the normal duty location.

Cause: A factual reason cited by the CITY that is used t 0 issue disciplinary action. Just
cause would normally include, but is not limited to , charges of inefficiency,
incompetence, insubordination, moral misconduct, ha bitual tardiness or
absenteeism, abuse of sick leave, and violation of published department work rules.

City Manager: The person designated as the chief executive off icer having final authority
by law in all matters relating to employment in the City of Henderson, except as
provided for herein.

Classification: A group of positions which have essentially simil ar duties and
responsibilities, are allocated to the same salary range by this contract, and are
designated by the same general title.

Classification Specifications: A written description of the work required of pos itions in the

classification that includes the classification tit le, definition, authority, essential
functions, and minimum or desirable qualifications. Classification specifications
are descriptive and explanatory of the general work required in positions in that
classification and are not necessarily inclusive of all duties to be performed in a

particular position.

Demotion:  Movement of an employee from one classification t o a different classification
which is on a lower salary grade than the original classification.

Disciplinary Transfers: Disciplinary transfers occur where it is determin ed that an
employee’s conduct warrants a transfer as part of d iscipline. This transfer would
be part of the disciplinary process and subject to the grievance process.
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Emergency Annual Leave:  Leave that may be granted after a request for imme diate
annual leave that, by the nature of the condition p  rompting the request, could not
have reasonably been predicted in advance of need a nd been scheduled in
accordance with normal departmental policy.

Gender_Definition: _  In accordance with NRS 0.030, and except as other wise expressly
provided in a particular statute or required by thi S context:

(@ the masculine gender includes the feminine and neuter genders;

(b) the singular number includes the plural number , and the plural includes the
singular;

(c) the present tense includes the future tense.

The use of a masculine noun in conferring a benefi  t or imposing a duty does not
exclude the female person from that benefit or duty . The use of a feminine noun or
pronoun in conferring a benefit or imposing a duty does not exclude a male person
from that benefit or duty.

Grade: A term used to designate a salary range to which one or more classifications may
be allocated.

Holiday: A day set aside for the special observance ofam  emorable event or occasion.

Immediate Family:  An employee's spouse, child, father, mother, brot her, sister, step or
foster child, grandchild, grandparent, father/mothe r-in-law, sister/brother-in-law,
son/daughter-in-law, spouse’s grandparents or any o ther person permanently living
in the household.

Incident of Use (Sick Leave):  Any period of continuous absence for the same rea  son, or
the use of sick leave for an individual condition t hat requires repeated treatment.
Use of sick leave for funeral attendance or a sched  uled medical/dental appointment
shall not constitute an incident of sick leave.

Job-Related Disability: Incapacity resulting from an accident or occupati onal disease
arising out of and/or in the course of employment a s defined in NRS 616 and 617.

Negotiations:  The process of collective bargaining between the CITY and the UNION that
determines the contract between the CITY and the UN  ION.

Normal Work Day:  The hours normally required for an employee to wo  rk any one day or
one shift pursuant to the terms of this contract.

Normal Work Week:  An employee's normal work week will be as designa  ted depending
upon work site and classification assignment.

Overtime: Time that an employee works in addition to the em  ployee's normal work
schedule.
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Probationary Employee (Initial Hire): An employee who has not completed the initial
eighteen (18) month probationary period of employme nt and whose regular
appointment has not been confirmed. Probationary e mployees may not appeal
separation from CITY employment for performance or disciplinary reasons through
the grievance procedure of this contract.

Qualifying Period: A regular employee appointed, transferred, or pro  moted to a non-
temporary classified position in the City of Hender son may be required to serve a
qualifying period of not less than six (6) months o r more than nine (9) months prior
to confirmation of the appointment.

Promotion: A change of an employee from a position in one ¢l  assification to a position in
a higher classification, when such change is other than a result of reclassification
of the employee or reallocation of the position. S  uch advancement carries more
responsibility and an increased salary. An employe e on probationary or qualifying
period status is not eligible to apply for closed p romotional positions.

Reassignment:.  The movement of an employee or a position from on e work unit to another
within the organization with no change of classific ation.

Reqular Employee:  One who has successfully completed his initial pro bationary period
or qualifying period and whose appointment has been confirmed in a permanent
position.

Retraction:  The process by which CITY management removes mate rial, specifically
including that of a detrimental nature relating to a specific incident regarding an
employee, from CITY files.

Salary Range: The minimum and maximum base salaries which may b e paid to an
employee working in a classification in accordance with the salary grade to which
the classification is allocated.

Salary Schedule:  The step, grade, and range structure for allocati  on of classifications as
established by this contract.

Salary Step: An increment within a salary grade which designate s a specific pay rate.

Service Date (Anniversary Date):  Usually the actual date of hire, an employee's se rvice
date is that date which reflects the length of cont  inuous active employment with the
City of Henderson. For purposes of determining sen iority, or other matters
associated with length of active employment, the se rvice date shall be adjusted to
accommodate any period of leave without pay in exce  ss of thirty (30) calendar days.
Prior service periods of employment will not be use d in the calculation of service
date.

Shift:  The hours which an employee is normally scheduled to work on any normal work
day.

Step Increase: A salary increase between steps of a given salary range marking a steady
progress from the minimum of the grade to the maxim um.
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Suspension: A temporary removal from work status, with or with out pay, resulting from,
or pending, disciplinary action.

Termination:

Transfer:

The separation of an employee from employment with the City of Henderson.

The formal movement of an employee or a position from one department to

another department without any change to the classi fication of the position.

Within-Grade Increase: A salary increase from one step within a salary g  rade to a higher

step within the salary grade awarded on the basiso  f merit.

ARTICLE 36. DURATION OF AGREEMENT:

Section 1;

Section 2;

Section 3:

Section 4:

ATTEST:

This Agreement, dated this day of , 2003, shall be effective
during the 2003 - 2008 fiscal years and shall remai n in full force and effect
until such time as a new Agreement is negotiated or until statutory impasse
procedures have been exhausted, whichever occurs so oner, subject to the
continued representation of the BARGAINING UNIT by  the Henderson Police
Officers Association.

@ In the event either party desires to open negotiations concerning a
subject which would require the budgeting of money by the CITY,
written notice of such desire shall be given on or before February 1,
2008.

(b) In the event either party desires to open neg otiations concerning a

subject which would not require the budgeting of mo ney by the CITY,
written notice of such desire shall be given on or before February 1,
2008.

In the event the parties cannot negotiat e a new Agreement, it is agreed that
the parties shall comply with statutory impasse pro cedures.

Each party reserves its rights as establ  ished by Chapter 288 of the Nevada
Revised Statutes, as amended.

CITY OF HENDERSON, NEVADA

By:

Philip D. Speight
City Manager

Monica M. Simmons, CMC

City Clerk
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HENDERSON POLICE OFFICERS

ASSOCIATION
By:
ATTEST: Timothy T. O'Neill, President
David C. Burns, Vice President APPROVED FOR SIGNA TURE:
By:

Shauna M. Hughes
City Attorney
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