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ARTICLE 1 - RECOGNITION

Pursuant to the provisions of the Local Government Employee Management Relations Act, Chapter 288,
Nevada Revised Statutes as amended, the Las Vegas Metropolitan Police Department, hereinafler referred to as
“Diepartment”, recognize the Las Vegas Police Managers’ and Supervisors® Association, hereinafter referred to
as the “PMSA", as the exclusive representative of the eligible Department employees, as hereinafter defined,
for the purpose of collective bargaining. The PMSA makes the Agreement in its capacity as the exclusive
bargaining agent for the Department emplayees in the bargaining unit.

Only members in good standing with the Association are cligible io vote on the contents of this contract drawn
as the results of collective bargaining.

ARTICLE 2 - SCOPE OF AGREEMENT

2.1 Bargaining Unit. The term "employee” as used in this Agreement apphes to those persons having a regular
commissioned Cjvil Service appointment to the work force of the Department, excluding, however, appointive
and other administrative emplayees, confidential employees, and employees in other recognized barganing
units.

2.2 List of Eligible Classes:

= Sergeant - Police & Corrections
= Lieutenant - Police & Corrections
o Captain - Police & Corrections

ARTICLE 3 - DEFINITIONS

This Agreement is made pursuant to, and in conjunction with, the Local Government Employee-Management
Relaiions Act of the State of Nevada, and ail terms used herein, which are terms used in the Local Government
Empioyce-Management Relations Act, shall have definitions ascribed to them by said Act.

ARTICLE 4 - ASSOCIATION SECURITY

4.1 Check Off. The Department agrees to deduct from the paycheck of each employee within the bargaining
unit, who has signed an authorized payroll deduction card, sach amount as has been designated by the PMSA as
PMSA dues and is so certified by the Treasurer of the PMSA. The PMSA will certify to the Department, in
writing, the current rate of membesship dues. The Department will be notified of any change in the rate of
membership dues (30) days prior to the effective date of such change.

Such funds shall be remiited by the Department to the Treasurer of the PMSA within one (1) month afler such
deductions. The employee's authorization for such deductions is revocable at the will of the employee, as
provided by law, and may e terminated at any time by the employee giving (30) days written notice to the
Department and the PMSA or upon termination of the employee.

4.2 Hold Harmless. The PMSA agrees to indemmify and hold the Department harmless against any and all

claims, suits, orders or judgments brought or issued against the Department as a result of any action taken or not
taken by the Department in confermance with the provisions of this Asticle.
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The Department will not be required to Loner any bi-weekly deduction authorizations that are delivered to the
Payroil Section after the beginning of the pay period during which the deductions should start.

4.3 Errors. The PMSA agrees to refund to the Depariment any monies paid to it in error on account of the
payroll decuction provisions herein upon presentation of proper evidence thereof,

ARTICLE 5 - ASSOCIATION RIGHTS

3.1 Leave Hours. The Department agrecs to provide 400 hours each fiscal year, accumulative for the duration
of tais contract, for the use of PMSA members to conduct Associaticn business associated with the
administration of the collective bargaining agreement which is inclusive of representation of bargaining unit
employees and including day tc day operations, i.e., conventions, seminars, training, and lobbying during the
legislative session Once the maximum yearly hours are exceeded, annual leave will be used.

5.2 Limits on Use. The PMSA agrees not to exceed six (6) individuals request for PMSA leave at one time and
under normal circumstances, no two of the six individuals cap be from the same unit or section of the
Department unless autherized by the Bureau Commander.

3.3 Association Authorization The Chairman, or his designee, will determine the use of PMSA leave.

5.4 Application for Leave. Members who have been authorized to be relieved from duty for the purposes above
will submit LVMPD 2 (Applicaticnt for Leave) through the chain of command to Payroll. The application for
leave will indicate the hours absent are for PMSA business.

3.5 Associntion Positions. The Association will alse be entitled to adopt two (2) full-time positions with an
additional 400 hours for the above describe use. One of the full-time positions will be from the sergeant rank.
This Iimitation to the sergeant classification will be fixed and an assigned sergeant will not have the ability to
promote in place. In the event an assigned sergeant promotes to lieutenant, the employee will be removed from
the Association assignment upon date of promotion. In the event a full-time person is appointed to serve,
he/she shail not suffer any loss of pay and will be entitied to retutn immediately to the assignment they left if

the assigmment still exists.

Arnotation. 1t is understood if a Captai serves as ihe Chan person of the Association, the persor may not fill a full-time associztion positon os ullewed
above,

3.6 Investigaiive Procedures — Labor Relations and the Association will conduct mandatory training regarding
the investigative procedures set out below This training will be for all commissioned snpervisors and QlA
investigators upon implementation. Thereafter, every new supervisor and OIA investigator will receive this

training as well.

A. The parties recognize the rights of all police officers under NRS 289 (Addendurn A). The Association will
receive a copy of all notices «nd summaries of any internal investigation of an employee at the time the
notice and summary is sent to the employee via e-mail.

B. Employces called for a witness interview in an investigation will have the same rights as subject employees
and will be entitled to Association representation during any interview.

C. The parties agree that on any investigation conducted pursuant to NRS 289, a summary of facts will be
provided to the subject employee who 1s to be interviewed. For purposes of this section, “summary™ means
a description of the allegation, with the locations, time and date. If the location, time or date are unknown,
the notice will so state. If there are multiple allegations, then the summary of facts must address all of the
allegations and include 2 description of the misconduct or performance probler.
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The Association may raise issue with the named investigator as required by NRS 289 if it is believed there
is a conflict of interest. In such instance, the matter shall be presented to the Captain of Internal Affairs
Bureau and his/her decision regarding the matter shall not be appealablc.

D. An employee covered by this agicement will heve present an employee of the same or higher rank
(commission) whesn being interviewed as part of an investigation. This obligation may be waived by the

employes.

E. When alleged empluyee misconduct is discovered during the course of an internal investigation unrelated to
the original matter under investigaticn, a second complaint number will be obtained and a separate
investigation jnitiated into the unrelatec misconduct. This provision will not apply if it is determined an
etiployee was untruthful during the investigation. In such instances the finding will be “misconduct not
based on complaint.”

F. When the Department receives notice of a compiaint against an employes, that employee will be notified as
to the existence of the complaint through the employee’s chain of command as expeditiously as practicable.
Such notice shail be made via email. In situations where covert actions may be necessary to properly
complete an investigation. no notice will be gtven the emplovee untii those actions ae completed.
Additionally. the parties agreed that notice wiil only be necessary when it is determined an investigation
will be undertaken. This alleviates the need for any notice while a supervisor or 1A is conducting a
preliminary review to deterrnine if an investigation should go forward

G. Untruthfulness during an internal investigation is defined as the willful making of a knowingly false
statement of material fact. This finding shall be reviewed and approved by the Assistant Sheriff responsible
for the Office of Internal Affairs prior te: a disposition being sent out.

. When the Department possesses information or facts which contradict an cmployee’s recollection of those
facts under investigatior, the investigator will allow the employee an opportunity to explain an answer or
refute the negative implication of his/her recollection after informing the employee of the specific
contradiction(s).

L. When the Department possesses information in an electronic, audio, video or written format, the
investigator will allow the emplovee an opportunity to explain an answer or refute the negative implication
of his/her recollection after the emplayee is given the opportunity review the media evidence

1. On any statement, report or document prepared at the direction of the department, for an internal
investigation, the protections afforded to employees pursuant to NRS 289 and under the doctrines set forth
in Garrity v. New Jersey, 385 1.8, 493 (1967), will apply to all empioyees,

K. Employees, whether a witness or subject employee, will receive 48-hours rotice of an interview unless such
notice is specifically waived in writing with the employee’s signature. If a subject employee waives the
notice period, this waiver must also be approved by the Association. A reasonable extension will be granted
for a subject employee at the request of the Association.

L. As a guideline, no inierview session will extend more than four (4) hours unless the employee agrees to
more time in one 24-hour period. Regular breaks will occur during the interview based on any person’s
request attending the interview.

M. When charged with a criminal offense, the Department may, et the employee and the Association’s request,
waive an interview of the subject eraplioyee if there are sufficient facts present to make a fair determination

in the case.
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N. The Association, Internal Affairs, an employee or Labor Relations inay suggcst that a case meets the criterja
where a formal investigation may be waived. If the parties agree to the alleged violation and the
appropriate level of discipline, the mvestigation and any subsequent right to the grievance procedure will be
waived. This agreement will be reflected in a letter sent from the Association to the Internal Affairs Bureau

Lieutenant through Labor Relations.
5.7 Diseipline

A. Mitigation of Penaity Factors: The following factors will be examined when making disciplinary
decisions. These facters will be utilized a5 appropriate to the facts of the case and in conjunction with CIVIL

SERVICE RULE 510 and the Dis<iplinary Decision Guide.

* The nature and seriousness of the offense, and its relationship to the employee’s duties, position. and
responsibilities;

e The employee’s job level and type of employment, including supervisory or fiduciary role, contacts with
the public, and promainence of the position,

» The employee's past disciplinary history,

o The employee’s past work record, including length of service. performance an the job, ability to get along
with fellow workers. and dependability;

o The effect of the offense upon the employee’s ability to perform at a satisfactory level and its effect upon
supervisors' confidence in the employee’s ability to perform assigned duties;

¢ Consistency of the penalty with those imposed upon other employees for the same or similar offenses;
¢ Consistency of the penalty with any applicable Depariment table of penalties;
¢ The notoriety of the offense or the impact 1t could have upon the reputation of the Department:

» The clarity with which the employee was on notice of any rules that were violated in committing the
offense ot had been warned about the conduct in question,

B. Levels of Discipline

Written Reprimand
Suspension
s Disciplinary Transfer
e Removal from a Promotional List
+  Demotion
« Termination

5.8 Access to Briefings. The Association is entitled to address members of the bargaining unit at briefing
sessions on issuss relating to the administration of this collective bargaining agreement. Discussions relating to
the Association’s recognition as the exclusive bargaining agent are not authorized. Access to bricfing sessions
will be approved by the Chairman and the appropriate Division Chief who will mutually agree upon the
schedule and amonnt of time taken by the Association during such briefing sessions.

FMSA Agreement - July 1, 2014 - June 30, 2016 Page 4



ARTICLE 6 - STRIKES AND LOCKQUTS

6./ Strike. The PMSA will not promote, spensor, or engage in any strike or any slowdown, interruption of
work or operation. concentiated stoppage of work, absence from wark upon any pretext or excuse such as
illness. which is not founded in fact, against the Department; or any other intentional interruption of the
operations of the Department, regardless of the reason or reasons for so doing, and the PMSA will use its bost
eforts to induce all employees covered by this agreement to comply with this pledge

It is also understood that the Association and the Department will adhere to the provisions of N.R.S. 288.240,
288.250, 288.260, and 288.270.

6.2 Lochont. The Department will not lock out any employees covered hereunder as a result of a labor dispute
or any other disagreement with the PMSA.

ARTICLE 7 - MANAGEMENT RIGHTS

Except as expressly medified oy restiicted by a specific provision of this Agreement. ail statutory and mherent
managenal rights, prerogatives. and functions are retained and vested exclusively in the Department, including,

but not limited to:

e Hire, direct, classify. assign or transfer employees; except when such assignment or transfer is done as part
of disciplinary purposes,

o Reduce in force, layoff, or demote, any employee because of lack uf work or lack of money. Reductions in
grade, due to a redaction in force, shall be conducted in accordance with the requitements of Article 17 -
Reduciion in Force.

e Determine appropriate staffing levels and work performance standards and the means and methods by
which operations are conducted. except for safety considerations.

¢ Determine work schedulcs, tours of duty, daily assignments, standards of performance, and or the services
to be renderad.

* Determine quality and quantity of services to be offered to the public and the means and methods of
offering those services

* Subcontract or contract services of any job, secticn, unit, or division of the department.

* Determine the content of the work day. including without limitation, workload factors, except for employee
safety considerations,

* Take whatever action may be necessary to carry on its responsibilities in situations of emergency such as
riot, military action, natural disaster or civil disorder. Such actions may include the suspension of thjs
collective bargaining agreement for the duration of the emergency. Any action taken by the Department
under the provisions of this subsection shall not be construed as a failure to negotiate or keep the intended

good taith.

» Manage its operation in the most efficient manner consistent with the best interests of all its cilizens, iis
taxpayers, and its employees.

» Promote employees and determine promotional procedures as provided in NRS 280.310.
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* Educate and train employees and determine corresponding criteria and procedures.
* The Depaitment shall have such other exclusive rights as may be determined by NRS 288.150.

¢ The Department's failure to cxercise any right, prerogative, or function hereby reserved to it shall not be
considered a waiver of that right. prercgative, or funciion.

Nothing contained herein shall supersede any provisions nf NRS 288.150.
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ARTICLE 8 - HOLIDAYS

8.1 Designated Days. The Department and the PMSA agree that the legal holidays shail be:

New Year's Day Nevada Day

Martin Luther King Day Veterans' Day

Presidents' Day Thanksgiving Day

Memonal Day Fnday after Thanksgiving Day
Independence Day Day beforc Christmas

Labor Day Christmas Day

Any legal holiday specifically appointed for Jocal government employees by the President of the United States.

8.2 Weekend Designations. If any of the above holidays fall on Sunday. the following Monday shall be
considered as the legal holiday. If any of the above hohdays fall on Saturday, the preceding Friday shall be
considered as the legal holiday

8.3 Eligibility. All full-time employees who are employed 80 hours per pay period shall be entitled 10 time off
for such legal holidays. If an employee is oif-duty on a scheduled work day. which is also a holiday, he/she will
be considered off in liew of the holiday. If an employee 1s on duty on a scheduled work day, which is a holiday.
they will be eligible to receive the holiday benefit as described in section 8.4 Holiday Work. All full-time
employees. in order to be entitled to a legal holiday as provided, shall be on a full pay status on their scheduled
work day immediately preceding and immediately following such holiday.

The Association will have the oppertunity to discuss scheduling designations with the Deputy Chief responsible
for the area of concern. Scheduling designations will generally ocour at least 30 Jays in advance.

8.4 Holiday Work. At least 14 days prior to any holiday the Bureau Commander i conjunction with the
Division Chiel will identify the employees required to work the holiday on their scheduled shift. The
employees required 10 work the holiday as part of their scheduled shift will bz required to remain available for
call out at the conclusion of that shift. All other employees are deemed to be off on the holidays designated in

8.1 Designated Days.

Employees who work on a legal heliday as part of their regular work schedule shall receive their normal salary
for the holiday(s) on a straight time basis for the hours worked. Also. employees shall receive an additional
eight (8), nine (8), ten (10), or 12 hours of vacation leave, ot straight time pay, depending upon their regular
schedule.

Emplayees who are on adrinistrative leave for use of force shail receive the holiday benefit as though he/she
was working his'her regular work schedule. Employees who are ofi-duty on workers’ compensation shall be
considered off in lieu of the holiday.

Employees who are required to work on a holiday and call in sick wil} be camried as sick and payroll will post
employee off in-lieu of holiday-sick. Sick accruals will not be deducted, but this sick leave will count towards
bonus time eligibility.

8.5 Holiday Compensation. Employees whose regularly scheduled day off falls on a legal holiday shall receive
eight (8), nine (9), ten (10). or 12 hours of straight time pay or vacation leave depending upon their regular
work schedule,

An employee required to work on a legal holiday which falls on his scheduled day off shall be paid time and
one half for hours actually worked. Additionally, the employee will 1eceive eight (8), nine (9), ten (10) or 12
hours of straight time pay, or vacation leave depending upon theijr regular work scheduic.
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Armaiion: In 1998, these deletions were made because the langvage was redundam with the provisions of & 4 Holiday Work.

8.6 Pay Gpiion. Pursuant to the provisions above, employees covered by this Apreement ruay twice a year
select the option of pay or vacadon leave for holidays. The employee's selection will remain in effect umil a
change is madc. Any chaages mzde are due in Payroll by June 5™ to be effective on the July 4 holiday and due
in Payroll by Decemnber 5% to be sffective for the December 24 holiday. If selection is not made, vacation ieave

will be giver.

ARTICLE 9 - VACATION

9.1 Purpose. The Department and the PMSA agree that vacation leave is provided to employees for purposes
of rest and relaxation from their duties and for attending to personal business.

9.2 Accrual. Employees shall be eligible to take vacation leave after completion of six (6} months of
continuous full-time service. Vacation leave shall accrue at the rate of 4.62 hours per pay period during which
an employce is in a paid status, excluding overtime. Vacation leave does not accrue during periods of leave
without pay or for employees who have exceeded 800 hours of workers’ compensation. After 15 years of
continuous service, vacation leave shall accrue at the rate of 6.15 hours per pay period during which an
employee is mn a paid status, excluding overtime. After 20 years of continuous service, vacation leave shall
accrue at & rate of 7.68 hours per pay period during which an employee is in a paid status, excluding overtime.

9.3 Accumulation. Vacation leave may be accumnlated in the following manner:

# Employees with less than ten (10) years of service may aceumulate up to a maximum of 320 hours plus the
current accurnulation for the calendar year.

* Employees with more than ten (101 years of service, but less than 15 may accumulate up to 2 maximum of
360 hours plus the cwrent accumulation for the calendar year.

* Employees with 15 or more years of service may accumulate up to a maximum of 400 hours plus the
current accumulation for the calendar vear.

Any vacation leave which exceeds the allowed maximum shall be forfeited on December 31% of each calendar
yeer. The maximum accumulation may be extended by the Shenff if operating conditions require the employee
to cancel scheduled vacation or thsse conditions prevent the employee from utilizing vacation time,

Employees who leave the service of the Department arc entitled to payment for unused vacation leave
computed on the employee's gross salary (base. longevity, assignment differential and shift differential).

9.4 Approval Process. Application for vacation leave must bc approved in advance of taking leave. An
employee on authorized vacation leave may be granted an extension thereof upon his/her request.

Upon approval by the Sheriff or designee, an employee may be advanced vacation leave,

9.5 Advance Leave, An employec who has taken advance vacation leave beyond that accrued at the time of
separation shail make restitution for such leave; either by deduction from any amount owed him/her by the
Department or by cash refund.

9.6 Sellback., Employees may elect to exchange up to 40 hours vacation leave for up to 4¢ hours of gross
salary, excluding overtime.
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« Exchange of vacation leave shall only be done at the first payday of each November. Employees shall
submit their request for sellback by Qctober 1 of each year.

< Exchange privileges apply only to accrued vacation leave.

9.7 Death of Employee. Upon the death of an employee, the Department will make a lump sum payment of
accrued vacation leave and other compensation due to the employee’s most recently designated beneficiary on
file or, if no designated beneficiary, to the employee's estate.

9.8 Professional Leave Duys. Employees are authorized two (2) Professional Leave days annually, These days
must be used by June 30" of each fiscal year. If an employee requests a Professional Leave day, the supervisor
may rot deny the request without approval of the nex: highest rank above the approving manager.

The Professional Leave day is to be taken as a full day according to the employee’s regular work schedule,
eight (8}, nine (9). tcn (10). or twelve (12) hours.

When an employee chooses to utilize and is granted a Professional Leave day on a holiday, the employee will
receive their normal salary for the holiday on a straight time basis for the bours they would have worked. Also,
the empioyee shall receive an additional eight (8. nine (9). ten (10), or twelve (12) hours of vacation leave
credited to their vacation account, depending upon histher regular schedule. The employee will lose the
Professional Leave day once it 1s exercised in this manner,

ARTICLE 10 - SICK LEAVE

10.1 Acerual. The Department and the PMSA agree that all full-time employees shall accrue four (4) hours of
sick leave per pay period, or .05 hours for each hour of actual paid service in that pay period, excluding
overtime and callback.

10.2 Pay. Employses shall be paid their current hourly rate for each hour of sick leave used The rate of pay
will be the same as what is received if the employee were 10 work his/her regular shift. With the exceptien of
sick leave depletion, vacation leave shall not be used in place of sick leave.

10.3 Utiltization. Upon approval of the Department, sick leave may be used by employees:
* lliness or Ijury. Who are mcapacitated from the performance of their duties by 1liness or injury; or
¢ Public Health Requirements. Whose attendance is prevented by public health requirements; or

* Doctor Appointment. Who are required to absent themselves from work for the purpose of keeping a
doctor's or dental appeintment, o1

* Bereavement. Required to absent themselves from work for bereavement subsequent to the death of a
member of their immediate family up to a maximum of 48 hours per occurrence. The Sheriff/designee may
grant more than 48 hours, rot to exceed 240 hows, upon request of the employee. Employees may utilize
other paid leave for the purpose of bereavement, or

¢ Medical Emergency. Who arc required to absent themselves from work to personally care for a member of
their immediate family in those medical emergencies which require the employee's prompt attention.
Emergency leave shall be taken as sick leave, except for a one-time provision of 48 hours of vacation leave

that may be used per fiscal year.
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10.4 Approval/Notice. All sick leave shall be approved by the designated Department representatives.
Employees who do not become il on the job shall call in as required by Department policy before the beginning
of their shift when using sick leave. Any full-ime employee who has exhausted his accumulated sick leave
may be granted vacation, sonus. piofcssional leave or leave without pay.

10.5 Fisimediate Family. Immediate family shall be defined as a spouse, parent, sibling, child, grandchilg,
grandparent, legally adoptive relationships. current in laws and step relations. or any of the previously specified
relationships to (he employee’s spouse, significant other, or domestic partner. “Sigpificant other” shail be
interpreted to apply when it invelves a person the employee lives with that they consider a maie. The expansion
of the immediate family definition to include a “significant othe:™ or domestic partner is not extended to any
other provisions in this contract.

10.6 Family and Medical Leave, Determination as 1o the eligibility of Family and Medical Leave must be
made prior to, if forcseeable, o1 during the use of sick leave and the employee must be advised before returning
to work of the status of that leave. Employees with questions about FMLA should consult with the Health
Manager or his/hor designse and/or the Association for clarification.

10.7 Reporting Requirements. Employees covered by this Agreement shall be subject to the following
reporting requirements for payment of sick leave.

@ Sick Leave Request: Employees are required to file and sign a sick leave request as evidence that the
reason for the employee's absence was & legitimate use of sick leave as outlined above within 24 hours of

returning to work.

e Certificate of Recovery and Fitness: A Centificate of Recovery and Fitness shall be submitted by an
employee when requested te do so by the Sheriff or his designee. Such certificate shall be signed by a
physician and shall state that the employee is capable of returning to work

10.8 Open

10.9 Open

14.16 Bonus Time Employees who have taken no more than three (3) days of the combination of sick leave
(including FMLA), leave without pay, or workers compensation non-accruzl time during his/her employment
year (employee’s hire date) shall receive three (3) shifts of bonus time based on the employee’s regular work
schedule eight (8), nine (%), ten (10), or 12 hours at the time of accrual, which shall be credited to the
employee's bonus leave account the following pay period. Lieutenants and Captains hured after July 1, 1992
may only accumulate 240 hours of bonus time. Sergeants hired after July 1, 1982 may only accumulate 240
hours of bonus ttme

Employees who leave the service of the Department are entitled to payment for unused bonus time computed on
the employee's gross salary (base, longevity, assignment differential and shift differential).

Aunptarion. An employce whe is granted workers compensation lecrve m excess of 800 hours will not be ligible for bonus time for the employment year
that the init'al workers compensaion non-accrual time ovcwrred  Yearly, re-occutring non—pcerval workers COMpensalion time greafer than three (3

days will coumt rowards bonis rime eligibiling.

10.11 Payment Limitation. Employees hired or rehired on or after July 1. 1994, may not receive payment for
more than 1,250 hours of accumulated sick leave at time of termination, retirement, or resignation.

10.12 Payout. 1f a permanent employee icaves the Department after ten (10) years of continuous service, the

employee shall receive payment for 50% of the empleyee's allowable sick Jeave accumulation. After 15 years
of continuous service, the employee shall receive payment for 62.5% and after 20 years of continuous service,
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payment for 75% of the employee's sick leave accumulation. After 25 years of continuous service the employee
shall receive payment for 87.5 percent of the employee’s sick leave accumulation. In all circumstances prior to
30 years of continuous service, payment for sick leave will be computed at the employee’s base salary rate plus
longevity. After 30 years of continuous service, payment shall be increased to 100 percent of the employce’s
sick leave accumulation at the employee’s regular rate of pay. Regular rate of pay is defined as the rate of pay
an employee would receive if he/she was actually working a shitt and includes the following: base pay, step
increases, longevity, shift differential and assignment differential pay.

An employee hired or rehired after July 1, 1994, may utilize ihe benefit of this provision one (1) time only.
Employees hired or rehired after July 1, 1994, may not receive payment for more than 1,250 hovrs of
accumulated sick leave at time of termination. retirement, or resignation. Any bours exceeding the 1.250 hour
limitation will be forfejted.

Employees hired prior to July 1, 1994, will anly receive 87.5 percent or 100 percent payment on accumulated
hours up to 1,250 hours, whichever 1s appropriate based on years of service. All other accumulated hours will
be paid at 75 percent. (See 15.5 Employee Benefit Tiust Fund for possitle deductions to this payout provision.)

10.13 Death Benefil. In the event of the death of an employee, the employee's beneficiary shail receive
payment for sick leave accrued at the time of the employee's demise at the rate of 50 percent from zero (0) to
ten (10) years; 75 percent for 11 to 20 years; and 100 percent for ever 20 years employment with this
Departmernit. In the event of an in-line-of-duty death, the employce’s beneficiary will receive 100% payment
for sick leave accrued at time of dezth.

Annotation: In 1998, these changes were mode becouse it wasnt felt tunt a hiye date prior to 1992. should foctor into nayment 1 the event of o death and
to pul this benefit in line with vihat Is provided gfficers covered by the FTA.

ARTICLE 11 - SPECIAL LEAVES

11.I Military Leave. An employee having a reserve status m anv of the regular branches of the Armed Forces
of the United Stazes or the Nevada National Guard, upon request io serve on active duly or inactive duty for
training. as outlined in the provisions of N.R.S. shall be gianted 2 maximum of 30 shifis of paid leave per
calendar year. The 30 shifis provided herein are meant to be vsed in conjunction with the statutory cbligation.
Any statutory time used will be deducted from the 30 shifts.

Any employee who is called to active duty by the President of the United States to seive in a natjonal or
internationa! deployment of the United States Armed Forces shali be granted leave and pay as prescribed by
Federal law.  In addition, an empleyee who 1s called to active duty by the President of the United States to
serve in a national or international deployment of the United States Armed Forces shall suffer no loss of
benefits. The Department will supplement the employee’s military pay to ensure their gross pay is equal to
his/her regular pay. The employee’s pay will be adjusted whenever normal imcreases occur 1o his/her salary.

At the beginning of each calendar year or after a change in status or assigniment, the employee will provide their
immediatc supervisor with documentation establishing reserve status and unit assignment. Such documentation
shall include the name and phone number of the reservist's commanding officer or designee as a contact point.
The employee will provide an anmal trajning schedule, or orders in case of active duty, by the first scheduled
work day after such documentation becomes available to the employee. These documents are to be maintained
in the employee's bureau file.

The employee will provide an LVMPD 2. Application for Leave form, to their immediate supervisor two weeks

prior to their scheduled military leave, when possible. The supervisor will forward the form to Payroll for
processing. A copy of the military duty documents must be given to the employee’s immediate supervisor for
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submission through their chain of command to Payroll (military duty documents required may be unit training
schedules, earning statemnents, orders or DD214%s). Emails are not acceptable documentation but may be used
to transmit PDF copies of the required military duty documents If the employee was unable to provids the
appropriate documentation prior to his/her military lzave, the required documents must be submitted within 30
days after deplovment. The Department recognizes that on a rare occasion an issue may arise in submitting the
required paperwork within the above timelines. Such issues will be addressed by the Department on a case by

case basis.

If an employee has an approved scheduled vacation leave, that leave will not be canceled because another
employee has been aranted miliiary leave

For the purpose of this section, an "approved scheduled vacation” means any vacation request submitted to the
immediate supervisor 2 weeks or more in advance and is approved.

Empioyees may utilize vacation leave in lieu of leave without pay for military leave. Use of vacation leave for
this purpose shall not be controlled by other policies, procedures or rules that effect vacation leave.,

11.2 Open

11.3 Maternity/Paternity. Pursuant to the dictates of Public Law 955-555, effective Ampil 29, 1979, the
condition of pregnancy shall be treated as a disability illness under the provisions of Article 10 - Sick Leave,

herein.

= Employees shall be entitled to take up to six (6) months of leave for maternity/paternity purposes
commencing as determined below within 12 months following the birth, placement of a son or davghter
with the employee for purposes of adoption or foster care or adoption of the child.

* An employee, upon becoing aware of her pregnancy. shall obtain a certificate from her physician stating
that the physician 1s acquainted with the type of work being performed by the emplovee and that it will not
be injurious tv her health or the health of the expected child for her to continue working. After the initial
certificate has been presented, a similar ceruficate shall be presented monthly, commencing with the sixth
month of pregnancy. Employees complying with these provisions shall be entitled to work as long as they
continue to present such monthly certificates or until the date specified by their physician as the date
beyond which they should not be permitted to work. 1f the employee fails to present any required monthly
certificate within fve days of the date due, she may be placed on maternity leave after three (3) calendar

days notice by ihe Department.

» Employees will use FMLA leave time at the beginning of the maternity/paternity leave and exhaust such
FMLA Teave time concurently with their accrued leave. beginning with compensatory time. The remainder
of leave taken should be pre-identified to Payroll. If the employee does not pre-identify leave usage,
Payrol]l will use Jeave in the following order: sick, vacation, bonus lzave. All maternity/paternity leaves
must be taken as one continuous leave period (unless special circumstances clearly shows a legitimate need
for broken periods of leave) with the leave withaut pay being the last to be designated.

11.4 Application and Examination Leave. An employee shall be permitted reasonable time off with pay during
the employee’s shift to make application anc/or take an examination for Departmental promotional or transfer
opportunity. In no case shall an enployee become eligible for overtime as a result of competing for a

promotional or transfer opportunity
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11.5 Catastrophic Leave.

Al

Requests: When an eligible employee suffers a catastrophic illness or injury. and the eligibte employee has
exhausted all accrued leaves as a rcsult of the illness/injury, then the eligible employce may file a request
for donations of leave with the Association. The request must be accompanied by:

* A medical statement from the attendirg physician, explaining the nature of the illness/injury, and an
estimated amount of time the cinployee will be unable to work.

¢ Fvidence of the Bureau Commaader’s approval of leave of absence

Request Review: The Chairman of the Association and the Deputy Chief of Professional Standards will
review the request to verify the employee’s eligibility to receive leave donations.

Seolicitation: The Association will conduct the solicitation of donations and will be limited to. an
information-only solicitation. with no personal lobbying by employees. Solicitations will be conducted for
a two-week period of time and all donations will be submitted to the Association on the application for

leave form

Donations: Donaticns can be made from the donor's bonus hours, and vacation leave hours. Sick leave
cannot be donated. The minimum donation 35 four (4) hours. The Association and the Department will
cooperate (o ensure the leave is properly credived.

Donation Conversion: The Association will forward donations on an as needed basis to the Department
Payroil Section, where the donated houra will be converted to doilars at the hourly rate of the donor. The
dollars will then be converted to sick leave at the hourly rate of the recipient. If any donated sick leave
hours remain at the end of the catastrophic leave, they will remain in a sick leave bank for future use.

Bank Hours: Bank hours. 1f any. nmay be approved on a matching basis, if needed (i.e., a solicitation for an
approved employee nets |00 hows - after the 100 howrs are used, up to another 100 hours from the bank; if’
hours are available. If an employee fails to receive donated hours, no bank hours may be used),

Eligibility: The Catastrophic Leave Program is available to all collective bargaining unit employees who
require a minirmum of 80 hours leave and meet the following definition of catastrophic illness/injury:

“Catastrophic fliness/injury is an illness or injury that keeps an employee from performing the
dutjes of their job (i.e., the employee is hospitalized, homebound or is the primary care giver to.a
member of the employee’s immediate family). Eligibility may be denied if ihe illness or injury is
the result of an illegal aci by the employee or is intentionally self-inflicted.™

Worker's Compensation: Employees covered under a Workei 's Compensation claim are not eligible for the
Catastrophic Leave Program.

Abuse: The parties agree that should any problem or abusive practice arise, that the parties will meet to
make reasonable adjustments to facilitate the admimistration of the program or to eliminate these abusive

practices
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ARTICLE 12 - GRIEVANCE PROCEDURE

12.1 Grievance Procedure.

Purpose: The purpose of the foliowing provision is to sct forth, the methods and procedures for nondisciplinary
dispules that may arise between the parties hercto. Uhe following provisions shall govern the conditions of a

grievance appeal.

Definition: A grievance shall be defined as a dispwte regarding the application or interpretation of the
collective bargaining agreement. any Departcent rule, regulation, policy, or procedure that governs the
Department or a disciplinary action the employee is disputing. A grievant may have a representative of his/her
choice at any or all steps.

Nate. The enforcement and esiablishment of Civil Service Rules promulgated by the Civil Service Board
are expressly excluded from corsideration as a grievance. Where Civil Service Rules are contrary to the
terms of this Agreemen, they shall have no jorce or effect on the empigyees covered by this Agreement,
Civil Service Rules will apply in circumstances where the contract is silemt. An alleged violation of a Civil
Service Rule not covered by the terms of this Agreement may only be appealable through Civil Service

Rules,

Process: If a dispute cannot be resolved informally, the employee shall hand deliver the grievanec in writing
within 30 calendar days of the empluyee’s knowledge of the dispute or the date the cmployes signed the
Adjudication of Complaint. All grievances must specify the Collective Bargaining Agreement provisions, the
Civil Service Rule, or the department rule, written order, or regulation alleged to have been violated or the
disciplinary action the employee is disputing. The grievance shall specify the facts known and available, which

are alleged to constitute the violation.

NON-DISCIPLINE.

Step 1. The grievance shall be hand delivered to and signed by the Deputy Chief/Assistant Sheriff in the
enployee’s current chain within 30 calendar days of the employee's knowledge of the occurrence giving rise to
the grievance. The Assistant Sherifl will accept the grievance if there is not a Deputy Chief in the employee’s
chain. The reviewer will hold a meeling with the grievant within 15 calendar days of the filing of the grievance
to hear the dispute. The reviewer shall submit to the grievant and the Association a written response to the
grievance, including a justification for such response, within 30 calendar days of the filing of the grievance.

Step 2. If the gnevant and the Association Board (hercinafter referred to as the Association) is not satisfied
with the response provided in Step 1, the Association or the employee without Association sanction, may
request, within 30 calendar days of receipt o/ the Step 1 response, that the matter be resolved by an arbiirator,

The decision of the arbitrator shall be final and binding on the parties and shall be submitted to the parties
within 30 days of the close of the hearing. In the event the arbitrator fails to meet this deadline and no decision
is recerved within 60 calendar days, the parties will send a joint letter of inquiry. The parties will also meet
when this occurs to deiermine an appropriate course of action with the arbitrator. In no event shall the
arbitrator have any authority to exceed or alter any provisions of this contract or any rules, regulations, policy
or procedurc that govern the Department. Expenscs of the arbitrator shall be cqually shated by the pariies.
Howevet, in the events an employce pursues a grievance without the sanction of the Association he/she shall be
respopsible Tor the costs associated with that gricvance, which includes all the arbitrator’s fees and expenses. In
this cace, the grievant will be required to submit an advance payment to the arbitrator prior to the arbitration
being scheduled. This payment shall be dictated by the arbitrator based on his/her assessment of the time that
will be involved in the case and communicated o the gricvant. The grievant will have 30 days to submit
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payment (post-marked) to the arbitrator. In the event the payment is not submitted within this time-fiame, the
appeal will be considered withdrawn with prejudice. Any overpayment shall be refunded to the employee at the
same time the arbitrator presents an award  All other expenses incurred by either party in the preparation of its
case are 10 be bome solely by the party incurring such expense.

DISCIPLINE

Step 1. Written Reprimand, Suspensions, or Disciplinary Transfers: Appeals of these discipiines shali be
hand delivered and signed by the supervisor two ranks above the grievant (or their dasignees), within 30
calendar days of ihe date the employee signed the adjudication. The revicwer will bold a meeting with the
grievant and appropriate representative within 15 calendar days of the filing of the grievance to hear the
dispute. The reviewer shall submit to the grievant and the Association, a written response to the appeal,
including a justification for such response, within 30 calendar days of the filing of the appeal.

Appeals of written reprimands shall be resolved at this step and will be final and binding.

Step 2. Appeals of discipline that involve a suspension, a disciplinary transfer or removal from a
promotional list will be resolved by an arbitrater in #n expedited manner and a bench decision will be

required.

If the grievant and/or Association is not satisfied with the response provided above, the Association or the
employee without Association sanction, may request, within 30 calendar days of receipt of the response
provided above, that the matter be resolved by an Arbitrator. The decision of the arbitrator shall be final and
binding on the parties, but in no event shall the arbitrator have any authority to exceed or alter any provisions of
this contract, which is inclusive of the Disciplinary Decisicn Guide. The arbitrator will have the authority to
rule on procedural matters raised at the hearing with the basic: understanding that the procceding is intended to
be informal and speedy, and thai the procedural guidelines provided below shall be followed:

Procedural Guidelines for Hearing:

A. The arbitrators will be selected within the rotation already established by the parties. In the event the
selecred arpitrator declines to sit on an expedited arbitration, that arbitrator will not be removed from the
master list, and will continue in the master arbitrator rotation.

B. The parties will exchange exhibits at least 14 days prior to the hearing and witness lists arid 1s5ue statements
at least seven (7) days priol to the hearing. The time-frames set out herein may only be modified upon
mutval agreement of the parties

C The hearing will be closed and there will be no record other than the exhibits presented by the parties and
the bench decision of the arbitralor. The individual representatives and support personmel may take
individual notes for their own purposes,

D. The Department has the burden of proof and will present its case first.

E. At the conclusion of closing arguments, the case will be submitted to the arbitrator and a bench decision
will be rendered the day of the hearing. The arbitrator may deny or grant the appeal. If the appeal is
granted, the arbitraior will determine the appropriate remedy. In either event, the arbitrator’s awthority
remains constrained as set out herein. The arbitrator will provide an explanation to the parties regarding the
decision on the day of the hearing and put such decision in writing within seven (7) calendar days. If the
written decision is not rendered the day of the hearing, it may be delivered to the parties via e-mail within
the specified time-frame. The written decision shall be part and parce] 1o the fees charged by the arbitrator
for the day of the hearing.
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F. Expenses of the arbitrator shall be shared ecually by the parties. However, in the event an employee
pursues a grievance without the sanction of the Association, he/she shall be responsible for the costs
associated with that grievauce which includes ail the aibitrator’s fees and expenses, In this case. the
grievant will be required to submit an advance payment to the arbitrator prier to the arbitration being
scheduled. This payment shall be dictated by the arbitrator based on histher assessment of the time thar will
be involved in the case and communicated to the grievant. The giievant will have 30 days to submit
payment (post-marked) to the arbitrator. In the event the payment is aot submitted within this tme-frame,
the appeal will be considered withdrawi with prejudice.  Any overpuyment shall be refunded to the
employes. All other expenses ircurred by either party in the preparaticn of its case are to be borne solely
by the party incurring such expensc.

Step 1. Demction or Termination: These disciplinary actions may be appezled directly to arbitration by filing
& letter to the Sheriff, as set out below, within 30 calendar days of the employee’s signing of the disciplinary
adjudication or in the case of termination. within 30 calendar days of the employee’s termination date.

‘The Association or the employee without Association sanction, may request that the matter be resolved by an
arbrtrator. A mutually agreed upon list of eligible srbitrators will be utilized by the parties on a rotational basis,
based upon their availability within 90 calendar days of date of selectior. The first arbitrator on the list will be
notified of his appointment and the hearing will be scheduled within 90 calendar days of the natice to the
arbitrator. If the selected arbitrator cannot serve within 90 calendar days and there is no mutual agreement to
extend the date of the schaduled hearing, the next arbitrator will be scheduled under the same conditions. This
will oscur until a date can be agreed upon. Whomever ithe arbitrator is that is selectzd, the next case will first
be offered to the next arbitrator on the list and the same procedure will be undertaken as described herein

Ir: the event a case settles and the arbitrator doesn’t serve, the arbitrator will be scheduled for the next, yet to be
schieduled, hearing. Thereafler, the arbitrator shatl remain in the origina! retation on the list.

The decision of the arbitrator shall be final and binding on the parties and shall be submitted to the parties
within 30 days of the closc of the hearing. In the event the arbitrator fails to meet this deadiine and no decision
is received within 60 calendar days, the parties will send a joint letter of inquiry. The parties will also meet
when this. occurs to determine an appropriate course of action with the arbitrator. In no event shall the
arbitrator have any authority to exceed or alter any provisions of this contract or any rules, regulations, policy
or procedure that sovern the Department,

Expenses of the arbitrator shall be zqually shared by the partics. However, in the evenis an employee pursues a
grievance without 1he sanction of the Association: hesshe shall be responsible for the costs assoctated with that
grievance, which includes all the arbitrator’s fees and expenses. In this case, the grievant will be required to
submit an advance payment to the arbitrator prior to the arbitiation heing scheduled. This payment shall be
dictated by the arbitrator based on his/her assessment of the time that will be involved in the case and
communicated to the grievant. The grievant will have 30 days to submit payment (post-marked) to the
arbitrator. In the event the payment is not submitted within this time-frame, the appeal will be considered
withdrawn with prejudice. Any overpayment shzll be sefunded to the employee at the same time the arbitrator
presents &n award. All other expenses incurred by either party in the preparation of its case are to bz borne
soiely by the party incurring such expense,

The list of arbitrators will be muaiitained by the Association and the Office of Labor Relations. The parties will
mutually select five (5) arbitrators that are listed cn AAA, NAA or FMCS rosters to setve on the panel. The
selected arbitrators may only be removed from the panel by mutual agreement or failure to remain on the AAA,
NAA or FMCS rosters.
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The Association and Department will meet to review and update the above st as deewed necessary by either
party.

Resolusion:

1. Reduction in Discipline: If the decision is to reduce the discipline, the reviewer that reduced the discipline
will rewrite the Adjudication of Complaint. The new Adjudication of Complaint will show the new level of
discipline in the appropriate place on the form  If the grievant does not accept the reduction in discipline,
the matter can proceed to the riext step of the procedure based on the original discipline.

2. Exoneration of DisciplmefSustained Complaint: 1f the decision is to remove all discipline, but not the
sustained complaint. the written justification for such elimination of discipline will be attached to the
internal investigation within 1APro. In the event discipline is reduced from a Written Reprimand lo a
Contact Report, the Adjudication of Complaint will be removed from the employee’s personne] file. A
Contact Report will be placed within the SEPF (Supervisor Employee Performance File). 1f the decjsion 1s
to exonerate the sustained finding, or to change the sustained finding, written justification will be attached
to the internai investigation within IAPRO. If the discipline and sustained complaint are reversed in favor
of the employee. the Persomnel file will be purged of all references to the investigation. The exoneration of
discipline and the sustained complaint for disciplinary actions less than 40 hours can be authorized by the
reviewer. The arbitraior may also exonerate the discipline and the sustained complaint if the grievance has
been appealed to the level. Additionally, the TAB file will be modified to show exonerated and at whose
direction.

Amnctation.  The reductons of discizline pertaming o paragraph } will NOT mchude discipline thar 15 reduced jrom a writien or above o o
Cantact Report. Contact Reports are not considered a form of disciphne: therefore the reviewer showld follow the lunguage in paragraph 2 where

discipline 15 “exonerated.’

The Department will forward a copy of all disciplinary actions of employees covered by this agreement to the
Association. Employee identifiers will be redacted from each Adjudication of Complaint.

12.2 Time Limits. In computing any period of time described or allowed in this procedure, the day of the act.
event, cr default from which the designated period of time begins to run shall nol be included. The last day of
the period so computed shall be included, unless it 1s a Saturday, Sunday, o1 holiday. in which event the period
runs until the 2nd of the next day which is not a Satwday, Sunday, or a holiday

A. Grigvant/Associotion: Failure on the part of the grievant/Association te process the appeal to the next step
within the time limits established in this article presumes that it has been satisfactorily resolved at the last
step to which 1t had been properly processed. However, in the event an employee is unavailable during the
response period, the employee may authorize, in writing, the PMSA to respond on the employee's behalf,

B. Deparnnent: Failure on the part of the Department's representatives to answer the grievance in the time
limits established in the preceding paragiaphs will allow the employee/PMSA to move the grievance to the

next step n the procedure.

Time limits specified in this appeal procedurc may only be extended by written agreement of both parties. If an
appeal is not filed or processed within the time limits set forth above, it will be deemed withdrawn with
prejudice. unless the time limitations established are waived or mutually extended by the parties.

Documentation. A copy of all appeals shall be forwarded to the PMSA and the Labor Relations section
immediately upon filing with the Department. The Department shall establish procedures for the maintenance.
control, and adjustment of appeal records.
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ARTICLE 13 - COMPENSATION

I13.1 Salary

Effective June 30, 2010 and thereafler for the life of this agreement, employees shall be compensated as
follows:

Sergeant classification shall be fixed at 25% above the Police Officer/Corrections Officer 11 classification.

s Lieutenant classification shail be fixed at 20% above the Sergeant classification:.

e Captain classification shall be fixed at 22% above the Licuenam classification.

Funding: In the event the percent increase in the consolidated taxes received by either the City of Las Vegas or
Clark County from one fiscal ycar to the next is less than the increase in the consumer price index for the same
period, this section will automatically teopen. The annual CPI change to be used is the U.S. City average, All
Urban Consumers, for July sach year. Consolidated taxcs are tirose revenues distributed by formula to the City
and County. These include sales, motor vehicle, cigareite, liquor and property transfer taxes. Both CPI and
actual tax revenue information will be available for comparison by October following the ciose of each fiscal
year. Negotiations regarding this section will affect the fiscal year that begins the following July.

All paychecks will be paid through direct deposit and the eraployee will be able to view and print histher
payroll information electronically.

In the event the parties agree, pursuant to Article 151 that the PMSA’s Health & Welfare Trust participants
will join the Clark County self —funded health plan, this Article will re-open to discuss the salary increase
scheduled for July 1, 2015. In addition, each party may open ore additional Article.

Annotation  Effective July 1. 2011, all merit increases were reduced 1o ome percent (1%) for FY 2001412 Effective Juty J, 2012, merit incroases were
applied i gramt the employes ihw percentaye vemaintng from the siep tiot was applied in FY 2011712 fopproximarely 3%). Emplavees that received a
mgrit iincrease prior to December 20, 2011 rotamed the full merit. In the second year of the agreement. these some empluvces did nor receive a mrit
increass in FY 1203 Ar a resull of these modificatons ta movaimert on the salary schedule, where the emplayee 1piit a step ndvancement over & Iwo-
vear period_ the empioyee wifl, uader normal circunstances. reach the Tasi step on the satury schedule one (i) veer latzr thaa thev normally would have.

13.2 Assignment Differential Pay Assignment Differential Pay is temporary monetary compensation paid to
some members of the PMSA as listed below: (Captains do not receive any assignment diferential pay.)

Direct Supervision: All sergeanis znd lieutenants that directly supervise commissioned employees receiving
assignment differential pay shall receive the 8% differential pay excep: as provided in the paragraph beiow.
Once the supervisor/manager ceases to supervise any direct subordinate that is receiving assignment differential

pay, their additional pay shall cease

After the effective date of this agreement, members transferring for the first time 1o the Traftic Section or any
investigative unit will receive four percent (4%) increase in pay for the first year and another four percent (4%)
increase in pay thereafter while so assigned. Members who are tansferring from one investigative unit to
another investigative unit, regardless of bureau, will maintain their eight percent (8%) increase.

Ifﬁugklin.- The police lieutenant assigned to Laoghlin will receive resident differential of 20% whether or not
he/she resides ia Laughlin. No other additional compensation, such as commuter pay or shift differential, ete.
will apply for this assigninent and overtime hours will be accrued as 1s current practice with other resident

officers as set out by the FLSA.
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At any time the PPA changes or reduces ADP payments in their contract, the PMSA is obhigated to make similar
reductions as it relates to the payment of ADP, however, the Associztion will have the right to negotiate the
form and application of the reduction.

Resident Section: All resident supervisors currently receiving resident ADP, will continue to receive their 20%
ADP 50 long as they remain in their current assignment,

Any new supervisors assigned to: Moapa, Logandaie, Overton, or Langhlin, will receive resident officer 20%
ADP. Effective July 1, 2014, any new supervisors assigned to Sandy Valley will no longer receive 20% ADP.

Within six (6) months of a resident assigrunent, new sergeants assigned to these areas must establish residence
in a location that will allow a 30 minute response time to the resident area of responsibility to retain the 20%

ADP.

NOTL. ADP assignments are not promotional and, therefore, no property right exists. Employces shall only be
paid ADP for the duration of their ADP assignment.

Annotation: Any new supervisors assigned to Mi. Charleston, Blue Diamond, seun, Stareline onet Indian Springs after Jonuary 23, 2001 no longer
receive 20% ADP.

13.3 Longevity. The longevity pay for employees shall be paid on the following basis:

# Upon completion of ten (10) consecutive years of employment, covered tmployees shall be paid thz
equivalent of an additional five percent (5%} of their base salary, less any suspended longevity increases.

» For cach continuing year of consecutive service thereafter, each employee shall receive an additional one-
halt'of one percent (0.5%) increase of the base salary until a maximum of 15% has been reached.

* Longevity pay shall become effective in the pay period in which the employee’s date of hite falis.

Employees hired on or afier October 24, 2011, will not be eligible for compensation under this section.

Annotation: Effective July 1, 201 and ihrough June 39, 2013, emplovees received half of the longevity mereuse specified above ( 15%). Effective June
30, 203, longevity .ncreases were returned to the one-half of one percent (9.5%) specified above.

As a jesult of the above longevity reduction, current emplovees will achieve full benefit of the longevity
program after 31 continuous years of service,

13.4 Jury/Court Pay.

* Jury Duty: Eligible members czlled to serve on jury duty on a normally scheduled shift shali receive their
regular pay as well as al! jury pay. Those persons called but not selected to serve on the Jjury shall report
back to work when excused.

¢ Ou Duty Court: Eligible members subpoenaed to appear on duty as a witness in a criminal proceeding
connccted with official duties, and who are not a party in such criminal proceeding, shall receive their
regular pay. providing that all witness fees or pay are retuned to the Department. Emplovees shall report to
work when excused.

o Off Duty Court: Eligible members required to appear off-duty in court as a witness for the prosecuticn or
defense. connected with official duties, shall be pald overtime with a minimum of two (2) hours. The
eligible member shall also receive one (1) hour straight time for duces tecum subpoenas, In any everd, the
employee shall not be paid twice for the same hours. All witness fees shall be returned to the Department.
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13.5 Retirement Contributions. The Departmenr and the Association agree that all empleyees shall participate
in the Public Fmployees Retirement System of the State of Nevada in accordance with the rules of that system.
The Department shall comply with all the provisions of NRS 286.421 for the purpose of paying the employees’
retirement contribution, but will not pay for the purchase of eligible prior service,

For the duration of this contract. any decrease in the percentage rate of the retivement contribution will result in
a corresponding merease to cach member's base pay equal to one-half (14) of the decrease. Any such increase in
pay will be effective from the date the decrease m the percentage rate of the retirement contribution becomes
effective.

13.6 Shift Differential. Shifl differertial is defined as the amount of compensatton anthorized to be paid to an
employec 1n addition to his/her regnlay straight time hourly rate for woiking a regularly scheduled shift other
than day shift. Any regularly scheduled shift that begins or ends outside the 5:00 am. or 3:00 p.m. time period
shall be eligible for shift differential pay computed at four percent (4%} of base pay. Eligibility for shift
differential pay will be determined on a shift by shift basis. Captains are not eligible for shifi differential
Employees that work a shift where thew hours of work fully encomnpass the hours of mudmight to 5:00 a.m. will
receive an additional 2% differential.

Clark County Detention Center employees that we assigned the 12-hcur graveyard shift that encompass the
hours defined above for a 6% differential will receive the same differential for their eight (8) hour workday
even though it does not fully encompass the hours of midnight to 5:00 am.

13.7 Overtime. Overtime pay is defined as additional compensation earned by an ¢employee who 1s held over
on his regularly scheduled tour of duty, o1 is requested 1o reiumn to duty at a time that is more than 12 hours
after notice is given. The employce will be compensated at time and one-half (1% for his/her hourly rate of
pay, including lengevity, shift and assignment differential pay (ADP) for those hours worked. ADP will only
apply if the employes is working overtime in their ADF assignment. The Department has adopted the FILSA 7
(k} exemption for law enforcement officers  Under this exemption, officers working in the resident program
will recerve overtime for any hours over 17! hours in a 28 day work period. This exemption for resident
officers does not apply te reimbursable overtime assignments or any callback time on heir regulurly schaduled

days off.

An employee will not eam overtime unless they have worked or been in paid status for 80 hours in the pay
period.

A, Overtime (excluding callback and reimbursable hours) may be paid in the form of compensatory time off,
Employees will have the option of cheosing whether overtime hours worked will be paid or accumulated as
compensatory time - this selection is irrevocable except under the following circumstances:

e  Death of the employee (in this event, payment will be made to the beneficiary); or
* Involuntary separation of the employee,

B. Compensalory time will be accumulated at one and oue-half (1'2) times hours worked and will nat
accumulate beyond 48 hours. The scheduling of compensatory time off will be done in the same fashion as
vacation leave scheduling.

O

All time off scheduling will default to compensatory time first unless it would result in the loss of vacation
leave accrual. Compensatory time wil! also be used as a first default when sick leave is exhausted.

D. There will be no cash out of compensatory time prior to retirement or voluntary separation. Accumulated
compensatory time must be utilized prior to this type of separation from the Department.
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E. K-9 handlers will receive ten (10) hours of pard overtime per pay period for the at-home care, grooming,
transportation, and teeding of the dog. The handler will receive an additional five (5) hours of overtime per
pay period if assigned to a second dog.

F. Effective July 1, 1999, Captains are considered exempt employees and will not be paid overtime, except
under the following conditions:

e Special events where the overiime is reimbursed by an outside source;
» Emergency mobilization as outlined in the Departiment manual. This does not include mobilizations for

scheduled events such as Nocw Yeass.

Annotation. This chonge was made n 1998, to opficialpy place the Cuptain pasizion in an exempt stawus wich vegard to the FLSA, In doing wix, it was
agreed the Captuin salary schedule would be invreased 8y 4%. [nscussions regarding emergency wobilzarions determined *hat there aere anly hwo
examples of this w the past - the Unfinary sirike and the vnresi related to the Rodney King verdic. It was wtended tha: emergency mobifizations of this
aature Iy the example thar vill be wved for the futare.

The FLSA 7 &) exemptivn has been Depornnent policy since the Forr Labor Swandards Act bas apphed to local goversment, In 2002 negotiafions the
parties discussed how the exempt staiws was wording, There were wsves regarding kow different capananders or depuiy chigli allowed fexing of
schedvles The Department agreed to hrief cil of Exccutive Staff regarding the wbility *c flex schedules and the Associarion agreed the expecuation 1o
nonfi: superiors nf any flexing s appropriate.

) )

In 2002 the parties developed innguage 1o memoriolize the accumdation of compensatory time an? establish appropriate A5 for ave
and wrilication. 1t was ogreed q laber/, i3 [ tee would review accrual ang wiilication afier one ver of experience to determine jmpact on
the deparimen financially and operatonally  In the evenr the loborimanegement commmtice determine; theye are adverse affects relating to
compensatory time, this section of the agreement maw be opened 1o resclve iiose issues.

13.8 Callback. When required, the Depariment Head or s designated representative may callback one or
mare members of the Department, For purposes of this paragraph, callback 1s defined as compensation earned
for returning to duty after an employee has completed his regular tour of duty, 1s off duty for any petiod of time,
and is requested to return to duty with less than 12 hours notice. When an employee is called back to work, the
employee shall be paid overtime m a time and one-half (1) rated basis. The emplovee will be paid for a
minimum of four (4) hours regardless of having worked less than four {4) hours, or the employee will be paid
for the amount of time actvally worked vver the four (4) hours. However, in the event the period of callback
runs into an employee’s normal towr of duty, such employee shall be paid time and one-half {1 ¥%2) for only those
hours worked outside of his normial tour of duty

An employge who works less than four (4) hours on the initial call out and is then calied out a second time
during the initial four hour period shail not be entitied to any additional overtime pay unless the aggregated
time worked for both occurrences shall exceed four (4) hours, in which case he shall be paid for the agpregated
time so worked. In the event an employee is called out for a sccond time after the expiration of four (4) hours
from the first call cut, he shal! be paid for a minmmum of four (4) houts for each call out except as provided in

the previous paragraph.

Effective luly 1, 1999, Captains are vonsidered exemnpt employees and will not be paid callback, except under
the following conditions:

s Special events where the overtime is reimbursed by zn outside source;

» Emergency mobilization as outlined in the Department manual. This does not include mobilizations for
scheduled events such as New Years,

Annotation. This change was made in 1998, 1o officiaily place the Cariain position i an exempt s1atus with reguri to the FLSA In doing this, it was

agreed the Captatn salary schedule would be increased by 4%, Discusnions regavding smergency mohilizarions determined that there were only. wo

examples of this in the past - the Cuilinayy strike ara the unresi related to the Rodney King verdici, It was intended that emergency mobilizations of this
nanwe is the cxamgple thar will be used for the futire.
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13.9 Education Incentive. Capizins, Lieutenants and Sergeants who hold the following degrees on July 1st of
each fiscal year shall receive one oi the following Tump sum payments on the first pay day in August,

©  Any employee in the Usit whe has received an Associate’s Degree from an accredited college or university
shall receive a sum of $600 per yvear in addition to his/iter annual salary.

¢ Any employee in the Unit possessing a Bachelor's Degree fiom an acoicdited college or university shall
receive a sum of $1,200 per yeer in addrtion to his/her annual salary.

© Any cmployee in the Unit possessing a Master's Degree or higher from an accredited college or university
shall receive a sum of $1,467 per year in addition to his‘her annual salary

TUpon separation. pre-paid educalion incentive will be prorated for ihe remaining pay periods of the year
remaining. The Department will deduct that payment from the final paycheck.

Members who use leave without pay in excess of 16{ work hours will also have their pre-paid education
incentive prorated for this excess leave without pay time. The Department will deduct that payment from the

final paycheck.

Annotation. The term “accredited” shell meun ony acorediting entity that is recognized by the Deportment of Educanon or the Council for Fighor
Education Aecreditatior. and, degrees obloined cutside the U8 if the applicant submis an origmnal, certified, sealed report from an academic credentiol
agency recogmized by tive National Associedion of Credential Svoluatron Services the Assuciation uf International Credential Evalieators, Inc., o1 the

Internntiona? Acadeinie Credential Evatugiors, Ine

13.10 Acting Pay. Sergeants and lieutenants who are directed in writing to temporarily accept the
responsibilities during the absence of bis or her superior officer (lieutenant or captain) will be awarded acting
pay if the acting assignment is a work week or longer as designated by the Burean Commander or Division
Commander. Acting pay shall be paid at a rate equal to one step higher than the employee's curent base salary.

Captains will be awarded acting pay if the acting assignment is a work week or longer. Acting pay assignments
for captains requure the expressed written approval of an Assistant Sheriff. Acting pay for captains will be equal
to ope step higher than the captain’s current base salary, or the minimum rate for the position in which the
captain is acting, whichever is higher.

13.11 Field Training Pay.

Field Training Pay is temporary monetary compensation of 8% paid to Sergeants and Lieutenants supervising
Field Training Officers (FTQ) or Corrections [Field Training Officers (CFTQ). Captains are not eligible for field
training pay.

Field Training assignments will be for a continuous six-month cycle. The six-month cycle may be extended
when deemed necessary by the Department. Extensions will only occur as a result of continuation of training
on the academy class associated with the nitial assignment and will be in one month increments.

Corrections Field Training assignments will be for a continuous ten week cycle. The ten week cycle may be
extended when deemed necessary by the Department. Extensicns will only occur as a result of the continuation
of iraining on the academy class associated with the initial assignment and will be in one week increments.

The Depariment recognizes employees may need extra traiming due to extended absences or other issues. and
may require re-orientation. Re-orientation Field Training assignments will be for a pcriod of time as
determined by the FTEF office or in the case of Correction Officers. the Burean Commander. FTEP and CFTEP
Sergeants and Lieutenants will receive Field Training Pay while an emplovee in this program is being trained
by one of their subordinates.
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Field Training assignments and corresponding compensation will be discontinued if the emplayee leaves the
assignment and is no longer available to act in that capacity.

If the Department finds it necessary o deactivate a Figld Training Sergeant or Lieutenant or Corrections Field
Training Sergeant or Lieutenant during the Field Training cycle, the Field Training pay will cease at the time of
the deactivation.

13.12 Spanish Pay. Sergeants who translate and/or speak Spanish as a second language to aid them or other
Department members in the course of their normal duties shall receive additional compensation. The
compensation for these Sergeants will be $46.00 per pay period.

Such employees must pass a Department approved proficiency examination en conversational Spanish to
receive payment. Additional proficiency exams will be administered by the Personnel Bureau as needed.

ARTICLE 14 - CLOTHING/EQUIPMENT ALLOWANCE

The Department and the Association agice that employecs shall be paid a yearly clothing/equipment allowance
of §1.000.00.

Motor officers and Mounted Patrol Unit officers will receive an additional $100 per vear for the purchase of
specialty bocts.

Upon separation, clothing allowance is prorated and reimbursed to the Department for the portion of the year
remaining. Members who use leave without pay in excess of 160 hours will also have their uniform allowance
prorated and reimbursed to the Department.

ARTICLE 15 - MEDICAL BENEFITS

15.1 Insurance. The PMSA wiii participate in the Las Vegas Metropolitan Police Department Emplovee's
Health and Welfare Trust through December 31, 2014,

By December 31, 2014, a determination will be made as to whether the PMSA's Health and Welfare Trust
participants will join the Clark County self-funded health plan rather tian have their benefits provided by the
Trust. The PMSA, the Department. the County and/or the City have the right to refuse to have the PMSA
participants join the Clark County seli-funded plan.

If any of the above mentioned parties does not agree to this change, then Article 15 will immedjately
automatically re-open. The parties shall conduct the first negotiation meeting within 2 weeks of the decision
not to change plans, and meetings thereafter shall occur at least once every 2 weeks. If the transition is not
going to oceur, the contribution rate defined below will continue into the Trust until a new agreement regarding
Article 15 j5 ratified and approved by Fiscal Affairs,

If the parties all agree to this change. the transition will be accomplished at the earlicst by lanuary 1, 2015, If
the transition cannot be accomplishied by January 1, 2015 but 1s going to occur, the contribution rate defined
below will continue into the Trust until implementation is completed.

In the event the PPA agrees to transition to the Clark County self-funded heaith plan, the PMSA agrees to
transition over as well within the same timeframes.

15.2 Depariment Contribution. Effective July 1, 2014, the Department shall contribute $883.59 per employee
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per month to the Las Vegas Metropolitan Police Department Employess Health and Welfare Trust,

15.3 Deductions. The Depertment and the Association agree the Trust is authorized and responsible to
determine contribution amounts for employec and umployee dependents. Once tie contribution amounts are
established, whether retroactive or prospective, the Deparument s hereby authorized to automatically deduct
from the paycheck of cach employee in the bargaining unit the contribution amount specified by the Trust.
Prior to such deductions being made, employees will be given 30 days notice of contribution changes to allow
for optional withdrawal of coverage for dependeni(s). If the parties agree that the PMSA’s Health and Welfare
Trust participants will jein the Clark County self-funded health plan, upon transiticning to the County plan, this
languapge will no longer apply

15.4 Flexible Spending Accouni. If the Department offers a Flexible Spending Account, the Department is
responsible for adriinistenng and mainizining this flexible spending account. Open enrollment for employees
that wish to open a Flexible Spending Accourdt is the month of November. In November, you will enroll for the
following year Each year you mmnat enroll if you wish 1o participate. Enrollment instructions are located on the

Employee Self Service (ESS) website.

15.5 Employee Benefit Trust Fund The above referenced Retirement Trust was established for the purpose of
subsidizing the retiree’s cost of health care coverage. The Employee Benefit Trust has been established in
accordance with federal and State laws applicable to employee benefit trust finds (26 USC501©(9). The
monies contributed to the Employee Benefit Trust shall be used only for eligible heslth care costs of eligible
retirees and dependents. “The employee’s contribution shall be made by autoinatically deducting the specified
amount from the paycheck of the cligible employee prior o any taxes being witiicld. The amount of the
payroll deduction shall be determined by the Trust.

To be vested in the Employee Benefit Trust, an employee must meet the minimum vesting requirements
including contribution requirements established by the Trust. Upon retirement of an employee who has 1ot met
the minimum vesting requirements, the Depatment may, with such employee’s consent, deduct from the
employce’s sick leave cash ow and contribute to the Employee Benefit Trust the required amount, as
determined according to the rules of the Trust, to mect the minimum vesting requirements of the Trust.

All issues regarding contributions, benefits. plan design. and other operations of the Trust sce the exclusive
province of the Board of Trustees of the Trust. The Board of Trustees has the sole authority and responsibility
conceming such ratters.

ARTICLE 16 - DISABILITY

16.1 Service Connected In the event an employee is absent due to a service connected injury or illness, the
benefits afforded this employee will be as follows:

» If the benefits paid to such employee under the provision of SIIS or other Department Workers
Compenszaiion Program does not cqual the employee's gross salary, the Department shall pay to the
employee an amount equal to the difference between the compensation received under Workers
Compensation and the cmployee's then present gross salery, excluding overtime. This compensation will
continue for a period of 800 hours from the first day of absence.

* Employees who have ten (10) to 15 years of continuous full-time employment on the date of injury wiil
have their salary compensated for an additional 20¢ working hours. Employees who have in excess of 15
vears of continuous futl-time eynployment will have their salary compensated for an additional 120 hours
plus the above 200, totaling 320 hours, Afier the initial 800 hour period, sick and vacation leave will not
accrue. At the time of bonus time accrual (emplovee’s hire date) if an employee has more than three (3)
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shifts of non-accrual workers compensation, they will not be eligible for bonus hours. This also applies to
any approved extended hours.

16.2 Compensation. 1t is the intent of the Department to pay the on-the-job inyured employee (as outlined in
this Article) the difference between full base salary and that provided by the Workers Compensation as salary
continuance, Thercfore, compensation integration shall continue as set cut by the Department’s workers
compensation administrator, Health Detail, vtatute, or S1IS (for past claims).

16.3 Sick Leave Utilization. Upon the expiration of the covered salary protection period, if the emplovee is still
unable to work, the employee may elect to utilize acerued sick leave.

16.4 Vacation Leave Utilization. Wher accrued sick leave has been exhausted, if the employee is still, because
of disability. unable to work, the employee will be permitted 1o use all accrued vacation leave as sick leave,
Subsequent to exhausting of both the employee's sick leave and vacation leave, the employee shall receive no
additional compensation from the Department. However, exceptions to this rule may be allowed by the Sheriff.

16.5 Hours Computation Compensable hours are for cach injury or illness, and hours necessary for
subsequent medical attention because of the same injury will be accumulative,

16.6 Eligibility Requirements. Before the Departiment grants these benefits, the employee shall comply with
rcasonable administrative procedures established by the Department. The Department may also request, at iis
option and expense, that the employee be examined by a physician appointed by the Department. The
examin:ng physician shall previde to the Department and the employee a copy of his medical findings and his
opinion as to whether or nat the employee is able to perform his normal work duties and/or whatever, if anv,
werk duties the employee is able to perform or unable to perform. The Depariment may further require that
such injured employee make himself available for light duty work as soon as possible after released by a
qualified physician wkich may be either Department or employee appointed,

ARTICLE 17 - REDUCTION IN FORCE

17.1 Natice. Whenever it is determined that a layofffreduction in grade of employees may occur because of
lack of work or funds, the Department shall give written notice of the layoff/reduction in grade, including the
reason(s) such action is necessary 1o the PMSA Chairman at least seven (7) calendar days prior to the effective
date of the notification of employees

All permanent employees to be laid off/reduced in grade shall be given written notice of such layoff at least 14
calendar days prior to the effective data

17.2 Provisions/Restrictions. The Department and the PMSA agree that reduction in personne] including
layoffs, as it pertains to employees covered under the provisions of this contiact, shall be as hercinafter
prescribed. When funded positions are climinated, reductions shall be accomplished in accordance with the

following provisions:

A. Seniority: Seniority for employees covered by this collective bargaining agreement will be based upon the
seniority of service within the classification held by the employse, with the least senior employees being
laid off, reduced in grade or transferred as a result of elimination of positions first,

B. Layoffs. Any employee laid off by an elimination of a position will be subject to remstatement as
prescribed in Article 17.4 Reinstatement.

2

Reduction in Grade. Any employee who is reduced in grade will be bumped to the classification most
recently held provided the bumping employee has more seniority in the classification then the employee
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being bumped. Employces reduced in grade will have the opportunity to be assigned to open positions
within the Patrol Division as determined by the Patrol Division Commander, The assigrunents will b made
prior to any transfers being made in accordance with Article 19 — Seniority.

D. Elimination of Positions. An employee forced to transfer due to an climination of a position will transfer 1o
the open position as determined ay the Patrol Division Conunander prior to any pesitions being filled from
the Patrol Transfer Registry referenced in Article 19.3 Patrol Transfer Registry. If there are multiple
positions being eliminated at the sams time, the posiions will be filled based on the seniority in
classification in the affected group. 1If an employee is forced to transfer 1o a position within the Detention
Services Division as a result of 2n elimination of a position, the employee will transfer to the open position
as determined by the DSD Division Commander. The employee will be allowed to participate in the next
ayumal bid as defined in Article 19.

If there are no open authorized positions within the classification, the Department may reduce an emplovee
in grade subject te the parameters identified in C above. Elimination of a position may mean elimination of
the position from the ums: but not from the Department.

Exampie: Four PSU squads are being eliminated from the Patrol Division. The four Sergeants thar are
having their positions eliminated would be offercd open positions m Patrol based on their seniority among
the four of therm prior to the positions being filled in accordance with Article 19.3 Patrol ‘Transfer Regisiy.

27.3 Semiority Lists. Whenever 1t is determined that 2 reduction mn grade of empioyees shall occur. the
Depariment agrees to supply cwrent tinc in classification seniority lists to the PMSA for the jubs being

affected.

In the cuse of classification seniority ties. overall Department seniority shall determine the most senior
employee.

I7.4 Reinstatement. Employees reduced in grade through 2 reduction in force shall be placed on a
reinstatement list by classification and by seniority within that classification and providing the employee has
not separated shall be recalled in the inverse order in which the employce was reduced in grade. Persons on
such a list will be cffered reinstaternent to an opening in the job classification and ne new employee will ba
promoted until 4l qualified employees oo reduction status desiring to return 1o their previous classification have
been offered the position. The same time frame/procedure will apply for employees trunsferred as the resuit of
the elimination of positions in specialized units.

Example. It is determined that a Sergeant position in Vice is going to be eliminated and the Vice Sergeant goes
back to Patrol as the result of the elimnation. 'Three months later, a Sergeant in Narcotics retires. The Vice
Sergeant whose position was elirvinated should be given the option to take the retired Narcotics Sergeant’s spot
first, assuming this spot is authorized to be filled.

Aceruals - Employee accumulation caps for bonus time shal! remain as if employee was in the same
classification prior to the reduction in grade.

Perjod of Eligibiliry - Persons on a reinstatemcnt list shall retajn eligibility for reinstatement for a period
of three (3) years from the date their name was placed on the list providing they have not separated thei
empioyment. In the event an employce declines an offer of reinstatement. the employee will be remevad
from the reinstaternent Iist and wili lose all rights to be reinstated to his/her previous position.

Merit Increases - Upon returning to the classification the employee was reduced in grade from, the

employee retains iheir accrued time hefshe accumulated since his/har last date of promotion into the
classification when determining his/her next merit increase.
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Seniority Date - Upon returning to the classification the eroployee was reduced in grade from, the
employee retains the accrued timez hefshe accumuiated since his'her last day of promotion into the
classification from which the employee was reduced in grade from when determining his/her classification
senjority. No classification seniority will accrue while outside the classification the emplavee was reduced

from.

ARTICLE 18 - HOURS

18.1 Work Schedule. 'The Department and the PMSA agree that the normal work schedule is 80 hours bi-
weekly. The Depariment has adopted the FLSA 7 (k) exemption for law cenforcement officers. Under this
exemption, officers working in the resident program will have a 28-day work period.

18,2 Tour of Duty A tour of duty or shift shall be defined as the span of hours during which an individual or
unit is assigned to work.

18.3 Tour gf Duty Change. Under normal conditions, employees will be notified of a tour of duty change at
least 12 hours in advance of the change. Permanent or scrmi-permanent transfers, and overtime shall be
excluded. Permanent or semi-permanent inveluntary transfers will require 14 days advance notice.

In most circumstances. the Department will notify an empioyee of a RDO and/or shift change at least 14 days
prior. Whencver such notice 15 not given and the employee desires a review of the change, he/she may take the
matter up with the Deputy Chicf or Assistant Sheriff as appropriate in his/her chain. The decision of the Deputy
Chief o1 Assistant Sheriff will be final and not appealable any further.

18.4 Meetings. The PMSA recognizes management’s nght to conduct meetings. These mectings should be
predetermined and rcasonably allow for emplovees to anange therr schedules to attend. Additionaily
management has the right to make attendance mandatory. If any meeting is determined to be mandatory in
nature by management, the Department shall authorize compensatory thme or overlime for attendance. The
choice of the time will be up to the employee.
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ARTICLE 19 - SENIORITY

19.1 Utilization. In the selection of days off and vacaiion leave preference, first choice shall be given those
employees hoiding the greatest amount of seniority in that class.

19.2 Bid Procedure for Patrol and Detention.

Bid Procedure for Patrol

A. Once a year. Lieutenants and Sergeants assigned to the Patro! Divisions may select from available days off
and shifts by scniority within their assignexd area cormimand as designated by the area commander. The area
commander or Deputy Chief will make decisions on what shifls and days off will not be available for bid
within the area command. Typically this is the Administrative Lieutenan: position and the COP and PSU
Sergeant’s positions. These decisions will be made bascd on documsented special andror operational needs
of the department. The Sergeant and L:eutenant bid process will be completed prior to 1ae PPA bid process
beginning each year. The Lieutenant bid process will be completed prior to the Sergeant bid process
beginning,.

B. The parameters for the annual bid procedure, bump, are as follows.,

In order to participate in the Patrol Division hid process, the member must currently be assigned to the
Patroi Division prior to the bid process beginning. Beginning the bid process will be at the direction of
the Patrol Division Deputy Chuief’s Office

Activated Patrol FTO Sergeants may bid on training squads within their Area Command

Sergeant pesitions 1n bike squads and/or enduro squads where the Sergeant is required to ride a bike
and /or enduro are subject to bid. Only those Sergeants that are bike and/or endure certified. as
appropriate, may bid for a bike and/or enduro Sergeant positicn. The Sergeant must be certified prior
to bidding. Other Sergeant positions that supervise bike and/or enduro officers. but are not required to
ride bikes and/or enduros, as determined by the Bureau Commander. will be bid with all other eligible
positions.

Utility squads in the Area Commands are assipned at the discretion of the Bureau Commander
(Generally, COP and PSU squads). These squads are not subject to the bid.

Administrative Lieutenant positions within the Patrol Division will serve at the discretion of the Bureau
Commander/Deputy Chief and are not positions which will be eligible for the bid.

At anytime between bids, the department retains the right to change an employee’s shift and/er days off
based on a documeated special or oporational need. Additjonally, in the event of a significant change
in operations. which affects a majority of employees in the rank within a Division, the Department may
cause a rebid to oscur out of the normal bid cycle described above. In the event of such an anticipated
change the Association will be given 30 days notice. so input can be provided.

Bid Procedure for Detention

Once a year, Lieutenants and Sergeants assigned te the Detention Services Division may select from available
days off and shifis by seniority within the Detention Services Division. The Deputy Chief of DSD will make
decisions 1 what shifts and days off will not be available for bid within the Division. These decisions will be
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made based on documented special and/or operational needs of the department. The Sergeant and Lieutenant
bid process will be completed prior to the PPA bid process beginning each year The Lizutenant bid process
will be completed prior to the Sergeant bid process beginning.

+  Administrative Licutenants'non-platcon Lieutenants/ TAD Sergeant positions within the Detention
Division are at the discretion of the Bureau Commander’Deputy Chief. (TAD Sergeants positions
within Detention Services Division are specialty assignments that are tested for,)

Annotation: This precedure 12 no: intended 1o 2llu Captains Lienterunis coming into an assigmnent the authority 1o imvoluntarily trangfer others into the

pasitian. AMovewent s intended to ocoar af fie biowp or when 8 supervisor voluntarily vacates a posinor. This does not apply to ademistrative transfers
that may be a result of performance or conduct.

19.3 Open Positions in Patrol/Deiention.

Open Positions in Patrol

The Area Captain or Deputy Chief will make decisions on what shifts and days off will not be open within the
ares command. Typically these include the Administrative Lieutenant position and the COF and PSU
Sergeant' s positions. Area Captains/Deputy Chief's may move Lieutenants and Sergeants for documented
needs.

When a vacancy occurs in Patrol due to a qualifying event i.e. (promotion, demotion, resignation, retirement.
termination, or transfer), the vacancy will be filled in the following maaner:

Step 1 - The position will be filled irom the Patrol Transfer Registry For transfers from the Patrol Transfer
Registry to be honored, the transfer must be en file at least four weeks (28 calendar days) prior to the vacancy.
If there are multiple requests on the regisiry. the decision wili be based on overall department seniority in rank.
it there is no transier on file proceed 10 Step 2.

Example. A day shift Sergeant at DTAC is transferring to a specialized unit in tvo weeks. There are
two fransfers on the registry for the sguad. Patrol Sergeani A's request was received five weeks (35
calendar days) prior to when the vacancy is to occur. Patrol Sergeant B’s request was received two
weeks (14 calendar days) prior to when the vacancy is to occur. Sergeant A’s call sign is 653 and
Sergeant B’s call sign is 579 so Sergeant B 1s senior. Because Sergeant B's transfer was not on file four
wecks (28 calendar days) prior to the vacancy, Sergeant A would get the transfer. If however both
transfers were on file at least four weeks (28 calendar days) prior to the vacancy, Sergeant B would get
the transfer.

Example: A day shift Lieutenant at EAC is transferring to FPC to replace a retiring Licutenant. A
Gang Lieutenant (330G) wants 1o return to take the position at EAC and has a transfer request on the
patro] registry received at least four weeks (28 calendar days) prior to the vacancy. There is a Patrol
Lieutenant (345) who also has a transfer request on the patrol registry received at least four (28
calendar days) prior to the vacancy. The Gang Lieutenant is senior. The Lieutenant from Gangs would
get the transfer based on his department seniority as a Lieutenant. If however, the Patrol Lieutenant
(330) had department scricrity over the Gang Lievtenant (345G). the Patrol Lieutenant would get the
transfer.

Step 2- The position will be filled by a new prometion
Example: A grave yard sergeant at CCAC has transferred to swings due a retirement at the area

command. Thus, there is now a vacancy on graveyard. There are no transfers on the registry. There is a
promeotion due to the retirement. The recently promoted sergeant would get the vacancy.
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Patrol Transfer Registry

The Patrol Division Deputy Chief’s Office will maintain an on-going registry for any requested transfers
Lieutenants and Sergeants may submit a (ransfer request at any time during the year whether or not he or she is
currently assigned to the Patrol Division. Transfer requests will be filled based on overall department seniority
ty rank regardless of assignmeni. However, to be considered, all transfers must be on file at least four weeks
(28 calendar days) prior to the vacancy. The Patrol Transfer Registry will be posted to the Intranet and updated

weekly.

The registry will expire on March 1" each calendar year. However, if a position becames available due to a
qualifying event during the time frames of March 1% to March 3 1%, to honor the fowr week (28 calcndar days)
requirement for transfer requests, the transfer will first be offered to the person on the lisi prior to the cunrent
active list. then to fhe current active list at Step 1. If no one takes the position at Step 1, it would go to Step 2.

Example: A Patrol Lieutenant retires on March 1%, To preserve the four week (28 calendar days) provision this
would first be offered to the people on the transfer registry which has the expiration date of Mavch 1. If there
is no one on this list the position would be offered to anyene on the new list beginning from March 1*,

It will be the responsibility of the individuz] Licutenant or Sergeant to confirm interest in a transfer position
upon contact by the Patrol Division. If a transfer position is offered to a supervisor and the supervisor declines
the position, their request will be removed from the registty. A supervisar who declines a position and is
removed from the registry may then resubmit. It will also be the responsibility of the individval Sergeant or
Lieutenar to remove themselves from the registry should their desir: to transfer change between purge dates.
Transfers will be submitted via e-mail to:

TransferRequestPatrel@ivinpd com

Lieutenants and sergeants submitting a transfer request will receive a confirmation-mail within 72 hours. Ifa
confirmation e-mail is not received. it is the responsibility of the Sergeant or Lieutenant submitting the request
to confirm it has been received.

Open Positions in Detention

Available positions within DSD are at the discretion of the DSD Deputy Chief. The Detention Services Deputy
Chief’s Office will maimtain an on-going registry for any requested transfers between Detention Bureaus
(Platoon assignments in CBB, STB or NTB). The Deputy Chief/ Bureau Captains may move Lieutenants and
Sergeants for documentad needs (Probationary members will not fill & position if a non-probationary member
it requesting to transfer to the opening.) A member may utilize seniority to affect such transfers with members
already assigned to the bureau receiving preference to those outside of the bureau

When transferting out of @ TAD/non-platoon assignment after completion of the TAD assignment and it falls
outside of the annual bid process. the member will move to the first open and available platoon position based
on Division seniority (bureau preference as described above does not apply}. 1f multiple open platoon positions
exist in Detention. the member will have a choics based on seniority, Those members not completing the full
term of their respective TAD will move to the first open and available platoon position,

When an opening occurs in a TAD assignment in Detention due to a qualifving event i.c. (promotion, demotion,
resigration, retirement, termination, or transfer), the vacancy will be filled in the following manner:

Step 1 - The position will be offered to eligible non-probationary Lieutenants and Sergeants within the
Duvision. If there 15 nio interes:, proceed to Step 2.
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Step 2 - The position may be offered to probationary employees. If it is not filled at this level proceed to Step
3.

Step 3 - The position will be filled by a new promotion.

Detention Transfer Registry

Members assigned to DSD will utilize LVMPD Form 21A, Transfer Request, to request 2 change of
assignment. Transfer assignmenis will be based on seniority, regardless of the date of the transfer request.
Upon compiction of the annual bid process, a new transfer request must be submitted by each member secking

a change of assignment.

19.4 Disputes Regarding the Bid Process/Open Positions. A member who will not be allowed to participate in
the bid process will be given an opportunity to meet with the Pairo) Deputy Chief or Detention Services Deputy
Chief, whichever is applicable and an Association representative prior to the bid process beginaing. The
Deputy Chiefis the fina] authority for resolving the dispute.

19.5 Non-Bid Lieutenant Positions. When a Bureau Commander cr above, outside of Patrol and DSD platoon
Lieutenants, becomes aware of a vacancy for a Licutenant under their cormmand, they will send an email to the
address “Request for Transfer PAN" requesting a Transfer Personnel Action Notice (TPAN) to establish a pool
of eligible cand:dates. This TPAN should state the requirements and qualities desired for selection to the
position and remain open for 14 days, when possible. Interested Lieutenants will then notify the respective
Bureau Commander or above and their immediate supervisor of their interest. The selection process will oniy
consist of a file review and “verbal resume” interview with the Burean Commander to determine suitability.
The Bureau/Arca Commander will take notes for the OHR transfer file as to why a candidate was seiected.
This pool of cligible candidates will he active for one year fiom the dare of the interviews.

ARTICLE 20 - ACCIDENT PREVENTION BANK

20.1 Accideil Prevention Bank. Employees will be rewarded for non-negligent and/or an accident-free
depaitment driving record. The reward will be the ability to accrue hours that will be banked for use in the
event they receive a disciplinary suspension for a traffic accident.

20.2 Accrual and Use of Hours. Employees will accrue 20 hours of bank time per two (2) year non-negligent
and/or an accident-free period. The maximum accrual will be capped at 40 hours. These hours may be used at
the employee’s option for disciplinary suspensions appled for tratfic accidents and will not be used for any
other purpose (i.e., the hours will not be compensated under any circumstance). This benefit will have no effect
on decisions made by the Accident Review Board; however, the Accident Review Board wili be responsible for
determining the amount of hours an employee has in his/her bank based on the formula set out above and the

accident records maintained by the Board

ARTICLE 21 - DUTY WEAPON

24.1 Maimtenonce. Aside from geneial upkeep and cleaning, the Department will be responsible for
maintenance of weapons. Any mechanical problems with weapons shall be referred to the Department armorer.

21.2 Replacemnent. Any weapon that is damaged or desttoyed as a result of a duty related incident, will be
replaced by the Department.
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21.3 Stock. The Department will stock a sufficient number of replacement weapons for temporary use when
weapons become unserviceable.

ARTICLE 22 - TRANSFERS

The Association and the Department agree there are three types of transfer - voluntary, administrative. and
disciplinary.

Administrative transfers occur as a result of an action to enhance operations. further the Department’s missior,
or improve efficiency and effectiveness. These transfers will also occur where an act compromises the integrity
of the individual or unit and/or the conduct of the employee creates an envirominent where the employee loses
effectiveness in the unit. The parties agree these types of transfers from specialized units will be evaluated for

necessity.

Generally, administrative transfers do not occur as a result of single events or incidents, except where it is
determined the transfer is necessary to further the Department’s mission.

Disciphnary transfer is a disciplinary action which may occur where it 15 determined that an employee’s
conduct o1 performance warrants that level of discipline. An employee who has been disciplinarily transferred
may not transfer back into the assignment or section from which the employce was disciplinarily transferred,
for a period of one (1) year.

Prior to the employee being administratively transferred, the supervisor will forwerd his recommendation in the
form of an inter-office memorandum to the Bureau Commander or Deputy Chief (whichcver is appropriate) for
approval. This memorandum is for justification purposes only and will not be placed in an employee's
personnel file. Said memorandum will be provided to the employee and Association, at least 14 days prior to
the effective date of the hiansfer. The Departient reserves the right to iransfer with less than 14 days notice to
fulfill operational needs.
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ARTICLE 23 ~- DRUG TESTING

23.1 Parameters. Department Procedure 5/110.26 specifies the piocedures for random drug testing. In
addition 1o this procedure, the following parameters will apply under this contract

= The random drug testing program shall only apply to illicit drugs as set out in Procedure 5/110.26.

o Covered employees will be randomly selected based on assignmentiunit and required to provide a sample.
Retfusal 1o test ot substantial evidence indicating alteration or adulteration of the sample will be cause for
terminalion. Substantial evidence of alicration or adulicration at the collection site and laboratory means
evidence which would support 2 reasonable conclusion that adulterants or foreign substances were added to
the urine, that the urine was diluted, or that the specimen was substituted. IF there is articulable reasonable
evidence at the collection site and/or Jaboratory that there has been an alteration or adulteration of a sarmple,
the sample alleged to have been altered or aduiterated will be secured znd processed under the same
standards and process as 1f the sample was a proper urinc sample; however, the Chain of Custody and
Control Form used in submiting the specimen for ftesiing will be labeled SUSPECTED
ALTERED/ADULTERATED SAMPLE. The collector will writs the reasons deseribing what factors led
the collector to suspect alteration or adulteration on the form. The employee will be required to submit
another sample if alteration or adulteraiion is suspected at the collection site.

Any alteration or adulterahon allegation will be czuse for an internal investigation to determine whether
there is substantial evidence to demonstrate whether the emplovee altered or adulterated his/her sample. In
any event, the employee retains all rights provided them by his‘her collective bargaining agreement and the
Department manual.

An empioyee will not be ordered or required to disclose protectad heaith information and maintamns his/her
rights to privacy under the Health Insurance Portability and Accountability Act of 1996 (HIPAA), federal
law, oi Nevada state law.

= The employee who tests positive will be subject to termination.
© Asaresult of a verified posilive test, the empioyee will have the option of resigning his/her employment.

23.2 Voluntary Identification. An =mployee may voluntanly identify himsejfherself as an abuser of
prescription drugs prior to being identified through other means Such self-identification may occur through any
person in the employee's chain-of-command or an Association representative. Under these circumstances the
employee will participate in & mandatory rehabilitation program paid for by the empioyee and/or the
appropriate health insurance camrier. The employee will also be subject to the cenditions of a last-chance
agreement which will include unannounced testing for a two (2) year period. Because a last-chance agreement
is provided in lieu of a termination, no other disciptine will be applied ir conjunction with the last-chance
agreement. A last-chance agreement. as provided herein, will remain 1n an employee’s personnel file for the
duration of his/her employment or re-employment.  Voluntary identification of the use of illicit drugs will
subject the employee to termination. Failure to meet the provisions of a last-chance agreement will be cause for
termination.

23.3 Drug and Alcohol Testing. Drug and alcohol testing will be conducted immediately following an officer
involved shooting, or when a member js considered at fanlt in a traffic accident while driving 2a LVMPD vehicle
that causes serious bodily injuwry or death.

PMSA Agreement - July 1, 2014 - junc 30, 2016 Paupge 33



ARTICLE 24 - GENERAL PROVISIONS

24.1 Savings Clanse. The Deparimoent and the PMSA do agree that if any provision of the Agreemem is
subsequently declared by the proper lepislative or judicial authority o be unlawful, unenforceable, or not in
accordance with applicable statutes or ordinances, all other provisions of this Agrecment shall rewmain in full
force and effect for the duration of the Agreement. This Agreement shall become effective only when signed by
ihe designated representatives of the Departiment and the PMSA.

24.2 Coiract/Civil Service Rule Duplication. The Department and the PMSA agree thal matters subject to
bargaining under NRS 288.150 which are in this contract will supersede any corresponding Civil Service Rule
of the Deparunent for all Department employees represented by the PMSA,

24,3 Persannel Files.

A. Employee Access. Each employee shall, during normal business hours of the Labor Relations Section, have
a right to access his or her own persomnel file by appoimtment,

B. Employee Copies. The contents of personnel records shall be made available to the employee for
inspection and review at the time of histher appoiniment. At an cmployee’s request, he or she shall be
provided one (1) copy of any or all documents posted in the employee’s file.

C. Rebuttal Statement. Before an adverse comment or document can be put into an employes’s personnel file,
the employee must be made aware of the comment or document by having read the comment or document
and initialed or signed the same. An employee has the nght to refuse to sign the comment or document
after reading it, and the fact that the employee refused to sign the comment or document shall be noted on
the face of the document itself. The emplovee may file a written response that is specific to the adverse
comment or document eutered into his/her personnel file within 30 days afier ie or she is asked to initial o1
sign the comment or document. If a written response is prepared by the employee, the Department must
attach the employec’s written response o the adverse comment or document. All formal disciplinary
actions shall be recorded in the employee’s personnel file and shall constituia the official record to be
utilized in disciplinary proceedings.

D. Access by Others. The only other persons permitted to have access lo the contents of an employee’s
personnel file, excluding background investigations and references from previous employers, are a
designated representative of the employee having the employee’s signed authorization and the
Department’s authorized staff, which may include ouiside legal counsel. An employee’s physical [ile shall
not be niade available to any persons or organizations other than the Department and the employee without
the cmployee’s expressed authorization. unless pursuant to a court order or other statutory requirements.

E. Purging. All disciplinary matters will be removed from the personnel file at the following times and under
the following conditions. A subsequent discipline of a similar nature is defined as a disciplinary action that
is simifar because it 1s.

* A performance issue;
® A misconduct issue as defined in Civil Service Rule 510; or
e Adjudicated through the Accident Review Beard process

Aside from the separzte categories set out above, extension retention in the personnel file will occur in both
the area of performence or misconduct if there is a reasonable similarity. For example, a performance
discipline will cxtend a misconduct discipline if it is reasonably similar to the performance discipline 1n

question.

PMSA Agreement - July 1, 2014 - June 30, 2016 Page 34



Written Reprimand - 18 months after the date the employee signs or is given the opporiunity to sign the
adjudication or three (3} months after the filing of the statement of complaint. The earlier of these two
dates will start the pwge period. Auy subsequent discipline of a similar nature shall extend the purging of
the original discipline by another 12 months or the purge length of the latest disciplinary action, whichaver

is shortest.

Minor Suspension - three (3} years after the date the employee signs or is given the opportunity to sign the
adjudication or three (3) months after the filing of the statement of complamt. The earlier of these two
dates will start the purge period. Any subscquent discipline of a similar nature shall exter:d the purging of
the original discipline by another 24 months or the purge length of the latest disciplinary action, whichever
1s shortest.

Major Suspension/Demetion/Removal from a Promotional List - five (5) years after the date the empioyee
signs or is given the opportunity to sign the adjudication or three (3) months after the filing of the statement
of complaint. The earlier of these two dates will start the purge period. Any subsequent discipline of a
similar nature shall extend the purging of the original discipline by another 24 months or the purge length
of the latest disciplinary action, whichever 15 shortest

Diseiplinary Transfer - two {2) vears after the date the employee signs or is given the opportunity to sign
the adjudication or three (3} months after the filing of the statement of complaint. The earlier of these two
dates will start the purge period. Any subsequent disciphne of a simrlar nature shall extend the purging of
the original discipline by another 24 months ar the purge length of the latest disciplipary action, whichever
is shortest.

In all circumstances where investigations are delayed because of a criminal investigation, the purging date
will be the date the employee signs or is given the opportunity to sign the adjudication. or three {(3) months
after the completion of the criminal investigation or the date Internal Affzirs is cleared to conduct their
investigation. The earlier of these dates will start the purge period. In cases of any extended period «f
absence cof the smployee, the purge period will begin the date the employee signs or is given an opportunity
to sign the adjudication.

A contact report will not be maintained in the personnel file. Contact reports in a supervisory file may be
utilized to show that discipline was warranted

Purged documents may be retained by the Department pursuant to any applicable statutory document
retention schedules: however, such documents may not be used by the Department for disciplinary purposes
in the future. Evidence of purged discipline can only be raised for rebuttal purposes in an admmistiative
hearing if the employee claims he/she has no disciplinary history.
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ARTICLE 25 - TERM OF AGREEMENT

This Agrcerment shall become eiffective as of July 1. 2014, unless otherwise specified herein, and shall be
effective through June 30, 2016, Vhis agreement shalt remam in full force and effect during negotiations for a
successor agreement with the exception of sny compensation other than base pay. regalar step increases.
assignment differential, shift diferential and longevity. Retroacuivity provided herein shali only apply to
employees of the Department as of the date of the signing of this agreement.

This agreemnent is entered into on this the 28" day of July 2014, by the Las Vegas Metiopolitan Police
Depurtrment and the Police Managers & Supervisors Association.

For the Dgpartment For the Asseciation

Dougles C. G:lles pie ;

Sheriff

For the Fiscal Affairs Committee
i
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