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PREAMBLE

WHEREAS, the Department is engaged in furnishing essentid public servicesvitd to the hedth,
safety and welfare of the population of the City of Las Vegas and the County of Clark; and

WHEREAS, both the Department and its employees have a high degree of responsihility to the
public in 0 serving the public without interruption of essentia services, and

WHEREAS, both parties recognize this mutud responghility, they have entered into this
Agreement as an indrument and means of mantaining the exiging harmonious relationship between the
Department and its employees, and with the intention and desire to foster and promote the responsibility
of asound, stable and peaceful labor relations between the Department and its employees; and

WHEREAS, the parties recognize thet this Agreement is not intended to odi&any of the

discretionary authority vested in the Department by the statutes of tﬁﬂ@d and u
WHEREAS, the parties have reaclieo 3@@@ ng wages, hours and conditions
of employment and have :aT@ @ din out in this Memorandum of Agreement.

N : %@;E the parties do agree asfollows:

ARTICLE 1- RECOGNITION

Pursuant to the provisions of the Local Government Employee-Management Relaions Act, Chapter 288,
NevadaRevised Statutesasamended, the L asV egas M etropol itan Police Department, hereinafter referred
to as” Department”, recognizes the Las Vegas Police Protective Association, Inc., hereinafter referred to
asthe“Associaion”, as the exclusive representative of the digible Department employees as hereinafter
defined for the purpose of collective bargaining. The Association makes the Agreement in its capacity as
the exclusve bargaining agent for the Department employeesin the bargaining unit.

Only members in good standing with the Association are digible to vote on the contents of this contract
drawn as the result of collective bargaining.

The Department and A ssociation agree that members of the Department who have * Peace Officer” datus
arecovered by N.R.S. 289 (Rights of Peace Officers) - Attachment B. Both partieswill so comply with
future legidative changesto N.R.S. 289. Those changes, if any, will supersede the rights listed below.

LVMPD & LVPPA Collective Bargaining Agreement - July 23, 2001 - June 30, 2005 1



Current contract can be found here: http://www.lvppa.com/pdfs/contract.pdf

ARTICLE 2 - SCOPE OF AGREEMENT

2.1 Bargaining Unit. Theterm “employeg’ as used in this Agreement gpplies to those persons having
a regular commissioned Civil Service gppointment to the work force of the Department, excluding,
however, gopointive and other adminigtrative employees, supervisory employees, confidentid employees,
employees in other recognized bargaining units, and temporary employees, except as specified below.

2.2 List of Eligible Classes.

SHay Range
License Investigator 23
Police Officer |1 21
Corrections Officer |1 21

Police Officer | 20

Corrections Officer | \
C g:« aC\

ThisAgr t unct| onwiththe L ocal Government Employee-Management
Redations evada, and al terms used herein which are terms used in the Loca
Governm ee-Management Relations Act shal have definitions ascribed to them by said Act.

ARTICLE 4 - ASSOCIATION SECURITY

4.1 Check Off. The Department agrees to deduct from the pay check of each employee within the
bargaining unit who has sgned an authorized payroll deductioncard such amount as has been designated
by the Association as Association dues and is so certified by the Treasurer of the Association. The
Associationwill certify to the Department, inwriting, the current rate of membership dues. The Department
will be notified of any changein the rate of membership dues 30 days prior to the effective date of such
change. The Department may require the submission of new deduction authorization forms when the
Association increases its membership dues.

Such funds shdl be remitted by the Department to the Treasurer of the Association within one (1) month
after such deductions. The Employee s authorization for such deductions is revocable at the will of the
employee, as provided by the law, and may be so terminated at any time by the employee giving 30 days
written notice to the Department and the Association or upon termination of employment.

The Department will not be required to honor any pay period deduction authorizations that are ddivered
to the Payroll Section after the beginning of the pay period during which the deductions should start.
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4.2 HoldHarmless. The Association agrees to indemnify and hold the Department harmlessagaing any
and dl daims, suits, orders or judgements brought or issued againgt the Department asaresult of any action
taken or not taken by the Department under the provisions of this Article.

4.3 Errors. The Associationagreesto refund to the Department any moniespaid toit in error on account
of the payroll deduction provisons herein upon presentation of proper evidence thereof.

ARTICLE 5- ASSOCIATION BUSINESS
5.1 Leave Hours. The Department agreesto provide each fisca year leave hours based on 3.3 hours for

the number of employees covered by this agreement, accumulative for the duration of this contract, for the
use of PPA membersto conduct association business including day-to-day operdti ons | e conventions

seminars, training, conducting negotiations, and lobbying during the legidative sesson ber will be
determined based on the number of employees as of July 1 of each um yearly hours
are exceeded, vacation leave will be used. y{ a

Annotation: This section was changedgin 2001 de an eneflt that was provided in the supervisors and managers

collective bargaining agreement in h 1
5.2 Limits@n Umrethm oneindividua from a section/unit/squad may use Association leave at
any giventirme. Exceptions may be granted by the Sheriff/designee.

5.3 Association Authorization. The Executive Director, or his designee, will determine the use of
Association leave.

5.4 Application for Leave. Membersreieved from duty for purposeslisted above will submit LVMPD
2 (Application for Leave) through the chain of command to Payroll. The gpplication of leave will indicate
the hours absented are for Association business.

5.5 Full-Time Association Positions. Based on the leave hours accumulated in 5.1 Leave Hours, the
Associationmay e ect to use these hoursto fill full-time Association Positions. Such positions will befilled
by gppointment of the Executive Director and confirmationof the LV PPA Board of Directors. The LV PPA
Board of Directors may aso dect to reimburse the Department for hours used beyond the hours defined
in 5.1 for one additiond full-time pogtion.

Annotation: This section was changed in 2001 to allow that these hours may be used to fill full-time Association positions as determined
by the Executive Director and LVPPA Board of Directors.

5.6 Duties of Compensated Representatives. The representatives so eected shall devote the full time
provided by the Depatment to matters of collective bargaining or representation for Las Vegas
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Metropalitan Police Department’ s commissioned employees. Any time devoted by the representativesto
employees of any other entity must be on other thanthe hours provided by the Department for this position.

Annotations: In 1997, the article was modified to allow the Association greater flexibility in use of Association leave time without
impacting operations. The compensation specified in this article will only be paid to employees of the department and members of the
bargaining unit. For the 1997 interest based negotiations, it was agreed that time for collective bargaining would not be deducted from
the leave bank.

5.7 Bulletin Boards. Itistheright of the PPA Board of Directors or their designee to use the provided
space onthe bulletin boards for the posting of notices concerning legitimate Associationbusiness. A copy
of al materid to be posted will be sent to the Sheriff and/or his representative when posted.

It isunderstood that no materid will be posted, distributed or circulated by any employee whilein or on
LVMPD property which contains:

< Untrue persond attacks upon any member or any other em& C‘ \‘

< Untrue scandalous, scurrilous, or d og ry stratl on or the LVPPA;

< Wﬁ\¥@) associ atl on regardlessof whether the organizationhaslocal

< Attacks on and/or favorable comments regarding a candidate for any public political office.

Any Association member daiming that this section has been violated is respongble for filing a Brief of
Complaint.

5.8 Accessto Briefings. The Associaion isentitled to address members of the bargaining unit at briefing
sessions onissuesreating to the administration of this collective bargaining agreement. Discussonsrelating
to the Association’s recognition as the exclusive bargaining agent are not authorized. Accessto briefing
sessons will be approved by the Executive Director and the appropriate Divison Chief who will mutualy
agree upon the schedule and amount of time taken by the Association during such briefing sessions.

Annotation: This section was added to clarify when it is appropriate for the Association to attend and make presentations at Department
briefing sessions. It was agreed between the parties that such Association business would be limited to contract administration and
interpretation, legislative and insurance related issues.

ARTICLE 6- STRIKESAND LOCKOUTS

6.1 Strike. The Association will not promote, sponsor, or engage in any strike or any dowdown,
interruption of work or operation, concentrated stoppage of work, absence from work upon any pretext
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or excuse such asillness, which is not founded in fact, againgt the Department; or any other intentiond
interruption of the operations of the Department, regardless of the reason or reasons for so doing.

It is dso 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 Lockout. The Department will not lock out any employees covered hereunder as aresult of alabor
dispute or any other disagreement with the Association.

ARTICLE 7- MANAGEMENT RIGHTS

The Department and the Association agree that the Management officids of the qua‘[m possessthe
sole right to operate the Department and that dl Management rights remain Wlth th jids. These
rights include, but are not limited to: .

< Hire, direct or transfer empl oyﬁ«:ﬂ@’@m or transfer is done as a part of

disciplinary purposa

< %M f any employee because of lack of work or lack of money.

< Determine appropriategaffinglevdsand work performancestandards, except for employee safety
consderations.

< Determine work schedules, tours of duty, and daily assgnments.

< Determine quality and quantity of servicesto be offered to the public and the means and methods
of offering those services.

< 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 onits responghilities in Stuations of emergency
such as a riot, military action, natural disaster or civil disorder. Such actions may include the
suspension of this collective bargaining agreement for the duration of the emergency. Any action
taken by the Department under the provisons of this subsection shal not be construed asafailure
to negotiate or keep the intended good faith.

< Manage itsoperationinthe most efficent manner consstent withthe best interests of dl itscitizens,
its taxpayers, and its employees.
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< Promote employees and determine promotiona procedures, as provided in N.R.S. 280.310.
< Educate and train employees and determine corresponding criteria and procedures.
<

The Department shdl have such other exclusive rights asmay be determined by N.R.S. 288.150.

LVMPD & LVPPA Collective Bargaining Agreement - July 23, 2001 - June 30, 2005



Current contract can be found here: http://www.lvppa.com/pdfs/contract.pdf

ARTICLE 8-HOLIDAYS

8.1 Recognized Days. The Department and the Association agree that the legd holidays shdl be:

New Year's Day Veterans Day

Martin Luther King Day Thanksgiving Day

Presdents Day Friday after Thanksgiving Day
Memoria Day Christmas Day

Independence Day Day before Chrigmas

Labor Day One Hosting Holiday
Nevada Day

Any legd holiday specificaly appointed for loca government employees by the President of the United
States, except for any Presidential appointment of the fourth Monday in October asvaer

8.2 Weekend Holidays. If any of the above holidays (exduding fl ng) followmg

Monday shall be considered as the lega holiday. If any of urday, the

preceding Friday shdl be consdered astheegd G
Oy

8.3 Eligibility. All fuII -ti
time off f
provided,
followmg

ed 80 hours per pay period, shdl be entitled to
e employees, in order to be entitled to a lega holiday as
us on their scheduled work day immediately preceding and immediately

8.4 Holiday Work. Employeeswho work on alegd holiday as part of thar regular work schedule shdll
receive their normd salary for the holiday(s) on a sraight time basis for the hours worked. Also,
employeesshdl receive anadditiond eght (8), nine (9), ten (10), or 12 hoursof vacationleave, or sraight
time pay, depending upon their regular scheduled shift for that day.

8.5 Day Off. Employees whose regularly scheduled day off fals onalegd holiday shdl receive eght (8),
nine (9), ten (10), or 12 hours of vacation leave or straight time pay depending upon ther regular work
schedule.

8.6 Day Off Work Anemployeerequired to work onalegd holiday whichfals onhis scheduled day off
ghdl be paid overtime (time and one haf) for hours actualy worked. Additiondly, the employee will
recaive eight (8), nine (9), ten(10), or 12 hours of vacationleave or draght time pay depending upon ther
regular work schedule.

Annotation: During 1997 negotiations, an issue regarding scheduling work on a holiday arose. The parties agreed scheduling was to
be maintained as a management right, but issues of equitable scheduling and flexibility could be raised with the chain of command and
be discussed or resolved in a labor/management committee. As a result of this discussion no changes were made in the contract regarding
this issue.

8.7 Floating Holiday. The floating holiday may be used by the employeeasavacationday. Employees
ghdl be digble to use their floating holiday after completion of six (6) months of continuous full-time
savice. If the employee requests the day at least one week in advance of hisher desired use, the
supervisor may not deny use of the floating holidaywithout approval fromthe next level of supervison. The
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floating holiday isto be taken as afull day according to the employee's regular work schedule, eight (8),
nine (9), ten (10) or 12 hours.

Annotation:  This was revised in 1997 to eliminate the arbitrary application of the terms “unusual and dire.” The parties wanted to
establish clarity and retain some protection for employees to take their floating holiday. It is intended that if an employee does not make
a request as specified in this language, the request will be treated by the supervisor as an unscheduled vacation day. This section was
modified in 2001 to clarify the Department’s current practice relating to the use of the floating holiday after six months.

Annotation: This Article was amended in 2001 to include 9-hour shift and to provide leave time or pay based on the employee's scheduled
shift for that day.. For example, a 10-hour employee whose regularly scheduled day off falls on a legal holiday shall receive 10 hours
of vacation leave or straight time.

8.8 Compensation Options. Pursuant to the provisons above, employees covered by this Agreement
may twice ayear sdlect the option of pay or vacation leave for holidays. The employee' s sdection will
remain in effect until a change is made. Any changes made are due in Payroll by June 5™ to be effective
onthe duly 4 holiday and due in Payroll by December 5 to be effective for the December 24 holiday. If
sdection is not made, vacation leave will be given.

and members will be notified through department administratjyaihotice dnd the R ( 97)

p\&RTICLE 9-VACATION LEAVE

9.1 Purpose. The Department and the Association agree that vacationleave is provided to employeesfor
purpose of rest and relaxation from their duties and for attending to persona business.

Annotation: The change in 8.8 Compensation Options was made t the Ie |I| e type of compensation
they want to receivee. The PPA Vice President and the ecuth@ ne| data when selection can be made

9.2 Accrual. Employees shdl be digible to take vacation leave after completion of six (6) months of
continuous full-time service. Vacation leave shdl accrue at the maximum rate of 4.62 hours per pay period
during which an employee is in apaid status, excluding overtime. After 15 years of continuous service,
vacation leave shdl accrue at the maximum rate of 6.15 hours per pay period during which an employee
isinapad gatus, excluding overtime. Effective July 1, 2001, after 20 years of service vacation leave shdl
accrue at a maximum rate of 7.68 hours per pay period during which an employee isin a paid status,
excluding overtime,

9.3 Accumulation. Vacation leave may be accumulated up to a maximum of 240 hours during the first
ten (10) yearsof service, 280 hoursten(10) to 15 yearsof serviceand 320 hourstheresfter. Any vacation
leave which exceeds the alowed maximum shadl be forfeited on December 31t of each cdendar year.

Employees with more than six (6) months service who leave the service of the Department are entitled to
payment for unused vacation leave which has not been forfeited in accordance with 9.3 computed on the
employe€ srate.

9.4 Approval . Application for vacation leave must be approved in advance of taking leave. Anemployee
on authorized vacation leave may be granted an extension thereof upon higher request.

Upon gpprova by the Department Head, an employee may be advanced vacation leave.
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An employee who has taken advance vacation leave beyond that accrued at the time of separation shall
make restitutionfor suchleave, either by deduction from any amount owed him/her by the Department or
by cash refund.

9.5 Payout. Upon the death of an employee, the Department will make alump sum payment of accrued
vacation leave and other compensation due to the employee’ smost recently designated beneficiary onfile
or, if no designated beneficiary, to the employee’ s estate.

Employees on the Department’ s payroll as of June 30, 1982, who have had abreak in sarvice, shdl have
their vacationleave accrued asif their combined years of service were continuous and without break. For
persons hired or rehired on July 1, 1982, or theresfter, the provisons of paragraph B shdl be gpplied and
any break in service shdl not be bridged for the purpose of accruing vacation leave.

9.6 Sellback. Any employee who has completed probationina Department position and has maintained

continuous service, may elect to exchange up to 40 hoursvacationleave for up to 40 hQursoRgross sdary,
exduding overtime. Therate of pay will be the same aswhat is recelved if theﬁ e to work

his’her regular shift.

Sellback of vacationleave shdl only be do m@@ ber Employeesshdl submit
their request for sellba:k by 2001; November 8, 2002; November 7,

2003; and

Annotation: This section was changed to eliminate the control that was mandated by the previous language regarding taking vacation
in the calendar year and having mandated time on the books. This was agreed to with the understanding employees would be responsible
for managing their time, and they will not be eligible for leave advances if they deplete their vacation leave bank.

Additionally, term non-probationary is not intended to apply to promotional situations.

9.7 Professional Leave Day. Employees are authorized one (1) professond leave day annudly. This
day must be used by June 30" of each fiscal year and can only be denied in unusud or direcircumstances.

ARTICLE 10- SICK LEAVE
10.1 Accrual. The Department and the Association agree that dl full-time employees shdl accrue four
(4) hours of sick leave per pay period, or .05 hoursfor each hour of actual paid serviceinthat pay period,
excluding overtime,

10.2 Pay. Employeesshdl be paid their current rate of pay for each hour of sck leave used. The rate of
pay will be the same aswhat is recaived if the employee were to work hisher regular shift.

Annotation: This section was changed in 2001 to clarify that rate of pay is inclusive of all regular compensation the employee receives,
exclusive of overtime.

10.3 Utilization. Upon approva of the Department, sick leave may be used by employees who are:

< lliness or Injury. Incapacitated from the performance of their duties by illness or injury, or
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< Public Hedth Requirements. Whose attendance is prevented by public health requirements, or

< Doctor Appointment. Required to absent themsdlves from work for the purpose of kegping an
gppointment with the doctor (up to amaximum of four (4) hours for any one gppointment), or

< Bereavement. Required to absent themsalvesfromwork for bereavement subsequent to the degth
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, not to exceed 240 hours, upon request of the
employee or;

< Medical Emergency. Required to absent themsalves from work to personaly care for amember
of their immediate family in those medical emergencies which require the employee's prompt
atention. Emergency leave shall be taken as Sck leave, except for a one-time prowson of 48
hours of vacation leave that may be used per fiscal year.

Annotation: In 1997 the parties modified 10.3 Utilization to allow flexibility for empl for _a gmﬁcnt other person
that they consider a mate. It was agreed this flexibility was not to be extended V is Section also allows for

an extension of time by the Sheriff/designee in an extraordinary loss.

10.4 Approval/Notice. AlPs the designated Department representatives.
Employ u s u shdl cdl in as required by Department policy before the
beginning sck leave.

10.5 Immediate Family. Immediate family shdl bedefined asthe husband, wife, parent brother, sister,
child, grandchild, grandparent, mother/father-in-law, sster/brother-in-law, son/daughter-in-law or
ggnificant other. For the purpose of section 10.3 only, significant other shal be interpreted to gpply when
it involves a person the employee lives with that they consder a mate.

Annotation: This provision was deleted in 1997, because it was ineffective and didn't serve the purpose of preventing people from using
all their sick leave.

10.6 Family and Medical Leave. Determinationasto the digihility of Family and Medica Leave must
be made prior to, if foreseeable, or during the use of sick leave and the employee mugt be advised before
returning to work of the status of that leave. Employeeswith questions about FMLA should consult with
the Hedlth and Safety Manager or his designee and/or the Association for clarification.

10.7 Reporting Requirements  Employeescovered by this Agreement shdl be subject to the following
reporting requirements for payment of sck leave:

< Sick Leave Request: Employeesare required to fileand sign asick leave request as evidence that
the reason for the employee sabsence was alegitimateuse of Sck leave as outlined above within
24 hours of returning to work.

< Certificate of Recovery and Fitness: A Certificate of Recovery and Fitness shdl be submitted by
al employees upon return to work from any illness that required the use of sick leave for three (3)
or more consecutive scheduled working days if the employee is requested to do so by the Sheriff
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or his desgnee. Such certificate shal be sgned by a physcian and shal sate that the employee
is cgpable of returning to work.

10.8 Residence Requirement. Employees shdl be at ther place of residence, amedicd facility, or their
doctor’s office, or shdl notify their supervisor of their whereabouts when usng sick leave. Any ganful
employment, pursuit of personal business, recreation, travel for recreation or non-sick leave purpose, or
other such activity when an employee is on Sick leave is considered evidence of abuse of sick leave unless
gpproved in advance in writing by the Sheriff or designee.

10.9 Abuse or Excessive Use. Utilization of sck leave for purposes other than those defined in this
Contract shdl be considered evidence of abuse. Supervisors may discipline employeeswhen evidence of
abuse exigts and for excessive use of sick leave. Distipline will not be applied for extended illnesses or
injuries.

sick leave in a manner that has a negative impact on other employees and operations. The parties agreed thallgs a Qeneral rule, any

Annotation: This section was changed in 1997, to allow the parties the flexibility to apply progressive discipline to emploxicthat are using

person that uses eight (8) or more sick leave days per year is excessive. It was understood that eight _(8) isfhot a ific standard,

but merely a guideline for supervisors when assessing circumstances surrounding the ab: emplip (i super®sors will look
€ ly

at historical attendance, patterns of use, etc.). For the purpose of an ext illness or in e §M sft

10.10 Bonus Time. Emplgyees takeg no mree (3) days sick leave for purposes
other than bereavement duri m shdl receive three (3) shifts of bonus time hours
based on tiEem wosschedule (eght (8), nine (9), ten (10) or 12 hours) a the time of
accrud ( ee €), whichshdl be credited tothe employee' sbonusleave account the following
pay period. ployee hired after January 1, 1982, may only accumulate 144 hours of bonustime.

Whenever anemployee exceedstwo incidentsor 96 hours of bereavement leave inthair employment year,
bonus time will not be granted. The Sheriff/designee may grant approva of bonus time under specia
circumstances if an employee exceeds the limits specified in this paragraph.

Annotation: With regard to “Bonus Time,” the change was made in 1997 to limit use of bereavement leave so as to not allow bonus time
to accrue when there is excessve use of the bereavement leave provision and create an environment for abuse. The parties understood
there may be extreme situations where there would be extraordinary use and the Sheriff/designee may still grant the bonus time benefit.
This section was modified in 2001 to reflect the accrual of bonus time based on the employee’'s regular work schedule. For example, an
employee working a 10-hour work schedule will receive 30 hours of bonus time (3 shifts) if he/she takes fewer than three days of sick leave
during the year.

10.11 Payment Limitation. Employeeshired or rehired after July 1, 1988, may not receive payment for
more than one thousand (1,000) hours of accumulated sick leave at time of termination, retirement, or
resgnation.

10.12 Buy Back On the firg payday of December of each year, the Department shall buy back up to
50% of dl sick leave hours accrued above the 1,000 hour maximum payoff limit, subject to provisons of
the paragraph below. The sick leave accrud that was not bought back by the Department shal become
asck leave “bank” whichcan be used by the employee only after regular Sck leave hours are exhausted.
Banked sick leave shdl not be digible for payoff at any time, including at separation.

To be digiblefor sck leave buy back, an employee must have used 80 hours or less of sick leave in the
twelve-month period immediately preceding the buy back. If the employee used between 41 and 80 hours
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of sckleaveinthe twel ve-month period immediatdy preceding the buy back, the Department will buy 25%
of the accumulated leave above the 1,000 hour cap. If the employee used 40 or fewer hours of sick leave
in the twelve-month period immediately preceding the buy back, the Department will buy 50% of the
accumul ated leave above the 1,000 hour cap.

For the purpose of determining the sick leave usage threshold in sections 10.10 and 10.11, bereavement
leave will be excluded.

10.13 Buy Back Exclusion. Although employeeshired, or rehired, after July 1, 1994, may accumulate
unlimited hours of sick leave, they will only receive payment for 1,000 hours of that accumulated sick leave
a time of termination, retirement, or resgnation. No portions of 10.11 and 10.12 above are applicable
to employees hired after July 1, 1994.

10.14 Cash Out. If a permanent employee leaves the Department after ten (10) years of continuous
sarvice, the employee shdl receive payment for 50 percent of the employee’s algwablg sick leave
accumulation computed at the base sdary rate plus longevity. After 15 years of ice, the
employee shdl receive payment for 62.5 percent and after 20 yeers payPent for 75

percent of the employee ssck leave accumulai OVC 988, may utilizethe

benefit of this provison one (1) timeonly. j

10.15D ployee, the employee’ sheneficiary shdl receive payment

forsck I empl oyee' sdemise a the rate of 50% for zeroto tenyears, 75%
/0

for 11to for over 20 years of employment with this Department.

I—F

10.16 Bridged Time. Employees on the Department payroll as of June 30, 1982, who have had abreak
inservice, shdl have ther sick leave payoff computed asif their combined years of service were continuous
and without break. For persons hired or rehired on July 1, 1982, or thereefter, the provisons of 10.11
shall be gpplied and any break in service shdl not be bridged for the purpose of determining total years of
service.

ARTICLE 11 - SPECIAL LEAVES

11.1 Military Leave. An employee having areserve statusin any of the regular branches of the Armed
Forces of the United States or the NevadaNationa Guard, uponrequest to serve onactive duty or inactive
duty for training as outlined in the provisons of N.R.S,, shdl be granted a maximum of 30 shifts of leave

and pay.

Any employee who is called to active duty by the President of the United States to serve in anationd or
international deployment of the United States Armed Forces shdl be granted leave and pay as prescribed
by Federd law.

At the beginning of each cdender year or after achange ingatus or assgnment, the employeewill provide
their immediate supervisor with documentation establishing reserve status and unit assignment. Such
documentation shdl includethe name and phone number of the reservist's commanding officer or designee
as a contact point. The employee will provide an annud training schedule, or ordersincase of active duty,
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by the firgt 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, Applicationfor Leave form, to their immediate supervisor two
weeks prior to their scheduled military leave, when possble. The gpproved leave dip will serve as full
documentation for Payroll purposes.

If an employee has an approved scheduled vacation leave, that leave will not be cancelled because another
employee has been granted military leave.

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

Employees may utilize vacation, bonus or floating holiday leave in lieu of leave without pay for military
leave. Useof theseleaves for this purpose shal not be controlled by other policies, roce‘ures or rules
that affect these leaves. &‘

.

Annotation:  This provision was changed to clarify that most milj | eaves ar n ecatt rders. Additionally, these
changes will not impact the current practice allowing the flgxible uge of the I8 da escl RS'In effect in 1997. This section was
changed in 2001 to increase the number of shifts an calild usegfo argh | It is intended this time is inclusive of the

number of days provided by the NRS 8

11.2 Lea 't% e without pay may be granted an employee for purposes normally
covered bAs iQN, bonus or floating holiday leave when dl paid leave baances have been
exhausted of Tor other judtifiable reasons.

Except as provided in Civil Service Rules, periods of leave without pay in excess of 160 work hours shdll
not be credited for purposes of completion of probation, salary increases, or time in gradefor promation.
The employee s hire, longevity, seniority and merit dates shdl be adjusted accordingly and the employee
shal recelve credit for dl time for which the employee was actively working for the Department.

Continuous leave without pay for periodsin excess of 160 work hours must be approved as designated
by the Department. Continuousleavewithout pay inexcessof ninety (90) caendar days must be approved
by the Civil Service Board aswell.

Periods of leave without pay in excess of 160 work hours resulting from a job connected illness or injury
shdl be credited for purposes of seniority or computing longevity pay, and may be credited for purposes
of completion of probation and/or salary increases on the recommendation of the Divison Head and
gpprova of the Executive Director of Personnel and the Department Head.

11.3 Maternity/Paternity Leave. Employeesshdl be entitled to leave for maternity/paternity purposes
commencing as determined below and extending up to Sx (6) months following the birth/adoption of the
child.

Anemployee, uponbecoming aware of her pregnancy, shal obtain a satement from her physician sating
that the physician has reviewed the job specifications of the employee and that it will not be injurious to her
hedlth or the hedlth of the expected child for her to continue working. After the initial statement has been
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presented to the employee’ ssupervisor* and forwarded to Risk Management, asmilar satement shdl be
presented monthly, commending with the sixth month of pregnancy. Employees complying with these
provisons shdl be entitled to work as long as they continue to present such monthly statementsor until the
date specified by their physician as the date beyond which they should not be permitted to work. If the
employee fals to present any required monthly statement within five days of the date due, she may be
placed on maternity leave after three (3) calendar days notice by the Department.

* Acting Supervisor or next level in chain of command if the employee ssupervisor isunavailable.

Employeesmay usenone, any, or al of their sick leave, vacation leave, bonus leave, floating holiday leave
or leave without pay, for maternity/paternity leave purposes. All leaves should be taken as one continuous
leave period (unlessspecia circumstances clearly show alegitimate need for broken periods of leave) with
the leave without pay being the last to be designated. By the sixth month of pregnancy, employeesshould
make an appointment withthe Health and Safety Section, Personnel Bureauto devel op atentative planfor

leave usage. \

Annotation:  This section was modified to eliminate reference to the Family Medical Leavél A« T t@&the pmovisions of this
contract provide employees with time off beyond that provided by the Family Medi A F a Musband and wife who
both work for the Department, and each wishes to take leave for t Ir oi‘dﬁo j orfor ent of a child in foster care,
each are entitled to six months leave. The Family MedicalfiLeave fct would @ t Wime Off 2 weeks to be shared by the husband and

wife. s

11.4 Appli€atio @\Lt eave. An employee shdl be permitted reasonable time off with
pay during ift to make gpplication and/or take an examination for Departmenta
promotion, Sfer opportunity. In no case shdl an employee become digible for overtime asaresult
of competing for a promotiond or transfer opportunity.

11.5 Catastrophic Leave. When an digible employee suffers a catastrophic illness or injury, and the
digible employee has exhausted dl accrued leaves as areault of theillnessinjury, thenthe digible employee
may file arequest for donations of leave with the Association.

The request must be accompanied by:

< A medica statement fromthe attending physician, explaining the nature of the illnessfinjury, and an
esimated amount of time the employee will be unable to work.

< Evidence of the Bureau Commander’s gpprova of leave of absence.

A committee appointed by the Association and the Department will review the request to verify the
employee s digihility to receive leave dondtions.

The Association will conduct the solicitation of donations and will be limited to an information-only
solicitation, with no persond lobbying by employees. Solicitationswill be conducted for 30 caendar days
and dl donationswill be submitted to the Association on the provided form.
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Donations can be made fromthe donor’ s bonus hours, vacation leave, and/or floating holiday. Sick leave
cannot be donated. The minimum donation is four (4) hours. Employees must have a vacation leave
balance of at least 40 hours &fter the donation.

The Associationwill forward donations to the Department Payroll Section, wherethe donated timewill be
converted to dollars at the hourly rate of the donor. The dollarswill then be converted to sick leave @ the
hourly rate of the recipient. If any donated sick leave hours remain at the end of the catastrophic leave,
they will be transferred to the Catastrophic Genera Fund Account.

Bank hours, if any, may be approved by the committee on amatching basis, if needed (i.e., asolicitation
for an approved employee nets 100 hours - after the 100 hoursare used, the committee may gpprove up
to another 100 hours from the bank, if hours are available).

Eligible employees.

< The Catastrophic Leave Program is available to dl collective bargaining loyees who
require aminimum of 80 hours leave.

< Employeesmust be off probationand/or at (e&'@‘n for 9x (6) months
prior to becoming eI|g| ble for the a hic
E

inition of catastrophic illnesslinjury:

of their job (i.e., the employeeis hospitaized, homebound or isthe primary care giver to amember
of their immediatefamily). Theillnessor injury cannot be aresult of anillegd act, nor can it be sdf-
inflicted.”

< Employeeswithwork-related Worker’ s Compensation claim are not digible for the Catastrophic
Leave Program.

The parties agree that should any problem or abusive practice arise, that the parties will meet to make
reasonable adjusments to facilitate the adminidration of the program or to diminate these abusve
practices.

Annotation:  This section was modified in 2001 to allow 30 calendar days to solicit donations of leave time.

Annotation: Family Medical Leave provisions were removed from this article in 2001 because Department Procedure 5/101.17 covers
how the Department applies the Act.

ARTICLE 12 - GRIEVANCE PROCEDURE
12.1 Non-Discipline Grievance Procedure

(A) Purpose. The purposeof the following provisonisto st forth, smply and clearly, the methods and
procedures for the various types of non-disciplinary disputes that may arise between the parties hereto.
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(B) Discovery. When the Association becomesinvolved in a potentia dispute and needsinformation to
determine whether or not a grievance should be filed, a request for discovery shal be made. The
Association representative and a representative from Labor Relations will discuss what discovery is
necessary and such information will be made avalable. The Association/employee will be required to
reimburse the Department in accordance with the schedule produced by the Office of Budget and
Management as approved by Fiscd Affars. In the event overtime is necessary to fulfill the
Association/employee request for discovery and the parties agree the production cannot be delayed to
avoid overtime, the Association/employee shdl be responsible for dl overtime costs associated with the
request.

In the event a dispute arises as to what materias are discoverable, the Association may bring the dispute
to the Deputy Chief of Human Resources.

All materids provided the Association during this discovery procedure shdl at dl i mesrema nconfidentia
and not be shared with other parties unless such materid is clearly amatter of public
&.l ntefpretation of

(C) Definition. A grievance shdl be defined as a dispute regardi
aprovisonof the Collective Bargaining Agr
have arepresentative of his’her choice at a

. A grievant may

A grievan | be hogate ﬁ forthherein. Other disputes which may arise between the
Departm it ﬁ o8 do not meet the definition of a grievance, shdl be handled in the
manner d Sich disputes.

(D) Process. If adisoute cannot be resolved informaly, the employee shdl file the grievance in writing
within 30 calendar days of the employee’ s knowledge of the occurrence giving rise to the dispute . Al
grievances filed in writing shdl be dated as of the date the employee had knowledge of the occurrence
giving riseto the dispute and shdl specify the Collective Bargaining Agreement provisions dleged to have
been violated. The grievance shdl specify the facts known and available, which are aleged to condtitute
the violation.

Step 1 (Informal). When an employee has a dispute as defined above, the employee, shal
discuss the digpute with his’her immediate supervisor and the next higher leve of supervison - the
supervisor will consult with the [abor relations sectionprior to this discussonand a representative
from labor reaions may be present for the discussion, if requested. The employee may have
Association representation at this and subsequent meetings. If no Association representation is
present, Labor Relations will be natified inorder to inform the Associaion of the issue in dispute.
The Association will have a like responghbility to Labor Reations when they are involved in a
contract dispute. If the employeeis not satisfied with the decison or none is rendered within five
(5) cdendar days of their discussion, the employee/Association may move the issue to Step 2 by
reducing the dispute to a written grievance as specified in section 12.1(D) Process.

Step 2. If not resolved at Step 1, the grievance shal be filed with the Bureau Commander,
Commander, Deputy Chief or the Undersheriff (or ther designees) depending on the employee's
rank and/or chain of command. If the matter giving rise to the grievance occurred at the Bureau
Commander leve, the grievance will be filed at the next level of supervison above the Bureau
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Commander. The Step 2 reviewer shdl initiate an investigation of the grievance and shdl try to
verify the facts dleged in the grievance. Within 15 cdendar days of thefiling of the grievance a
Step 2, the reviewer will hold a medting with the grievant, and Association representative, in an
effort to explain the results of the investigation - the reviewer will consult with the labor reations
section prior to this discussion, and a representative from labor relations may be present for the
discussion, if requested. The Step Two reviewer shdl submit to the grievant and the Association
a written response to the grievance, including a summary statement of the findings of the
investigation within 22 cdendar days of thefiling of the grievance at Step 2. Thisshdl complete
Step 2 of the procedure.

Step 3. If the Association is not satisfied with the response provided in Step 2, the Association
may request, within 30 calendar day's of receipt of the Step 2 response, that the matter be resolved
by a L abor/Management Board selected by the Department and Association. Thedecison of this
board shall be find and binding on the parties, but in no event shdl the board have any authority
to exceed or dter any provisons of this contract. The Board will hold the,hearigg within 30
caendar days of the request for hearing, or as soonthereafter dependiém&ﬂ f the board

participants. X
Labor Management Board. The RaboriiMan B will be comprised of a five (5)

member panel. Thet)oxd 2) dppointed Department employees (at schedule
D VE) ‘

by@ hé fifth (5th) member shdl be an at-large member that is not a current
em

and two (2) employees from the bargaining unit selected

is familiar with the Department and contract interpretation.  The fifth (5th)

member will be selected by the other members of the board, and will serve as the Chairperson.

No members of the board can beaparty to the dispute. The Board will have the authority to rule

on procedural matters raised at the hearing with the basic understanding that the proceeding is

intended to be informa and speedy, and that the procedural guiddines provided below shdl be

followed. The board will be selected by the parties when a dispute is not resolved at Step 2 and
the Association carries the matter to Step 3.

The fifth member of the board will be selected from a standing ligt of three (3) approved by the
Association and the Department. The Association and Department will meet to develop this ligt
and will periodicdly review and update the list as deemed necessary. The Association and
Department board memberswill mutudly select the fifthmember fromthislig. If mutua agreement
cannot be reached, the fifth member will be sdlected by arandom drawing.

Procedural Guidelinesfor Hearing.

i The parties may designate who will represent themat the hearing. Each representative may
have up to two (2) other persons present to provideadminidrative support. Other persons
may be present a the hearing upon mutua agreement of the representatives.

i Prior to the hearing, the designated representatives will meet in a prehearing conference.
The purpose of this meeting will be to do the following:
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C Develop dipulations asto the issue and pertinent facts. The stipulated issue and
facts, dong with those facts that are not agreed upon, will be submitted in writing
to the board at least three (3) days prior to the hearing. If no agreement is
reached on a gatement of the issue, each party will provide a atement of the
issue asthey seeit, and it will be left to the board to decide whichissue satement
iS appropriate prior to the start of the hearing. No facts may be raised at the
hearing that have not been presented to the board in the written statement
referenced herein, unlessmutualy agreed by the representatives. Additionaly, the
board may limit the presentation of evidence on disputed factsthey bdieve are not
relevant for them to render a decison.

C Exchange witnesslists. Each representative may cal up to three (3) witnesses,
unless there is mutua agreement between the representativesto allow more to be
cdled. All department witnesseswill berequired to attend, will be paidif off duty,

and will not suffer any loss of pay if on-duty. \
yaﬂ/eﬁmd no

C Exchange exhibits. Exhibits will be ex a@
other exhibits will be d;@ﬁﬂ I iISThecessary to dispute
ibi

testimony or vaidify of

.
The pagif \M}% ess lists and exhibits at least seven (7) days prior to the
\ ent this exchange is not completed in a timdy fashion and there is no

by the parties to accept the late submission, the board will accept the exhibits
and witnesses, make a determination if any prejudice might arise as a result of the late
submission and, based on that determination, may reset the hearing.

iii Mestings and hearings will be closed and there will be no taping or minutes taken. The
individua representatives and support personne may take individud notes for their own
purpose.

v The board may deny the grievance or grant the grievance. If the grievanceisgranted, the
board will determine the appropriate remedy.

v The board will render abench decison the same day of the hearing. The decison will be
verbd, but will be placed in writing by the Department representative.  The written
document will require gpprova from the Association representative. If no agreement is
reached on the written decision, the board will be reconvened in order to finalize the
decison.

Vi The decison of the Board shdl be find and binding.

(E) TimeLimits. Incomputing any period of time described or alowed inthis procedure, the day of the
act, event, or default fromwhichthe designated period of time begins to runshdl not beincluded. The last

day of the period so computed shdl be included, unlessit isa Saturday, Sunday, or holiday, inwhichevent
the period runs until the end of the next day which is not a Saturday, Sunday, or a holiday.
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Grievant - Fallureonthe part of the grievant to file or process the grievance to the next step withinthe time
limits established in the preceding paragraphs presumes that it has been satisfactorily resolved &t the last
step to which it had been properly processed. However, in the event an employee is unavailable during
the response period, the employee may authorize, inwriting, the PPA to respond onthe employeg's behdf.

Department - Failure on the part of the Department's representatives to answer the grievancein thetime
limits established in the preceding paragraphs presumes that the satisfaction requested will be provided.
However, in the event the Department representative is unavailable during the response period the
Department may designate, in writing, another representative to respond to the grievance.

Time limits specified in this grievance procedure may only be extended by written agreement of both
parties.

If agrievanceisnot filed or processed within the time limits set forth above, it will be deemed withdrawn
with pregjudice, unless the time limitations established are waived or mutually extended by t‘ parties.

(F) Other Disputes. Disputeswhich do not fal within the definiti a orthn section 3
above, and which chdlenge the legdity, inclyeimg t i e propriety, or the
reasonableness of a Departmental Rule, wrillen rules, or |2 orts, policy or procedurethat govern
the Department, shdl firg be'

ploYesi ed to the PPA, asthe exdusve representative
glli) rsuant to the provisions of NRS 288. If the PPA deemsiit

Pef

of the bar unif, vy

appropriat % itisto befiled in the first ingtance withthe Deputy Chief as appropriate
to the chainpt A mesting will be scheduled by the Deputy Chief with the PPA, for the purpose
of resolving thisdispute. If the disoute is not resolved in the meeting, or meetings held, the Deputy Chief
shdl, within 15 caendar days of the concluson of suchmeetings, furnishthe PPA with awritten response
to the issue raised. If the PPA wishes to pursue the matter further, it may do so as dlowed within the
confines of NRS 288.

The enforcement and establishment of Civil Service Rules promulgated by the Civil Service Board are
expresdy excluded fromconsderationasagrievance. Where Civil Service Rulesare contrary to theterms
of this Agreement, they shal have no force or effect on the employees covered by this Agreement. Civil
Service Ruleswill apply incircumstanceswherethe contractisslent. Analeged violation of aCivil Service
Rule not covered by the terms of this Agreement may only be gppedlable through Civil Service Rules.

(G) Documentation. A copy of dl grievances shdl be forwarded to the PPA and the labor relations
section immediatdy upon filing with the Department.

12.2. Appeal Procedurefor Discipline

(A) Purpose. The purpose of the following provison isto set forth, smply and clearly, the methods and
procedures for the various types of disciplinary disputes that may arise between the parties hereto.

(B) Discovery. When the Association becomesinvolved in a potentia dispute and needs information to
determine whether or not a grievance should be filed, a request for discovery shal be made. The
Association representative and a representative from Labor Relations will discuss what discovery is
necessary and such information will be made available. The Association/employee will be required to
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remburse the Department in accordance with the schedule produced by the Office of Budget and
Management as approved by Fiscal Affars In the event overtime is necessaxy to fulfill the
Association/employee request for discovery and the parties agree the production cannot be delayed to
avoid overtime, the Association/employee shdl be responsible for al overtime costs associated with the
request.

In the event a dispute arises as to what materias are discoverable, the Association may bring the dispute
to the Deputy Chief of Human Resources.

All materids provided the Association during this discovery procedure shdl at al timesremain confidential
and not be shared with other parties unless such materid is clearly amatter of public record.

(C) Definition. Anappeal sl be defined as a dispute regarding the application of adisciplinary action.
For the purpose of this procedure, a written reprimand or greater is considered discipline. An ord
reprimand/warning, may only be appeal ed to Step 1 of this procedure and the decision fthe iewer shdll

befind at that step. An gppellant may have a representative of his’her choice at
g aise between the

An gpped shall be handled in the manner set fort ﬂi
Department and its employees, which 6 th gpped, shdl be handled in the

manner designated for such i t

(D) Proc ed in writing within 15 calendar days of the date the employee has
received a f the adjudication and the appeal shdl specify the Civil Service Rule, or the
Department Rule, Written order, or regulaion upon which discipline is imposed. The gpped shdl dso
gpecify any information relevant to the employee s reason for gppeding.

Step 1. Appeds shdl be filed with the Bureau Commander, Commander, Deputy Chief or the
Undersheriff (or their designees) depending on the employee’' s rank and/or chain of command. 1f
the matter giving riseto the appeal occurred at the BureauCommander level the appeal will be filed
at the next levd of supervision above the Bureau Commander. The reviewer shal initiate an
investigation of the gpped. Within 15 cdendar days of thefiling of the apped, the reviewer will
hald a megting with the appellant, and a representative in an effort to explain the results of the
investigation. The reviewer shdl submit to the appellant and the Association, a written response
to the gpped, including a summary statement of the findings of the investigationwithin 22 calendar
days of thefiling of the apped.

Step 2 for Discipline of 80-hour Suspensionor Less. If the gopdlant is not satisfied with the
response provided in Step 1, the Association will request, within 30 calendar day's of receipt of the
Step 1 response, that the matter be resolved by a Labor/Management Board selected by the
Department and Association. The decision of this board shdl befind and binding on the parties,
but inno event shdl the board have any authority to exceed or dter any provisions of this contract
or any rules, regulaions, policy or procedure that governthe Department. The Board will hold the
hearing within 90 calendar days of the request for hearing, or as soon thereafter depending on
schedules of the board participants and upon their mutual agreement.
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Labor Management Board. The Labor/Management Board will be comprised of a five (5)
member panel. The board shal consist of two (2) appointed Department employees (at schedule
D or above) selected by the Department and two (2) employeesfromthe bargaining unit selected
by the Association.  The fifth (5th) member shall be an at-large member that is not a current
employee, but who is familiar with the Department and contract interpretation. The fifth (5th)
member will be selected by the other members of the board, and will serve as the Chairperson.
No members of the board can be a party to the dispute or have participated in the disciplinary
decison. The Board will have the authority to rule on procedura mattersraised at the hearing with
the basic understanding that the proceeding is intended to be informd and speedy, and that the
procedural guiddines provided below shdl be followed. The board will be sdlected by the parties
when adispute is not resolved at Step 1 and the Association carries the matter to Step 2.

The fifth member of the board will be sdected from a standing lis of three (3) approved by the
Association and the Department. The Association and Department will meet to develop this lig
and will periodicaly review and update the lig as deemed necessary. T |at|on and
Department board memberswill mutudly select the fifth member fromthl &\ agreement
cannot be reached, the fifth member will beselected by ar

Procedural Guidelinesfor H

a will represent themat the hem ng. Each repr&eentatl vemay

i Within 15 days after appeal to the Labor Management Board isrequested, the designated
representativeswill meet ina pre-hearing conference. The purpose of this meeting will be
to do the following:

C Develop ipulations as to the issue and pertinent facts. The stipulated issue and
facts, dong with thosefactsthat are not agreed upon, will be submitted in writing
to the board at least three (3) days prior to the hearing. If no agreement is
reached on a statement of the issue, each party will provide a atement of the
issue asthey seeit and it will beleft to the board to decide which issue statement
is appropriate prior to the start of the hearing. No facts may be raised at the
hearing that have not been presented to the board in the written statement
referenced herein, unlessmutualy agreed by the representatives. Additiondly, the
board may limit the presentati on of evidence on disputed factsthey believe are not
relevant for them to render a decison.

C Exchange witness ligs. Each representative may call up to five (5) witnesses,
unless there is mutud agreement between the representatives or the board
determines it is necessary to alow moreto be cdled. All department withesses
will be required to attend, will be pad if off-duty, and will not suffer any loss of
pay if on-duty. Association witnesses will not suffer any loss of pay if on-duty.
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C Exchange exhibits. All exhibits will be exchanged by the representatives and no
other exhibits will be alowed in the hearing unless it is necessary to dispute
testimony or vdidity of exhibits.

The parties will exchange witness lists and exhibits a least seven (7) days prior to the
hearing. In the event this exchange is not completed in a timdy fashion and there isno
agreement by the parties to accept the late submisson, the board will accept the exhibits
and witnesses, make a determination if any prejudice might arise as a result of the late
submission and, based on that determination, may reset the hearing.

i Mestings and hearings will be closed and there will be no taping or minutestaken. The
individua representatives and support personne may take individud notes for their own
purpose.

v The Department has the burden of proof on disciplinary matters and &‘I pvent its case
fird.

v The board may deny the appeal 6ﬁt‘ aQs granted the board

will determi ne the appropr: je r
Vi decisionthe same day of the hearing. The decision will be

i placed in writing by the Department representative within 10 calendar
hearing. The written document will require gpproval from the Association
representative. If no agreement is reached on the written decision, the board will be
reconvened in order to findize the decison.

vii The decisgon of the Board shdl be find and binding.

Step 2 for Discipline Greater than 80 Hour Suspension. If the gppellant is not satisfied with
the response provided in Step 1, the Association will request, within 30 calendar days of receipt
of the Step 1 response, that the matter be resolved by an arbitrator. A list of igible arbitrators
will beutilized by the parties on arotationd bas's, based upon their availability within 90 days of
date of sdection. Thefirg arbitrator on the list will be natified of his appointment and the hearing
will be scheduled within 90 days of the notice to the arbitrator. If the selected arbitrator cannot
serve within 90 days, the next arbitrator will be scheduled under the same conditions. This will
occur until a date can be agreed upon. Whoever the arbitrator iswho is selected, the next case
will first be offered to the next arbitrator on the list and the same procedure will be undertaken as
described herein.

Theligt of arbitrators will be maintained by the Association and the Personnel Bureau.

The Association and Department will meet to review and update the above list as deemed
necessary.

The decison of the arbitrator shal befind and binding onthe partiesand shall be submitted to the
partieswithin 30 calendar days of the close of the hearing. In no event shdl the arbitrator have any
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authority to exceed or dter any provisons of this contract or any rules, regulations, policy or
procedure that govern the Department.

(E) Resolution.

Reduction in Discipline - At any level of review, if the decison isto reduce the discipline and the grievant
accepts the decison, the reviewer that reduced the discipline will have the Adjudication of Complaint
rewritten. Thenew Adjudication of Complaint will show thenew leve of disciplinein the gppropriate place
on theform. All origind dateswill be utilized on the rewritten adjudication.

Exoneration of Discipline- At any leve of review, if the decision is to remove dl discipline, but not the
sustained complaint, the reviewer that removed the discipline will have the Adjudication of Complaint
rewritten. The new Adjudication of Complaint will show a digpostion of "Sustained,” however, in the
discipline box, "none" will be noted and in parentheses after the word "'none," will be the name and position

of whomever removed the discipline. \
The exoneration of discipline and the sustained complaint can be g

Labor Management Board or arbitrator may also e m 4
the grievance has been appealed to thar Ield. I! the ;; @ ained complaint are reversed in
employ!

favor of the employee, the Per@w ile ee's bureau personne file will be purged

ly, the IAB file will be modified to show the findings.

of dl refer t(w

(F) Time LWnits: An Conputing any period of time described or alowed in this procedure, the day of the
act, event, or default fromwhichthe designated period of time beginsto run shal not beincluded. The last
day of the period so computed shdl be included, unlessit is a Saturday, Sunday, or holiday, inwhichevent
the period runs until the end of the next day which is not a Saturday, Sunday, or a holiday.

EmployeefAssociation - Failure on the part of the appellant to file or process the appedl to the next step
within the time limits established in the preceding paragraphs presumes that it has been satisfactorily
resolved a the last step to which it had been properly processed. However, in the event an employeeis
unavailable during the response period, the employee may authorize, inwriting, the PPA to respond onthe
employee's behdf.

Department - Fallureonthe part of the Department's representativesto answer the appeal inthe time limits
established in the preceding paragraphs presumes that the satisfaction requested will be provided.
However, in the event the Department representative is unavailable during the response period the
Department may designate, in writing, another representative to respond to the gpped.

Time limits specified in this gpped procedure may only be extended by writtenagreement of both parties.

If an apped is not filed or processed withthe time limitsset forth above, it will be deemed withdrawn with
prejudice, unless the time limitations established are waived or mutudly extended by the parties.

(G) Documentation. A copy of al appeals shal be forwarded to the PPA and the Labor Relaions
Section immediately upon filing with the Departmernt.
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ARTICLE 13- COMPENSATION

13.1 Salaries. The Department and the Association agree that the sdaries paid the employees in the
various classfications will be the sdaries assgned to the sdlary ranges for each dassfication shown in the
attached documents labeled Salary Schedules, which are attached hereto and incorporated thereby.
Furthermore, it isagreed that the employees shall receive anet two percent (2%) sadary increasethat shall
be paid by increasing each salary range and step by the percentages necessary o that after any required
retirement deductions (per N.R.S. 286), the employee receivesanet two percent (2%) increase effective
June 23, 2001. Thisisreflected in Attachment A. The Department will continueto pay 100% of the cost
of the retirement contributions for the State of Nevada Public Employees Retirement System.

Effective January 5, 2002, the employees shdl recelve anet two percent (2%) sdary increase. Thesdary
schedule reached at the above net increase shal become the new salary schedule through June 21, 2002.

Effective June 22, 2002, the employees shall receive a net two percent (2%) sdary he sary
schedule reached at the above increase shall become the new saiary schedulethr 3 2003.
Effective January 4, 2003,, the employees hdl reca Increase. Thesal ay
schedule reached at the above mcreese sh et edule through June 20, 2003.

Effective eceive anet two percent (2%) sdary increase. The salary
scheduler rease shdl become the new sdlary schedule through January 2, 2004.
Effective Jmuary 3, 2004,, the employees shd| recelve anet two percent (2%) sadlaryincrease. Thesdary
schedule reached at the above increase shal become the new sdlary schedule through June 18, 2004.

Effective June 19, 2004, the employees shdll receive a net two percent (2%) sdary increase. The sdary
schedule reached at the aboveincrease hdl become the new salary schedule through December 31, 2004.

Effective January 1, 2005,, the employees shdl receive anet two percent (2%) salaryincrease. Thesday
schedule reached at the above increase shal become the new salary schedule through June 17, 2005.

The Association and the Department agree to meet in a Labor/Management mesting to address the
correction resident/commuter status.

Furthermore, for the duration of this contract, any decrease in the percentage rate of the retirement
contribution will result in a corresponding increase to each employee’ sbase pay equal to one-haf (1/2) of
the decrease. Any such increasein pay will be effective from the date the decrease in the percentage rate
of the retirement contribution becomes effective.

Funding. Inthe event the percent increase in the consolidated taxes received by ether the City of Las
Vegas or Clark County fromone fisca year to the next islessthanthe increase inthe consumer price index
for the same period, this section will automaticaly reopen. The annud CPI changeto be used isthe U.S.
City average, All Urban Consumers, for July eachyear. Consolidated taxes are those revenues distributed
by formula to the City and County. These include sales, motor vehicle, cigarette, liquor and property
transfer taxes. Both CPl and actual tax revenue information will be available for comparison by October
following the close of each fisca year. Negotiations regarding this section will affect the fisca year that
begins the fallowing duly.
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13.2 Civilian Positions. Commissioned employeeswho are assigned to positions which are classfied
ascavilian shdl receive the applicable Civilian Classfication pay, but will remain on early retirement.

13.3 Assignment Differential Pay. Assgnment Differentid Pay istemporary monetary compensation
paid to commissioned personnel who are working in the assgnment categories listed below.

Members transferring for the firgt time to the Traffic Section or any investigative unit will receive four
percent (4%) increase in pay for thefirst year and another four percent (4%) increase in pay thereafter
while s assgned. Memberswho aretransferring fromone invesigative unit to another investigetive unit,
regardless of bureau, will maintain their eight percent (8%) increase.

Firg time assigned After one year
Police Officer 11 (A-2) 4% 8%
Motorcycle Officer 4% t 8&
Helicopter Pilot 6—@36 n/za‘
Resident Officgr C Yo na
[ 8% na
ionsiTraining Officer 8% na

Police Training Officers assgnmentswill be for a continuous sx-month cycle. At the conclusion of any
given cycle, the Department, at its discretion, can decrease or increase the number of PTOs as required.
Any PTOsassigned & any point during an existing cycle will receive ADP for the remainder of that cycle.
Sdlection and assignment to the PTO positions will be based uponestablished Departmenta procedures.

Corrections Training Officers assgnments will be for a continuous six-week cycle. At the concluson of
any given cycle, the Department, at its discretion, can decrease or increase the number of CTOs as
required. Any CTOsassigned a any point during an exigting cycle will receive ADP for the remainder of
that cycle. Sdection and assgnment to the CTO positions will be based upon established Departmental
procedures.

Note: Traning officer assgnments will be discontinued if the employee leaves the assgnment and is no
longer available to act in that capacity.

Annotation: The compensation in this section was changed in 2001 to provide for a one year training period when first moved to an
investigative assignment or a traffic assignment. The parties agreed employees new to these areas should not receive the full assignment
differential pay while training and learning the position during the first year of assignment.

ADP assignments are not promotiona and, therefore, no property right exists. Additiondly, employees
shdl only be paid ADP for the duration of their ADP assgnment.

13.4 Longevity.
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The longevity pay for employees shdl be paid on the following basis: Upon completion of five (5)
consecutive years of employment, covered employees shdl be paid the equivaent of anadditiond two and
one half percent (2.5%) of their pay period base sdary.

For each continuing year of consecutive servicetheresfter, each employee shdl receive an additiona one-
half of one percent (0.5%) increase of the base sdlary until amaximum of 15% has been reached.

Longevity pay shdl become effective in the pay period in which the employee s date of hire fals.

Employees hired after duly 1, 2001, will not be digible for longevity paymentsunder this section until they
reachtheir ten (10) year anniversary date. Employees hired after July 1, 2001, will then be compensated
five percent (5%) of their pay period base sdary on ther ten (10) year anniversary and will continue to
receive longevity increases as specified in second paragraph above.

13.5 Jury/Court Pay.

Jury - Higible memberscalled to serve on jury duty onanormaly sc @¥veme’r regular
pay aswel asdl jury pay. Those personscaled t JUFy shall report back to
work when excused. i ;
.

On-Duty - Eljgi to appear onduty asawitnessin acrimina proceeding,
connected Wi are not a party in such criminal proceeding, shdl receive ther
regular pay Browelifg tha al witness fees or pay are returned to the Department. Employees shdl report
to work when excused.

Off-Duty Court - Eligible members required to appear off-duty in court as awitness for the prosecution
or defense hdl be paid at Sraight timefor the time spent in court plus anhour for duces tecum subpoenas.
The payment shdl be no less than $25.00.

13.6 Retirement. The Department and the Association agree that dl employees shdl paticipatein the
Public Employees Retirement System of the State of Nevada, in accordance withthe rulesof that system.
The Department shal comply with dl the provisons of N.R.S. 286.421 for the purpose of paying the
employees' retirement contribution, but, will not pay for the purchase of digible prior service.

13.7 Shift Differential. Shift differentia is defined as the amount of compensation authorized to be paid
to an employeeinadditionto hisher regular Sraight time hourly rate for working aregularly scheduled shift
other thanday shift. A day shift is defined as any regularly scheduled work shift that begins no earlier than
5A.M. or endsno later than7 P.M. A regularly scheduled shift that exceedstheselimitsby 25% isentitled
to shift differentia pay computed at four percent (4%) of base pay. Eligibility for shift differentia pay will
be determined on a shift by shift bass. The 25% limits specified herein are described below:

An eght (8) hour shift that starts on or before 0300 hours or ends at or after 2100 hours

A nine (9) hour shift that starts at 0245 or ends at or after 2125 hours

A ten (10) hour shift that starts at 0230 or ends at or after 2130 hours

A 12 hour shift that starts at 0200 or ends at or after 2200 hours
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13.8 Bilingual Pay. Employees who are digible for bilingua pay arerequiredto beona lig mantained
in Communications or Detention Services Adminigrationto provide trandation services. Such employees
must pass a department-approved proficiency examinationon conversationa Spanishto receive anannud
payment of $750. The payment will be received in the employee's paycheck for the first pay-period in
February of each year. The proficiency examination will be offered each Fdl. The employee is only
required to pass the examination once to be eigible for payment unless the employee is removed or
removes hinvherself from the list. Once removed from the list the employee is required to re-take the
proficiency examination to receive payment. Employees who leave Department service or are removed
from the lig during the year will be required to reimburse the Department a prorated amount for the
remainder of the year.

Annotation: This article was added during 2001 to provide officers who speak Spanish proficiently with an annual payment. Employees
may be removed from the list for being non-responsive or it has been determined that they are no longer proficient in speaking Spanish.

13.9 K9 Pay. K-9 handlerswill receive ten (10) hours of paid overtime per pay period fogthe at-home
care, grooming, trangportation, and feeding of the dog. Thisfixed amount is paid for{e ONtwo dogs.

ARTICLE 144CL m‘a

14.1 Cl assuflcatlons T d th iation agree that only the employees in the
classflcatl il a yearly clothing alowance, as shown in the following chart.
Un|f rm Hainclothes
01/02 02/03 03/04 04/05 01/02 02/03 03/04 04/05
$1,075 | $1,125 | $1,175 | $1,225 $1,325 | $1,375 | $1,425 | $1,475

Motor officers and mounted patrol unit officers will receive an additiona $100 per year for the purchase
of specidty boots.

Highle classficaions Corrections Sergeant, Police Officer 11, Police Officer I, Corrections Officer 1,
Corrections Officer I.

14.2 Entitlement. Officers are entitled to a prorated clothing alowance upon completion of the police
or corrections academy and promotion to police or corrections officer. Allowances will be prorated in
accordance with adopted palicy.

14.3 Detention Positions. The Department will furnishdl officersassigned as designated Transportation
Officersin the Detention Services Divison with Department issue hand wegpons.

14.4 Non-Uniform Time Limit. Only personnel assigned to non-uniformed assgnments for a period of
longer than six (6) months will be digible for the non-uniform clothing alowance.

ARTICLE 15- MEDICAL BENEFITS
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15.1 Contributions. The Department and the Association agree that the Department will pay part of the
employees and dependents hospitdization and hedlth insurance plan.
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Effective July 1, 2001, the Department will contribute the following amounts toward medical benefits

July 1, 2001 July 1, 2002 July 1, 2003 July 1, 2004
Annual Pay Period Annual Pay Period Annual Pay Period Annua Pay Period
Employee = $3,336.48 $139.02 $3,469.92 $144.58 $3,608.64 $150.36 $3,752.88 $156.37
Dependent | $1,891.92 $78.83 $1,967.76 $81.99 $2,046.24 $85.26 $2,128.32 $88.68

15.2 Communications. All communications concerning healthand hospitaizationplans and coverage by
the Association to the Department shdl be directed to the Department’s Fiscal Affairs Bureau. The
Department shdl address dl communications concerning the Association’ sinsurance plan to the President
of the Associaion. The Association agreesthat it will provide the Department, upon request, within forty-
gght (48) hours, costs and clams received by the Adminigtration from the insurance provider(s) and the
Adminigtrator(s).

15.3 Self-Insurance Program. Under the sdf-insurance program, the Aﬁtn ;rees to the
.

following: X a
< The Assodiation will establish a if.n@e@ﬂ gmrdy separate from dl other

Association busness:

< Tgﬁl@&&; nt will be interest bearing and the interest will remain in the salf-
in .
< Withdrawas from the sdlf-insurance trust fund will require two signatures, both of whom will be

dected PPA officers.

< The sdf-insurance trust account will be subject to a certified annud audit by a certified public
accountant, to be paid for by the Association’ s self-insurance fund.

< A copy of the certified annud audit of the sdf-insurance trust account will be provided to the
Department in atimely manner.

< The Fiscd Affairs Bureau will be adlowed to audit al activities of the sdlf-insurance trust account
and thefinancdid and daimsinformation of the Trust Adminidrator a any time.

< Clams paid from the saf-insurance trust account will not exceed the benefits exising on July 2,
1994, unless the Association and Department agree to extend the benefits.

< The Department will be provided with copies of dl insurance policies obtained by the PPA.

< The Department will be provided with copies of dl correspondence between the PPA and the
Trust Adminigtrator and/or the insurance carriers.

< The Association will provide the Department, on amonthly basis, a statement of claims paid.

< The Department acknowledges that the insurancetrust fund should maintain a fund balance equa
to three (3) months clam experience.
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The Department will have equal participationinaninsurance board to be formed between the Association
and the Department to oversee the implementationand adminigtration of an ERI SA based medica trust to
be established by January 1, 2002. This aticle may be revised through labor/management mestings to
reflect the relationship between the Department and Association to oversee and administer the new plan.

15.4 Deductions. The Depatment agrees to deduct from the paycheck of each employee in the
bargaining unit and the Association who has signed an authorized payroll deduction card such amounts
designated as insurance coverage in the excess of that provided in the firgt paragraph of this Article. Al
such insurance funds shdl be remitted by the Department to the Association within one (1) week of
deduction.

15.5HoldHarmless. The Associationagreesto indemnify and hold the Department harmlessagaingt any
and dl daims auits, orders or judgments brought or issued againg the Department asaresult of any action
taken or not taken by the Department withrespect to authorized deductions for covergge |n‘<cess of that
provided in the first paragraph of this Article. ?‘

15.6 Flexible Spending Account. The Assoc Ie rlght to establish
and administer a “Hexible Spending A % 1on 125 of the Internal Revenue
Service Code. Until suchums a“Flexible Spending Account” Department
wide, the atlo epartment to establishand adminigter a“Hexible Spending

Acocount”

The Department accepts no financid or other responghility for the Association Plan.  The Department
agrees to natify the Association at least 90 days prior to a Department plan going into effect. The
Associationagreesto transfer or dissolve itsplannolater than 30 days fromthe date the Department’ s plan
becomes effective or in accordance with the requirements of the Association plan document and the
Internal Revenue Service Code for such plans.

15.7 Retirement Medical Trust Fund. Effective duly 1, 2002, the Association will joinatrust fund for
the purpose of funding hedlth insurance coverage for retirees. It is the Associaion’s intent to join the
exisging PM SA medicd trust fund. Contributionsto thefund will be deducted from the paycheck of digible
employees.

ARTICLE 16- DISABILITY

16.1 Service Connected. Inthe event anemployeeisabsent due to a service-connected injury or illness,
the benefits afforded this employee will be asfollows.

If the benefits paid to such employee under the provison of SIIS or other Department Workers
compensation Program does not equal the employee' s gross sdary, the Department should pay to the
employee an amount equa to the difference between the compensation received under Workers
Compensation and the employee sthen present grosssdary, excluding overtime. This compensation will
continue for a period of 800 hours from the first day of absence.

Employeeswho have ten (10) to 15 yearsof continuous full-time employment onthe date of injury will have
their salary compensated for an additiona 200 working hours. Employeeswho havein excessof 15 years
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of continuous full-time employment will have ther salary compensated for an additional 120 hoursplusthe
above 200 hours, totaling 320 hours.

After theinitid 800 hour period, sck, vacation, and bonus leave will not accrue.

16.2 Compensation Integration. It is the intent of the Department to pay the on-the-job injured
employee (as outlined in this Article) the difference between full base sdary and that provided by the
Workers Compensationas salary continuance. Therefore, the employee shall return to the Department all
salary continuance payment by the Workers Compensati on System covering the period enumerated in 16.1
of thisArticle. In those cases when the employee receives aworker’ s compensation check directly from
SIS, it sl be givento the Department. If the employeefailsto do sowithin 30 caendar days, the amount
received will be deducted from the employee s next payroll check.

16.3 Sick Leave Utilization. Upon the expiraion of the covered sdary protection perlod, if the
employeeis dill unable to work, the employee may elect to utilize accrued sick Ieav

When accrued sick leave has been exhausted, if the empI oyee isill, und!eto work,
the employee will be permitted to usedl accrued v d professond leave
as dck leave. Subsequent to exhaudtin th plOyee shdl receive no additiona
compensation from the Depart |s rule may be dlowed by the Sheriff.

16.4 Compljaace Wit strative Procedures. Before the Department grantsthese benefits, the
employee ply Wiith reasonable adminigrative procedures established by the Department. The
Department may aso request, at its option and expense, that the employee be examined by a physcian
appointed by the Department. The examining physician shall provide to the Department and the employee
a copy of his medicd findings and his opinion as to whether or not the employeeis adle to perform his
norma work duties and/or whatever, if any, work duties the employee is dle to perform or unable to
perform. The Department may further require that such injured employee make himself avallable for light
duty work as soon as possible after release by a qudified physician which may be ether Department or
employee appointed.

16.5 Hours Computation. Compensable hours are for each injury or illness and hours necessary for
subsequent medica attention because of the same injury will be accumulative.

ARTICLE 17 - REDUCTION IN FORCE

17.1 Notice to Association. Whenever it is determined that alayoff of employees may occur because
of lack of work or funds, the Department shdl give writtennotice of the layoff, induding the reason(s) such
action is necessary and the estimated lengthof the layoff period to the Association President at least seven
(7) cdendar days prior to the effective date of notification to employees.

17.2 Provisions. The Department and the Association agree that reduction in personne asit pertainsto
employees covered under the provisions of this contract shall be as hereinafter prescribed. When
Department funded positions of indefinitedurations, and whichare presently filled, are abolished, reductions
shdl be accomplished in accordance with the following provisons:

< Casud, temporary and initial employment probationary pogitions within the Department shdl first
be eiminated.
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< Notice of Layoff. All permanent employees to be lad off shdl be given written notice of such
layoff at least 14 caendar days prior to the effective date,

< Bumping. Any permanent employee who isto belad off may eect to replace an employeein a
lower leve of the same or previoudy held classfication series provided:
a The bumping employee has more Department seniority thanthe employee being bumped;
b. Megets the minimum occupationd qudifications, and
C. Has previoudy held the position.

An employee decting to exercise bumping rights shdl assume the grade of the employee being
bumped but at the step closest to his own existing sdlary at the time of the layoff.

Any empl oyee who is bumped shdl have the right to exercise bumping ri dance with
the provisions of this paragraph. The decison to bump m @ iting Within seven
(7) cdendar days of natification of I@/o:;@

17.3 Seniority Lists. Whm Sl Qfofemployeesshdl occur, the Department

agressto W @ iority lists to the Association for the jobs being affected.
ARTICLE 18- HOURS

18.1 Work Week. The Department and the Association agreethat the normd paid weekly working hours
ghdl be 40. However, if mutually agreed, an dternate work schedule of 80 hours bi-weekly may be
utilized. The Department has adopted the FLSA 7 (K) exemption for law enforcement officers. Under this
exemption, officers working in the resdent program have a 28 day work period.

Annotation:  The FLSA 7 (k) exemption has been Department policy since the Fair Labor Sandards Act has applied to local government.

18.2 Tour of Duty. A tour of duty or shift shdl be defined as the span of hours duringwhichanindividud,
or unit, isassgned to work. Under normal conditions, employeeswill be notified of atour of duty change
at least 12 hours in advance of that change. Permanent or semi-permanent transfers, and overtime, shal
be excluded.

18.3 Overtime. Overtime pay is defined as additiona compensation earned by an employee who is held
over on his regularly scheduled tour of duty, or isregquested to returnto duty at atime that is more than 12
hours after notice is given. The employee will be compensated a time and one-half

(1 ¥ for thar hourly rate of pay, induding longevity and assignment differential pay, for those hours
worked. The Department has adopted the FLSA 7 (k) exemption for law enforcement officers. Under
this exemption, officersworking inthe resident programwill receive overtime for any hoursover 171 hours
in a 28 day work period. This exemption for resident officers does not gpply to reimbursable overtime
assgnments.

Annotation: The FLSA 7 (K) exemption has been Department policy since the Fair Labor Standards Act has applied to local government.
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18.4 Callback. Whenrequired, the Department Head or his designated representative may cdl back one
or more members of the Department. For purposes of this paragraph, call-back is defined as
compensation earned for returning to duty after an employee has completed hisregular tour of duty, is off
duty for any period of time, and is requested to return to duty with less than 12 hours notice. When an
employeeis caled back to work, the employee shdl be paid overtime on atime and one-haf (1v%) rated
bass. The employee will be paid for aminimum of four (4) hours regardiess of having worked less than
four (4) hours, or the employeewill be paid for the amount of time actualy worked over the four (4) hours.
However, in the event the period of cal back runs into anemployee snormd tour of duty, suchemployee
shdl be paid time and one-hdf (1%2) for only those hours worked outside of his norma tour of duty.

An employee who works less than four (4) hoursonthe initid call-out and isthencalled out a second time
during the initia two-hour period shal not be entitled to any additiona overtime pay unless the aggregate
time worked for both occurrences shall exceed four (4) hours, in which case he shall be paid for the
aggregatetime soworked. 1n the event an employeeis caled out for a second time after the expiration of
four (4) hours from the fird call-out, he shdl be paid for a minimum of four (4) hou%or\xh cdl-out

except as provided in the previous paragraph. C

o @@X\\Va

ment’ spayroll asof June 30, 1982, who have had abreak
inservice, ka8 |nedasﬁthercombmedyearsofserwcewereoontlnuousmdthhout

brldged for the purpose of determining seniority. Except a provided in this section, seniority shal be
caculated based upon the employee slast date of hire. Tiesregarding seniority ranking are resolved as
provided in the Civil Service Rules.

19.2 Application. In the sdection of days off and vacation leave preference, firs choice shdl be given
those employees holding the greatest amount of seniority as determined in 19.1.

Use of seniority will be dlowed for Police Officer I1s assgned to Petrol Divison to select shifts and days
off within their Area Command, once annudly. The parametersfor bidding for available shifts and days
off will indude the following:

< | ssues regarding disputes on the bidding and assgnment process may be processed asagrievance
to the Deputy Chief level only. The dispute may be taken by the Deputy Chief of Patrol or a
Deputy Chief outsde the employee s chain as designated by the Sheriff.

< Bidding will be dlowed exclusve of certain assgnments. (e.g., FTO, bike, utility, etc.)

< Asarule, no bumping will bealowed during the bid year, but accomodations canbe made where
gpplicable. Employeeswill be dlowed to move during the bid year based upon their seniority and
openings within the area command.

< At anytime between bids, the Department retains the right to change an officer’ s shift and/or days
off based on a documented specia or operational need.
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< In the event an officer transfersfrom a specia assgnment to Patrol, the officer would moveto an
open position in Petrol. The Patrol Deputy Chief will designate which positions are open and
avalable. Under this circumstance, the employee will be alowed to bid during the next regularly
scheduled cycle. When trangferring to Patrol from a pecidized assgnment, an officer will have
achoiceof area command if apostionisavailable. Seniority shal aso goply when exercisng such
choice.

< Patrol will establish a once a year registration for area command to area command transfers. If
there are avalable pogtions as determined by the Deputy Chief of Patrol, transfers will be
accommodated and an officer can utilize seniority to affect such transfers. Additiondly, patrol will
continue the practice of dlowing officers to make a one-to-one swap in area commands as
governed by the Deputy Chief of Peatral.

Use of seniority will be allowed for Corrections Officers coming out of specid assgnments to bid for
avalable positions. The Deputy Chief of Correctionswill designate which positionsareppen@nd available.

Annotation: This section was modified in 2001 to clarify established practice regarding specid assigminent to patrol
and to augment transfers between area commands. Clarification was_also added all@win, ority for corrections

officers coming out of specialized assignments. The bidding prg€tice for the term of the contract.

@\YE 20 - ACCIDENT PREVENTION BANK

20.1 Accident Prevention Bank. Employees will be rewarded for accident-free department driving
record by accruing hours to be banked in the event they receive a disciplinary suspension for a traffic
accident. Theamount of banked hours awarded based on milesdriven in an assgnment will be determined
by the Labor/Management Committee and communicated to al employees by January 1, 2002.

20.2 Accrual and Useof Hours. Hourswill only be accrued on an accident-free calendar year basis and
will be credited at the beginning of the next caendar year based upon their assgnment at that time.

Employees are only digible to accrue hours after they have completed their initid probationary period
(induding re-hires) as a Police Officer/Corrections Officer. Eligibility for accrud of hourswill begin on
January 1 after completion of probation. The maximum accrud will be capped at 40 hours.

These hours may be used at the employee soption for disciplinary suspensions gpplied for traffic accidents
and will not be used for any other purpose (i.e.,, the hours will not be compensated under any
circumgtance.)

Annotation: This section was developed in 1997 to provide a reward and diminish the financial impact a suspension would have on
employees that maintain an accident-free driving record. The parties understood that different areas or assignments drive more miles and
are potentially at greater risk. This provision is designed to create an equitable benefit to all employees based on the miles they drive per
year. It was also intended that this benefit will have no effect on decisions made by the Accident Review Board. This Article was revised
in 2001 from language that was included in the General Provisions Article of the previous collective bargaining agreement. The hours
awarded based on accident free miles driven will be determined by the Labor/Management Committee. In the interim, prior language
will be applied to employees affected by this article between July 1, 2001, and development of the new provisions.

ARTICLE 21 - LABOR/MANAGEMENT MEETINGS
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21.1Meetings. A standing Labor/Management Committee made up of representatives of the Department
and the Association shall meet at amutualy agreed upontime and place, but not less than quarterly, The
mestings will be st by the Executive Director of the Association and the Petrol Divison Deputy Chief or
designee and/or the Detention Services Divison Deputy Chief or designee.  The Labor/Management
Committeewill be comprised of the Executive Director of the Association, the Director of Labor Relations,
and the Patrol Divison Deputy Chief or designee. In addition to the standing Labor/Management
Committee, others may be asked or required to attend and participate in these meetings. It shdl be the
respongbility of the respective parties to notify ther congtituents they believe are needed to attend such
mestings.

21.2 Purpose. The purposes of such meetings may be to:

< Discuss the adminigtration of the Agreement;

working conditions of employees represented by the Association;

< Disseminate genera information of mter ﬁ&(
< Give the Association the 0 to share the views of their members and/or
c@w to thelr members
hi

this agreement the parties will focus on the following issues
W Iness program
Accident Prevention Bank—to determine what assgnments are covered and the
amount of hours received based on accident free miles driven.
. Duty Weapon
. Random Drug Testing Procedures

< Notify the Association of changes made or contemplated by the Department v&hl‘ch \ay affectthe

21.3 Agenda. The agendawill be prepared by the Association Executive Director and the Director of
Labor Relations. It will bedigtributed at least five working days prior to the meeting, and will include the
names of those expected to be at the mesting.

21.4 Notice to Supervisors. To facilitate the adjustment of work schedules, the Association's
representatives will notify their immediate supervisorsof the dates and times of such mestings immediately
upon receipt of the agenda.

21.5 Compensation. Association committee members shall not lose pay nor be entitled to overtime for
the time spent in any meetings authorized by the provisons of this Article.

21.6 Minutes. Minutes of the Labor/Management Committee meetings shal be prepared by the
Department and shall be reviewed and approved by both parties.

21.7 Resolutions. All itemsresolved by the parties at the meetings will be digtributed to the Association
and Department members as appropriate.

Annotation: This Article was added in 2001 to formalize a quarterly Labor/Management Meeting to discuss issues of interest between the parties and to
finalize issues relating to a wellness program, Accident Prevention Bank, duty weapon, random drug testing and other related issues.
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ARTICLE 22 - DUTY WEAPON

22.1 Effective Date. Effective duly 1, 2002, the Department will provide reimbursement to al employees
hired on or after July 1, 2002, required to carry wegpons. Nevertheless, the Department will continue to
alow employees hired prior to July 1, 2001, to participate in a voucher program. 20% of digible
employees who have never participated in the voucher program will be digible to participate each year.

22.2 Reimbursement Amount. Prior to July 1, 2002, a Labor/Management committee will determine
the appropriate rembursement amount by reviewing costs of approved weapons and establishing a
reasonable average. Indetermining the amount of thevoucher, the partieswill review the optiona wegpons
list and average the cost to purchase weapons after throwing out the highand low price. Employees may
only receive a one-time reimbursement, except as provided below.

22.3 Financial Responsibility. Every probationary employee that receives rembursement for a duty

weaponand fails to complete probation, will be respongble for the return of al reimb rsed nlesto the
Department. Thisreimbursement will occur asan automatic deductionfrom them@*;i

If there are insuffident funds to fuffill the reimbursement obllgaru on

remaning baance.
22.4 Maintenance. Asd@frm%@ Q , the Depa‘[ment will be responsible for

bitled for the

mal nten blems with weapons shdl be referred to the Department
armorer.

22.5 Repl acement. Any wegpon that is damaged or destroyed as aresult of a duty related incident, or
isdetermined to be unservicesble by the armorer will be replaced by the Department. The Department’s
financid respongbility for replacement will be as specified in section 2 above,

22.6 Voucher System. Prior to July 1, 2002, a L abor/Management Committee will formulate avoucher
system for the purchase of duty weapons. This committee will formulate a policy for this purpose which
will include arequired safety check prior to issuance of any voucher. The voucher system will provide a
gpecified “amortized life’ of a weapon and associated accessories, and an amortization schedule for
reimbursement to the Department. In the event a regular employee leaves the Department prior to the
expiration of the “amortized vaue’' of the weapon and associated accessories, the employee will be
respong ble for rembursing the Department for the remaning“amortized vdue” This rembursement will
occur asanautométic deductionfromthe employee’ sfind paycheck. If thereareinsufficient fundsto fulfill
the reimbursement obligation, the employee will be billed for the remaining balance.

22.7 Stock. The Department will stock a sufficient number of replacement wegpons for temporary use
when weapons become unserviceable.

Annotation: This article was adopted in 2001 to provide for the purchase of weapons for employees hired on or after July 2002 and close out the current
voucher program in place prior to July 1, 2002.

ARTICLE 23 - TRANSFERS

23.1 Transfers. The Association and the Department agree there are threetypes of transfer - voluntary,
adminigraive, and disciplinary.
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Adminigrative transfers occur as a result of an action to enhance operations, further the Department’s
missonor improve efficiency and effectiveness. Thesetransferswill al'so occur where an act compromises
theintegrity of theindividua or unit, and/or the conduct of the employee creates an environment where the
employee loses effectivenessin the unit. The parties agree these types of transfers from specidized units
will be evauated for necessity.

Generdly, adminidrative transfers do not occur as aresult of Sngle eventsor incidents, except whereit is
determined the transfer is necessary to further the Department’ s mission.

Disciplinary trandfer is an option which may occur whereit is determined that an employee' s conduct or
performancewarrantsthat level of discipline. 1t isunderstood that atransfer may occur in conjunction with
some other form of discipline so long as it is differentiated as adminigtrative or disciplinary.

Annotation: This section was added in 1997, to clarify how transfers will occur. The parties intended that supervisors not transfer
employees unless retention of the employee negatively impacts the unit. The Association also expressed an interestgin administrative
transfers being approved at the Bureau Commander levd and the ability to review that decision with the Deput* Chief. @ The Association

understands that assignments are not a property right whether or not an assignment differential is applied. e this§the Department
will work to avoid transfers that cause a loss of pay if another form of discipline can be gppli the pr@blem ofgthere is other
justification for a transfer. Further clarification was added in 2001 negotiations tQghetts e an administrative
transfer would occur that is performance or conduct related and trg h@bsesWto finot

ranster a disciplinary action.
The parties agreed in the 2001 negotiations to itor tran es regarding them in the quarterly
Labor/Management meetings.

\(©
EXQ“CLE 24 - RANDOM DRUG TESTING

24.1 Effective Date. As aresult of negotiations conducted in 2001, the parties agree to implement
random drug testing for al employees covered under this collective bargaining agreement. This program
will be implemented as of the date specified in the revised drug testing policy inthe Department Manud as
determined through Labor/Management Meeting discussons.

24.2 Parameters. Department Procedure 5/110.24 specifiesthe proceduresfor randomdrug testing. In
addition to this procedure, the following parameters will apply under this contract:

. The random drug testing program shdl only apply to illicit drugs.

. Covered employees will be randomly selected based on assignment/unit and required to provide
asample. Refusd to test will be treated as apostive. Any evidence of dteration of asamplewill
be treated as a positive test and cause for termination.

. The employee who tests positive will participate in a mandatory rehabilitation program, paid for
by the employee' s insurance, and will be subject to scheduled testing for one year as providedin
alast chance agreement. Because the last chance agreement is provided in lieu of atermination,
no other discipline will be goplied in conjunction with the last chance agreement.

. Failure to meet the provisions of alast chance agreement will be cause for termination.

. In the event any employee who submitsto alast chance agreement and tests positive as a result
of any future random test for anillicit drug, the Department will have cause for termination.
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. Asareault of a pogtive test the employee will have the option of resgning hisher employment.

24.3 Exceptions. Theprovisons of thisarticle create an exceptionto the Disciplinary and DecisonGuide
produced by the Department in February 2001. This exception is created because of the agreement by
the Association to dlow arandom drug testing program.

Theagreement tothis random drug testing programa so creates an exceptionto the Department Procedure
5/101.42 regarding the purging of documents. A last chance agreement, as provided herein, will remain
in an employee' s personnd file for the duration of his’her employment or re-employment.

Annotation: This articlewas added in 2001 to expand the Department’ sexisting randomdrug testing program. Final details of this programwill beworked

out in a Labor/Management Committee. In thiscommittee, a determination will be made regarding such issues as: giving samples on-siteor at a designated
site; how the random draw will be generated; and revisions to current policy to properly incorporate this agreement.

ARTICLE 25 - GENERAL PROVISIONS

25.1 Savings Clause. The Department and the Assouahon d @grovmon of the
t

Agreement is subsequently declared by the prg 0 be unlawful,
unenforceable, or not in accordance with dpplicgole st o dl other provisions of this
Agreement shdl remainin full f é Agreement

This Agr t ve only when sgned by the designated representatives of the
Departmen ation.

25.2 Contract/Civil Service Rule Duplication. The Department and Association agree that matters
subject to bargaining under N.R.S. 288.150 which arein this contract will supersede any corresponding
Civil Service Rule of the Department for dl Department employees represented by the Association.

ARTICLE 26 - TERM OF AGREEMENT

This Agreement shdl become effective duly 23, 2001, unless otherwise specified herein, and shall be
effective through June 30, 2005. Retroactivity provided herein shdl only gpply to employees of the
Department as of the date of the sgning of this agreement. Individuas that retired as employees of the
Department at any time after June 30, 2001, until the Sgning of this agreement, will be paid retroactively
for the wage increase provided herein.

Thisagreement may bereopened by either party for the specific purpose of discussing the Citizens Review
Board inthe event issues arise that are determined to be mandatory subjects of bargaining as provided by
NRS 288.

For the Department
For the Fiscal Affairs Committee
Jerry Keller
Jarry Keller *x
Sheiff *
Charman
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*kk

Dave Kdlas
Executive Director
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EFFECTIVE 06/23/01 THROUGH 01/04/02 (2.0%)

Schedule Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10
20 18.707 19.455 20.233 21.042 21.884 22.759 23.669 24.616 25.601 26.625
21 20.618 21.443 22.301 23.193 24.121 25.086 26.089 27.133 28.218 29.347
23 22.283 23.174 24.101 25.065 26.068 27.111 28.195 29.323 30.496 31.716

EFFECTIVE 01/05/02 THROUGH 06/21/02 (2.0%) \

Schedule | Step1 a&ly‘\t Sep 8 Step 9 Step 10
20 19.081 24.145 25111 26.115 27.160
21 21.030 26.609 27.673 28.780 29.931
23 22.729 28.760 29.910 31.106 32.350

EFFECTIVE 06/22/02 THROUGH 01/03/03 (2.0%)

Schedule Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10
20 19.463 20.242 21.052 21.894 22.770 23.681 24.628 25.613 26.638 27.704
21 21.451 22.309 23.201 24.129 25.094 26.098 27.142 28.228 29.357 30.531
23 23.184 24111 25.075 26.078 27.121 28.206 29.334 30.507 31.727 32.996

EFFECTIVE 01/04/03 THROUGH 06/20/03 (2.0%)

Schedule Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10
20 19.852 20.646 21.472 22.331 23.224 24.153 25.119 26.124 27.169 28.256
21 21.880 22.755 23.665 24.612 25.596 26.620 27.685 28.792 29.944 31.142
23 23.648 24.594 25.578 26.601 27.665 28.772 29.923 31.120 32.365 33.660




EFFECTIVE 06/2/03 THROUGH 01/02/04 (2.0%)

Schedule Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10
20 20.249 21.059 21.901 22.777 23.688 24.636 25.621 26.646 27.712 28.820
21 22.318 23.211 24.139 25.105 26.109 27.153 28.239 29.369 30.544 31.766
23 24.121 25.086 26.089 27.133 28.218 29.347 30.521 31.742 33.012 34.332

EFFECTIVE 01/03/04 THROUGH 06/18/04 (2.0% \
L)

Schedule | Step1 @59@&( 7 | Sens | sep9 | Step1o
20 20.654 6 25.128 26.133 27.178 28.265 29.396
21 22.764 26.631 27.696 28.804 29.956 31.154 32.400
23 24.603 28.781 29.932 31.129 32.374 33.669 35.016

EFFECTIVE 06/19/04 THROUGH 12/31/04 (2.0%)

Schedule Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10
20 21.067 21.910 22.786 23.697 24.645 25.631 26.656 27.722 28.831 29.984
21 23.219 24.148 25.114 26.119 27.164 28.251 29.381 30.556 31.778 33.049
23 25.095 26.099 27.143 28.229 29.358 30.532 31.753 33.023 34.344 35.718

EFFECTIVE 01/01/05 THROUGH 06/17/05 (2.0%)

Schedule Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10
20 21.488 22.348 23.242 24.172 25.139 26.145 27.191 28.279 29.410 30.586
21 23.683 24.630 25.615 26.640 27.706 28.814 29.967 31.166 32.413 33.710




23

25.597

26.621

27.686

28.793

29.945

31.143

32.389

33.685

35.032

36.433
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ATTACHMENT “B”

RIGHTS OF PEACE OFFICERS
289.010 Definitions. Asused in this chapter, unless the context otherwise requires.

1 “Peace Officer” means any person upon whom some or dl of the powers of a peace officer are
conferred pursuant to N.R.S. 281.0311 to 281.0353, inclusive.

2. “Punitive action” means any action which may lead to dismissa, demotion, suspension, reduction
in saary, written reprimand or transfer of a peace officer for purposes of punishment.

289.020 Punitive action: Prohibited for exercise of rights under internal procedure; opportunity
for hearing; refusal to cooperatein criminal investigation punishable asinsubordination.

exercise hisrights under any internal administrative grievance procedure.

2. If apeace officer isdenied apromotionon grounds oth x& aG e attionis used
againg him, alaw enforcement ag portunity for a hearing.

3. If apeace officer reﬁw th afegliest by a superior officer to cooperate withhisown

1 A law enforcement agency shdl not use punitive action againgt a peece officer if ?‘choos& to

or inacrimind investigation, the agency may charge the officer
wi

289.030 Limitation onrequiring disclosure of financial information. A law enforcement agency shdl
not require any peace officer to disclose his assets, debts, sources of income or other financid information
or make such a disclosure acondition precedent to apromotion, job assignment or other personne action
unless that information is necessary to:

1 Determine his credentias for transfer to a specidized unit;
2. Prevent any conflict of interest which may result in any new assgnment; or
3. Determine whether he is engaged in unlawful activity.

289.040 L imitation on placing unfavor able comment or document inofficer’ sfile; right torespond,;
provison of copy of comment or document.

1. No law enforcement agency may place any unfavorable comment or document inthefileof apeace
officer unless
a) The officer has read and initidled the comment or document; or
b) If the officer refusesto initid the comment or document, a notation to that effect is noted
on or attached to the comment or document.

2. If the peace officer submits to the law enforcement agency awrittenresponse within 30 days after
he is asked to initid the comment or document, his response must be attached to and accompany
the comment or document.

3. A peece officer must be given acopy of any comment or document that is placed in his personnel
file
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289.050 Consequences of refusal to submit to polygraphic examination. Except as otherwise
provided in N.R.S. 289.070:

1 If apeace officer refuses to submit to a polygraphic examination:
a) No law enforcement agency may take any disciplinary action against such officer; and
b) No invedigator may make a notation of such refusa in his report, absent independent
evidence of unlawful conduct by the peace officer.

2. Evidence of any refusa by a peace officer to submit to a polygraphic examination is not admissble
if introduced by any government body or agency in this state at any subsequent hearing, trid or
other judicid or adminigrative proceeding.

289.060 Notification and interrogation of officer if investigation could lead to punitive action.

1. The agency shdl, within areasonable time before any interrogation or hearing is hed rlating to an
investigation of the activities of a peace officer which may result in punitive action, pgovidewritten
notice to the officer if practica under the circumstances.

2. Thenotice must indude: r aot -
a) A description of the nature§ the gfvesti ;‘ \
. fl .

b) A summary of dleged ndudi of t

C) The date, tiny e int ation or hearing;

d) T g ficer in charge of the investigation and the officers who will
ifterrogation;

e) of any person who will be present at any interrogation or hearing; and

f) A statement setting forth the provisions of subsection 1 of N.R.S. 289.080.

3. The agency dhdl:

a) Interrogate the officer during his regular working hours, if reasonably practicable, or
compensate him for that time based on his regular wages if no charges arise from the
interrogation.

b) Limit the scope of the questions during the interrogation or hearing to the alleged
misconduct of the officer.

C) Allow the officer to explain an answer or refute a negative implication which results from
questioning during an interrogetion or hearing.

289.070 Investigation of allegation of misconduct; when officer may be required to take
polygraphic examination; procedure and requirementsfor examination.

1. An investigation of a peace officer may be conducted in response to an dlegation that an officer
has engaged in activities which could result in punitive action.

2. If a person who makes such an dlegation againgt an officer submits to a polygraphic examination
and the resullts of that examination indicate that the person examined istelling the truth about the
purported activities, the officer againgt whom the alegation is made must submit to a polygraphic
examination concerning such activities.

3. If a polygrgphic examination is given to an officer pursuant to this section, a sound or video
recording must be made of the examination, the preiminary interview and the post-examination
interview. Before the opinion of the examiner regarding the officer’ s veracity may be considered
in adisciplinary action, dl records, documents and recordings resulting fromthe examination must
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be made available for review by one or more examinerslicensed or qudified to be licensed in this
state who are acceptable to the law enforcement agency and the officer. If the opinion of the
reviewing examinersdoes not agree with the initid examiner’s opinion, the officer mugt be alowed
to be re-examined by an examiner of his choice who islicensed or qudified to be licensed in this
state.

4, The opinionof the examiner regarding the officer’ sveracity may not be considered ina disciplinary
action unless the examination was conducted in a manner which complies with the provisons of
chapter 648 of N.R.S.. In any event, the law enforcement agency shdl not use the examine’s
opinion regarding the veracity of the officer as the sole basis for disciplinary action against the
officer.

5. If the officer refuses to submit to a polygraphic examination required by this section:
a) A law enforcement agency may take disciplinary action againg that officer; and
b) An investigator may make a notation of the refusd in his report.

6. Evidence of any refusal by apeace officer to submit to a polygraphic examinat |red by this

section is admissble if introduced by any governmentd body or h| ate at any
subsequent hearing, tria or other judicia or adminigtrati

289.080 Right to presence of attor or th Q ative; confidential information;
disclosure; punltlve actlo ;m gency prohibited; record of interrogation or

hearing. %

1 seprovided insubsection 2, apeace officer may upon request have alawyer or
other representative of his choosing present with the peace officer during any phase of an
interrogetion or hearing.

2. The representative must not otherwise be connected to, or the subject of, the same investigation.

3. Any informationthat the representative obtains from the peace officer concerning the investigeation
is confidential and must not be disclosed except upon the:
a) Request of the peace officer; or
b) Lawful order of acourt of competent jurisdiction.

A law enforcement agency shdl not take punitive action againg the representative for his failure or refusa
to disclose such informetion.

4, The peace officer or the law enforcement agency may make a stenographic or magnetic record of
theinterrogationor hearing. If the agency recordsthe proceedings, the agency shdl at the officer’'s
request and expense provide a copy of the:

a) Stenographic transcript of the proceedings, or
b) Recording on the magnetic tape.

289.090 Investigation concerning alleged criminal activities. The provisons of N.R.S. 289.060,
289.070 and 289.080 do not apply to any investigation which concerns adleged crimind activities.

289.100 Limitations on application of chapter.

1 This chapter does not prohibit any agreements for cooperation between the lawv enforcement
agency and agencies in other jurisdictions.



2.
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This chapter does not affect any procedures which have been adopted by the law enforcement
agency if those procedures provide the same or greater rights than provided for in this chapter.

289.110 Report concerning improper governmental action; investigation of report; reprisal by
employer prohibited.

1.

A peace officer may discloseinformationregarding improper governmenta actionby filingareport

with:

a) The didtrict atorney of the county in which the improper governmenta action occurred;
or

b) The attorney generd if the didrict attorney referred to in paragraph (@) isinvolved in the
improper governmenta action.

Upon thefiling of areport pursuant to subsection 1, the didtrict attorney or attorney genera may
investigate the report and determine whether improper governmenta action did Upon the
completion of the investigation the didtrict atorney or attorney generd: ‘

ute

a If he determinesthat improper governmental acti on di omt@@ violation.

The attorney generd may prosecute such aviol fails or refuses
S0 to act.
Shdl notify the peece of the results of the investigation.
I not take any reprisal or retaliatory action againg a peace
fath fll$ areport pursuant to subsection 1.

Nothing in this section authorizes a person to disclose informetion if disclosure is otherwise
prohibited by law.

This section does not apply to a peace officer who is employed by the Sate.
As used in this section, “improper governmental action” means any action taken by an officer or

employee of alaw enforcement agency, while in the performance of his officid duties which is in
violation of any dtate law or regulation.

289.120 Judicial relief for aggrieved peace officer. Any peace officer aggrieved by an action of his
employer in violation of this chapter may, after exhausting any gpplicable internd grievance procedures,
grievance procedures negotiated pursuant to chapter 288 of N.R.S. and other adminidrative remedies,
apply to the didtrict court for judicid relief. 1f the court determines that the employer violated a provison
of this chapter, the court shall order appropriate injunctive or other extraordinary reief to prevent the
further occurrence of the violation and the taking of any reprisal or retdiatory action by the employer
againg the peace officer.
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