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ARTICLE 1
RECOGNITION OF UNION

The City of Port St. Lucie (CITY) hereby recognizes FEDERATION OF PUBLIC EMPLOYEES,
AFL-CIO (FOPE) as the exclusive bargaining representative for all matters affecting wages, hours,
and terms and conditions of employment as provided in Section 447 Part 11, Florida Statutes, for
those employees in the unit certified by the Public Employees Relations Commission (PERC),
Certification #1831, on January 27, 2014. The parties agree that the recognized unit is comprised
of the list of classifications, Appendix A and shall be the basis of a unit clarification petition that
the parties shall jointly file with PERC within three (3) months of ratification. The City shall have
the authority to modify the list of classifications and shall notify the Union of each change within
ten (10) working days after the change. The Union will then notify the City within fifteen (15)
working days if it intends to bargain over the change. Failure by the Union to timely notify the
City shall be considered a waiver of its right to contest the change in any venue. The City agrees
to provide the Union with the list of classifications in the bargaining unit each November.



ARTICLE 2

DUES DEDUCTION

Section 1: Deductions

Bargaining unit members may authorize payroll deductions on a form attached hereto as Appendix
B, or as may be amended and incorporated herein, which is provided by the FOPE for the purpose
of paying authorized dues. The FOPE will notify the City as to the amount of deductions. Changes
in deductions will be submitted to the City’s Human Resources Director, via certified mail,
specifying the amount of dues to be deducted, and a list of FOPE members affected.

Section 2: Remittance

The City's remittance will be deemed correct if the FOPE does not give written notice to the City
within fifteen (15) calendar days of a remittance, specifying the reasons it believes the remittance
to be incorrect.

Section 3: Indemnification

The FOPE shall indemnify, defend and hold the City harmless against any claims made and against
any suits instituted against the City on account of any check-off or payroll deduction of FOPE
dues, and/or any other personal information contained on the form described in Section 1, above.

Section 4: Termination of Deductions

Any employee may discontinue deductions by providing written notice to the Human Resources
Department. Deductions shall cease with the first paycheck following thirty (30) calendar days of
receiving the notice. Human Resources shall notify the FOPE within 24 hours upon receipt of
cancellation of dues deductions.

Section 5: Insufficient Pay for Deductions

No deductions shall be made from the pay of any bargaining unit member for any payroll period
in which the bargaining unit member's net earnings for that payroll period, after other deductions,
are less than the amount of dues to be checked off or deducted.

Section 6: Processing of Dues Deductions

Dues deductions shall be processed by the City and become effective no later than thirty (30)
calendar days fromthe time received in the Human Resources Department. Dues shall be remitted
monthly along with a list containing the names and the amount deducted, of the bargaining unit
members for which remittance is made.



ARTICLE 3
NON-DISCRIMINATION

Section 1: All parties to this Agreement specifically agree not to discriminate on the basis of race,
color, marital status, religion, sex, national origin, age, disability, sexual orientation, gender
identification, membership or non-membership in the FOPE, or any other lawfully protected class.

Section 2: Gender Reference: All references in this Agreement to employees of the male gender
are used for convenience only and shall be construed to include both male and female employees.

Section 3: Any alleged violation of this article shall be subject to the grievance and arbitration
procedures of this Agreement.



ARTICLE 4
FOPE REPRESENTATION AND ACTIVITIES

Section 1: The City agrees that, during the term of this Agreement, it will deal only with the
authorized representatives of the FOPE in matters pertaining to the interpretation and application
of this Agreement. The FOPE agrees to notify the Human Resources Director in writing of the
names of its authorized representatives as of the execution of this Agreement and replacement(s)
thereof during the term of this Agreement.

Section 2: The FOPE agrees during the term of this Agreement that the FOPE and its
representatives will deal only with the City Manager, Assistant City Manager, Human Resources
Director, City Attorney, Assistant City Attorneys, or their respective designees in matters
pertaining to this Agreement.

Section 3: Neither FOPE representatives nor bargaining unit members shall leave their posts or
workstations for the purpose of investigating, handling or settling grievances or conducting other
FOPE business without the express permission of their non-bargaining unit supervisor; however,
if their non-bargaining unit supervisor (including acting supervisor) is not available, express
permission must be obtained by a supervisor in their chain-of-command. Permission will not be
unreasonably withheld.

Non-employee FOPE representatives must secure permission from a non-bargaining unit
supervisor prior to contacting any on duty employee at any work site for the purpose of conducting
business authorized by this Agreement.

When and if it becomes necessary for an employee representative to enter a division, department
or area other than his own or the purpose of conducting FOPE business authorized by this

Agreement, such employee representative must secure permission from the non-bargaining unit
supervisor for the purpose of conducting such business.

Section 4: Subject to Section 3, up to a maximum of two (2) FOPE representatives, (e.g., one (1)
FOPE steward and one (1) non-employee representative or two (2) FOPE stewards) shall be
permitted to attend mutually scheduled informational meetings, grievance meetings and
arbitrations specific to the bargaining unit, without any loss of regular pay or benefits. A maximum
of six (6) FOPE representatives shall be permitted to attend mutually scheduled labor/management
meetings without any loss of regular pay or benefits, but there may only be one (1) representative
per department. The attending bargaining unit member(s) must provide a minimum of forty-eight
(48) hours’ notice of participation to his supervisor or departmenthead, to the extent practicable.
If the required notice is not timely provided, based on the circumstances, the member shall not be
compensated by the City.

Section 5: The City agrees to the extent practicable to adjust the work schedules to allow paying
up to six (6) representatives to attend mutually scheduled negotiation sessions, but there may only
be one representative per department. Such representatives shall be paid at their regular base rate
of pay. For any hours over the representatives’ regular shift, the City shall flex their schedules



accordingly (e.g., a representative on an eight (8) hour shift who attends a collective bargaining
session for ten (10) hours shall have two (2) hours flex time).

The City agrees that the current FOPE Leave Bank, if any, may be used by up to six (6) additional
authorized employee representative(s) to attend mutually scheduled negotiations. Furthermore, the
time remaining in the leave bank and any future voluntary contributions may be used by authorized
representatives to attend to union business. Authorized representatives may utilize time from the
leave bank for this purpose. Authorized representatives shall provide a minimum of forty eight (48)
hours’ notice, on the form attached hereto as Appendix C and incorporated herein, to their
department head and once approved by department head, the department head shall forward it to
Human Resources for processing when requesting leave for union business. Requests for time off
from the leave bank will not be unreasonably withheld.

Section 6: The City shall quarterly provide to the FOPE a list of all bargaining unit members,
providing names, addresses, email addresses, positions and departments that attend its new hire
orientation meetings as they may occur. Further, each member attending such meetings shall be
directed as to where they are able to print and/or view their collective bargaining agreement on the
City’s website as well as contact information for all duly recognized FOPE representatives.
Furthermore, the City shall advise the FOPE representatives of the date and time of all new hire
orientation meetings.

Section 7: The parties acknowledge that the FOPE unit representatives are permitted to participate
in FOPE political activities, which includes speaking to elected officials regarding the FOPE’s
concerns, during non-working hours.

Section 8: The FOPE may maintain up to five (5) bulletin boards for the purpose of union business.
Prior to posting information on the FOPE bulletin boards, FOPE shall request approval from the
Human Resources Director or designee concerning the content. Approval shall not be
unreasonably withheld.



ARTICLE 5
EMPLOYEE RIGHTS

Section 1: The City agrees not to interfere with the right of any eligible employee to become a
member of the FOPE, withdraw from membership from the FOPE, or refrain from becoming a
member of the FOPE. Furthermore, the City agrees not to interfere with the exercise of employee
rights pursuant to Section 447.301, Florida Statutes.

Section 2: Language contained in this Agreement shall not preclude any bargaining unit member
from pursuing any right or remedy, with or without representation of the FOPE. Further, nothing
contained in this Agreement shall preclude any bargaining unit member from discussing a problem
directly with his supervisor or other departmental management representative without the
involvement of the FOPE, provided that the immediate supervisor or other departmental
management representative agrees to discuss and/or attempt to resolve the matter outside the
formal grievance procedure. This process shall toll the time for the filing of a grievance by the
union or the employee, provided the agreement is reduced to writing.

Section 3: Bargaining unit members, through their certified bargaining agent, have the right to
negotiate all terms and conditions of employment and any change to the terms and conditions of
employment, pursuant to Section 447.301 Florida Statutes.



ARTICLE 6
MANAGEMENT RIGHTS

Section 1: Reservation of Rights

The City reserves all rights, powers and authority customarily exercised by management, except
as otherwise specifically delegated or modified by express provisions of this Agreement.

Section 2: Prior Rights

Prior to the time when the FOPE became the representative of the employees covered by this
Agreement, the City had the right to deal with its employees with complete freedom, except asits
rights were bounded and limited by general laws. By this Agreement, the City and the FOPE have
agreed to certain limitations on those rights. However, it is the intention of the parties hereto that
the City retain, and the City does retain, each and every right and privilege that it had ever enjoyed,
except insofar as it has, by the express and specific terms of this Agreement, agreed to limitations.

Section 3: Exclusive Rights.
It is agreed that the City and management of the City alone shall have the authority:

(@ To determine and direct policies made and methods of providing its services and
unilaterally set the standards for same, without any interference in the management and
conduct of the City’s business on the part of the FOPE or any of its representatives.

Except as expressly limited by a specific provision of this Agreement, or Florida
Statutes, or federal law, the City shall continue to have the exclusive right to take any
action it deems necessary or appropriate in the management of its business and the
direction of its work force. The management of its business includes the right:

(b) To establish new jobs, abolish or change existing jobs, to increase or decrease the
number of jobs or employees, and to determine the assignment of work.

All inherent and common law management rights and functions which the City has
not expressly modified or restricted by a specific provision of this Agreement are
retained and vested exclusively in the City. Such rights exclusively reserved to the City
shall include the sole and exclusive right:

(© To determine the size and composition of its work forces;

(d) To determine the number and type of equipment, vehicles, machinery, materials,
products and supplies to be used, operated or distributed,;

(e) To hire, rehire, retire, promote, demote, evaluate, except as expressly limited by a
specific provision of this Agreement;



() Todirect, layoff and recall employees subject to the express provisions of this

Agreement; to reward or reprimand, discharge or otherwise discipline employees for
just cause;

(@ To maintain the efficiency of employees;

(h) To determine job content and minimum qualifications for jobs; to determine what
records are to be made and kept, including those records relating to hours of work of
employees, who will make and keep the records, how the records are to be made and
kept;

(1) To discontinue, transfer, or assign all or any part of its operations; to make time studies
of workloads, job assignments, methods of operation and efficiency from time to time
and to make changes based on said studies; to expand, reduce, alter, combine, transfer,
assign, cease or create any job, position, or classification, department, division or
operational unit;

() To control and regulate or discontinue the use of any property owned, used, possessed,
or leased by the City;

(K) To make rules and regulations, policies, and procedures not in conflict with the
provisions of this Agreement;

() To introduce new, different or improved methods, means and processes of service and
operation and otherwise manage the City and direct the work force.

The City's failure to exercise any function or right hereby reserved to it, retained by it, or
enumerated herein in Section 3, or, its exercising any function or right in a particular way, shall
not be deemed a waiver of its rights or exercise of such function or right, nor preclude the City
from exercising the same in some other way not in conflict with the express provisions of this
Agreement. The exercise of the above rights in Section 3 shall not preclude the employees or their
representatives from filing grievances or seeking other relief about the practical consequences that
decisions on these matters may have on their terms and conditions of employment.

Section 4: In interpreting this Agreement, there shall be complete regard for the rights,
responsibilities and prerogatives of management. This Agreement shall be so construed that there
shall be no interference with such rights as provided in this Agreement.

Section 5: If, at the sole discretion of the City, it is determined that civil emergency conditions
exist, including, but not limited to, riots, civil disorders, strikes or illegal work stoppages, hurricane
conditions or similar catastrophes or disorders, the provisions of this Agreement may be suspended
by the City during the term of the declared emergency, provided that wage rates, just cause for
discipline, and other direct monetary payments shall not be suspended.



ARTICLE 7
PROHIBITION OF STRIKES

The FOPE and the City agree that sections 447.505 and 447.507, Florida Statutes, shall govern
their relations regarding the prohibition of strikes.



ARTICLE 8
HOURS OF WORK AND ATTENDANCE

Section 1: The standard workweek for full-time employees is forty (40) hours during a continuous
seven (7) day period. The workweek shall be the period beginning on Saturday (12:01 a.m.) and
ending on the following Friday (midnight). Employees will be assigned a work schedule and
expected to begin and end work according to the schedule. The concerned department may consider
such schedule changes when operationally feasible. The department’s decision is final.

In the event that a bargaining unit member’s schedule is changed, the change shall go into effect after
a minimum fifteen (15) working day period unless the bargaining member agrees to a shorter notice
period.

All employees are expected to report for duty at their scheduled starting times.

Nothing in this agreement shall be construed as a guarantee or limitation of the number of hours or
days to be worked per week.

A. A temporary modified schedule for bargaining unit members on restricted duty due to a worker’s
compensation injury; in such cases, the schedule shall be based on the restriction(s), and the availability
of scheduling times within a department.

B. An alternate flextime schedule, which shall be defined as flexibility in designating a set work
schedule other than the member’s regular schedule; a department head, in his sole discretion, shall
outline the provisions of a flextime program for his respective department and provide members with
notice thereof.

1 An employee may request to flex his schedule to accommodate temporary personal
needs, provided mutual agreement is reached with his immediate supervisor. Employee-
requested flex time shall not result in an overtime expense to the City and may be denied
based on staffing needs. Such denial shall not be subject to the grievance procedure.

2. A department head may also request to flex an employee’s schedule, but such request
may be denied by the member. Such denial shall not be grounds for discipline or
instruction/cautioning.

Section 2: Only annual, personal, compensatory, and holiday leave shall be used for the purpose
of computing overtime hours. Sick, bereavement, jury, administrative, and any unpaid or other
types of leave not specifically listed shall not be used for the purpose of computing overtime hours.
For the purposes of this section, holiday leave (distinct from holiday pay in Article 11) is only
applicable to bargaining unit members who do not work on a City-observed holiday. In the event
members work on a City-observed holiday, Article 11 shall apply.
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Section 3: Compensatory Time. All bargaining unit members will be eligible to accrue and use
compensatory time. A bargaining unit member may accrue up to forty (40) hours of compensatory
time. (e.g.: one hour of overtime in a 40/hr. week will relate to one and one-half hours of
compensatory time). All compensatory time earned during the prior fiscal year will cease as of
September 30 and will be paid as cash wages to the bargaining unit member on the first pay period
of the new fiscal year. On October 1 of each fiscal year, all bargaining unit members’
compensatory time balances shall return to zero hours. Upon resignation or other separation from
City employment, a bargaining unit member shall be compensated for the balance of their accrued
compensatory time.

Requests for use of compensatory time will be submitted to the appropriate supervisor forty eight
(48) hours in advance of the requested time-off. Obviously, exigent circumstances may apply and
that would waive the minimum forty eight (48) hour notice. Compensatory time will be charged
in one (1) hour minimum increments.

Section 4: The City reserves the right to institute any procedure or system it deems appropriate to
measure, record and/or verify attendance and duration of court appearances.

A Court Appearances. All bargaining unit members shall be paid for all hours
worked including travel time (with a minimum of two (2) hours) when required to
appear in Court on a job-related case, including being a witness on a City related
matter but not as a plaintiff in litigation against the City, during their scheduled off-
duty hours. Any remuneration paid by the court, except for mileage (unless mileage
was attributed to a City vehicle), shall be turned over to the City. If the bargaining
unit member is released from court, he is required to return to duty. Court
appearance shall be considered time worked and will apply towards overtime.

B. Jury Duty. Bargaining unit members shall be granted time off at their
regular rate of pay when subpoenaed to court as a juror, provided the time for jury
duty is during the bargaining unit member’s scheduled workday. If the bargaining
unit member is released from jury duty more than two (2) hours of the normal end
of his scheduled workday, he is required to return to duty. If the bargaining unit
member is released from jury duty less than two (2) hours from the normal end of
their scheduled work shift they shall contact their immediate supervisor for
determination to return to work. In order to receive compensation, the bargaining
unit member must present a copy of the subpoena to his supervisor two (2) weeks
in advance of the Jury Duty. Attendance at jury duty shall not result in loss of pay.

C. Management shall make a good faith effort to flex a bargaining unit
member’s schedule when said member is required to serve jury duty or make a
court appearance.

Section 5: Call-backs are defined as when a bargaining unit member is required to return to work
after the completion of his shift, while off-duty. Prior notification (minimum 24 hours’ notice) of
mandatory overtime shall negate the payment of call-back hours.

All bargaining unit members shall receive two (2) hours compensation per shift, plus all time
worked, for the first call-back per shift. Bargaining unit members who are not scheduled to be on-
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call shall be paid one (1) hour compensation plus all actual time worked for subsequent call- backs
on the same shift, in accordance with City overtime provisions. Bargaining unit members shall not
receive call-back pay when they are required to remain on duty.

Section 6: Stand-by status is defined as when a bargaining unit member is required to carry a
communication device and be available to return to work within forty-five (45) minutes or less of
notice. The bargaining unit member will be paid one and one-half (1.5) hours additional regular
compensation per day for stand-by status. The bargaining unit member shall be physically fit for
duty twenty-four (24) hours per day during his stand-by duty.

Section 7: On-call status is defined as when a bargaining unit member is scheduled for a period of
time (e.g., one week) to be available to respond to calls after the end of his shift. The bargaining
unit member must be on-site within forty-five (45) minutes. The bargaining unit member will be
paid one and one half (1.5) hours additional regular compensation per day for on-call status. The
bargaining unit member shall be physically fit for duty twenty-four (24) hours per day during his
on-call status.

Section 8: Bargaining unit members shall receive an additional eighty-five ($.85) cents per hour
compensation for all hours worked between 11:00 p.m. and 7:00 a.m. and an additional sixty ($.60)
for all hours worked between 6:00 p.m. and 11:00 p.m.

Section 9: Other provisions, if any, regarding bargaining unit members’ days and hours not in
express conflict with this Article shall be governed by the City’s Personnel Rules and Regulations.
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ARTICLE9

LEAVE PROVISIONS FOR EMPLOYEES
(EXCLUDING SICK LEAVE)

Section 1: Military Leave

Employees must provide advance notice (unless excused by applicable law or regulations) of
their military orders on the earliest possible date to their department director and Human
Resources. Federal Law and state statutes govern the granting of military leave.

When a bargaining unit member is ordered to active military duty beyond thirty (30) days in
any one annual period, the City agrees to the following:

The City will pay the difference between his military salary and the regular rate of pay he
received as an employee of the City for those reservists who are called to active duty for a
period not to exceed nine (9) months. In addition, all health insurance benefits and other
benefits, those that normally accrue to employees, continue to accrue to those employees on
active military duty with any conditions, limitations, or payments that may be applicable, in
accordance with federal or state law.

To the extent practical, the City agrees to flex the schedules of employees on short term (i.e.,
active or inactive training) military leave. Please contact the Human Resources Department
for details and further information.

Section 2: Annual Leave

The City recognizes the importance of personal time away from work and affords bargaining
unit employees an opportunity to take annual leave in accord with the following:

A. Accrual.

All full-time City bargaining unit members accrue annual leave, as shown below.

Years Employed Hours Accrued Per Annum
1-3 80
4-9 120
10-19 160
20 + 200

B. Charging Leave

1. Annual leave time shall be scheduled and charged to the bargaining unit
member in one (1) hour increments.

2. Annual leave shall not be charged during City recognized holidays.
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3. For purposes of determining overtime, authorized annual leave hours shall
be construed as time worked.

4.  After completion of six (6) months continuous service, the bargaining unit
member shall be eligible to use accrued leave.

C. Request for Leave

1. A request for forty (40) or more hours of annual leave should, to the extent
practicable, be submitted to the bargaining unit member's department head at least
two (2) weeks in advance of the first day of the requested leave. A request for less
than forty (40) hours of annual leave shall be submitted to the bargaining unit
member’s department head at least two (2) full working days in advance of the first
day of the requested leave. For example, a request to be on annual leave on a Friday
needs to be submitted by midnight Tuesday. A request may be submitted less than
two (2) full working days in advance due to extenuating circumstances and the
department head shall make a good faith effort to accommodate such requests.
department heads shall designate non-bargaining unit supervisors to approve or
reject annual leave requests. All requests for leave shall be responded to in three
(3) calendar days.

2. Annual leave may be taken after approval by the appropriate department head
or designee, and every eligible bargaining unit member shall be encouraged to take
at least eighty (80) hours leave during the year.

3. Leave may be used only as accrued and annual leave with pay shall not be
allowed in advance of being accrued.

4. No employee shall be permitted to take more than twenty (20) consecutive
days of annual leave in any six (6) month period without permission of the
department head. The department head’s decision shall be final.

D. Accrual and Usage
1.  Bargaining unit members are expected to take annual leave.
2. A bargaining unit member will not be paid for accrued leave in lieu of taking
such leave except upon separation, or pursuant to Paragraphs E.1. or E.2. of this

article.

3. Annual leave may be accrued to a maximum of three hundred sixty regular
(360) regular hours.
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E. Payment for Unused Annual Leave

1.  If a department head cannot accommodate a bargaining unit member's request
for annual leave, the department head may recommend that the bargaining unit member
be compensated for up to 80 hours of annual leave, during the anniversary of the date
of hire.

Approval is contingent upon verification that funds are available and the approval of
the Director of Human Resources or designee. If approval is denied, the bargaining
unit member shall submit a new annual leave request.

2.  After taking at least one hundred twenty (120) hours of accrued leave in the
preceding anniversary period of the date of hire, a bargaining unit member may request
to sell back up to eighty (80) hours of accrued leave in increments of no less than forty
(40) hours. Approval of any payments is contingent upon budget restrictions and the
concurrence of the department head. Approval shall not be unreasonably withheld.

3. Bargaining unit members with more than six (6) months of service who leave
City employment shall receive any remaining balance of accrued annual leave as of
the date of separation. The accrued annual leave shall be computed at the employee’s
base rate of pay at time of separation. Payment for unused accrued annual leave shall
be limited to three hundred sixty (360) hours.

4.  All accrued annual leave of bargaining unit members who pass away while in
the service of the City shall be paid to the spouse or beneficiary of the bargaining unit
member according to applicable law.

Section 3: Family and Medical Leave (FMLA). FMLA is available when:
. a son or daughter is born to the bargaining unit

. a son or daughter is placed with the bargaining unit member for adoption or
foster care;

. the bargaining unit member is needed to care for a seriously ill spouse, son,
daughter, stepchild or parent;

. the bargaining unit member has a serious health condition;
. Qualifying Military Exigency Leave;

. Military Caregiver Leave.
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The taking of another job while on family/medical leave or any other authorized leave of absence is
grounds for immediate termination, to the extent permitted by law and shall constitute just cause,
if verified; however, an employee on unpaid FMLA pursuant to Section 3(D) above may work
elsewhere provided the employee’s medical restrictions renders him unable to perform the duties
of the City job.

The City will follow the federal regulations in regard to the Family Medical Leave Act.

Regulations regarding the applicable FMLA requirements and restrictions are available in the
Human Resources/Benefits Division.

Section 4: Bereavement Leave

Full time bargaining unit members may be granted up to forty (40) hours bereavement leave for
deaths in their immediate family, without charge to any accrued leave time. Part time bargaining
unit members may be granted up to twenty (20) hours. The bereavement leave may only be taken
at, or around the time of the death to grieve the loss or attend funeral or cremation services.
(Immediate family is defined as the bargaining unit member’s spouse, child, parent, grandparent,
grandchild, stepparent, brother, sister, mother-in-law, father-in-law, son-in-law, daughter-in-law,
sister-in-law, brother-in-law, stepchild, aunt, uncle, or legal guardian. Paid bereavement leave for
non-family members may be granted at the discretion of the department head. Written proof of
familial relationship as described in this section, and death notice, may be required in order to
receive bereavement leave. Bereavement leave is not considered time worked and shall not apply
toward overtime.

Section 5: Personal Leave Days

All full-time classified bargaining unit members shall receive two (2) shifts of personal leave per
calendar year without deduction from any other accrued leave benefits. This benefit may be used
on an hourly basis. Days may be used consecutively. For example, a bargaining unit member
working eight (8) hours a day will receive sixteen (16) hours per calendar year. A bargaining unit
member working ten (10) hours a day will receive twenty (20) hours per calendar year.

All part-time non-probationary bargaining unit members shall receive two (2) personal leave days
at a rate of five (5) hours per day, or a total of ten (10) hours per calendar year without deduction
from any other accrued leave benefit.

Requests for personal leave days should be submitted to the employee’s department head or his
designee within two (2) working days of the requested leave day(s), to the extent possible last-
minute emergencies will not be unreasonably denied. Paid personal leave days may not be accrued
from year-to-year and are not paid out at time of separation. Personal leave days are considered
time worked and shall apply toward overtime.
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Section 6: Other Provisions Regarding Leaves-of-Absence
A. For purposes of this section, a leave of absence will be defined as the following:

Personal Leave of Absence (paid or unpaid)
Family Medical Leave of Absence (FMLA)
Medical Leave of Absence (non-FMLA)
Suspension

Administrative Leave (paid or unpaid)

B. All leaves-of-absence as specified in Section 6.A. above shall be limited to a
maximum of 180 calendar days in any rolling 12-month period of time. At the expiration
of 180 days, a bargaining unit employee shall be separated from service unless otherwise
prohibited by law or the City Manager extends the leave period. Military leave shall not
be counted toward the 180-calendar day maximum.

C. All initial requests for leaves-of-absence and requests for extensions of leaves-of-
absence shall be submitted in writing to the bargaining unit member's department head.

D. No further accrual of sick time and/or annual leave shall be permitted after thirty (30)
consecutive calendar days of leaves of absence.

E. Health, disability, pension, life insurance and other benefits shall not be suspended
during approved medical leaves-of-absence so long as the bargaining unit member
makes their required contribution.

F. Salary Increases While on Leave of Absence.

1. Bargaining unit members on paid medical, FMLA or military leaves-of-
absence shall be eligible for any City-wide increases.

2. Upon the bargaining unit member's return to work, he shall be placed in the
same or equivalent position held prior to the leave-of-absence to the extent
practicable. Those who are on military deployment shall be placed back into their
positions pursuant to state and federal law.

G. Should a bargaining unit member fail to return from any approved leave of absence
at the end of the approved period, it shall be considered abandonment of the bargaining
unit member's position and his resignation.

H. For absences related to injuries compensable under Section 440, Florida Statutes, a
maximum of two (2) years shall be granted from the date of injury. If the bargaining unit
member is unable to perform the essential functions of their position at the expiration of
the two (2) years, the City shall attempt to place the bargaining unit member in a vacant
position for which the bargaining unit member is qualified. If no such position exists, the
bargaining unit member shall be separated from service, unless otherwise prohibited by
law or the City Manager extends the leave period. The foregoing shall not apply to a
bargaining unit member who has reached Maximum Medical Improvement (MMI) and
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cannot perform the essential functions of the position. In such case, the bargaining unit
member who has reached MMI shall be placed in a vacant position for which the
employee is qualified or separated from service unless otherwise prohibited by law.

Section 7: Administrative Leave

The City Manager or department head may place a bargaining unitmember on paid administrative
leave for the purpose of conducting an investigation that may result in disciplinary action. All
other administrative leaves shall be considered as leave without pay.

A. Management shall have the right to relieve a bargaining unit member by placing him
on an Administrative Leave with pay, or an Administrative Leave without pay. A
bargaining unit member on an unpaid Administrative Leave may utilize accrued annual
leave.

B. The City shall be required to complete and impose discipline (if any) on the
bargaining unit member who was placed on an Administrative Leave, within 120 days.

Section 8: Unpaid Administrative Leave
The City Manager or department head may place a bargaining unit member on unpaid
Administrative Leave if the member is unable to perform their essential functions as detailed in

their job description. While on unpaid Administrative Leave, a bargaining unit member may be
terminated if unable to perform their essential functions as detailed in the job description.
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ARTICLE 10

WAGES AND INCENTIVES

Section 1: Pay and Classification

The City has established and will maintain a pay and classification system that places job
classifications on a pay scale which establishes a minimum and maximum salary for each pay
grade which is based on external market data while maintaining internal hierarchy. The City
reserves the right to increase pay ranges as it deems appropriate, as well as the authority to make
equitable adjustments to bargaining unit members’ salary from time to time. Irrespective of the
aforementioned authority of the City to make increases to pay ranges and equitable adjustments
to salaries, nothing contained in this section shall be interpreted as a waiver of the Union’s right
to bargain over the impact of such actions. In the event the Union makes an adequate showing of
a negotiable impact(s), the City and Union will promptly meet to negotiate those impact issues
identified by the Union to the extent the City is required by law to negotiate.

Section 2: Annual Increases
Year One:

For Fiscal Year2022-2023, the minimum and maximum of all pay ranges will be increased by
three percent (3%), effective the first full pay period of October 2022,

Bargaining unit members who are below the new maximum of their pay range maximum will
receive a three percent (3%) increase effective the first full pay period of October 2022, but not to
exceed the new maximum. Any amount of the three percent (3%) increase which would increase
the member's wage rate beyond the new maximum will be paid as a one-time lump sum payment
not added to the base wage. Bargaining unit members whose wage rate is above the new maximum
of their pay range will receive a one-time lump sum payment equal to three percent (3%) of their
annual wage which will not be added to the base wage.

Effective with the first full pay period of October 2022, bargaining unit members will be eligible
to receive a three percent (3%) merit increase, but not to exceed the maximum of their pay range.
Any amount of the merit increase which would increase the member's wage rate beyond the
maximum of the pay range will be paid as one-time lump sum payment not added to the base
wage. Members whose wage rate is above the maximum of their pay range will receive a one-time
lump sum payment equal to three percent (3%) of wages which will not be added to the base wage.

Year Two:

For Fiscal Year 2023-2024, the minimum and maximum of all pay ranges will be increased by
five percent (5%), effective the first full pay period of October 2023.

Bargaining unit members who are below the new maximum of their pay range maximum will
receive a two percent (2%) increase effective the first full pay period of October 2023, but not to
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exceed the new maximum. Any amount of the two percent (2%) increase which would increase
the member's wage rate beyond the new maximum will be paid as a one-time lump sum payment
not added to the base wage. Bargaining unit members whose wage rate is above the new maximum
of their pay range will receive a one-time lump sum payment equal to two percent (2%) of their
annual wage which will not be added to the base wage.

Effective with the first full pay period of October 2023, bargaining unit members will be eligible
to receive a three percent (3%) merit increase, but not to exceed the maximum of their pay range.
Any amount of the merit increase which would increase the member's wage rate beyond the
maximum of the pay range will be paid as one-time lump sum payment not added to the base
wage. Members whose wage rate is above the maximum of their pay range will receive a one-time
lump sum payment equal to three percent (3%) of wages which will not be added to the base wage.

Year Three:

For Fiscal Year 2024-2025, the minimum and maximum of all pay ranges will be increased by
five percent (5%), effective the first full pay period of March 2025.

Bargaining unit members who are below the new maximum of their pay range maximum will
receive a two percent (2%) increase effective the first full pay period of March 2025, but not to
exceed the new maximum. Any amount of the two percent (2%) increase which would increase
the member's wage rate beyond the new maximum will be paid as a one-time lump sum payment
not added to the base wage. Bargaining unit members whose wage rate is above the new maximum
of their pay range will receive a one-time lump sum payment equal to two percent (2%) of their
annual wage which will not be added to the base wage.

Effective with the first full pay period of March 2025, bargaining unit members will be eligible to
receive a two percent (2%) merit increase, but not to exceed the maximum of their pay range. Any
amount of the merit increase which would increase the member's wage rate beyond the maximum
of the pay range will be paid as one-time lump sum payment not added to the base wage. Members
whose wage rate is above the maximum of their pay range will receive a one-time lump sum
payment equal to two percent (2%) of wages which will not be added to the base wage.

To be eligible for the merit increases referenced in this section, the member shall have had to have
received an overall rating of "Meets Expectations" or better on their last performance evaluation.

Section 3: Minimum Wage Standard

A. The established minimum wage rate for all bargaining unit members shall be fifteen dollars
($15.00) per hour, as established in accordance with the below.

B. Effective the first full pay period in October 2022, any bargaining unit member with a base
wage rate of less than fifteen dollars ($15.00) per hour will have their base rate adjusted to a
minimum of fifteen dollars ($15.00) per hour. The minimum wage adjustment shall occur after the
Fiscal Year 2022-2023 annual increases for those affected members.
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C. Any bargaining unit members hired on or after October 1, 2022 shall be paid a starting wage
of least fifteen dollars ($15.00) per hour.

Section 4: Educational Incentive and Certification

A. Approval Process

Bargaining unit members must obtain written approval in advance from their department head to
ensure that any degree, course, license, or training outlined in this section will qualify for incentive
pay. Advance approval shall also be sought prior to the start of the classes. All requests shall be
submitted using the "Pre-Approval” form attached hereto as Appendix D and incorporated herein.
However, no incentive pay will be provided to an employee in a position where the degree, course,
license, or training is required by the job description to serve in the position unless the employee
has satisfied the requirements for the position in an alternative fashion pursuant to the job
description.

Prior to reimbursement for expenses incurred by the City in helping the employee to obtain a degree,
course, license or training, the employee will sign a written agreement identifying the cost of said
expenses and committing to remain employed with the City for one (1) year from the date of the
reimbursement. If the employee voluntarily separates from City service within the year following
reimbursement, the City will remit the pro rata amount, up to $1,500, from their final paycheck or
leave payout balance, if any, to the extent allowable by law. The repayment amount will be prorated
based on the timing of separation (e.g., an employee who leaves the City six months after receiving
the training shall reimburse the City 50% of the total expenditure.) This payback provision excludes
the cost of certification pay provided in section 4(B) of this Article.

B. The Enumerated List (and additions thereto)

The City and FOPE agree that the following list contains certifications eligible for payment, subject
to the aforementioned approval process. Additions to the list may be made from time to time upon
the request of either the City or FOPE, provided the applicable Department Director(s), in
consultation with the Human Resources Director or designee, determine that the certification,
including the corresponding monetary value, warrant inclusion. In the event FOPE disagrees with
a denial of a requested certification and/or object to the amount of the corresponding monetary
value, it has the ability to grieve the decision in an expedited manner by advancing a grievance
directly to Step II1.
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Associate's degree
Bachelor's degree
Master's degree
Water Plant or Waste Water Plant Operator
Operator A License
Operator B License
Operator C License
Water Distribution Operator License
Backflow Prevention Tester License
Florida Association of Code Enforcement Certification
Level IV
Level 111
Level 11
Level |
Florida Animal Control Association Certification
Building Inspector (Structural) Certification
Plumbing Inspector Certification
Electrical Inspector Certification
Mechanical Inspector (A/C & Gas) Certification
Residential Inspector Certification
Plans Examiner Certification
City Clerk Certification
Equipment Operator Certification
Residential Fire Sprinkler Inspector Certification
Latent Print Examiner Certification
Public Buyer Certification
Permit Technician Certification
Handicap Accessibility Inspector
American Inst. Of Certified Planners Certification
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Those above their maximum pay range as outlined in the City Pay Plan will receive the equivalent in
a lump sum subject to the provisions of section two (2) above.

B. Loss of required certification(s) shall result in a commensurate decrease in pay and
change in status (i.e., demotion, transfer to another division or department), depending
upon the requirements of the position.

C. The education incentive shall be limited to one (1) payment of one degree per
bargaining unit member per fiscal year.

D. Certification incentive pay shall be limited to no more than two (2) payments for
two (2) certifications per bargaining unit member at any given time, however, the two
(2) certification maximum shall not apply to bargaining unit members of the City’s
Building Department or the Public Works Department.

Section 5: Duration
This article shall expire September 30, 2025. Bargaining unit members shall not be eligible

for any wage increase, wage adjustment or incentive increase on or after October 1, 2025,
except as re-negotiated and ratified by the parties.

23



ARTICLE 11
BENEFITS

The following benefits are available to eligible bargaining unit members as

+Medical Insurance Plan

+Vision Care Plan

+Dental Insurance Plan
+Prescription Drug Plan
Short-Long-Term Disability Insurance
$50,000 Group A.D. &D. Insurance
$50,000 Group Term Life Insurance
*Uniforms and Maintenance

** Credit Union Membership
*Employee

Assistance Program

Voluntary

Supplemental Plans

** Prepaid Legal Plan

** |dentity Theft Plan

+ Voluntary Life Insurance Policies

* FIT and PIT Employees

** FIT and PIT Employees- pay all costs through payroll deduction
+ FIT employees only - pay contributions through

payroll deduction No Symbol: FIT Employees Only

Section 2: City and Employee Health Contributions.

The City will provide two (2) plans for health care: The Traditional Plan which has benefits
roughly comparable to those historically provided by the City and the Basic Plan which has
a lower level of benefits.

The City’s health care coverage is unbundled. Coverage consists of three (3) separate
benefits; medical, dental, and vision. The City and the employee shall provide monthly dollar
amount contributions as outlined below.

Effective October 1, 2022, through September 30, 2025, the City and the employee shall each
provide monthly dollar contributions to the Health Insurance Fund for the cost of health care
coverage as outlined below.
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TRADITIONAL PLAN
EMPLOYEE CONTRIBUTION MONTHLY
EY 2022-2023

Tier % Medical Dental Vision Total
Single 11% 86.74 2.55 51 89.80
Emp. /Sp. 18.5% 364.71 20.90 4.18 389.79
Emp. /Ch 18.5% 269.88 11.85 2.37 284.10
Family 18.5% 532.47 21.10 4.22 557.79
TRADITIONAL PLAN
EMPLOYER CONTRIBUTION MONTHLY
FY 2022-2023
Tier % Medical Dental Vision Total
Single 89% 701.80 29.10 5.82 736.72
Emp. /Sp. 81.5% 1606.69 102.10 20.42 1729.21
Emp. /Ch 81.5% 1188.95 57.80 11.56 1258.31
Family 81.5% 2345.76 102.95 20.59 2469.30
BASIC PLAN
EMPLOYEE CONTRIBUTION MONTHLY
FY 2022-2023
Tier % Medical Dental Vision Total
Single 8% 56.83 2.55 51 59.89
Emp. /Sp. 16% 284.16 20.90 4.18 309.24
Emp. /Ch 16% 210.28 11.85 2.37 224.50
Family 16% 426.25 21.10 4.22 451.57
BASIC PLAN
EMPLOYER CONTRIBUTION MONTHLY
FY 2022-2023
Tier % Medical Dental Vision Total
Single 92% 653.58 29.10 5.82 688.50
Emp. /Sp. 84% 1491.87 102.10 20.42 1614.39
Emp. /Ch 84% 1103.98 57.80 11.56 1173.34
Family 84% 2237.80 102.95 20.59 2361.34
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TRADITIONAL PLAN
EMPLOYEE CONTRIBUTION MONTHLY
EY 2023-2024

Tier % Medical Dental Vision Total
Single 11% 93.68 2.55 51 96.74
Emp. /Sp. 18.5% 393.89 20.90 4.18 418.97
Emp. /Ch 18.5% 291.47 11.85 2.37 305.69
Family 18.5% 575.07 21.10 4.22 600.39
TRADITIONAL PLAN
EMPLOYER CONTRIBUTION MONTHLY
FY 2023-2024
Tier % Medical Dental Vision Total
Single 89% 757.94 29.10 5.82 792.86
Emp. /Sp. 81.5% 1735.22 102.10 20.42 1857.74
Emp. /Ch 81.5% 1284.06 57.80 11.56 1353.42
Family 81.5% 2533.42 102.95 20.59 2656.96
BASIC PLAN
EMPLOYEE CONTRIBUTION MONTHLY
FY 2023-2024
Tier % Medical Dental Vision Total
Single 8% 61.38 2.55 51 64.44
Emp. /Sp. 16% 306.90 20.90 4.18 331.98
Emp. /Ch 16% 227.10 11.85 2.37 241.32
Family 16% 460.35 21.10 4.22 485.67
BASIC PLAN
EMPLOYER CONTRIBUTION MONTHLY
FY 2023-2024
Tier % Medical Dental Vision Total
Single 92% 705.86 29.10 5.82 740.78
Emp. /Sp. 84% 1611.21 102.10 20.42 1733.73
Emp. /Ch 84% 1192.30 57.80 11.56 1261.66
Family 84% 2416.82 102.95 20.59 2540.36
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TRADITIONAL PLAN
EMPLOYEE CONTRIBUTION MONTHLY
EY 2024-2025

Tier % Medical Dental Vision Total
Single 15% 136.68 2.55 bl 139.74
Emp. /Sp. 18.5% 421.46 20.90 4.18 446.54
Emp. /Ch 18.5% 311.88 11.85 2.37 326.10
Family 18.5% 615.32 21.10 4.22 640.64
TRADITIONAL PLAN
EMPLOYER CONTRIBUTION MONTHLY
FY 2024-2025
Tier % Medical Dental Vision Total
Single 85% 774.55 29.10 5.82 809.47
Emp. /Sp. 81.5% 1856.69 102.10 20.42 1979.21
Emp. /Ch 81.5% 1373.94 57.80 11.56 1443.30
Family 81.5% 2710.76 102.95 20.59 2834.30
BASIC PLAN
EMPLOYEE CONTRIBUTION MONTHLY
FY 2024-2025
Tier % Medical Dental Vision Total
Single 8% 65.68 2.55 51 68.74
Emp. /Sp. 16% 328.38 20.90 4.18 353.46
Emp. /Ch 16% 243.00 11.85 2.37 257.22
Family 16% 492.57 21.10 4,22 517.89
BASIC PLAN
EMPLOYER CONTRIBUTION MONTHLY
FY 2024-2025
Tier % Medical Dental Vision Total
Single 92% 755.27 29.10 5.82 790.19
Emp. /Sp. 84% 1724.00 102.10 20.42 1846.52
Emp. /Ch 84% 1275.76 57.80 11.56 1345.12
Family 84% 2586.00 102.95 20.59 2709.54
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A full summary of benefits, including applicable copayments, co-insurance, deductibles, and
other costs related to the Plan is detailed in a summary of benefits spreadsheet, which may be
obtained from the Human Resources Department.

During the third year of this agreement, commencing October 1, 2024, and ending on September
30, 2025, in the event another employee group is awarded a lower health care contribution
amount for the same health care plan as this unit, that lower employee contribution amount will
be granted to the members of this bargaining unit.

21 Health Insurance Rebate Program

Since the total contributions for the health insurance plan, as identified in Section 2 above, are
based on projections, and since it is to the advantage of both employees and the City to keep
health insurance costs as low as practicable, the City established a rebate program for
situations when the actual annual fund expenses are less than the projected expenses. There
will be no increase in employee or City contributions required in the event actual expenses are
greater than budgeted. This rebate program should encourage employees to stay as healthy
as possible and thereby keep health costs down.

The rebate will be calculated annually in the same manner as previously.

In the case of an employee being a plan participant for only a portion of a fiscal year, any
rebate shall be prorated for the number of months the employee participated in the health
plan. Rebate payments shall be distributed by separate check payable no later than December
following the end of the fiscal year.

Section 3: Clinic On-Duty Program
The City will continue to allow employees to use on-duty time to visit the clinic.
Section 4: Short- and Long-Term Disability Benefits.

Additional benefits under the City's Short and Long-Term Disability policies will be offered
to all eligible full-time bargaining unit members. These benefits pay a bargaining unit member
sixty percent (60%) of his average weekly earnings during periods of covered illness or
disability, pursuant to the Plan guidelines. A bargaining unit member may use the benefits
provided under this plan to supplement his accrued sick leave. In no case shall a bargaining
unit member receive more than one hundred percent (100%) of his gross wages during periods
of illness or disability.
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Section 5: Holidays

A The City will observe the following holidays:
New Year's Day January 1
Martin Luther King, Jr. Day Third Monday in January
Presidents' Day Third Monday in February
Memorial Day Last Monday in May
Independence Day July 4
Labor Day First Monday in Sept.
Veterans' Day November 11
Thanksgiving Day Fourth Thursday in Nov. Fri.
Day after Thanksgiving after Thanksgiving
Christmas Eve December 24
Christmas Day December 25
New Year's Eve December 31

Or any day declared by the City as a holiday.

B.

When a holiday falls on a Saturday, the preceding Friday shall be observed as
the official holiday. When a holiday falls on a Sunday, the following Monday
shall be observed as the official holiday.

All bargaining unit members shall receive holiday pay, at their regular rate of
pay.

If a bargaining unit member works on a City-recognized holiday, he shall be
paid time and one-half (1.5) his regular rate for all hours worked and receive
the normal holiday compensation up to the hours of their scheduled shift (e.g.
8, 10, or 12 hours).

When a City-recognized holiday and a full time bargaining unit member's day
off coincide, the bargaining unit member shall be granted another day off, have
his vacation leave credited the hours of the employee’s scheduled shift (e.g. 8;
10; or 12 hours), or receive compensation for the amount of hours of the
employee’s scheduled shift at their regular rate of pay, subject to the approval
of the department head or his designee.

When a holiday falls within a period of paid leave, the holiday shall not be
counted as a workday in computing the amount of leave debited.

When a holiday falls within a period of an unpaid leave of absence, the
bargaining unit member shall not be paid for the holiday.
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Section 6: All eligible newly-hired bargaining unit members can participate in City-provided
benefit plans on the first day of the month following sixty (60) days of continuous
employment. In no case should the waiting period exceed ninety (90) days. Pension plans may
have other length of employment requirements.

Section 7: Classified bargaining unit members (those who have passed their initial
probationary period) who are assigned to duties that require safety shoes shall receive an
annual allowance of one hundred fifty dollars ($150.00) for the purchase of safety shoes. The
bargaining unit member shall be on active duty at the time of payment, (i.e., not on any type
of paid or unpaid leave-of- absence), in order to receive payment.

Upon ratification if a newly-hired bargaining unit member's position requires safety shoes, the
newly hired bargaining unit member will be issued a $50.00 stipend in their first check to cover
the purchase of said safety shoes.

Any other employees that are required to wear a certain uniformed color/sneaker/shoe shall
receive an annual allowance of twenty-five dollars ($25.00) for the purchase of such
uniformed shoe.

Section 8: The City agrees to continue to pay the applicable employer portion of the
bargaining unit members' health insurance benefit costs if the bargaining unit member is
permanently disabled as a result of job-related injury. The bargaining unit member shall
continue to pay the applicable employee portion of the health insurance benefit costs. The
City reserves the right, at its expense, to have any bargaining unit member applying for this
benefit examined by a physician selected by the City. Furthermore, if the bargaining unit
member passes away in the line of duty, the surviving spouse and dependents will not be
required to pay the employee's elected monthly contribution for medical, dental and/or vision
insurance for a period of two (2) years following the death of the employee. After two years
from the death of the employee, the bargaining unit members spouse and dependent children,
will continue to pay the employee’s elected portion of the health insurance costs at the rates
set by the City annually, and in accordance with eligibility requirements and applicable state
and federal law.

Section 9: Health Insurance Review Committee

The City shall utilize the Health Insurance Review Committee to examine the costs
associated with the provision of health insurance. A representative chosen by the FOPE
shall serve as a committee member. The City agrees to pay up to one (1) representative to
attend during normally scheduled City business hours and the employee shall be permitted
to attend the meeting. The representative's schedule shall be flexed, if needed, to reflect the
hours of the meeting so as to not create additional hours worked above and beyond the
normal shift.

Section 10: Pre-Paid Required Course Work

If a bargaining unit member is required as part of his job to take either a correspondence
course or attend classes, the bargaining unit member's department shall pay one hundred
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percent (100%) of the cost. Payment shall be made at the time the bargaining unit member
enrolls in the program. All required courses shall first be approved by the bargaining unit
member's department head or designee as appropriate. Time spent in class shall be considered
time worked, and therefore, employees shall be compensated in accordance with the Fair
Labor Standards Act (FLSA). The City shall have the exclusive right to determine what
constitutes required training. Management shall make a good faith effort to flex members'
schedules whenever required training takes place during their off-duty hours.

Section 11: Reimbursable/Payable Certification Licensing Fees

To be eligible for licensing fee reimbursement/payment, the following guidelines
must be met:

1 The license requirement must be a prerequisite by the State of Florida
for a bargaining unit member to maintain his professional, skilled craft or
technical status to perform his job duties and responsibilities.

2 The department for which the bargaining unit member works shall
provide funding for licensing fee reimbursement/payment.

3 Alicensing fee may be paid directly by the City for the bargaining unit
member, provided the bargaining unit member submits his application
in sufficient time to allow for approval and processing of payment to
the appropriate licensing agency. The City shall not be responsible for
any penalty or other fee, which may be assessed due to a late payment
of the licensing fee.

Section 12: Use of City Vehicles.

The use of vehicles owned by the City of Port St. Lucie shall be in accord with the
provisions and restrictions contained in Ordinance 79-27. Take-home vehicle privileges are
to ensure the prompt response of a bargaining unit member in the implementation of his
duties.
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ARTICLE 12
RETIREMENT PLANS

Section 1: During the life of this Agreement, the City agrees to provide eligible bargaining
unit members with a contribution of 11.4% of their gross taxable wages to the ICMA RC
401A, subject to Internal Revenue code limits. Employees shall be eligible to participate in
the ICMA RC 401A on the first day of the month following sixty (60) days of continuous full-
time service

Section 2: Employees shall be required to make a contribution of one percent (1%) of their
gross taxable wages to the ICMA RC 401A program in addition to the City's contribution.

Section 3: Subject to Internal Revenue Code limits, all eligible bargaining unit members may
contribute to a City-sponsored 457 deferred compensation plan at their own expense on the
first date of hire with the City. Eligibility requirements are available in the Pension
Administration Division of the Finance Department.

Section 4: Retirement Planning Meetings

The City agrees to make a representative available from ICMA-RC to meet with each new
employee one-on-one within twelve (12) months after the employee completes probation to
discuss retirement planning. The City also agrees to make arrangements for similar meetings
with each employee one-on-one in the calendar years the employee becomes 50 years old and
when the employee becomes 60 for further discussions about retirement planning. The
employee will be encouraged to have his/her spouse or other family member attend each
meeting as well. Employee attendance at all three meetings shall be optional.
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ARTICLE 13

SICK TIME

Section 1: Eligibility
Full-time and part-time bargaining unit members are eligible for paid sick time.
Section 2: Charging Leave

Sick time shall be charged to the bargaining unit member for the actual time the bargaining unit
member is away from work.

Sick time will be charged in not less than a thirty (30) minute minimum increments, for time less
than one (1) day.

Section 3: Request for Leave

To receive compensation while absent on sick time, a bargaining unit member shall notify his
immediate supervisor or department head at least thirty (30) minutes prior to the start of their
scheduled shift unless there are extenuating circumstances. The method of notification shall be via
verbal communication. In the event verbal communication cannot be accomplished, an alternate
means (e.g., email, voicemail) shall suffice. A bargaining unit member in a unit operating on a
sixteen or twenty-four hour basis must notify his immediate supervisor sixty (60) minutes prior to
the start of his shift of absence due to illness or injury.

The City may require a note from a physician after three (3) or more consecutive days of absence
if abuse of leave is suspected. Provided the suspicion is based on objective criteria.

Section 4: Uses of Sick Time

« For non-work related injuries and illnesses for self, spouse, children and parent.

« Medical, dental, optical, psychological, psychiatric or chiropractic examination or
treatment.

o Approved Family and Medical Leave Act (FMLA) absences.
e Exposure to a contagious disease that would endanger others.
e Pregnancy.

Section 5: Accrual

Sick time accrual begins from the date of employment. Full-time bargaining unit members accrue
eight (8) hours per month (96 hours per year) and part-time bargaining unit members accrue four
hours per month (48 hours per year). There is no maximum amount of sick time that may be
accrued.
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Section 6: Sick Time Payment

All bargaining unit members employed on or before 8/10/2014 may be compensated for accrued,
unused sick time according to the following schedule:

Years Employed Payment Percentage
5-9 50%
10-14 60%
15-19 75%
20 + 100%

Bargaining unit members employed on or after 8/11/2014, may be compensated for accrued,
unused sick time according to the following schedule:

Years Employed Payment Percentage
5-9 20%
10-14 30%
15-19 40%
20 + 50%

Bargaining unit members employed on or after ratification of this agreement may be compensated
for accrued, unused sick time according to the following schedule:

Years Employed Payment Percentage
20 + 50%

Payments shall be made only when a bargaining unit member separates from City employment in
good standing, and shall be limited to a maximum of 1,040 hours for full-time bargaining unit
members, and 520 hours for part-time bargaining unit members.

Upon involuntary termination from the City service, all current and accumulated sick time will be
forfeited by the bargaining unit member.

Section 7: Fitness for Duty

If a bargaining unit member is unable to perform the essential functions of their job duties, the
City reserves the right to require proof of illness or disability and to have bargaining unit members
submit to physical or psychological examinations to determine fitness for duty in accordance with
FMLA and ADA, where applicable. Bargaining unit members who cannot perform their job duties
for physical or mental reasons shall have their job duties modified, be transferred to another
position, be placed on a leave of absence, or separated from service at the determination of the
City in accordance with applicable law. However, the City must begin with the least restrictive
means prior to a bargaining unit member being placed on a leave of absence or separated from
service.
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A. Proof of Fitness for Duty a physician’s note shall serve as adequate proof of fitness for
duty.

B. For Disability Claims — a physician’s letter detailing the disability shall serve as
adequate proof of fitness for duty. Once a qualified disability is determined, the Human
Resource/Benefits Division will engage in an interactive process with the bargaining unit
member as outlined under the American with Disabilities Act.

Section 8: Donated Sick Time

Bargaining unit members may also receive donated sick time from any bargaining and non-
bargaining unit employee. The bargaining unit member making the donation shall be employed
with the City for more than five (5) years. A bargaining unit member needs to have used all of
their accruals (sick, annual, personal) prior to any donated sick time being used. A bargaining unit
member may only receive a maximum of twenty-four (24) hours per donor within a rolling twelve
(12) month period. The donated sick time may only be used for approved FMLA qualifying events.
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ARTICLE 14

PROBATIONARY PERIODS AND PERFORMANCE
EVALUATIONS

Section 1: All classified status bargaining unit members shall receive a written evaluation from
their immediate supervisor annually. Probationary bargaining unit members shall be evaluated on
a more frequent basis. Initial probation shall be nine (9) months from date-of-hire. Promoted,
reclassified, demoted or transferred bargaining unit members shall serve a probationary period.

Section 2: Bargaining unit members will be evaluated on their job performance and shall be
expected to meet only performance standards as defined in their position description. All such
performance standards will be job-related.

Section 3: A bargaining unit member who is not meeting all performance standards will be notified
by his supervisor of the area(s) to be corrected prior to a performance evaluation.

Section 4: Bargaining unit members who do not meet performance standards in their overall rating

and are denied a wage increase may use the grievance procedure set forth in this agreement up to
a binding arbitration hearing.
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ARTICLE 15
PROMOTION/RECLASSIFICATION/TRANSFERS

Section 1: Management shall be required to post vacant positions in the Bargaining Unit, except
those vacancies involving a re-organization, and when there is a disciplinary or non-disciplinary
demotion.

Management has the right to fill positions to meet the needs of the City. Bargaining unit positions
shall be posted simultaneously both internally and externally in order to identify the best qualified
candidate. Bargaining unit members may submit applications through the City’s electronic
application system for the first seven (7) calendar days of the posting period. If no bargaining unit
member meets the qualifications, the City will consider applications from outside the bargaining
unit, but such applications will not be considered until it has been determined that no bargaining
unit members meet the essential qualifications. Any bargaining unit members who submit an
application for a posted position after the seventh (7*") calendar day will be considered along with
applicants outside of the bargaining unit.

All postings shall include the requirements for the position and the pay rate. All postings shall be
distributed to all City departments, appear on the City’s Job Announcement board at City Hall,
and appear on the City’s website. Examinations may be held for specific positions, but the union
may request a verification of the validation process of such exams. The City remains committed
to provide career development opportunities to current employees through internal and external
training, leadership development and succession planning. New hire probationary employees may
be considered for positions only after no regular full-time or part-time employee has been found
to meet the essential qualifications.

Management may deny the appointment of any bargaining unit applicant whenever the applicants’
employment history within the last five (5) years with the City has been deemed unsuitable with
respect to the position sought. The Police Department’s civilian positions are excluded from the
five (5) year lookback period and maintain the right to review an applicant’s entire personnel
history with the City.

Section 2: The City of Port St. Lucie reserves the right to set all standards for promotion including
criteria, implementation, and administration. In order to facilitate the career development of
bargaining unit employees, training opportunities and participation in the City’s Succession
Plan/Program if applicable shall be equitably offered to interested bargaining unitemployees.

Section 3: Reclassification, Promotion, Demotion

A Reclassification — is defined as a recognition that one or more bargaining unit members
in the same classification have, over time, taken on duties that are outside of the current
job description, and is/are effectively performing the duties of a higher classification. A
reclassified employee shall receive an increase of five percent (5%) of his regular wage if
the new classification is one grade higher on the pay scale, ten percent (10%) if the new
classification is two (2) or more grades higher on the pay scale. At no time, will the
employee earn less than the minimum rate for the pay grade to which they are reclassified.
Employees who are already paid over the maximum pay rate for the new position will
receive a five percent (5%) or ten percent (10%) lump sum payment not to base upon
reclassification. The employee’s classification date will remain the same.
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B. Promotion —is defined as a bargaining unit member changing to a job classification in a
higher pay grade. A promoted employee shall receive a five percent (5%) wage increase if
the promotion is one grade higher on the pay scale, and ten percent (10%) if the promotion
is two (2) grades or higher on the pay scale. At no time will the employee earn less than
the minimum rate for the pay grade to which they are promoted. Employees who are
already paid over the maximum pay rate for the new position will receive a five percent
(5%) or ten percent (10%) lump sum payment not to base upon promotion. The employee’s
classification date will change to the date of the promotion.

Notwithstanding any provision in this Article, the City reserves the ability to increase the
start rate of an incumbent employee who moves to another position up to fifteen percent
(15%) above the position’s start rate upon the recommendation of the Department Director
and the approval of the Human Resources Director or designee. Salaries may exceed fifteen
percent (15%) of the start rate upon the authorization of the Human Resources Director
and the City Manager.

C. Demotion — is defined as whenever a bargaining unit member is involuntarily brought
to a lower pay grade as determined by the City’s pay and classification plan. The demoted
employee shall receive a decrease of five percent (5%) or a rate equivalent to 140% of the
starting rate of the new position, whichever is lower. The classification date will change to
the date of demotion. The employee’s classification date will change to the date of the
demotion.

Section 4: Any bargaining unit member who is promoted, reclassified, demoted or transferred shall
serve a ninety (90) calendar day probationary period in the new position,except as outlined in the
layoff provisions of Article 18. If at any time during this probationary period the bargaining unit
member is found by the City, in its sole discretion, not to be suited for the position to which he
was promoted, transferred or reclassified, he shall be returned to his former position without loss
of seniority, and at his former base rate of pay.

If that former position is occupied, the bargaining unit member occupying that position will be
displaced. The displaced bargaining unit member shall be considered laid off and, therefore, may
exercise his bumping rights in accordance with Article 18.

Demoted employees who do not meet the ninety (90) calendar day probationary period shall be
separated from service.

Section 5: Transfers

A. The timeframe for transfers shall be coordinated between the two affected department
heads and the Human Resources Director. A bargaining unit member may be transferred
to another department with the same job classification and such transfer will not change the
bargaining unit member’s pay, anniversary date or classification date. Transfers may be
voluntary or involuntary.

B. Voluntary Transfer. A non-probationary bargaining unit member may request in
writing a transfer to a different position and/or location in the City pursuant to Section
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1. An employee transferred at their own request to a classification in a lower pay grade
shall have their pay set, within the applicable pay range for the classification, by the
Department Director in consultation with the Human Resources Director, but in no event
shall the pay be reduced by more than 5% or set above the maximum of the new pay
grade (whichever results in a lower wage rate). In no case will a voluntary transferred
employee be paid above the maximum of their new pay grade.

C. Involuntary Transfer. The City may transfer a bargaining unit member to fill the needs
of the City; however, the City will make a good faith effort to take such action only when
necessary to provide effective and efficient services.

Section 6: Acting Pay for Supervisor or Lead positions

If a bargaining unit member is assigned, by his department head or his designee, to work as an
acting supervisor or lead for an entire shift, the member shall be paid an additional one and one-
half (1.5) hours pay as additional regular compensation per day.

Section 7: Working Out of Classification

A The City shall not be prevented from temporarily assigning or appointing any
employee to perform work which would normally be done by an employee in another
classification when, in the discretion of the City, such assignment or appointment is
necessary.

B. If an employee is assigned in another job classification in a higher pay grade for more
than four (4) consecutive workdays the employee shall receive on the fifth (5") day and
thereafter five percent (5%) to their regular hourly rate of pay, or ten (10%) if the pay grade
is two (2) or more grades higher or the minimum of the higher pay grade whichever is
greater for the time the employee works in that classification. If the employee works in a
lower pay grade they shall retain their current rate of pay.
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ARTICLE 16
SENIORITY

Section 1: The City agrees that City seniority shall consist of continuous, accumulated service,
computed from the bargaining unit member’s date-of-hire. Periods of contractual, seasonal and
temporary employment shall not be calculated in determining City seniority.

For all bargaining unit members who are currently employed by the City, any periods of part-time
employment will be calculated on a year-for-year basis (e.g., five (5) years of part-time
employment equals 5 years of seniority). For any bargaining unit member hired after October 24,
2011, periods of part-time employment will be calculated at half the time of a full-time bargaining
unit member (e.g., 5 years of part-time employment equals 2.5 years of seniority).

Classification seniority shall consist of continuous accumulated service, computed from the
bargaining unit member’s date of job classification.

Section 2: Seniority shall accumulate during leaves-of-absence due to injury, illness, vacation, or
any other leave authorized and approved by the City.

Section 3: When conflicts arise in scheduling vacation leave and holidays, the bargaining unit
member with the greatest City seniority shall be given first consideration, unless there are
extenuating circumstances or approval has been previously granted to a bargaining unit member
with less seniority. All leave requests shall be responded to within three (3) calendar days from the
date of submission.

Section 4: Whenever bargaining unit members are provided choices and two (2) or more
bargaining unit members make the same request, the bargaining unit member with the greatest
City seniority shall prevail.

Section 5: Requests from two (2) or more bargaining unit members with the same classification
seniority date, under the provisions of this Article, shall require that management review City
seniority as the defining tie breaker with the employee(s) with the most City seniority being
granted his choice. In the event that City seniority is the same, the decisions regarding these
requests shall be at the discretion of the department head or his designee.

Section 6: In the event a City department implements, or already has in place, a bid shift selection
process for its employees, classification seniority shall prevail with respect to shift selection, and
scheduling.

Section 7: During reduction-in-force situations, bargaining unit employees who are veteran
preference-eligible, as determined by Florida Statutes, shall have one (1) year added to their
accumulated paid service for every year of active duty during a qualifying period. Partial year
service shall be calculated accordingly.

40



ARTICLE 17
SAFETY

Section 1: The City will make reasonable efforts to provide bargaining unit members with a safe
working environment.

Section 2: The City shall have a Safety Review Board whose charge shall include proactively
creating a culture of safety in the organization. The board shall meet at least quarterly and shall
include a member of management and the participation of a FOPE Representative, at the FOPE’s
option.

Section 3: No bargaining unit member shall be required to work more than sixteen (16) consecutive
hours, or shall offer to work additional hours, if either would result in the bargaining unit member
not receiving eight (8) hours of off-duty time, except during a civil emergency.

Section 4: Drugs and Controlled Substances — Testing Policies and Procedures. All policies,
procedures, and disciplinary actions concerning drug and alcohol testing shall be in compliance
with applicable state and federal law.

The City and the FOPE shall adhere to the provisions governing the Drug Testing and Substance
Abuse Policy Program, which is incorporated herein by this reference.

The City also reserves the right to require bargaining unit members holding the following positions
to submit to random drug testing — Maintenance Mechanics, Water/Wastewater, Crime Scene
Investigators, Crime Technician Specialist, Evidence Technicians, Equipment Operators, Heavy
Equipment Operators, Traffic Safety Technicians, and Traffic Signal Technicians. For random
testing purposes, drugs are defined as amphetamines; cannabinoids; cocaine; phencyclidine (PCP);
hallucinogens; methaqualone; opiates; barbiturates; benzodiazepines; synthetic narcotics; designer
drugs; metabolites of any of the substances listed herein; or any other drug deemed to be illegal by
any federal, state, or local law or regulation at levels provided for by applicable law.

A scientifically valid and impartial random selection procedure has been developed and
implemented by the City. This procedure shall randomly select each affected member at least once
each calendar year, but no more than four (4) times during the effective period of this agreement.
The notification of selection and administration of testing shall occur just before, during, or just
after the noticed member’s shift.
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ARTICLE 18

LAYOFF AND RECALL

Section 1: The City Manager or his designee may lay off a bargaining unit member(s) when it is
deemed necessary by reason of shortage of funds, lack of work, the abolition of a position, material
changes in the duties as described in the position description, or for other legitimate reasons. In
such cases, the affected bargaining unit member(s) shall receive at least a seven (7) calendar day
notice. The duties performed by any bargaining unit member laid off may be reassigned to other
bargaining unit members in the same classification.

Section 2: When it becomes necessary for the reasons in Section 1 to reduce the number of
bargaining unit employees within a given classification, City seniority as defined in Article 16
shall be conclusive. If a bargaining unit member has been given notice of an impending layoff in
accordance with Section 1 of this Article, he may elect to utilize the following process:

I. A bargaining unit member with greater seniority may “bump” a bargaining unit member
with the same classification with less seniority, provided the senior bargaining unit employee is
qualified.

I1. If an employee is unable to bump within his classification, the member may bump into
any formerly held (lateral or lower) classification if applicable, provided the bargaining unit
member is qualified.

I11. In the event the bargaining unit member is unable to bump within his classification or
into a formerly held position, a bargaining unit member with greater seniority may “bump” a
bargaining unit member in a lower classification with the least seniority within the bargaining unit,
provided that the senior bargaining unit employee is qualified to perform the requirements of the
position. If the bargaining unit member is unqualified for the position occupied by the least senior
bargaining unit member, the Human Resources Director, will review the list and place the
bargaining unit member in the most appropriate qualified position using the “last hired, first out”
principle.

The bargaining unit member has two (2) calendar days after receiving notice to make his
selection(s) pursuant to Section 2 (I) and/or (I1). Upon request, the member may request an
extension up to an additional three (3) calendar days. Requests shall not be unreasonably denied.
The City will process the request no later than five (5) calendar days thereafter. IfSection 2 (1) and
(11) do not result in a bump, a bump pursuant to Section 2 (111) shall occur within five (5) calendar
days.

Qualifications shall be determined by the management of the department of the less senior
bargaining unit employee, and the Human Resources Director or designee. A bargaining unit
member who has successfully bumped into a new position shall have his pay adjusted as follows:_If
the bargaining unit member is bumping into a lateral classification, meaning a position within the
same pay grade, his pay will remain the same; if the bargaining unit member is bumping into a
lower classification, meaning a lower pay grade his pay will be adjusted in accordance with Article
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15, Section 5, B.

Section 3: Employees who have been laid off shall be recalled in seniority order (from most senior
to least senior). The City will offer recall for up to one year from the date of separation, to laid-off
bargaining unit members by certified mail to the bargaining unit member’s last known address. If
the laid-off bargaining unit member fails to respond in writing to the Human Resources
Department within fifteen (15) calendar days after the mailing of the certified notice, the
bargaining unit member shall be considered no longer interested in City employment.

Section 4: If two (2) or more bargaining unit members with the same City seniority are subject to
the provisions of this article, classification seniority shall serve as the tie-breaker.

Section 5: Bargaining unit members who successfully exercise their right to bump, in accordance
with Section 2, shall serve a ninety (90) calendar day probationary period in the new position
unless he held that same position within the previous one (1) year. If at any time during this
probationary period the bargaining unit member is not meeting all performance standards, he will
be immediately notified by his supervisor of the area(s) to be corrected prior to the probationary
period evaluation(s). If the issue(s) is not corrected, the City, in its sole discretion, will deem the
employee not suited for the position and automatically remove him from the position. In such
cases, the employee will be considered laid off. Layoff status will afford the employee a second
(and final) opportunity to exercise his bumping rights as detailed in Section 2, and_successfully
complete probation. If the employee fails to complete probation during this final opportunity, he
shall be separated from service and placed on the recall list.
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Section 1:

ARTICLE 19

DISCIPLINE

A. Non-probationary bargaining unit members shall not be discharged or disciplined

without just cause, which must be substantiated by a preponderance of evidence.
Newly-hired probationary bargaining unit members do not have the right to grieve
termination.

. Bargaining unit members may request the attendance of two (2) authorized

representatives during an investigatory meeting with the member or during a
meeting imposing discipline. (e.g., one (1) authorized bargaining unit representative
and one (1) authorized non-employee representative) at the employee’s
determination.

. Bargaining unit members shall cooperate in all investigations, when requested.

Failure to cooperate may result in disciplinary action.

Section 2: Investigations

The parties recognize that from time to time the City must investigate allegations made against
bargaining unit members covered by this Agreement. In order to investigate allegations, the parties
agree that if management needs to interview a bargaining unit member and the bargaining unit
member reasonably believes that discipline may result; the investigation shall be conducted as

follows:

A. Bargaining unit members subject to disciplinary investigations may berepresented

by any individual of their choice, at the bargaining unit member’s expense, who
may be present at all times during any meeting in which the bargaining unit member
is being questioned relative to alleged misconduct that could result in disciplinary
action. The representative(s) chosen must be available within twenty-four (24)
hours of the scheduled meeting, or the bargaining unit member must choose another
representative or proceed without a representative. The above-mentioned
timeframes may be extended by mutual agreement in writing.

. Prior to questioning, the bargaining unit member and his representative(s), if any,

shall be provided copies of a written complaint as well as any statements or
recordings concerning the allegation(s) or complaint(s). Management shall
document verbal complaints and provide the bargaining unit member a copy, prior
to initiating an investigation.

C. Within fifteen (15) calendar days after completion of the investigation, the person

responsible for conducting the investigation shall issue a written report to the
Human Resources Director documenting the facts discovered during the
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investigation. Upon receipt, the Human Resources Department shall provide a copy
to the FOPE.

D. The report will reflect whether or not the bargaining unit member should receive
instruction and cautioning, or whether or not there is just cause for disciplinary
action. If the Department Head concludes that just cause exists for disciplinary
action, the Department Head or their designee shall prepare a Notice of Intent to
Discipline.

E. Bargaining unit members relieved from duty during an investigation shall be placed
on paid Administrative Leave, except for circumstances outlined in Article 9,
Section 8.

F. No bargaining unit member shall be required to submit to any device that is
designed to measure truthfulness.

G. Whenever a bargaining unit member is called to provide testimony in an
investigation, that time shall be considered time worked for the purpose of
computing overtime.

Management is not compelled to conduct any investigation prior to instruction and cautioning or
initiating disciplinary action.

Section 3: Resolution of Investigation

A. The department head or designee shall meet with the employee no sooner than twenty
four (24) hours after providing the employee a copy of the investigation report and a Notice
of Intent to Discipline (if applicable) for the purpose of resolution of the allegation(s). If a
Notice of Intent to Discipline was presented, the employee will be provided an opportunity
at the meeting to present whatever information the employee wants to be considered before
any action is taken.

B. At the end of the resolution meeting, the employee will be advised by management as
to whether discipline will be imposed. A disciplinary form shall be issued to the employee
and the FOPE to reflect the imposition of discipline, if any.

C. The FOPE shall be advised of the resolution meeting at the same time the employee is
advised, and shall be permitted to attend as a witness to ensure the integrity of the collective
bargaining agreement is upheld.

D. Any one of the following four (4) disciplinary measures may be imposed.

e Written Reprimand
o Demotion
« Suspension without pay (Note: forfeiture of up to forty (40) hours of accrued
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vacation leave and/or compensatory time may be substituted upon mutual
agreement of the parties.)

e Dismissal

E. Bargaining unit members shall have the right to sign and respond in writing to all
disciplinary actions. Responses to disciplinary actions shall be placed in the bargaining unit
member’s personnel file.

F. Written reprimands and/or Instruction and Cautioning (i.e., a non-disciplinary supervisor
counseling) memoranda will be considered expired if the bargaining unit member is not
disciplined for the same or similar offense during the succeeding thirty six (36) months.

Section 4: Bargaining unit members are entitled to select a FOPE representative(s) of their
choosing for any grievance meetings and/or investigatory meetings, including any meetings where
discipline may reasonably follow, provided the chosen representative(s) is not a witness to the
underlying matter that gave rise to the investigation. The supervisor must inform the employee if
a matter may reasonably lead to discipline, if not apparent.

In the event a chosen representative(s) is a witness to the underlying matter that gave rise to the
investigation, the bargaining unit employee shall be provided an additional twenty-four (24) hours
to seek another FOPE representative(s).

Nothing in this Agreement is intended to conflict with or otherwise prohibit a bargaining unit
member from exercising rights established by NLRB v. Weingarten, 420 U.S. 251.

Section 5: Imposition of Discipline

Bargaining unit members shall not be required to submit their wages or other payment to the City
as a result of a disciplinary action, which is a suspension of more than three (3) days, or a demotion,
without first being afforded the opportunity to utilize the grievance article contained in this
Agreement. In the case of a demotion, the employee shall be demoted immediately, but shall retain
his current salary until Step 11l of the grievance process is completed. However, if the grievance
has not been resolved by the conclusion of Step Ill, then the employee shall serve the discipline,
have his pay rate adjusted if applicable, and the FOPE may elect to go to arbitration.

Furthermore, written reprimands, suspensions of less than three (3) days involuntary demotions
and dismissals shall be served immediately and shall be subject to the grievance process.

If a written reprimand and/or suspension of less than three (3) days are to be rescinded, the City
shall place a document attached to the discipline stating the details of the final action.

In the case of dismissal, the employee shall be dismissed immediately, but be afforded the ability
to utilize the grievance process.

However, this section shall not apply to any offsets to final remuneration upon separation from
employment.
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ARTICLE 20
GRIEVANCE PROCEDURE

The purpose of this procedure is to settle, at the lowest supervisory level, disputes or disagreements
between the City and the bargaining unit member(s) or the FOPE concerning the application,
interpretation or alleged violation of any article of this Agreement. A bargaining unit member's
complaint or concern should be resolved at the first level of supervision with the authority to adjust
the grievance.

Section 1: Definitions and Clarifying Statements.

A "grievance" is defined as a dispute or disagreement involving the interpretation, the application,
or alleged violation of any article of this Agreement.

A bargaining unit member may use either the grievance procedure set forth in this Agreement or
the grievance procedure set forth in the City’s Personnel Rules and Regulations. Upon submission
of a grievance at Step I, a bargaining unit member shall disclose in writing which grievance
procedure he is pursuing. Under no circumstances shall the bargaining unit member or FOPE be
permitted to change the grievance procedure under which the initial grievance was filed, or tofile
the same grievance under both procedures.

In matters involving a grievance, an authorized representative of the FOPE shall be given the
opportunity to be present at any meeting called for the resolution of such grievance.

If a bargaining unit member decides not to be represented by an authorized representative of the
FOPE, any adjustment of the grievance shall be consistent with the terms of this Agreement.

For a grievance involving contract interpretation, the remedy shall not be retroactive beyond two
(2) years unless otherwise required by law.

As used in this article, the term "bargaining unit member" shall also mean a group of bargaining
unit members having the same grievance. In such event, the authorized FOPE representative shall
be designated to act as spokesperson and be responsible for processing this grievance.

The term "days" as used in this article shall mean calendar days. If a bargaining unit member is on
a pre-approved leave (i.e., leave requested and granted at least 48 hours in advance), the time
frames shall be extended until such time that the bargaining unit member has returned from said
approved leave.

Section 2: Grievance Procedures.

2.1 Grievances shall be presented in writing on the prescribed form, attached hereto as
Appendix G and incorporated herein. However, a grievance shall not be dismissed or not
considered based solely on the fact that the grievance form was not completed correctly.
Time limits shall be extended up to two (2) business days to allow the grievant to correct the
grievance form. To the extent possible, the City will provide an adequate supply of grievance
forms at all worksites
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2.2 Every effort will be made by the parties to settle any grievance as expeditiously as
possible.

2.3 It shall be the responsibility of the bargaining unit member or FOPE to present the
written grievance at each step to the Human Resource Department. If the bargaining unit
member or FOPE does not bring the grievance to the next step within the stated time limits,
the grievance shall be considered conclusively abandoned. Any grievance not answered by
management within the prescribed time limits shall automatically proceed to the next step.
However, a moratorium will be observed annually by the parties during the winter holiday
season. The moratorium will commence every December 23 through January 4. If January
4 falls on a Saturday or Sunday, the moratorium will be extended until the end of the next
day which is not a weekend day. During the moratorium period, all grievance time limits
shall be tolled.

2.4 The above-mentioned time frames may be extended by mutual agreement in writing.
The City or FOPE may request and mutually agree that any steps contained within this
procedure may be waived in order to resolve a grievance as expeditiously as possible.

2.5 Grievances shall be presented in writing, stating the cause of the grievance, the Article
number that was allegedly violated and the suggested resolution to the grievance, in the
following manner:

Step I: The bargaining unit member and/or his representative shall first submit the grievance in
writing to the Human Resources Director or designee, within fifteen (15) calendar days of
the occurrence of the event(s) which gave rise to the grievance or from the date on which
the bargaining unit member became knowledgeable of the cause of action. If the event(s)
which gave rise to the grievance occurred at a time when the bargaining unit member(s)
was/were on annual leave, sick leave, or other compensated leave, the fifteen (15) calendar
days period shall commence running immediately upon the bargaining unit member's
return from such compensated leave. The Human Resources Department shall then give the
grievance to the member’s Division Manager or designee in a timely manner. The Division
Manager or designee shall, within twelve (12) calendar days of receipt of the grievance,
meet with the bargaining unit member, Steward Representative and Union Business
Representative to discuss the grievance. The Division Manager or designee shall, within
twelve (12) calendar days render his written decision. A copy of the decision will be
emailed to the FOPE, and to the Human Resources Director. The abovementioned
timeframes may be extended by mutual agreement in writing. The attached Appendix H
may be used for that purpose.

Step II: (a) Any grievance not satisfactorily settled at Step | may be forwarded by the grieving
party or the FOPE to the Human Resources Director or designee within twelve (12) calendar
days from the date the Division Manager or designee’s written decision is received by the
FOPE. The Human Resources Department shall then give the grievance to the member’s
department head in a timely manner. The department head or his designee shall within
twelve (12) calendar days of receipt of the Step Il letter meet with the member and FOPE
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Representatives to discuss his grievance. The department head or his designee shall, within
twelve (12) calendar days after the meeting render his decision in writing. A copy of the
decision will be emailed to the FOPE and to the Human Resources Director. The above-
mentioned timeframes may be extended by mutual agreement, in writing.

Step I1: (b) Where a grievance is general in nature, in that it applies to a number of bargaining unit
members, rather than a single bargaining unit member, or if the grievance is directly between
the FOPE and the City, such grievance shall be presented by the authorized FOPE
representative in writing directly to the Human Resources Director, within twelve (12)
calendar days of the authorized FOPE representative becoming knowledgeable of the
occurrence of the event(s) which gave rise to the grievance. The Human Resources Director
and department head shall meet with the employee, Steward Representative, and Union
Representative(s) within twelve (12) calendar days after the grievance is filed. The
department head shall render their decision in writing within twelve (12) calendar days after
the meeting. A copy of the decision will be emailed to the FOPE office and the Human
Resources Director. The above-mentioned timeframes may be extended by mutual
agreement, in writing. For purposes of this section, the FOPE representative is the authorized
business representative.

Step I11: Any grievance not settled at Step 11 may be forwarded by the grievant to the City Manager
via the Human Resources Director or designee within twelve (12) calendar days from the date
the department head has rendered his written decision. The City Manager shall, within twelve
(12) calendar days after receipt of the grievance, meet with the bargaining unit member(s)
and his representative(s). The City Manager shall, within twenty (20) calendar days of that
meeting, render his decision in writing. A copy of the decision will be emailed to the FOPE
and the Human Resources Director. The above-mentioned timeframes may be extended by
mutual agreement, in writing.
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ARTICLE 21
ARBITRATION

Section 1: Definitions and Clarifying Statement

1.1 Grievances not settled in Step I11 of the grievance procedure set forth in Article 20 of this
Agreement are hereinafter referred to as arbitrable grievance(s). The foregoing reference does
not, however, prevent a challenge to the arbitrability of a grievance.

1.2 The FOPE or a bargaining unit member (hereinafter called (“Requester”) may request that
an arbitrable grievance be submitted to arbitration within twenty-one (21) calendar days after
the City Manager or his designee renders a written decision on the grievance. A request for
an arbitrator panel shall simultaneously be sent to the Federal Mediation and Conciliation
Service by the requester. The holiday season moratorium outlined in Article 20, section 2.3
shall also apply to the aforementioned deadlines.

1.3 The time limitations set forth herein must be strictly adhered to and time is of the essence.
Failure by the party requesting arbitration to abide by the time limitations stated herein will
result in the grievance being conclusively abandoned. An extension may be sought but must
be mutually agreed upon and in writing.

Section 2: Procedures

2.1. The City and the Requester shall attempt to mutually agree in writing as to the statement
of the grievance to be arbitrated and a list of each party’s witnesses thirty (30) days prior to
the arbitration hearing. The arbitrator, thereafter, shall confine his decision to the particular
grievance thus specified. In the event the parties fail to agree on the statement of the grievance
and/or witness lists to be submitted to the arbitrator, each party shall submit its own statement
of the grievance to the arbitrator and/or accept service of witness subpoenas. The arbitrator
will confine his consideration and determination to the written statement of the grievance as
presented. The authority of the arbitrator shall be limited to a determination as to whether or
not the contractual rights of an employee or a group of employees have been violated by the
City as applied to the specific grievance referred to him for arbitration. The arbitrator shall
fashion an appropriate remedy consistent with the terms of the Agreement.

The requester and the City will utilize the Federal Mediation and Conciliation Service. Each
party, commencing with the Federation of Public Employees, a Division of the National
Federation of Public and Private Employees, AFL-CIO, alternates in the striking of a name
with the remaining name notified of his selection as arbitrator.

2.2 The requester and City agree that any challenge to the arbitrability of the grievance shall
be expeditiously resolved prior to any hearing concerning the merits. In such a case, an
arbitrator shall be selected from a FMCS panel in the manner described above and issue a
bench decision to resolve the arbitrability dispute.
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2.3 The arbitrator shall have no authority to change, amend, add to, subtract from, or
otherwise alter or supplement this Agreement or any part thereof or amendment hereto. The
arbitrator shall have no authority to consider or rule upon any matter which is stated in this
Agreement not to be subject to arbitration or which is not an arbitrable grievance as defined
in this Agreement; nor shall this Agreement be construed by the arbitrator to supersede
applicable laws in existence at the time of signing of this Agreement, except to the extent as
herein provided. The arbitration hearing shall be conducted in accordance with the applicable
rules and regulations promulgated by the Federal Mediation and Conciliation Service.

2.4 Each party shall bear the expense of its own witness (es) and of its own representatives
for purposes of the arbitration hearing. The City shall provide a room for the purpose of
conducting the arbitration hearing. The City and the requester shall share the impartial
arbitrator’s fees and related expenses equally. Any party desiring a transcript of the hearing
shall bear the cost of such transcript.

2.5 In the event an arbitrator awards back pay related to a contract interpretation grievance,
the remedy shall not be retroactive beyond two (2) years unless otherwise required by law.

2.6 Copies of the arbitrator's award shall be furnished to both parties within thirty (30) days
of the close of the arbitration hearing. The arbitrator's award shall be final and binding on the
parties.

2.7 Consistent with the provisions of the Florida Public Employees Relations Act, Chapter
447, Florida Statutes, it is mutually acknowledged and agreed that this Agreement shall be
administered within the amounts agreed to by the City Council for funding of this Agreement,
the arbitrator shall have no authority, power or jurisdiction to construe any provision of the
law, statute, ordinance, resolution, rule or regulation or provision of this Agreement to result
in, obligate or cause the City to have to bear any expense, debt, cost or liability which would
result, directly or indirectly, in the City exceeding the amounts initially agreed to by the City
Council for the funding of this Agreement as agreed upon by the parties. Any such award
which contravenes or is not in compliance with the provisions of this paragraph shall be null
and void.

The parties agree that arbitration constitutes the final and binding resolution of the grievance
procedure.
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ARTICLE 22
SAVINGS CLAUSE

If any article, section, provision, term or condition of this Agreement is found invalid,
illegal or not enforceable by reason of any existing or subsequently enacted legislation or by
judicial or administrative authority, all other articles, sections, portions, provisions, terms or
conditions of this Agreement shall remain in full force and effect for the duration of this
Agreement. The parties agree to meet within forty-five (45) days after each party receives actual
written notice of the invalidity, illegality or unenforceability of the article, section, portion,
provision, terms or conditions of this Agreement to bargain, if necessary, concerning that article,
section, portion, provision, term or condition or found to be invalid, illegal or unenforceable. The
failure to reach any agreement shall have no effect on the other articles, sections, provisions, terms
or conditions of this Agreement, which shall remain in full force and effect for the duration of this
Agreement.
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ARTICLE 23
SERVICE TO THE FOPE

The City agrees to furnish one (1) copy (paper or electronic) of the following documents to
the FOPE, at no cost, upon request:

Current Final Budget *

Current Personnel Rules and Regulations *
Current Safety Manual*

Proposed Budget *

Minutes of Negotiation Sessions

Videos of City Council Meetings*

®© " Mmoo w»

Action Agendas for City Council Meetings

* available on City’s webpage
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ARTICLE 24
DURATION

Section 1: This Agreement shall continue in full force and unchanged from the date of
ratification through September 30, 2025.

Section 2: In the event either party hereto desires to negotiate a successor agreement, said
party shall serve upon the other party its written request no later than April 15, 2025.

Section 3: Upon receipt of such written request, the parties shall commence negotiations no
later than thirty (30) calendar days after written requests have been received from the party
desiring a successor agreement.

Section 4: In the event neither party submits a written request to negotiate a successor
agreement by April 15, 2025, this agreement shall remain in effect for one (1) additional year.
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FOR THE-FEDERATION OF PUBLIC EMPLOYEES, A DIVISION OF PUBLIC
AND PRI\'AT)E EM}LOYEES, AFL-CIO:

// SEau 1))e)2 >

L/D'm Reynolds, President, FQRL: Date / /

Yo/
W@ b2

Lucia Piva, Union Attomey Date | |

UNION’S NEGOTIATING TEAM:

H% (" //”) /99

Rubel} Rodriguez—_ Date /

WML [l=17.28
illiam Diesslin Date

" [(-17-22

Matthew Boettcher Dote
)W\’//Li\*“‘*‘h 7 ///J>/7 7
lS’n’(lth Dtz _

m&a ' I/[7)2 H
Anthony Gorj/" 7/ Date 4
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FOR THE CITY OF PORT ST. LUCIE:

ITY’S/NEGOTIATING TEAM:

Daniel Kleman, Special Asst. to the City Mgr.

TISIIX C’lupcxrger Deputy City Manager

2, 'Gl

Nata{Tle E. Cabrera, Director, Human Resources

=‘KFUY\ /SCL@\

KimBerly A. Sala,Labor Relations Admin.

A

ar ine Izzo,

ander, Police Department

s @usats

Patricia

Sue Walsh, Manager, PW Personnel Liaison
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Appendices for FOPE Collective Bargaining Agreement

APPENDIX DESCRIPTION PAGES
Appendix A Positions in Collective 1-2
Bargaining Unit
Appendix B Dues Deduction Form 3-4
Appendix C Leave Bank Form 5
Appendix D Pre-Approval Form 6
Appendix E Health Rebate Spreadsheet 7
Appendix F Evaluation Form 8-10
Appendix G Grievance Form 11
Appendix H Grievance Tolling Form 12
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APPENDIX A
INCLUDED:

All regular full and part-time non-professional employees of the City of Port St. Lucie
including those in the following classifications: Accounting Clerk; Address Technician;
Administrative Assistant*; Administrative Assistant USD Agenda Administration;
Administrative Operations Coordinator; Administrative Secretary*; Animal Control Officer:
Animal Control Trainee; Aquatic Vegetation Control Inspector; Audio Visual Specialist;
Billing Clerk-Utility Billing; Billing Leader; Budget Analyst; Building Construction Inspector
LILIIL, & 1V; Building Facilities Coordinator; Building/Facilities Leader; Building/Facilities
Maintenance Supervisor; Building Facility Maintenance Worker, P&R; Building Inspector
Plans Examiner |I1,1il, & 1V; Building Permit Specialist | & Il, Building Permit Coordinator;
Building Plans Examiner |ILIlI & IV; Business Intelligence Analyst; Business Tax
Specialist; Buyer; CADD Operator; CADD Technician; CADD Technician Trainee; Capital
Assets Accountant; Carpenter, Various Departments; City Volunteer Coordinator; Civilian
Traffic Accident Investigator, Code Compliance Specialist; Community Service
Redevelopment Coordinator; Construction Coordinator; Contracts Facilitator;
Coordinator Contractor-Licensing; Court Liaison; Crew Leader-Various Departments;
Crime & Intelligence Analyst; Crime Prevention Specialist; Cross Connection Technician;
Customer Service Leader; Customer Service Specialist; Data Systems Analyst; Deputy
City Clerk; Digital Video Producer; Electrician, Various Departments; Electrician-Building
Maintenance; Electrician Journeyman; Engineering Inspector; Engineering Technician;
Engineering CADD Technician; Equipment Operator, Various Departments; Event
Leader; Event & Service Coordinator; Event Representative; Event Specialist, Civic
Center; Event Support Service Lead; Event Support Services Worker [; Event Support
Worker- Aquatic Services, Evidence Technician; Facilitator, Building Department; Fiber
Optic Technician; Fleld Technician; Field Techniclan Trainee; Financial Specialist;
(Latent) Fingerprint Examiner; Fitness Center Coordinator; GIS Analyst; GIS Coordinator;
GIS Technician; GIS Technician-Addressing; Golf Course Mechanic; Grants Coordinator;
Graphics Coordinator; Heavy Equipment Operator; Housing Specialist,_ HVAC
Maintenance Technician; Inspector Drainage; Inspector Environmental Services;
Instrument & Control Technician; lrrigation Specialist; lrrigation Technician; Juvenile
Counseling Specialist; Juvenile Services Specialist; Laboratory Technician; Landscape
Inspector; Lead Electrician; Lead Plant Operator; Licensing Investigator; Lien Services
Leader; Maintenance Mechanic; Maintenance Technician; Maintenance Worker;
Maintenance Worker Custodial; Maintenance Worker Roving Crew; Maintenance Worker
Turf Crew; Mapping Technician; Meter Reader; Meter Reader Crew Leader; Mobile
Developer; Network Administrator; Network Technician; Office Assistant*; Payroll
Specialist; PC Support Representative; PC Technician; Pension Plan Specialist; Permit
Facilitator, Pretreatment Coordinator; Programmer | & II; Programmer |l Lead; P/T Buyer;
P/T Hospitality Attendant; P/T Maintenance Worker; P/T Park Attendant; P/T Recreation
Aide; P/T Recreation Aide — Fitness; Parks Coordinator; Park Leader; Parks Maintenance
Worker; Planner; Plant Operator "A"; Plant Operator "B"; Plant Operator "C"; Plant



Operator Trainee; Plumber; Plumber-Building Maintenance; Police Fleet Radio System
Coordinator; Police Service Aide; Procurement Card Administrator; Program Assistant
(P.A.L.). Project Coordinator-Various; Records Analyst; Records Clerk; Records
Specialist; Records Specialist, Police; Recreation Aide; Recreation Leader; Recreation
Specialist; Safety and Training Coordinator; Sales Specialist; SCADA Technician;
Secretary*; Secure Our Schools Coordinator; Service Desk Support Tech |; Special
Assessment Accountant; Special Events Coordinator; Special Projects Coordinator;
Supervisor Building Facilities Maintenance; Supervisor - P&R; Survey Inspector; Survey
Instrument Technician; Survey Worker; Systems Analyst; Systems Analyst Records
Administrator, Traffic Engineering Technician; Traffic Operations Electrician; Traffic
Operations Coordinator; Traffic Safety Technician; Traffic Safety Technician Il & II; Traffic
Signal Analyst/Operator; Traffic Signal Technician; Traffic Signal Specialist; Traffic Utility
Locator; Turf/lLandscape Specialist; User Interface Designer; Utilities Inspector; Utility
Electrician; Utility Locator; Utility Marketing & Digital Video Coordinator; Utility Septic
Comp Master Plumber; Utility Systems Mapping Technician; Mapping Techniciah;
Vehicle & Equipment Maintenance Coordinator; Victim Assistant; Victim Assistant
Coordinator; Video Production Specialist; Volunteer Coordinator; Warehouse Technician;
Water Distribution Lead; Web Content & Graphic Specialist; Web Technician; WTR
Distribution System Operator 3.

EXCLUDED:

All other City of Port St. Lucie employees including: managerial, confidential, employees
having a supervisory conflict of interest, professional employees, sworn police officers,
and seasonal, temporary, and contractual employees.



~ APPENDIX B
Federation of Public Employees

A Division of National Federation of Public and Private Employees (AFL-CIO)
An Afflliate of District | - MEBA (AFL-CIO)

1700 NW 66™ Avenue, Suite 100, Plantation, Florida 33313

Phone: (934) 797-7575 ~ Fax: (954) 797-2922

g Applicatio.n for Membership or
O Notice of New Employment ’

Employer Recruited by Hire Date

thereby apply formembership in the Federatlon of Public Employees, o division of ibe Nationa! Faderatlan of Public and Peivae Em ployces (APL-CIO}, on affitiale of District t

~MEBA (AFL-CIO). In <o dolng, I sgree and promise to thith (Ully obey the Constituilon and By-Laws and 0 confonn 10 afl tho nulcs of the Federstion, pending the final
aceeptance as a member.

Further, Fattestthat  do nat beliova in, and am not a membier o, mor do 1 support any arzani2ntion thet belleves In arteaches the averthcow of the United States govemnment, by
(bice or by Hllegul ar unconstitutional methads. ¥ certifys that Ui statcmeats in this application are true,

! further designate the beneficiory identificd blow for purposes of any and alt unlon sponsarcd bencfils ubless athenvise desienated on Separate form speelfic to the(
bencfit:

(Please Print or Type)
Name (print) Home Ph. Celi Ph,

Lost - Flest Middie arcacode  number orca code  number
Birth date: Soc. Security #: Employee #
Job Classification: Marital Status: _ 0O mele O female
Address: '

Street Apt. # City State 2Zlp Code

E-Mail Address
Previous Membership: Date Withdrawn:
Your Signature: Date Signed:
Closest Living Relative: ___Relationship:
Beneficiary: Relationship:

Please circle your shirtsize: § M L XL XXL XL

Authorization to Deduct

To (My Emplayer)

| hereby nssign to the Fedecation of Public Employees, a divisian of the National Federaion of Pubtic and Privats Einployees (AFL-CIO), an afitiato of Distelct | ~ MEBA

(APL-
CIO), from eny wuges asmed oF to be camed by ma a3 your employee, my periodic dues in such amaunts as ate now or heteaflar astablished by tha Federation and becoms Suo to
TLas my membershipducs in seid Federation.

Thisassig hortzadlon und dlrection sholl be

la at.any time upan thirty (30) doys writteus Aoilfication to my employers and the Fedemtion.

Dues, contributlons or glfs o the Fedamtlon of the Public Employaes, a division of the Natfonal Federodon ot*Publie and Privats Emplayecs {APL-CIO), an dfiilote of Distelet 1+
MEBA (AFL-CIQ), are ot deductfblc as charitable codteibutions for Federal Income Tax purposes. Dues pald to the Fedetatfon of Public Employeas, a division of the Natianal

Federauian of Publlc and Privete Employess (AFL-CIO), en offtllate of District | ~ MEBA (AFL-CI0), howevcr, may quallfy as business cxpensas and moy be deducitble In
timlted circumataricas subject to various restrctions Imposed by the Intemal Revenuo Cods,

Department/Location: Name (print):
‘Work and/or Pager #:

Soc. Security #:
PUB. reviseda2rtant

Name (signature)
Today's Date:

For Office Use Qplv
Date Approved by pIC: — Date Agproved by Membership:

Represcatative’s Signature:




FEDERACION DE EMPLEADOS PUBLICOS
UNA DIVICION DE LA FEDERACION NACIONAL DE BMPLEADOS
PUBLICOS ¥ PRIVADOS (AFL-CIO)

Afitiados del er Distrito - MEBA (APL-CIO)

1700 N.W, 66™ AVENUE, SUITE 100, PLANTATION, FLORIDA 33313

PHONE: (954) 797-7575 FAX: (954) 1972922
ABLICACION PARA MEMBRESIA
FECHA PRIMER DIA
LUGAR DS EMPLEO: RECULTADO FOR; DE EMPLEQ:

Par {a prosonte ¢stay aplicando pate la membresia on fa Federacion Naclonal da Bmypl
MEBA (AFL-CIO). Hacicndolo, scepio y prameto cumplir fiefments con 1a Constlia
esperando que me acepten contoe un miembro mas,

leados Publicos y Privudos (ARL-CIO), afilindos af 1 er Dienlto -
cion ¥ los estatulos y oumplir con todas las regles de Ia Federasion .

Yo declaro quo no orea en, ni soy miembro de ninguia olra organizacion, ni a

0y0 a ningunn otra arganfzaclon que oces en o enseftan a atras personas que
esten en cantm del goblemo dalos Estados Unidos. Tambien prometa que fo

i ]a infarmaolon en et aplicacion ¢s correctn y verdaders,

(Par favor escriba en letra de imprenta o ¢ maquina)
Telefono

Nombre : ' Domicilio:
Apellido Nombre 2ndo Nombre (Aren) Numero
Fecha do Nacimienta: Nutrero de Seguro Socinl:
Clastficacion de Trabajo: Estado Civil: Masculine 3 Femenino O
Dlreccion do Domicillo:

Calle Cludad Bstado Codigo Postal
Previn Membresta / Fechn de Retfro:

Su Flrma: X Fecha:

Nombre de un familiar cercano: Relacion: (fo: Bsposofo, Hijofa, etc.)

Benéflciarlo; Relacion:
Por favor marque la medida de su camiseta: 8 M L XL XXL XXXL

A (M| Empleador): . AUTORIZACION DE DEDUCION

Por la presents asigna a la Federacion Nasionat de Emplcados Publlicos, uns divicion de fn Federasion Naclonal de Emplc‘:aﬂo: Pubifcos y Privados (APL.
CI10), afitiados del ter Distsito —- MBBA (AFL-C10),

deduclr da cualquler suelda ganado o por ganar por ml, como su empleado, of monto de las euolns
como nr.:iunlu u lns gue posterlomiente soan eatablecides por la Fedaracion y que se conviertan en una abllgacton con alfa conto ctiotas do membresia en
dicha Federucion.

Las cuotas, contribuclonos u obsequlos, a ls Federacion de Empleatlos Publicos, una divislon do fa Pedetaolon Naclonal de Empleados Pubiticos y Privadas
(AFL-CIO), afiliados del 1er Disitita ~ MBBA (APL-CIO), no son deducibles como contribuciones oorftativas parn efactos de impuusios federates o In
rnta, Las cuotas pagadas 4 1a Federagion de Eimplendos Publicos, una diviolan de I Federacion Naclona! de Empleatos Publicas y Privados {AFL-CIO),

afitiados del {er Distrita -~ MEBA (APL-CIO) sin embargo pueden callficar como gastos del nsgooio y podrian ser deducibles en clecunstancias limftadas
¥ sujotss a diferentes restricoioncs inpuestas por el codigo da renta Intema,

Degurtamento / Ubicacion Nombre: (En lotca imprenta)
_ X

Telefono Oficina y J'0 Numero de Becper Su Firma

Nutnero de Soguro Socfal - . Fecha

Poc favor envie su aplicaclon original a ta Federacion por corroo. No podemos nceptar aplicacionas por Fax,

NOTAS DE LA OFICINA: (Por favar no escriba abajo)

Date Approved by Membership Record Number Representative's Signature

4
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APPENDIX D
CITY OF PORTST.LUCIE
EDUCATIONAL INCENTIVE & CERTIFICATION
PRE-APPROVAL FORM

ATTACH SUPPORTING DOCUMENTATION TO THIS REQUEST AND SUBMIT TO SUPERVISOR

INAME: IVISION:
SUPERVISOR: EXTENSION:
ESCRIPTION: (SPECIFY) \I DEGREE, COURSE WORK, EXAM (SPECIFY)
OFFICE USE ONLY
JOB YES No [DEPARTMENTAL FUNDING? YES No
RELATED?
DEPARTMENT HEAD APPROVAL: DATE:
REJECTED BY: DATE:
COMMENTS:

IN ACCORDANCE WITH THE COLLECTIVE BARGAINING AGREEMENT (CBA), ] UNDERSTAND THAT A DENIAL OF THIS
REQUEST SHALL NOT BE SUBJECT TO THE GRIEVANCE AND ARBITRATION PROCEDURE BUT MAY BE APPEALED TO
THE CITY MANAGER FOR RESOLUTION.

*THE SUBMISSION OF THIS FORM DOES NOT GUARANTEE RECLASSIFICATION,

ROMOTIONS OR INCENTIVES*
MPLOYEE SIGNATURE: DATE

OFFICE USE ONLY

IRECEIVED FOR PROCESSING BY: DATE:
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QNEW.HAHH_ budgzted costs = mubammu. 42S. (See calculation below. -
>m u_.. mxm:..u_m. i'a 4% level of savings was achleved, the savings is $595,657. ﬁ_.o be inserted :. celiC13,) -
ﬂs:ﬁ is nu_nc_uﬁn by compiring Total Budgeted Expenditures with actual expenses ?«9» end of the year financial statements,

. DETERMINATION OF TOTAL WCUmm-_.mU EXPENDITURES: © -
_|{Using page 141 of the FY 2013-14 Propased Budget)

Totsl Costs - FY 2013-24 $ 17535690
less:
1BNR Reserve 500,000
Add1 Gaviingency - Future Years 273,549
financial Gontingency (60 day) - 1,970,716
Origina) Budgeted Expenses § 14891425

. CITY OF PORT ST. LUCIE )
wuﬂowom”mu wddﬂmﬂ éunbb%nﬁg*mom -REBATE CALCULATION
FY 2013-14

[ EMPLOYEE REBATE - || m:v_.oﬁw REBATE

BG/BS ratios Savings  Cument®of ><m. Total Savings.  Employes = Empleyss™ Employer Employer

oftotalcost | allocated by er Employee per ParGicipant _ fatio Savings ratio Savings

. . (Recommended) . of coverage Contracls . per Tier “Annual - ) .>§E_
Emp Oaly 109% $ 64,927 n7 S T 286 t 8% wﬂwﬁu\ . 82% . § 28
10 [Emp +Spouse 208% $ - 124,482 150 $ 830 ° Fﬁ%ﬁm\ﬁﬁ} B6.0%.S . 714
Emp + Child(ren) 10.0% *$ 53,566 106 $ 562 0K ST 7, 86.0% 5 - - 483
Emp + Famlly 582%_$ 346,672 353 $ 882 4 0% ; m.«.... BB 86.0% $- . 845

Total $ FSO5iEY, 836




APPENDIX F

City of Port St. Lucie —~Performance Evaluation Form

Employae Name:

Employee 1D:
Job Title: Evaluator:
Department: Evaluator Title:
Evaluation Parlod: .ot .. Al O ;
Please rale each numbered catagory and rafar fo lhs 1 ) :
2 2 Neads 3 = Moets 4 =2 Above §=
U
fz::gk;:yﬁle;{:g;n:f;dg;egg;dmog‘l'nénonls to Unsatiafactory  Improvement - Expactations Expactations

Excaptlonal

Knowledge and appﬂca(lon of Cl(yl Dapartmental '
poﬂcles and procadures

Understands ]ob malhods. procaduras and
lmplements lhem

a
a
Abilty to understand and fallow Inslructions a
Problem solvlng ablluyIJudgmenl ) 0
Approprla(e declslon maklng ahllltylPlannlng D

Commen(s

a]
o
g
Q..
o

Observes safety mles and pracllces a a 0

Cgre"and use of aqylgrnent malerlals, ate, o (_j: a

Communications: Verbal, Written, Listaning o a. a

Works with minimum supervisionitndependently =] a a
PmperAlllrelgroomlng s S E o o - " ) é, -
T S b G e SRR

Caomments:

Accuracy, neatnass, and thoraughness

%&%@%&Wﬁ&@”@%ﬁﬁﬁf& et

d

Productivity! Volume of work D U U D (|

e T R a

Tima Managemant a ad a Pt a

Takes pride In work praduct a a a i 0

eacnon I RATING ] (1 ] 3 G
Commenfs.



City of Port St. Lucie —Performance Evaluation Form

t e 1

i= 2 2 Naads 3 = Maats 4 = Ahove 62

Unsaﬂsfactofy lmprovement Expactations Expectallons Excaptional
) D‘T A ¥ AR IGHL o ATy 3

SRR A T AR
Customer Service / Interpersonal Skills E_) a
Exerclses se f-conlrol a a
Damonstrates favorable Clty and Depadment 0

Image a
Promotes Teamwark Q G

Keeps supervisor Informed of wark asalgnmenl

c‘ommenls:

ﬁé‘?
=

AccountabllllylAcce_pls Responslgngty_ L
Acce s construcllva crlﬂclsm .

:
¥

Adaptabllﬂy to change ' o 0 m] : ]
Performance In challanglng slluauons ) 0 . D a C_l
InnovallonllnﬂlaﬂvelCon!ﬂhuﬂon to new Ideae 0 .g a a
.0 Q u]

El

Begins and ends work on Ume accordlng to
schedule

Mee(s departmenls standards for attendance

and puncluallty Q Q
Comments‘
. 4. - ] - P . e )
1-Job Knowledge & Skills Q a a Q 0
2.Work Hablts 0 a a a a
3-Quality & Quantily of Work ] 0 0 a a
4-Human Ralatlons g 0 a a a
5-Flexibllity & Adaptabllity 0 0 a a a
a "0 £ i o
1= 23 Needs 3 3 Maets 4.3 Above §u=
Unsatisfactory Improvement Expectations Expactations Exceptional

9.



City of Port St. Lucie ~Performance Evaluation Form

GOALS & OBJECTIVES FOR UPCOMING YEAR:

EVALUATOR COMMENTS:

ADDITIONAL INFORMATION: (Pleass use additional sheet, If r;acassary)

EMPLOYEE COMMENTS:

PR T L I

By slgning this form, you confirm that you have discussed Ih

Is raviaw In detail with your Manager/Suparvisor. Signing Ihis form does not necessarily
Indicate that you agree with this evalualion or ils ralings.

Employee Signalure Date
Supervisor Signature Date
Maneger Slgnature Date
Oepariment Head Slgnalure Date

*Upon completion of ell signalures, provide a ¢

00y of this performancs avalualion lo the employss. Farwsrd the original to the employse's personnel file
localed In the Human Resources Department.

10



APPENDIX G

G CE FO

lease f rogriate steps ac ollectlv ining Cantrac

Print Employee Name: Dept: Date:

Naturs of Grlevance: (Check only one)
Violation of the Collective Bargaining Agreement

Speclfic Article(s) violated:

Violation of the City’s Rules and Regulations

Specific Section(s) violated:

.

Please glve a detalied explanation of vayr srjevance:

Who s involved In the grievance? Please glve namals), titles(s), and department(s) of those involved or who
witnessed the Incident(s)

Deslgnate who Is a witness:

What happened? Please explain in detail, without glving your oplnion:;

When did the situation occur? Please give exact date(s) and time:

Where did the Incldent take place? Please give exact location(s):

Wiy do you feel this s a violation of the terms and canditions of your employment?,

How can this situation be resolved; what adjustments do you feel will be satisfactory?,

Employee Signature:
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APPENDIX H

l , Immediate Supervisor/ Departmental

Manager, agree to discuss and/or attempt to resolve the incident of

, with , employee,
of the FOPE bargaining unit outside the formal grievance procedure on

Employee-Signature-Date Supervisor-Signature-Date

Circle one; Resolved; Not Resolved;

Statement of Resolution:

Immediate Supervisor/Departmental Manager Date

Employee Date
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